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ABSTRACT 
This study was motivated by a number of Schools that use many resources in motivational 
practices on support staff yet good academic results are still a challenge. Despite other 
studies focusing on motivation of teachers and work performance, less have focused on the 
impact of motivation of student’s performance. The study objectives were to establish 
relationship between support staff bonding trips and students’ academic performance, 
determine the relationship between support staff salary and students’ academic 
performance, establish the relationship between support staff professional growth and 
students’ academic performance, determine the relationship between support staff 
recognition efforts and students’ academic performance and to examine the relationship 
between support staff promotional opportunities and academic performance in Seme and 
Kisumu West Sub-counties. The study adopted Fredrick Herzberg’s Two Factor Theory 
(1959) and concurrent triangulation design within mixed methods approach. The study 
population comprised of 544 participants in 24 public Secondary Schools. A sample size of 
24 Heads of Departments of security, 24 Heads from kitchen Department, 24 Heads from 
laboratory, 24 Heads from secretary’s office and 24 directors of studies, 24 Board of 
Management chairpersons and 24 Principals were obtained. The study used a combination 
of stratified proportional sampling and systematic sampling to select the respondents. In 
conducting the study, three sets of questionnaires were used which included support staff 
heads, directors of studies and Principals. The study also used three sets of interviews 
schedules for director of studies, BOM chairpersons and the bursars. The internal validity 
of questionnaires was ascertained by using the Bartlett’s test. A pilot study was conducted 
in 7 Schools (10%) of the population to test the reliability of the instruments. Reliability of 
questionnaires was obtained using Cronbach’s alpha and all tools were reliable. 
Descriptive statistics in form of mean ratings, pie charts and frequency counts using 
statistical package for social science was employed to analyze data. Pearson correlation 
was used to analyze quantitative data. The findings revealed that there was statistically 
significant positive correlation (r=.245, n=88, p=.022) between support staff bonding trips 
and students’ academic performance; there was statistically significant positive correlation 
(r=.228, n=88, p=.033) between satisfaction on support staff of salary structure and 
students’ academic performance; there was statistically significant positive correlation 
(r=.220, n=88, p=.040) between opportunities for support staff professional growth and 
students’ academic performance, there was some positive relationship  between support 
staff recognition efforts and students’ academic performance; there was statistically 
significant positive correlation (r=.280, n=88, p=.008) between support staff promotional 
opportunities and students’ academic performance; and the model regression model 
accounted for 14.2 percentage of the variance in students’ academic performance. The 
study concludes that promotional opportunities among support staff made the greatest 
contribution to students’ academic performance. The study recommends that the Board of 
Management of Schools should ensure that there are structures for fair and equitable offer 
of professional opportunities among members of support staff.  
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CHAPTER ONE 

1.0 INTRODUCTION 

1.1 Background to the Study 

Education remains key aspect of socio-economic development and contributes to 

almost 25% of the Gross National Product especially in countries viewed to be 

developing. According to (Lazear, 2002), the human productivity in one way or the 

other can be improved through education achievements more so through the gained 

knowledge, experience and abilities. Furthermore, Kreitner and Kimcki (2001) held 

the opinion that the guidance in terms of behaviors and right direction towards a given 

goal and its sustenance is fueled by motivation for any human being. Also, the 

internal push towards satisfaction of the desires or needs considered unsatisfactory is 

motivation, (Higgins, 1994). According to (Owen, 2001), motivation of staff is a 

historical aspect having been prioritized during the industrial revolution by the 

managers by then who based their philosophical thought on the fact that staff in any 

workplace in one way or the other would behave in correspondence to their treatment 

within the workplace. 

 

Studies have shown that staff who are motivated would in turn be satisfied at their 

workplace, (Franek & Vecera, 2008). Consistency, (Magidi, 2010) established that 

staff who are not satisfied with their job may lead to high turnover and even resort to 

doing other jobs. According to (Ryan and Deci, 2000), motivating staff is key and 

cannot go unrecognized for efficiency of work. In developed nations like Wales and 

England, academic staff in high schools were dissatisfied from their performance 

reviews including signed contracts hence not motivated to continue with work and 

this affected academic performance of the learners. Studies from USA indicated that 
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job type (permanent or contract), communication flow, work life balances, working 

environment among others are some of the factors leading to demotivation among 

staff, (SHRM, 2007).  

 

In India, stress, poor working conditions, renumeration and compensation, employee 

growth among others are leading factors determining employee motivation at Cement 

industrial Centre, (Daljeet, Manes and Dalvinder, 2001). Moreover, in USA, studies 

have found out that it is easy for other staff from other cadres to join other staff so 

long as they feel that the staff, they are joining are accorded adequate motivation. For 

instance, teachers have been observed to be moving away from their teaching career 

to join other careers due to inadequate pay, poor working conditions, as well as lack 

of teacher promotions. Same trend has been observed in Canada and Spain among 

teachers to the extent that a special parliamentary committee put in place to conduct 

investigation on how best the high turnover can be controlled more so reviewing 

motivation in learning institutions. 

 

According to (Lovel, 2005) from UK, staff with high level of trust to their leaders and 

freedom to express their views on job satisfaction in many cases feel motivated at 

workplace unlike to those without trust at workplace. In fact, these type of employees 

considered any new challenge at workplace as an opportunity to grow and learn new 

things and remains flexible when it comes to decision making by management and 

welcome the idea, (Mullins, 2002).  

 

High level of motivation for staff have been observed in UK where teachers have 

opportunity to attend the teacher staff development programs including in-service 

training thus given opportunity to participate in internal and external conferences, 
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(Church, 2009), and these build their confidence at workplace and remain satisfied 

with their work, (Robinson (2005). Additionally, (Wong and Tioh, 2009) from 

Malaysia found out that work policy and salaries determines how well the university 

staff are satisfied at workplace and that dissatisfaction at workplace in one way or the 

other may be contributed by lack of individual growth, high workload, and poor 

working conditions. 

 

Again, poor leadership styles especially transitional and transformational styles have 

also been found to be leading to job dissatisfaction among Azad university staff in 

Iran, Hamidifar, (2014) and that the adoption of individualized consideration and 

Leissez Fair improves motivation among employees at workplace.  

 

Research carried out in California reveals that employees’ work performance is 

heavily influenced by quality of welfare and motivational practices put in place by the 

management than by race, class, prior achievement record or type of institutions 

(Guest, 2004). A study conducted in Nigeria by Nakpodia, (2010) on human resources 

in Schools revealed that conditions of work influence positively on performance of 

support staff. In addition, another study carried by Olulobe (2005) on teacher job 

satisfaction and motivation for School effectiveness in River state, revealed that job 

motivation is very crucial in terms of growth for any educational system around the 

world. Olulobe (2005) further posits that needs satisfaction and motivation to work 

are very essential in the lives of teachers because they form the fundamental reason 

for working. According to the researcher, teachers’ agitation and demands are beyond 

the resources of the Ministry of Education or the Government. Consequently, the 

Nigerian Government and Teachers Union (NUT) are in a constant standoff over the 
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increase in salaries and improvement of working conditions of teachers (Olulobe, 

2005).  

 

In Nigeria, good managers especially talented and highly understanding Human 

Resource at workplace who have employees at heart and in many cases listens to their 

questions and concerns contributes to high motivational level of employees, (Maicibi , 

2003).  

 

In the Republic of South Africa, a study done by Church (2009), on coping strategies 

in education, found that if extra payment is attached to official duty, then employees 

tend to go extra miles in discharging their duty. Also, employees are more satisfied at 

workplace if their extra efforts are recognized especially those that work extra hours, 

(Sharma, 2004). In Uganda, a research conducted by Karimi, Brazier and Basarir, 

(2016) revealed that on one hand, lecturers were relatively motivated with core work 

behaviour, supervision and intrinsic forces of teacher, but on the other hand, their 

potential sources of de-motivation were remuneration, governance and physical 

facilities. This could indirectly affect negatively on academic performance of the 

institutions.  

 

In Tanzania, staff welfare like provision of food during teaching hours remains an 

important factor in determination of staff motivation and satisfaction at workplace, 

(Olembo, et al., 1992). Similarly, (Ssemugenyi and Asumwa, 2000) in Uganda 

demonstrated that a good working environment including staff welfare is key for 

employee satisfaction and motivation and that this is key in realization of the vision 

and mission of any organization especially the teaching institution.   
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Most employees in Kenya are subjected to public service structure and conditions 

which influences their working engagements terms including salaries, when wages are 

t which have been found to be inadequate to support teachers thus leading to staff 

demotivation at schools, (Republic of Kenya, 2011). Though most teachers work in 

secondary and primary levels, most of them end up quitting the job due to low pay 

and poor working conditions, (MOE, 2010).  

 

Critics of guidelines for implementation of Free Day Secondary Education like 

KNUT maintains that the Government’s vote head on personal emoluments meant for 

support staff is hardly ever enough to pay for salaries, National Hospital Insurance 

Fund and Retirement Benefit (MOE, 2010). This explains why all support staff need 

to be motivated in order to maximize their performance which finally could influence 

positively the students’ academic performance of an institutions. Welch, (2006) 

observed that money, recognition, training, workers qualifications, attitudes and 

experience are the basic tools required to motivate and retain top performance. This is 

supported by Olayo (2011) who suggests that to maximize employees output, they 

need to be comfortable both at work and home in order to minimize stress and 

stressors.  

 

Kiumi et al., (2012) in his study of School conflict in Laikipia Sub County established 

that Schools offering lunch programmes to support staff will minimize time wastage 

during lunch recess/break, resulting into increased student contact hours and timely 

input from teachers in Curricular and Co-curricular activities in the afternoon. In 

Kenya, there is discrepancy in Curricular and Co-curricular performance from one 

School to the other in the past years (Kisumu West Sub County Office, 2020). The 

level of success in each discipline has a direct relation with teachers’ performance and 
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job satisfaction that result from good welfare practices (Otieno, 2014). Otieno (2014) 

investigated the effects of teachers motivational practices on their work performance 

by considered practices such as; Soft loan, Salary advance, recognition of individual 

effort, lunch program, housing facilities, travelling allowance, holiday tour, job 

promotion, team work, training and organized transport. Otieno (2014) further 

considered the effects of work performance, job satisfaction and work productivity in 

general. The current study aimed to investigate the influence of five selected 

motivational practices to support staff in public Secondary Schools and specifically 

their influence on students’ academic performance. This was because the five 

practices are common in all public Secondary Schools regardless of their enrolments 

or sizes. 

 

Motivation of teachers and its influence on performance has widely been studied. 

However, previous empirical research on support staff Motivation not been linked to 

students’ academic performance. Therefore, problem still exist concerning the 

influence of support staff motivational practices on students’ academic performance 

in Public Secondary Schools, particularly in Kenya. Support staff plays a critical role 

in making Schools achieve their objectives and hence many resources should go 

towards their motivation. In Kisumu West and Seme Sub Counties, 80% of Secondary 

Schools use extra resources to organize for bonding trips, increase salaries, offer 

accommodation and gives various psychological motivational practices to support 

staff (Education Office Seme Sub-County 2015).  

 

Studies have reported that, there is poor performance (below C+) in Kenya Certificate 

of Secondary Education (K.C.S.E) in both Seme and Kisumu West Sub-Counties. 

These studies have analyzed the variables that affect students’ academic performance 
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and established that the influence of support staff motivational practices has not been 

studied. Table 1 below shows the Secondary School performance in K.C.S.E in the 

two Sub-Counties. 

Table 1: Percentage of students who attained below C+ in Kisumu West and Seme 

Sub-Counties, Kisumu County 2018-2020 

Year 2018 2019  2020 

Sub-

county 

No of 

Schools 

candidature % of 

students 

below C+ 

No of 

Schools 

candidature % of 

students 

below C+ 

No of 

Schools 

candidature % of 

students 

below 

C+ 

Seme 35 2636 2226 

(84.4%) 

35 2498 2115 

(96.8%) 

35 2754 2322 

(84.3%) 

Kisumu 

west 

38 2917 2324 

(80%) 

39 3077 2272(74%) 39 3236 2380 

(73%) 

Source: Kisumu County Director of Education Office, 2020 

 

One Head of Department (HOD) in Kisumu West in 2018 observed that without 

supportive support staff, there would be no good results. This study focused on the 

relationship between support staff motivational practices and students’ academic 

performance in public Secondary Schools in Seme and Kisumu West Sub Counties. 

The particular support staff motivational practices considered in this study were 

bonding trips, salary structure, recognition efforts, professional growth and, 

promotion opportunities. This because very little literature is available on these 

motivational practices among support staffs in Secondary Schools. 

 

1.2 Statement of the Problem 

In any workplace, organizations including learning institutions adopt various 

motivational practices to address the welfare of the employees thus motivating staff to 

do their best at workplace which in turn improves the organizational performance 
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including realization of the objectives and goals. Teaching and non-teaching in one 

way contributes to the academic performance of the students. For example, if cooks 

prepare meals in time, academic Programme will run smoothly. Other support staff 

who carry out duties that influence academic results such as lab assistants, are equally 

critical in practical lessons in the laboratories, secretaries and typists prepare 

examinations through printing and typing, security officers keep vigil to ensure 

students property is safe and that there is law and order in School. When these duties 

are well done, students’ academic performance could improve.  

 

The study on relationship between support staff motivational practices and academic 

performance is justified to be carried out in Kisumu West and Seme Sub-Counties 

because of a number of reasons; the Schools use a lot of resources on motivational 

practices like bonding trips and awards or offers to support staff yet good academic 

results are still a challenge in most Schools (Educational Office Kisumu West Sub 

County 2015). In addition, majority of the Schools register a mean score of C- (5.449) 

and below (T.S.C. County Director Kisumu County 2016). Several factors could lead 

to Schools registering the grade of C- and below, for example, inadequate resources 

and poor motivation of teachers and support staff. However, little attention on 

motivational practices of support staff can also contribute to poor students’ academic 

performance and vice-versa. Few studies been carried out on relationship between 

support motivational practices and students’ academic performance in Seme and 

Kisumu West Sub-Counties. This study therefore focused on the relationship between 

support staff motivational practices and students’ academic performance in Public 

Secondary Schools in Seme and Kisumu West Sub Counties.  
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1.3 Purpose of the Study 

The purpose of the study was to establish the relationship between selected support 

staff motivational practices and students’ academic performance in Public Secondary 

Schools in Kisumu West and Seme Sub-Counties. 

1.4 Objectives of the Study 

i. To establish the relationship between support staff bonding trips and students 

Secondary academic performance in Public Secondary Schools in Kisumu West 

and Seme Sub-Counties. 

ii.  To determine the relationship between support staff salary structure and students’ 

academic performance in Public Secondary Schools in Kisumu West and Seme 

Sub-Counties. 

iii.  To establish the relationship between support staff professional growth and 

students’ academic performance in Public Secondary Schools in Kisumu West and 

Seme Sub-Counties. 

iv. To determine the relationship between support staff recognition efforts and 

students’ academic performance in Public Secondary Schools in Kisumu West and 

Seme Sub-Counties. 

v. To examine the relationship between support staff promotional opportunities and 

students’ academic performance in Public Secondary Schools in Kisumu West and 

Seme Sub-Counties. 
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1.5 Research Hypotheses 

Null Hypotheses 

H.01: There is no significant relationship between support staff bonding trips and 

students’ academic performance in public Secondary Schools in Kisumu West and 

Seme Sub Counties. 

H.02: There is no significant relationship between support staff salary structure and 

students’ academic performance in public Secondary Schools in Kisumu West and 

Seme Sub Counties. 

H.03: There is no significant relationship between support staff professional growth 

and students’ academic performance in public Secondary Schools in Kisumu West 

and Seme Sub Counties. 

H.04.: There is no significant relationship between support staff recognition efforts and 

students’ academic performance in public Secondary Schools in Kisumu West and 

Seme Sub Counties. 

H.05: There is no significant relationship between support staff promotional 

opportunities and students’ academic performance in Kisumu West and Seme Sub 

Counties. 

 

1.6 Significance of the Study 

This study might generate information on both physiological and psychological 

related motivational practices to support staff in public Secondary Schools, thus it is 

hoped that the information might assist the support staff to appreciate the influence of 

the identified motivational practices offered to them on students’ academic 

performance. It is hoped that the information may also help School Management 

develop strategies for improving motivational practices among support staff in their 

Schools and identify areas of their weakness towards promotion of motivational 
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practices in their establishment, particularly Kisumu West and Seme Sub Counties. It 

might also enable other scholars generate and acquire scarce literature which may be 

useful in this field of study as well as create to the Government awareness of the 

necessity to motivate the support staff.  

 

1.7 Assumptions of the Study 

The study is based on the following assumptions:- 

i. Bonding trips, salary structure, professional growth, recognition efforts and 

promotional opportunities are the major support staff motivational practices 

embraced by public Secondary Schools in Kisumu West and Seme Sub 

Counties.  

ii.  The motivational practices given to support staff in public Secondary Schools 

in Kisumu West and Seme Sub Counties have influence on students’ academic 

performance.  

iii.  The Secondary Schools have structured promotional opportunities for support 

staff workers 

iv. The Secondary Schools have adequate recognition efforts that are tangible for 

the support staffs. 

 

1.8 Limitations of the Study 

Some of the respondents especially the Principals had busy schedules and therefore 

finding them in Schools was a challenge for the researcher. In order to overcome this 

challenge, the researcher booked appointments with the School Principals through 

phone calls and arranged to travel to the School to administer questionnaires to the 

principal in order to minimize chances of finding them absent from School. Secondly, 

some parts of Seme and Kisumu West Sub Counties have bad roads and are muddy 
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during rainy seasons, this made accessing these areas difficult. However, the 

researcher used a motorbike to reach these areas. Thirdly, some of the respondents 

were uncooperative about sensitive information. To overcome this problem, the 

researcher explained to the respondents the importance of the study and assured them 

of confidentiality.  

 

1.9. Scope and Delimitation of the Study 

The study only covered selected public Secondary Schools in Kisumu West and Seme 

Sub Counties. The study was concerned with how bonding trips, salary structure, 

professional growth, recognition of efforts and promotional opportunities to support 

staff influence Secondary Schools’ academic performance. In the selected Secondary 

Schools, the study obtained information from the Principals, Directors of Studies, 

Board of Management and sampled support staff heading secretary’s office, security, 

and kitchen and laboratory departments. Herzberg Theory (1959) guided the study. 

 

1.10 Theoretical Framework 

The theoretical framework of this study was adapted from Fredrick Herzberg’s Two 

Factor Theory (1959) which postulates that there are two job factors, when combined 

can result into job satisfaction, motivation or dissatisfaction. According to Herzberg et 

al., (1959) there are some job factors that result in satisfaction while there are other 

job factors that prevent satisfaction. The first group of the factors are; Hygiene 

factors; they included bonding trips and salary structure in the study. He also refers to 

them as maintenance factors as they are required to avoid dissatisfaction among 

employees. The factors are extrinsic to work, they describe the job 

environment/scenario and symbolized the physiological needs, which an individual 

wanted and expected to be fulfilled. The second group of job factors yields positive 
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satisfaction and they are inherent, intrinsic, symbolize psychological needs and were 

perceived as additional benefits. They included professional growth, recognition 

efforts, and promotional opportunities in this study (Herzberg, et al., 1959). 

 

The School administration should emphasize more on motivational factors like 

professional growth and promotion of support staff in their institutions by sponsoring 

them for workshops, create vacations for further studies through flexible times for 

work. This motivates them hence higher productivity that influences academic 

improvement in the School. Recognition of the efforts through verbal appreciation 

and letters also motivates them to work hard.  

 

The School administration can offer fringe benefits (hygiene factors) to support staff 

through providing tea, lunch and even health care plans, housing support staff in 

School and even giving salary advances or increment. This would create more time 

for support staff to concentrate on their duty in School hence help in timely 

implementation of academic Programme. However the hygiene factors alone are not 

enough to motivate support staff, more emphasis should be put on intrinsic factors for 

Herzberg says that, hygiene factors cannot at all work alone to motivate employees.  

 

1.11 Conceptual Framework 

Conceptual Framework is a diagrammatic representation of variables in a study. It 

demonstrates their operational definitions and how they interact in the study and how 

the independent variables influence the dependent variables in the study. The 

Conceptual framework was developed from Two Factor Theory of motivation, also 

known as the motivator hygiene theory by Herzberg et al., (1959). In relation to 

literature review, the study was based on conceptual framework understanding that 

various job factors (Hygiene/Maintenance factors) which are physiological, describe 
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job environment and are extrinsic. For example, support staff bonding trips, salary 

structure, professional growth, recognition efforts and promotional opportunities are 

independent variables that influence academic performance, which is the dependent 

variable in the current study. The conceptual framework for the present study is 

presented in figure 1.0. 

 

 

 

 

 

 

 

 

 

                 Feedback 

 

 
Figure 1: Illustrates the conceptualized relationships between the support staff 
motivational practices and students’ academic performance 
  
The framework shows that bonding trips can give support staff time to relax, gather 

momentum and plan for the next programmes and work with commitments because 

they feel appreciated and this would make them readily accept extra work, which 

would eventually have positive effect on academic performance. 

 

Yearly salary increment, periodic salary adjustments and fair pay according to the 

government guidelines or beyond can give support staff job satisfaction, increase 

teamwork and commitment in service to School customers. Most of their 

Independent variables: 
Support Staff  
 
Motivational Practices 
(Satisfiers) 
- Bonding trips  
- Salary structure 
- Professional growth 
- Selected recognition for 

positive efforts 
- Promotional opportunities  

Intervening variables 
(Dissatisfiers) 

- School policies 
- Leadership styles 
- Individual attitude 
- School work 

environment  
 

Dependent Variable: 
students Academic 
Performance 
- Students Academic 

Performance 
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physiological needs are fulfilled; this can make them come to School daily leading to 

increase in service delivery and influencing positively in academic performance.   

 

In addition, written or verbal appreciation to an individual or a group of support staff 

to recognize their effort and opportunity to attend workshops or further training 

prepare the staff for present and future job promotions, consequently, resulting into 

increase in productivity that would positively affect the academic performance of the 

School.  Promotion from one job group to another such as Deputy to Principal or 

Senior Master to Deputy or ordinary cook to supervisor/head cook would motivate 

support staff to work harder. Similarly, if support staffs were given tea and lunch by 

the School administration, it would improve teacher – student and support staff 

contact.  

 

The framework further reveals that the School Management, teachers and support 

staff should be aware of the intervening variables that might interfere with the School 

programmes. The framework shows that School policies, leadership styles of the 

Principal, individualistic attitude of support staff and working environment in School 

are some factors that might interfere with good academic performance despite the 

provision of good working conditions and other additional benefits.  The framework 

also shows that feedback from service delivery is necessary, as it would give the 

management and support staff opportunity for evaluation of their contribution to 

academic performance. The feedback would also help the School management find 

ways of resolving such intervening variable influences for better work performance 

by support staff.  
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1.12 Definition of Operational Terms 

The following terms have been defined as used in the study: 

Support Staff:  Workers in a School who help teachers in non-teaching 

    duties.  

Motivational Practices: Are methods used by institutions to take care of the  

    welfare/being of the employees.  

In-Service Training: Training courses of study done while one is working in 

a job in order to learn new skills. Can also be referred to 

as in-sets training/ concept. 

Education:    The process of acquiring knowledge, skills and attitudes  

Public Secondary Schools: Secondary Schools owned by the Government.  

Work environment quality: It is all psychological and physiological motivational 

practices that motivates employees to work hard. 

Professional growth: Activities like further training that help in acquisition of 

deeper skills in one’s area of specialization for example. 

book keeping for an accountant. 

Training:  The process of learning skills that you need to do a job 

for example. learning skills for arrangement of 

experiment and chemicals for preparation of a practical 

lesson in the laboratory by lab assistant.  

Workshop: A period of discussion and practical work on a 

particular subject or area of specialization in which a 

group shares their knowledge and experience for 

example. a poetry, drama, catering, security, accounting 

workshops. 
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Conference: A large official meeting, usually lasting for a few days 

at which people with the same work or interest come 

together to discuss their views for example. accountants 

or laboratory assistants.  

Promotion: A move to a more important job, rank or position in an 

institution or an organization for example. a cook to 

head cook or accounts clerk to bursar. 

Recognition: Public praise or material reward for work done or action 

taken. 
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CHAPTER TWO 

2.0 LITERATURE REVIEW  

2.1Introduction 

This section presents a review of related literature based on the stated objectives; 

relationship between staff bonding trips and students’ academic performance in 

Kisumu West  and  Seme Sub Counties, relationship between Support staff salary 

structure and students’ academic performance in Kisumu West and Seme Sub 

Counties, relationship between support  staff professional growth and students’ 

academic performance in Kisumu West and Seme Sub Counties, relationship between 

recognition efforts, promotion opportunities and students’ academic performance in 

Kisumu West and Seme Sub-Counties. 

 

2.2 Relationship between Support Staff Bonding Trips and Students’ Academic 

Performance 

According to Judge and Church, (2000) in order to have a good working environment, 

managers have to trust employees and value them and employees should know that 

managers will have a define process to help them get back on track. They further 

observe that managers should understand the basic theories of motivation, need to 

listen to employees and accept their workplace ideas.  

 

MC Conell, (2006) observes that there are several ways to indicate that you value 

your employees. These include greetings, attach thanks in their paycheck and 

acknowledge employees milestones, staff gathering outside the organization, holding 

celebrations for success, arranging frequent contests and other team building 

activities. These team-building activities can also apply to support staff in order for 
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them to works as a tea. This  eventually encourage them to work beyond normal 

working hours in areas like laboratories and exam offices in preparation of exams or 

learning materials and practicals for students. This can go a long way in improving 

the academic performance of students. 

 

Taylor (2007) views taking a field trip with employees as one of the most effective 

ways of team building. Taylor further observes that taking a field trip is the best way 

to know your employees as they interact freely without a formal plan. Team building 

according to Taylor include annual field day complete with food, silly games 

(optional), prizes and quarterly trips to the movies. Taylor further observes that team 

building that involves getting offsite, encourages the staff to get to know each free 

from confines of their offices.  

Salas, Rozelle, Driskell and Mullen (2010) examined the effects of team building on 

performance. Overall, there was no significant effect of team building on 

performance. However, the effects of team building varied as a function of the type of 

operationalization of performance. On objective measures of performance, there was a 

non-significant tendency for team building to decrease performance, whereas on 

subjective measures of performance, there was a significant, albeit small, tendency for 

team building to increase performance. The aforementioned study was experimental 

in nature and it involved a small sample size, which could limit generalizability of 

findings, but the present study utilized a relatively bigger sample size. 

 

In the view of Buckley (2006), among the 6 ways to achieve employee bonding is to 

seek opportunities to socialize outside the workplace. Whether it is taking everyone 

out for lunch or a bowling alley. According to Buckley, planning a social outing away 
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from the workplace is a proven method for helping employees. Further observation is 

that when people talk about their personal lives, they build bonds based on them. 

Buckley explains that these bonds lead to trust and respect that lead to willingness to 

collaborate and perform well together. Buckley says, “In my experience, the most 

impactful thing a leader can do is to enhance teamwork and bonding to the team 

members.  

 

According to Yates (2016), if budget permits, then a more ambitious team out should 

be considered, where the employer and the employees take a few days away from the 

office and engage in activities utterly different from what happens in their daily lives. 

Yates refers to this as embarking on an adventure, all of course, paid for everyone on 

the team cohesive and united helps create a better productivity, more employee 

happiness and better results. 

 

In U.S.A, a survey carried by Matt (2015) among employees of selected 

organizations, found that guidance, support, and interest in life outside of work are 

components of good relation between the employer and employees. Matt further 

observes that guidance and support should take place in or outside place of work in 

order to discuss goals setting priorities. According to Matt. the employee – employer 

relationship should be professional and that employers should be professional. They 

should have interest in or know employees lives both inside and outside workplace 

and further learn more about them during team building or bonding away from 

workplace.  

 

In addition, according to Matt. a survey by 15 five-survey team in 2015 in U.S.A 

among 1000 adults showed that only 15% of employees were satisfied with the 

quality of employee-employer relationship both in and away from workplace. In yet 
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another survey by Gullup (2015) that consisted of 7200 adults, nearly 50% left a job 

to get away from their manager because of bad employee-employer relationship. MC 

Collen (2006), Buckely (2006) Yates (2016) and Matt (2015), have all observed that 

team building in and outside (bonding trips) are essential in a work place. If such 

opportunities of team building activities are offered to support staff, they can become 

more dedicated in their work, go extra miles to help students, for example, in science 

laboratories. This can go a long way in improving academic performance of the 

students. The current study differs from the ones done by 15 five-survey team and 

Gullup because it will be specific on influence of support staff motivational practices 

on academic performance in Secondary Schools while the other studies sampled 

respondents from different organizations in U.S.A and not Secondary Schools in 

Seme and Kisumu West Sub-Counties in Kenya.  

 

Ingvarson, Kleinhenz, Bervis and Carthy (2005) in New Zealand conducted a survey 

on teachers’ workload in Secondary Schools. Ingvarson and et.al revealed that 

teachers’ work is more demanding due to large number of students but less time for 

preparation and that this increased pressure has made teachers’  to work for extra time 

at home or over the weekend to complete their workload. However, this is not 

commensurate with their pay. In a related study of support staff in New Zealand 

(2011) it was noted that challenges of support staff workload include many competing 

demands which interfered with their ability to effectively complete tasks, lack of time 

to tackle amount of work or insufficient back up in terms of work environment 

quality. 
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Ingvarson and et.al study was on teachers workload that results into a mismatch 

between the work and pay back and benefits arising from work environment like 

bonding but the current study analyzed selected motivational practices to support staff 

like salary and bonding trips and their influence on academic performance. Ingvarson 

and et al. observed that work overload on teachers makes it impossible for them to 

cope up with work. This can apply to support staff as well when much work is given 

but pay is low, for example, the lab assistant, kitchen staff, and secretaries in the exam 

office. This demotivated them hence dysfunctional programmes in Schools. 

Moreover, this leads to time mismanagement that eventually influence students’ 

academic performance. The current study focused more on support staff motivational 

practices as opposed to teachers whose employer is Teachers Service Commission 

(TSC) and not Board Members of Secondary Schools that employs support staff. 

 

Smithers and Robinson (2008) conducted a study on factors that influence teachers 

switching profession and concluded that teachers’ workload, salary and work 

environment quality as some of the reasons. They further observed that teacher 

workload is likely to make teachers become ineffective in certain areas. Smithers and 

Robinson (2008) focused on factors that make teachers leave teaching for other 

professions and identified salary and work environmental quality as some of the 

variables. However, the current study focused on the influence of selected 

motivational practices on academic performance by taking into account bonding trips 

and salary as some of the motivational practices. Furthermore, the current study 

analyzed support staff and not teachers. 
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In Zimbabwe reward of any form from salary adjustment upward or a trip was found 

to play an important role in determining the effective implementation of performance 

appraisal system. According to Machingambi, et al., (2013) who conducted a survey 

on performance management system, monetary issues were paramount in the 

performance management system. The study further established that teachers did not 

receive some form of performance related rewards, for example, promised trip, for 

having achieved set target. This proved to be an obstacle to the success of 

performance appraisal system. Machingambi et al., (2013) further established that for 

any success to be realized, promised rewards must be paid to all deserving teachers 

and when they are due. Machingambi et al., (2013) suggested that the Government 

should be committed in performance appraisal system by awarding teachers who 

perform well. While a study by Machingambi et al. was on performance management 

system in relation to rewards, the current study focused on how the selected extrinsic 

rewards like salary and bonding trips influenced academic performance specifically 

when offered to support staff and not teachers. 

 

In Botswana, Bulawa (2012) conducted a study on the implementation of performance 

appraisal system in senior Secondary Schools. The study revealed that teachers 

showed resistance to appraisal system due to lack of knowledge on the importance of 

appraisal system but the managers’ positive perception was due to anticipated benefits 

of the appraisal system like extra pay and team building away from work station. The 

study carried out by Bulawa (2012) focused on senior Secondary Schools as opposed 

to the current study that focused on public Secondary Schools whether senior or 

junior or with varied enrolments. The current study therefore gave objective and 

realistic feedback on influence of selected motivational practices like salary and 
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bonding trips to support staff on academic performance. Furthermore, the current 

study focused on support staff as opposed to teachers in Senior Secondary Schools.  

 

According to Mutua and Ndeti (2014), there is a need to make available avenue that 

will yield into more bonding and unity of purpose after release to Kenya Certificate of 

Secondary Examination (KCSE) results that will eventually lead to improved 

performance in future. They propose that Teachers, some support staff, BOM and 

PTA representatives be sponsored by well-wishers or donors for a bonding trip to 

Mombasa. The trip would not only be a bonding trip, but also a source of motivation 

to stakeholders as well as providing a fertile ground for progress and potential 

evaluation, creating unity of purpose and planning a head on how to sustain good 

academic performance for the School.  

 

Cheum (2018) examined the effects of team building activities as a strategic issue on 

job retention at Safaricom company in Kenya. The population of the study constituted 

all 4,500 employees of Safaricom Company Limited. Stratified sampling was used to 

pick employees from the ten existing divisions of Safaricom, after which the sample 

size formula was used to determine the size of the sample of 138 subjects for a cross 

sectional survey out of which 109 responded by giving a response rate of 79%. Data 

analysis was done using SPSS and Excel tools to produce descriptive and correlation 

statistics. The findings reported that Team building activities made the respondents 

feel like a ‘part of the family’ and enjoy participating in the team building activities. 

The above study was done among a private company in Kenya but the present study 

was among support staff in public Secondary Schools. 

 



 25  

 

 

 

 

Mokaya, and Gitari (2013) study sought to determine the effect of workplace 

recreation on employee performance at Kenya Utalii College. The study was 

descriptive covering a stratified sample of 81 respondents drawn from 162 employees. 

Data collected through self-administered questionnaire was analyzed using descriptive 

and inferential statistical tools. Participation in recreational activities was found to be 

useful in the management of work -life balance with a correlation of 0.61. Job 

satisfaction correlated highly with performance at 0.55. The study concluded that 

recreation is a significant factor in employee performance; increases the level of 

commitment, enhances bonding and improves employee wellbeing with a consequent 

positive effect on job satisfaction, service provision, customer satisfaction and 

productivity. 

 

Furthermore, Odunga (2013) carried out a study on factors influencing job satisfaction 

among non-teaching staff in public Secondary School in Butula Division. The study 

revealed that communication structure was a two way, meaning support staff were 

free to discuss with administration issues concerning work. Odunga (2013) therefore 

recommended that although most employees in Butula division were satisfied with 

communication, it was important for the administration to organize regular meetings 

where non-teaching staff is free to discuss workplace issues that should also be 

implemented after discussion. The study further observes that in Secondary Schools 

some of these staff meeting occasionally take place away from institutions where 

people can share, participate in different activities discuss freely as opposed to School 

environment. While Odunga carried a study on factors influencing job satisfaction in 

general among teaching staff, the current study differed because it was specifically on 

the influence of support staff motivational practices on academic performance.   
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Kaireria and Mutai (2014) carried out a study on factors affecting implementation of 

performance Appraisal system in National Bank of Kenya. They found out that 

rewards whether to departments or individuals in any form greatly affects the 

implementation of appraisal system, especially when such rewards are given at a flat 

rate thus failing to distinguish between performers and non-performers. The current 

study was different from the one carried out by Kaireria and Mutai (2014) because it 

was carried out in public Secondary Schools as opposed to a bank. Furthermore, the 

current study focused on selected motivational practices to support staff like salary 

and bonding trips as extrinsic recognitions or rewards as opposed to rewards in 

general, hence the study gave detailed feedback in the areas. 

 

Otieno, (2014), carried out a study on teaching staff welfare practices and their effects 

on work performance of Secondary School teachers in Bondo Sub County, Kenya. 

His findings revealed that staff holiday tour was one of staff welfare practices 

organized by the School management and most Schools done termly or yearly. 

Otieno, (2014), further posit that such holiday tours are meant to energize the staff 

and eliminate burnt out. Holiday tours as motivational practices when offered to 

support staff may re-energize and eliminate burn out. This can further make them 

manage time well such that School programmes or academic programs run 

effectively, for example, preparation of practical lessons, and exam materials. 

Therefore, with elimination of burn out, they can easily meet deadlines. This goes a 

long way in running academic programmes smoothly hence influence on students’ 

academic performance. While Otieno (2014) researched on teaching staff welfare 

practices and their effects on work performance in general, the current study was 

specific on finding out the relationship between support staff motivational practices 
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like bonding trips and students’ academic performance as opposed to teaching staff 

welfare effect on work performance in general.  

 

2.3Relationship between Support Staff Salary Structure and Students’ Academic 

Performance 

Sokoya (2000) observes that in many studies, earning level of an employee has been 

found as an important source of job satisfaction. According to Santhapparas and Shah, 

(2005), pay can entice individual to join and remain within an organization. Nezaam 

(2000) reiterates that wages are a significant factor in job satisfaction and that money 

not only helps people attain their basic needs but also is instrumental in providing 

upper level need satisfaction. Nezaam further observes that employees often see pay 

as a reflection of how management views their contribution to the organization. 

Darjeet, Manojand  Dalvinder (2011) concurs that employees are more satisfied when 

their work is fairly rewarded and that employees accept salary as supervisors reward 

for the work they have done. One employee describes salary, as “The salary paid to 

me is what the company thinks of me. Thus the lesser the salary, the less appreciated”, 

(Bokorney, 2007).  

 

Smithers and Robinson (2008) conducted a study on factors determining teachers to 

leave profession and concluded on the following: Teachers work load, salary and 

work environment quality make teachers to switch profession. They further observed 

that teacher workload is likely to make teachers become ineffective in certain areas. 

Likewise, support staff may also become ineffective and relaxed in their duties if 

there is work overload and low pay. For example, lab assistants and cooks may 

deliberately sometimes make mistakes, which may result in time wastage that 
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eventually affect students’ academic performance. Smithers and Robinson (2008) 

study focused on factors that make teachers leave teaching for other professions and 

identified salary and work environmental quality as some of the factors. The current 

study focused on the influence of selected motivational practices on academic 

performance but took into account specifically bonding trips and salary as some of the 

motivational practices. Furthermore, the current study interest was on support staff 

and not teachers. 

 

According to Boggie (2005), inequity in terms of lack of recognition and poor pay 

often contributes to a problem with employee retention. Cyders and Smith, (2007) 

believes that motivation by good pay /salary can lead to cost reduction by reducing 

absenteeism, technical errors and employee turnover. In public Secondary Schools, 

just like many organizations reduction in absenteeism, technical errors and employee 

turnover among support staff results into efficient running of School programmes 

hence high productivity from support staff which might positively influence academic 

performance in an institution. Studies by Case Hammerstein, and Woolhahdler (2002) 

have shown that wages coupled with lack of provision programmes and insurance are 

often connected to  low level of productivity at work due to absenteeism. According 

to Sazari and Judge (2004), individuals view their remuneration as an indication of 

their value to the organization. They compare their inputs to received outputs relevant 

to that of others. 

 

Ingvarson, Kleinhenz, Bervis and Carthy (2005) in New Zealand conducted a survey 

study on teachers’ workload in Secondary Schools. Ingvarson and et.al revealed that 

the demand as a teacher is in increasingly more work, more students, less time for 
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preparation and this increased pressure has made teachers’ work for extra time at 

home or over the weekend to complete their work unbearable and this is unlikely to 

commensurate with their pay. In a related study, research division in New Zealand 

(2011) in a survey of support staff productivity noted challenges of support staff 

workload as including many competing demands which interfered with their ability to 

effectively complete tasks, lack of time to tackle amount of work or insufficient back 

up in terms of work environment quality. 

 

Ingvarson et al., (2005) study was on teachers’ workload that makes it unbearable to 

work effectively, resulting into a mismatch between the work and pay back like 

salaries and benefits arising from work environment like bonding while the current 

study was on selected motivational practices to support staff like salary and bonding, 

trips and their influence on academic performance. The current study focused more on 

support staff motivational practices as opposed to teachers whose employers is 

Teachers Service Commission and not Board Members of Secondary Schools, which 

employs support staff. 

 

In UK, a study conducted by Oshagbelm (2000), among United Kingdom academies 

on statistical pay, employee rank & job satisfaction confirmed that there exists a 

relationship between pay and rank of employee and their level of job satisfaction. A 

study by Grace and Khalsa (2003), at Massachusetts higher education institutions on 

professional development and salary packages established that salary and professional 

development are linked to job satisfaction factor. However, a survey carried out by 

Young (2006) in the public sector in United States  failed to identify a significant 

relationship between pay and job satisfaction. While the study by Young (2006) was 
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on relationship between pay and job satisfaction, the current study was different 

because it aimed at finding out the relationship between support staff salary and 

students’ academic performance.  

 

In U.S.A, Wenely and Bonreau (2007) conducted a study on employee attitudinal 

effects on performance appraisal and reported that there is need to study the effects of 

appraisal system in an organization and that appraisal system is used for certain 

purposes, while the employee does not feel it is actually used for the purposes 

intended for but promotion, salary adjustment or general as the main purposes. While 

study by Wenely and Boureau (2007) study focused on performance appraisal system, 

the current study was different because it focused on students’ academic performance 

in relation to selected motivational practices, besides the current study was specific on 

support staff as opposed to employees in general in relation to appraisal system. 

 

Oyebolu and Muraina (2010) study reported that increased wages enhanced 

performance of teachers. For example, in early December 2000, the Ministry of 

Education unveiled a new teachers’ bonus experiment in forty-nine Israeli high 

Schools. The main feature of the Programme was an individual performance bonus 

paid to teachers based on their own students’ achievements. The experiment included 

all English, Hebrew, Arabic and Mathematics teachers who taught classes in grades 

ten through twelve in advance of matriculation exams in these subjects in June 2001. 

The aforementioned study was a review of a Programme but the present study was 

empirical in nature. 
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A study conducted by Ademokoya (2006), in Nigeria on influence of working 

conditions on the performance of sign language interpreters and teachers of deaf 

students in Oyo state revealed that poor working conditions like delay in promotion, 

salary payments, unattractive office and accommodation have a significant adverse 

influence on working performance of both teachers and interpreters. The study further 

revealed that hours expected to work, annual wages and job security play a vital role 

in the association between health and work related performance of both teachers and 

interpreters. Low and late salary pay may also apply to support staff and influence 

students’ academic performance since they may opt for a go slow or be absent from 

duty hence loss of learning hours because of delay in the implementation of academic 

programmes. This may affect students’ academic performance. The current study 

differed from a study carried by Ademokoya in that the previous study was done 

among sign language and teachers of deaf students, while the current study was 

carried out among support staff in Secondary Schools and focused on salaries and 

students’ academic performance in Kisumu West and Seme Sub Counties.  

 

Adewusi, Adedeji, Kalejaiye and Anabajo (2017) study examined employment status, 

pay and perceived performance of workers in selected foreign-owned manufacturing 

industries in southwest Nigeria. As a descriptive study, it adopted cross-sectional 

research design. Data was gathered using questionnaire and in-depth interview guide 

and was analyzed through quantitative and qualitative methods respectively. The 

study also discovered that there was a positive significant relationship between 

employment status, pay and workers performance. The study then concluded that 

workers dignity has come under attack by foreign industrialists despite local and 

international norms. An examination of this study may help us know the relationship 
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between support staff salary and students’ academic performance, low pay 

demotivates hence lack of urge to beat deadlines. The above reviewed study was 

among industrial employees of foreign industries carried out in Nigeria but the present 

study was carried out in Kenya among support staff in public Secondary Schools. 

 

Odoh, (2011) examined the effects of wage incentives and other fringe benefits on the 

productivity of Nigerian Workers. The methodology adopted in this study was 

empirical approach. Data for the research were generated from both primary and 

secondary source. Primary sources included questionnaire and personal interview. In 

the area of Secondary sources, documented materials used include textbooks, 

journals, conference and seminar papers, newspapers, the internet and other non-

classified documents. The major findings of this study was that irregular and 

inadequate wages/salaries, low level of fringe benefits and lack of collective 

bargaining process brought about low productivity of workers of Enugu State Local 

Government Service Commission. The research also found out that financial as well 

as non-financial reward, promotion and conversion are strategic in the promotion of 

productivity in organizations. The reviewed study above was carried out in Nigeria 

among workers in general but not Kenya as was the case of the present study, which 

was more specific on public Secondary Schools’ support staff whose results were 

more specific in education sector and not general about workers. 

 

Iyida (2015) studied the Effect of Increase in Wage and Fringe Benefits on the 

Productivity of Workers in Nigeria: A case study of federal Ministry of 

Transportation (works) Enugu. The analysis revealed among other things that increase 

wage in the Federal Ministry of Transportation enhance the productivity of workers 
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largely thereby affecting their attitude to work, thus, the monetization of fringe 

benefits has improved the performance of workers thereby leading to job satisfaction 

among workers. The study also showed that the monetized fringe benefits could only 

satisfy the basic needs of workers to a very small extent because of high cost of 

living. The reviewed study above was carried out in Nigeria among workers in 

ministry of transport but not in Kenya as was the case of the present study among 

support staff of public Secondary Schools. 

 

Adekoya (2015) looked at the impact of organizational compensation management 

system on the performance of employees in the public sector. The result focused on 

the analysis of data collected from the field using the questionnaire. It includes the 

frequency distribution table and the chi-square analysis as well as the inferences made 

from the analysis. That compensation management system has a great impact on 

employee's efficiency and performance at the Nigeria ports authority. There is a 

relationship between compensation management policy and employee's performance 

and that compensation management will lead to positive impact on employee’s 

performance. Increase in wages or salary can result in job satisfaction among staff, for 

example, reporting to work in time and working beyond normal hours. Eventually this 

could influence students’ academic performance positively. The above reviewed study 

was quantitative in nature but it lacked a qualitative aspect that captures the insider 

meaning of participants. Therefore, the present study adopted a mixed methods 

approach. 

 

Okeke, Nwele and Archilike (2017) study examined the impact of effective wages 

and salary administration on civil service productivity in Nigeria using Anambra State 

as case study. As a descriptive survey design, an item structured instrument was 
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developed to reflect the modified 5 points Likert Scale format that elicited 

information from the respondents. The sample of 557 respondents was selected. Chi-

square (x2) test of independence and T- test for independent large sample, (n> 30) 

were used to test the hypotheses. The study revealed that employees need effective 

salary and wage administration to achieve high productivity in the civil service. If 

effective salary and wage is put in place, support staff can have a sense of financial 

security and reliability of pay. This can make them do their duties effectively hence 

help the administration and management of time, which may result in implementation 

of School programmes effectively. This eventually leads to good academic 

performance. The above reviewed study was carried out in Nigeria but the present 

study was done in Kenya among support staff in public Secondary Schools and not 

among civil servants. 

 

Umoh et al (2014) study examined the effect of Pay Structures on Continuance 

Commitment in the Nigerian manufacturing industry. A total of 357 employees were 

randomly drawn from a population of 3386 employees of the 31 manufacturing 

companies in Nigeria. The instruments used for data collection were questionnaire 

and oral interview. The findings revealed that Pay Structures is significantly related to 

economic exchange and few alternatives. Based on these findings it was concluded 

that Pay Structures has significant influence on Continuance Commitment. The above 

reviewed study was carried out among employees in manufacturing companies but the 

present study analyzed support staff in Secondary Schools. 

 

In Zimbabwe, salary adjustment upward or a trip was found to play an important role 

in determining the effective implementation of performance appraisal system. 

According to Machingambi, Mutukwe, Maphosa and Ndofirepi (2013) who 

conducted a survey study on performance management system, monetary issues were 
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found to be paramount in the performance management system. The study further 

established that teachers did not receive some form of performance related rewards, 

for example, salary rewards, proved to a challenge to the success of performance 

appraisal system. Machingambi et al., (2013) further established that for any success 

to be achieved, promised rewards must be paid to all deserving teachers and when 

they are due. Machingambi et al., (2013) suggested that the government should be 

committed to performance appraisal system by awarding teachers who perform well 

the related pay or bonuses. 

 

A promised reward like salary increment upon achieving some targets is a 

motivational practice. If this practice is offered to support staff, it makes them ready 

to help students even outside normal working hours. Security is enhanced within the 

school and any other duties assigned to them All these efforts may go a long way in 

influencing students’ academic performance. 

While a study by Machingambi et al., (2013) was on performance management 

system in relation to rewards, the current study focused on how the selected extrinsic 

rewards like salary and bonding trips will influence academic performance 

specifically when offered to support staff and not teachers. 

 

A study by Businge (2004) in Uganda on the effects of government policies on Post 

Primary Education made the following recommendations to the government in its 

report; the need for Government to increase educational facilities, increasing 

instructional materials, monitor crash Programme of teachers, training and in-service 

training of teachers besides remunerating teachers properly for teaching extra load. 

The current study differed from the study carried by Businge (2004) in many ways. 

The previous study considered all Post Primary Institutions while the current study 
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only considered public Secondary Schools. The previous study was on Government 

educators policies effects on education in post primary education while the current 

study concentrated on influence of support staff salary on Secondary Schools 

academic performance. The current study was specific on the support staff salaries 

and not teachers’ salaries or pay for extra load as was in case in the previous study.  

 

In Botswana, Bulawa (2012) conducted a study on the implementation of performance 

appraisal system in senior Secondary Schools. The study revealed that teachers 

showed resistance to appraisal system due to lack of knowledge on the importance of 

appraisal system but the managers’ positive perception was due to anticipated benefits 

of the appraisal system like extra pay and team building away from work station. 

 

The study carried out by Bulawa (2012) focused on senior Secondary Schools as 

opposed to the current study, which investigated public Secondary Schools whether 

senior or junior, or with varied enrolments. The current study therefore gave objective 

and realistic feedback on influence of selected motivational practices like salary and 

bonding trips to support staff on academic performance. Furthermore, the current 

study focused on support staff as opposed to teachers in Senior Secondary Schools.  

 

In Kenya, Onyango (2015) conducted a study on challenges facing implementation of 

TSC Teachers performance appraisal system in public Secondary Schools in Rarieda 

Sub- County. The study established that TSC does not use performance appraisal 

system for any reward to teachers as recognition of effort shown. Onyango (2015) 

further noted that appraisal system would motivate teachers if it were rating result to 

reward like salary adjustment to teachers. The study further revealed that Teachers 

Service Commission (TSC) was not using Appraisal system process for the purpose it 

had intended like transfers, placement pay change, promotion, separation and 
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reprimand teachers therefore view in appraisal system as a more formality whose 

undertaking had no consequences in relation to their profession.  

 

While a study by Onyango (2015) focused on challenges in the implementation of 

performance appraisal system, the current study focused on selected motivational 

practices like salary, some extrinsic recognition, and their influence on academic 

performance. In addition, Onyango (2015) used simple random sampling to sample 

Heads of Departments, the current study used proportional stratified sampling and 

systematic samplings that were more representative hence gave objective information. 

 

Abaja and Ochieng (2014) conducted a study on the effects of appraisal system on 

employees’ productivity in supermarkets in Nakuru Kenya and concluded that 

workers should be given reward through offering timely salary adjustment after 

appraisals. Abaja and Ochieng carried out a study among supermarket workers only in 

one town while the current study focused on support staff of public Secondary 

Schools spread out in two Sub-Counties.  

 

Opondo (2013) analyzed the influence of the working conditions of support staff on 

work performance on selected Secondary Schools in Rarieda Sub County and 

observed that lack of training, housing, low and late pay and low motivation in 

general affect performance of support staff. Late or low salary to support staff may 

result into collusion with students in order to get favours from them hence increased 

in discipline of students.  

 

In addition, this may also result in absenteeism or lateness of staff due to engagement 

in other sources of income. All these drawbacks may in the end interfere with 

academic performance of students. While the study carried by Opondo (2013) looked 
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at the influence of working conditions on work performance in general and observed 

that low and late pay in general are among some of the conditions that influence 

general work performance, the current study was interested on how support staff 

motivation influence academic performance. This was the gap that the current study 

was meant to fill. The study also covered 2 Sub Counties (Kisumu West and Seme) 

with 68 Secondary Schools and had a greater percentage of return rate expected from 

respondents compared to the previous study which was only carried out in Rarieda 

Sub County with 34 Secondary Schools in Siaya County. Hence the current study 

gave more details. 

 

Ongiri and Abdi (2004) carried out a survey on academic performance in KCSE and 

reported that many of the Country’s 4000 Secondary Schools had bad exam results in 

KCSE and that there are only about 600 Schools that excel and if a student is not in 

any of these Schools, she/he is not expected to get a credible grade, hence need to 

explore reasons for poor performance and bridge the gaps even through recognition of 

academic success of students and teachers. Ongiri and Abdi (2004) study focused on 

KCSE results and not on factors that contribute or influence academic performance 

that the current study analyzed.  

 

Kaireria and Mutai (2014) carried out a study on factors affecting implementation of 

performance Appraisal system in National Bank of Kenya. They found out that salary 

increment whether to departments, or individuals in any form greatly affects the 

implementation of appraisal system especially when such rewards are given at a flat 

rate thus failing to distinguish between performers and non-performers. The current 

study therefore was carried out in public Secondary Schools as opposed to a bank. 

Furthermore, the current study focused on selected motivational practices to support 
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staff like salary and bonding trips as extrinsic recognition or rewards as opposed to 

rewards in general. 

 

2.4 Relationship between Support Staff Professional Growth and Students’ 

Academic Performance in Public Secondary Schools 

Gorddard and Raid (2006) define training as planned intervention that is designed to 

enhance the determinants of an individual’s job performance. Training is one of the 

important factors to employees’ motivation or satisfaction in enhancing the growth 

and development to the employees. They further observe that if the training content is 

more reliable and focused, it will then pave way for maximum resource utilization and 

productivity. The formal training Programme provide employee with skills and 

knowledge safe for the  work place  while the informal training help up the managers 

and employees to maintain and sharpen skills, Gorddard and Raid, (2006).  They 

continue to observe that employers  should give employees opportunities to learn a 

job and train for promotion and even cross-train for this will show  them that they are 

not in a dead end job.  This will also help keep them motivated for future rewards and 

opportunities. Employees appreciate the opportunity of developing their skills and 

knowledge without having to leave their workplace.  Internal training provides a 

worker with expertise and motivation. In addition, employees can train other 

employees on information they have learnt in a seminar.   

 

According to Barret (2003), in-service training and education is one way of providing 

motivation to employees. Barret adds that employee training increases skills, 

technology and knowledge. Barret further asserts that the right employee training 

provides a big pay off, productivity, contribution and loyalty and that it is related to 
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skills which are seen necessary by management of a particular organization. This 

leads to increased probability for the organization.  

 

Moreover, Barret asserts that the right employee training leads to big pay off and 

increases employees’ loyalty. It is possible that support staff can be loyal and accept 

extra hours in their areas of specialties like in the laboratory, library and exam offices 

.This leads to good students’ academic performance.  

 

Bernstein (2009) concurs that it is important for the employee to be trained for 

improved effectiveness in their jobs. Bernstein continues to observe that training 

employee perfect their performance leading to increased interest in the job and this 

will result into motivated employees who are committed, satisfied and possibly 

productive in their job. Bernstein (2009) observes that external training meant to 

develop new skills and ideas enhances employees’ motivation. Bernstein further notes 

that employee training helps them in reducing frustration or anxiety that is brought by 

work demands that they are not familiar with. Bernstein (2009) further asserts that 

when employees are motivated through training, they tend to be more knowledgeable, 

skilled, well experienced and dedicated.  

Observation by Berstein (2009) can apply to support staff in both external and internal 

training offered to them for motivation. It is possible that they can accept new 

responsibilities to assist students upon acquiring new skills. This can go a long in 

improving students’ academic performance because of increased interest and 

commitment to their job.  

 

Arduser and Brown (2004) observe that, when employees are not trained they feel 

demotivated by the organization and this leads to dissatisfaction that may eventually 
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lead to high employee turnover. Arduser and Brown (2004) noted that training 

enhances the employees’ knowledge and experience that is essential to the changing 

work environment. Further training is an important part of corporate behaviour 

because it not only enhances behaviour, but also moulds it according to the 

expectations. In addition, they observe that good leaders motivate their employees 

through training. 

 

Arduser and Brown (2004) observed that motivation through training and experience 

reduces mistakes and employees who do not train their workers make them do more 

mistakes. Welch (2006) observes that money, recognition, training, workers 

qualification, attitudes, and experience are the basic tools required to motivate and 

retain top performance. Sharma (2004) observes that any fringe benefit attached either 

to official or extra work has the effect of causing the individual sacrifice towards 

work. Deci (2000) noted that motivation and well-being in the work organization 

counts. In Wales and England, Secondary School support staff felt less motivated with 

their posts in general, their contracts and conditions of employment and professional 

development or growth available to them. A research carried out by society for 

Human Resources Professional (SHRM 2007) in U.S.A indicates that the top five 

contributors to adequacy of motivation were job security, communication between 

employee and senior management, benefits of flexibility to balance work life issues 

and feeling safe in the work environment.  

 

In Britain it was observed that in-service training provided opportunity for growth 

through training and development (Church, 2000). Consequently, all trained teachers 

have a professional obligation to attend conferences, seminars, workshops and other 

learning activities, which can help contribute to one’s growth and development 
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(Robin, 2005). Conferences have proven to be very effective opportunities when they 

are part of a teachers’ career growth (Campbell, 2003). In-Service teacher education 

shows clearly that the education of teachers does not stop with the award of a degree, 

diploma or a certificate at the end of initial training (Harris, 2000). Harris observed 

that a single course of pre-service teacher education, however long it takes and 

however excellent it may be can no longer suffice the face of the many major in-

service training-taking place in education.   

 

In U.S.A. studies carried out on motivational and welfare practices revealed that in-

service of  training of teachers is based on the assumption that a well-trained labour 

force is labour productive (Lofasto, 2008). Lofasto (2008) carried out a study on 

Training influence on managerial responsibilities. The results indicated that in service 

training provide employees an opportunity to recharge and therefore averting the 

problem of burnt out. The study further revealed that teacher training does not 

adequately prepare teachers for managerial responsibilities and therefore, in service 

training is necessary. Mullins (2002) posits that management cannot achieve 

remarkable results and therefore teamwork is a necessity. The current study was 

different from the aforementioned study done by Lofasto (2008). This is because 

Lofasto considered influence of in service training on managerial responsibilities 

among managers while the current study considered the influence of support staff in-

service training in Secondary Schools on students’ academic performance.  

 

A research done by Guest (2004) in California State on the influence of motivation 

shows that employees’ work performance or productivity is more heavily influenced 

by the quality of motivation knowledge or welfare practices put in place by the 

management than the race, class, prior achievement or records of type institution. 
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Bush (2003) carried out research on human resource management in California State 

and concurs with Guest (2004) that employees’ content of knowledge also influenced 

productivity, for example, teachers who teach the same subjects for long are 

particularly effective. The study by Guest further reveals that teachers who have 

professional education training or pedagogy, produce high student achievement in 

various School activities than those who lack educational training. However, since the 

teachers cannot attain full knowledge required during the first training, in-service 

training is recommended. While Guest (2004) carried a study on influence of 

motivation and productivity in general in relations to quality of motivation and 

welfare practices in relation to retraining of teachers, the current study considered 

influence of support staff and not teacher in-service training specifically on students’ 

academic performance and not general productivity.  

 

Majority of support staff in Schools lack initial training and this is a major barrier to 

professional development, Beason (2003). Blair, (2010) who contends that support 

staff needs opportunities for training and career development to enable them to 

progress and further contribute to School development supports this argument. Njonje 

further supports this and Nyangore (2010) observes that education and training are 

needed to successfully run micro and small enterprises. This is because entrepreneurs 

with more education and training performed better than those with lower levels of 

education.  

 

It was observed in United Kingdom that in-service training provides an opportunity 

for growth through training and development, and consequently all trained teachers 

have professional obligation to attend conferences, seminars, workshops and other 

learning activities, which can help in contributing to their professional growth and 
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development, Church (2009). In Turkey, Lablebics (2009) carried out a study on the 

impact of work place environment on employees’ productivity in a bank. The study 

revealed that the quality of environment like professional growth determines the level 

of employees’ motivation and subsequent performance and productivity. Lablebics 

focused on workers in the bank and work place environment in general but the current 

study investigated the selected support staff motivational practices, professional 

growth in particular and its specifically influence on students’ academic performance 

and not employees productivity in a bank.  

Saud et al., (2017) examined the influence of career development on employee 

performance in public sector, mediated by perceived organizational support, work 

motivation, and affective commitment. By analyzing the perceptions of 250 civil 

servants in 15 regional branches of Ministry of Finance of Indonesia, and using 

structural equation analysis with Smart PLS 2.0 program, the findings reveal that 

career development has positive direct influence on perceived organizational support, 

motivation, and affective commitment. However, career development has no direct 

influence on performance. The indirect examination shows that mediating variables 

are perceived to have significant influence in strengthening that relationship. The 

above reviewed study was carried out in Indonesia among civil servants in the 

ministry of finance unlike the present study, which was done in Kenya among support 

staff of public Secondary Schools. 

 

In Britain Campbell (2003) carried out an investigation on teacher Education 

Programmes which revealed that there were some challenges and shortcomings that 

must be considered in the planning and implementation of in-service education 

programmes. Campbell (2003) found that the in-service education programmes needs 

organized funding system and continuous supply of personnel for in servicing of 



 45  

 

 

 

 

educators. Campbell (2003) carried out a study on education programmes on teacher 

education, but the current study focused on motivational practices to support staff 

with professional growth as one of the independent variables and its influence on 

academic performance in public Secondary Schools in two-selected Sub –Counties. 

 

In India, Cecil (2002) carried out an investigation on funding of Education 

Programmes. The investigation revealed that financing in-service education 

programmes is the most serious challenge particularly in developing countries. Cecil 

(2002) further observed that facilities for in-service teacher education are also 

inadequate. Cecil (2002) however noted that in order to provide efficient education 

and training services, the capacity and skills of staff in the various offices and 

organizations involved should be commensurate with the tasks they perform. Cecil 

(2002) investigation focused on funding of education programmes, while the current 

study focused on motivational practices and professional growth among the support 

staff and their influence on students’ academic performance in public Secondary 

Schools.  

 

Pillay, Dawood and Mahomed (2015) investigated the effect of career advancement 

on motivation in South Africa. The study employed a case study research design 

where information was solicited using self-administered questionnaires. The findings 

indicate that when asked whether career advancement is imperative, the majority of 

respondents indicated in the affirmative. In particular, career advancement after 

training was positively and statistically significantly and related to environmental 

factors. The finding indicated strong internal consistency and reliability for the career 

advancement after training portion of the questionnaire, α = .839 (N=47). The 

aforementioned study was carried out in South Africa but the present study was done 

in Kenya and focused on influence of re-training of support staff on students’ 
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academic performance. Furthermore, this former study focused on companies, while 

the current studies focused on support staff of public Secondary Schools. 

 

Okuna (2010) and Maicibi (2003) separately carried studies on staff/human resource 

management in general in Nigeria in relation to motivation. The current study did 

differ from these studies because the current study focused on support staff 

motivational practices influence on students’ academic performance and not 

management of the staff or human resource in general. An investigation carried out in 

Uganda by Businge (2004) on effects of government policies on post Primary 

Education made the following key recommendations to the government in its report; 

need for government to increase educational facilities, increasing educational 

materials, monitoring crash programmes for teacher training and in service training of 

teachers in addition to remunerating teachers for extra teaching loads. The current 

study did differ from that of Busenge (2004) which was on the effect government 

policies on Post Primary Education in general while the current study focused on 

support staff motivational practices like in-service training on students’ academic 

performance.   

Ssmugenyi (2006) in Uganda carried out a study on staff management practices and 

asserted that every institution primarily needs committed and dedicated staff that will 

help the institution to meet its objectives. However, for the staff to be committed, a 

conducive and satisfactory working environment, promotion and proper 

communication channels are imperative. The findings revealed that motivational 

practices or in-service to employees are one of the practices that provide a satisfactory 

working environment. The current study did differ from the one conducted by 

Ssmugenyi (2006) in Uganda because unlike Ssmugenyi (2006), it focused on the 
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influence of motivational factors like professional growth and communication among 

support staff on academic performance in Secondary Schools. 

 

In Uganda a study by Businge (2004), investigating the effects of government policies 

on post primary education made the following key recommendations to the 

government in its reports; the need for the government to increase educational 

facilities including housing, increasing instructional materials, mounting a crash 

Programme of teacher training and in-service training of teachers besides 

remunerating teachers properly for teaching extra loads. While the study by Businge, 

(2004) in Uganda was concerned with education in post primary levels, the current 

study is different because it was specific on improvement of selected motivational 

practices like professional growth which was treated as a specific objective and an 

independent variable in the study hence gave more information on professional 

growth as a support staff motivational practice in public Secondary School and its 

influence on students’ academic performance in Kenya.  

 

In Uganda, Opolot (2008) researched on education administration in Kansanga and 

asserted that government financial support has greatly affected the provision of 

quality education. In addition, Muindi (2012) found that the issue of finance in 

education sector in African countries has affected the effort for provision of adequate 

infrastructure, quality service to students and in-servicing training of teachers. While 

Opolot (2008) researched on education administration in general, the current study 

focused on motivational practices to support staff and their influence on academic 

performance.  
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In 2006, Kenya recommended that Universities should strategize on how to improve 

the working conditions of support staff through provision of the necessary 

infrastructure or services such as computers, office space and furniture. These would 

motivate them and improve their inter personal relationships between them, 

administration and teachers which will eventually improve academic performance..  

 

Moreover, Oloo (2010) recommended that education stakeholders such as parents and 

School managers should source for funds by writing proposal and mobilizing 

resources from well-wishers in order to improve educational facilities and 

instructional materials. In order to design effective programmes of in-servicing 

Secondary School educators, it is necessary to make both short-term and long-terms 

plans. This will ensure that in-service courses are continually evaluated and updated 

using the information gathered and priority areas identified. While Oloo (2010) 

focused on teachers and their role in students’ academic performance, the current 

study was different because it focused on the professional growth of support staff for 

example. The current study considered support staff roles.  

 

Opondo (2013) carried out a study on the working conditions of support staff towards 

work performance. Opondo (2013) views staff training as an organized procedure 

through which one acquires knowledge or skills for definite purposes. Training aimed 

at enhancing ideas, skills and attitudes that need imparting on the employee (Republic 

of Kenya, 2011). This is re-enforced by Bakhda (2004) who observed that in-service 

training refreshes the skills of professionals by updating them on new trends in the 

profession. 
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Human development of in order to meet current and changing job demands is 

important. The main purpose of training is to raise competence as well as standards 

with a view of helping and motivating employees to meet their potentials (Republic of 

Kenya, 2011). According to Makpocha, (2010) among all the factors of production, 

human resource appears to be the most important because without human efforts, all 

other factors are inept and this is why it is necessary to train and retrain the staff in 

any organization for better production. The current study was different from the one 

carried out by Opondo (2013) because it covered 2 Sub-Counties with 68 Schools and 

large study population. This study therefore gathered more details on the area of 

study.  

 

Ngala and Odebero (2010) carried out a study on motivation of teachers by head 

teachers in Eldoret Municipality and found out that there exists a positive relationship 

between teacher – motivation practice and pupil achievement in Eldoret Municipality. 

While Ngala and Odebero (2010) conducted their study in an Urban Environment, the 

current study was conducted in a rural setting. The former study focused on primary 

Schools and teachers while the current study focused on the relationship between 

support staff and not teachers, motivational practices and students’ academic 

performance in public Secondary Schools.  

 

Wamalwa, (2010) in Kenya carried out a study on human resource management and 

recommended that in order to strengthen the capabilities of human resource involved 

in the discharge of education services, there is need to expedite the decentralization of 

education services and deploy senior and experienced managers to lower level 

structures.  
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Similarly, the capacity and programmes of Kenya Education Management Institute 

(KEMI) should be expanded to provide in-service training to all heads of education 

and training institutions and other personnel involved in the various aspects. Sifuna 

(2006) added that the course should be held regularly for both inspectors and teachers. 

The current study was different from the one carried out by Wamalwa, (2010) on 

human resource management which was general but the current study focused 

specifically on support staff in relation to their professional growth and students’ 

academic performance in public  Secondary School and not teachers and education 

managers. 

 

Aboga (2018) conducted a study on relationship between Principals’ leadership styles 

and motivation of support staff in public Secondary Schools in Nyamira County in 

Kenya. Aboga (2018) recommended regular relevant in-service courses for support 

staff and Principals in order to maximize motivation with an emphasis on Human 

Resource Management and interpersonal relationship. While Aboga (2014) study 

focused on the relationship between Principals’ leadership styles and motivation of 

support staff, the current study focused on professional growth specifically on support 

staff and their influence on students’ academic performance. Emphasis on 

motivational geared towards enhancing interpersonal relationship that was suggested 

by Aboga (2018) could enhance teamwork among support staff. Re-training support 

staff could also make them more knowledgeable to deal with students professionally. 

Aboga used purposive and random stratified sampling methods to collect data from 

the respondents, the current study used proportional stratified and systematic 

sampling methods that made sure every category of School in terms of enrolments is 

catered for hence objective information due to a fair representation of all categories of 

Schools was gathered.  
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Mwashila, (2018) studied the influence of career development on academic staff 

performance in Kenyan Public Universities in the Coast Region. The study adopted a 

descriptive survey research design of which the target population was the 577 full 

time academic staff in the three Public universities in Coast region. A Five Point 

Likert Type Scale questionnaire was used to collect primary data for the study. The 

questionnaires were then coded and responses analyzed using the Statistical Package 

for Social Sciences (SPSS). Pearson’s Product Moment Correlation Coefficient was 

used to determine the relationship between career development practices and 

academic staff performance. The study found out that Career advancement had 

significant influence on academic staff performance in Kenyan Public Universities at 

the Coast Region. This reviewed study was done among employees of a University 

but the present study focused on support staff in Secondary Schools particularly 

support staff and not academic staff. 

 

Kakui, and Gachunga (2016) study sought to determine the effects of career 

development on employee performance in the Public sector with reference to National 

Cereals and Produce Board. The study adopted a descriptive survey. There was a total 

of 200 employees at National Cereals & Produce Board head office in Nairobi. 

Sampling frame consisted of employees working at all levels of management. The 

study revealed that on job training influences the performance of an employee by 

expansion of key competencies and job specification, leads to motivation, reduces 

intimidation, provides additional skills knowledge and capabilities and employees are 

able to network. The above reviewed study was carried out among employees in the 

public sector at the while the present study was done among support staff in public 

Secondary Schools in 2 sub-counties. 
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Diriye, (2016) study sought to establish the perceived relationship between career 

development and employee commitment and engagement at Nairobi County 

Government. A descriptive survey research design was adopted. The target population 

was 443 employees at Nairobi County government. The researcher used a 

questionnaire as the primary data collection instrument. Descriptive statistics involved 

the use of absolute and relative (percentages) frequencies, measures of central 

tendency and dispersion (mean and standard deviation respectively). The study found 

that career development practices (career planning, coaching, counseling and 

mentoring) greatly affected employee commitment and engagement at Nairobi 

County Government. The study reviewed investigated employees of Nairobi City 

Council but the present study analyzed support staff in rural areas of public Secondary 

Schools in Kisumu West and Seme Sub-Counties. The current study used 

questionnaires and interview schedules as tools and a mixed approach designed. 

 

2.5 Relationship between Support Staff Recognition Efforts and Students’ 

Academic Performance in Public Secondary Schools 

There are several ways of appreciating your employees such as greetings and 

attaching thanks notes in their paychecks (MC Connel 2006). Managers should 

understand basic theories of motivation to help them understand how to motivate 

employees (Judge & Church, 2000). Sharma (2004) observes that any fringe benefit 

attached either to official or extra work or a sign of recognition has the effect of 

increasing individual efforts towards work. This can also apply to support staffs such 

as lab assistants and secretaries who in turn sacrifices their time and this goes a long 

way in improving students’ academic performance. Welch (2006) observed that 

money, recognition, training, workers qualification, attitudes and experiences are the 
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basic tools required to motivate and retain top performance. Olaya (2011) notes that to 

maximize employees output, they need to be comfortable at both work and home to 

minimize stress and stressors. According to Thomson (2002) posits that trust is one of 

the most vital elements in the recognition and development of a productive work 

environment. Thomson (2002) maintains that trust stimulates security and confidence 

and that it is a perquisite to innovation, creativity and good communication system.  

 

Shazia Khan, Tayyaba Zarif and Bilqees Khan (2011) investigated the efficacy of 

recognition-based rewards on employees' motivation to be efficient and effective on 

the job as compared to usual incentives particularly the monetary ones. A close-ended 

questionnaire was used to infer the relation between supervisors' recognition and 

employees' performance, their desire to remain with the organization, and their long 

term effectiveness in within the organization. Al-Karam Towel Industries (Pvt.) Ltd. 

Karachi was selected for the study whereas sample size of 100 employees was opted 

for. The effect of supervisory recognition on employees was examined using chi2 

inferential test. the statistical results showed that Chi-Square 27.5 is more than the 

tabulated value of 9.488 and at 1% level of significance and DF = 4, the statistical 

results again showing that Chi-Square 27.5 is more than the tabulated value 13.277. In 

both the cases, it was found that when recognition based rewards are increased it 

creates positive impact on employees' performance. When recognition efforts to 

support staff are increased, they can frequently help the students, hence students can 

improve their academic performance.  

 

Shariful, Alshahani, Ahmed, Saceed, Sahabuddin and Akter (2014) analyzed the 

impact of employees’ recognition on their contribution to the organization, with 

special reference to the service industry. The research design has been a descriptive 
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research by using the prepared questionnaire. In this survey the number of sample was 

only 109. Regression analysis has been used to investigate the impact of employee 

recognition, as a factor, on their actual contribution to their organizations. Results of 

this study shows that the relationship between employee contribution and appreciation 

is significant with β=0.597(ρ=0.001). The result further indicates that the direction of 

the associations is positive in which it implies that the more the appreciation is given 

to the employees, the possibility of them to perceive of recognition will be higher.  

 

The study conducted by Ong and Teh (2012) on reward system and performance 

within Malaysian commercial banks found that most of the commercial banks provide 

both monetary and non-monetary rewards; adoption of reward system is not 

influenced by age and size of the organization. The study however, found a negative 

relationship to exist between extrinsic rewards and financial performance of 

organizations and intrinsic rewards are positively related to financial performance of 

organizations. Quresh, Zaman and Shah (2010) in their Pakistan in cement industry 

found that there is a direct relationship between extrinsic rewards, intrinsic rewards 

and the employees’ performance. The study also found that recognition techniques 

(approaches) used in cement factories are good for the maximum performance of 

employee’s. The support staff for example. cooks can be recognized extrinsically and 

intrinsically, this could motivate them to meet deadlines of meals preparations and 

save time so that lessons start in time hence improving the academic performance of 

students. This study is relevant but different from the current study as the latter is 

dealing with target population of support staff in Secondary Schools in Kenya, while 

the former examined factory workers.  
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Aktar, Sachu and Ali (2012) examined the impact of recognition, learning 

opportunities, challenging work, advancement, and extrinsic rewards (basic salary and 

performance bonus) on employee performance in twelve commercial banks of 

Bangladesh as is in this study. The study found that each factor within both extrinsic 

and intrinsic reward was a highly significant factor which affects employees’ 

performance. In contrast, the study conducted by Yasmeen, Farooq and Asghar (2013) 

on the impact of rewards on organizational performance in Pakistan revealed that 

there exists insignificant and weak relationship between salary, bonus and 

organization performance. However it found that there exists moderate to strong 

relationship between promotion and organization performance. 

 

Olurotimi et al., (2016) examined employees’ perceptions of recognition and 

appreciation among Telekom Malaysia (TM) employees in Melaka and the 

psychological influence it has on their job satisfaction, performance, productivity, and 

commitment towards the organizational goals. Thus, it has been positively affirmed 

that every human being like to be recognized and appreciated because it is an innate 

aspiration. Conversely, even though there is nothing complex about recognition and 

appreciation, studies has found that these items consistently receive the lowest ratings 

from employees. Furthermore, research conducted over so many eras constantly and 

consistently discovered that people care about fair treatment, thus, recognition and 

appreciation of employees must be done appropriately and timely in order for the 

program to be effective and efficient and achieve its full objective and set goal of 

motivation. The above reviewed study was among employees in telecommunication 

sector but the present study was done among support staff in public Secondary 

Schools. 
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In his study on job satisfaction in universities, Edward (2009) identified the factors 

that measure job satisfaction of faculty members in two major universities in 

Malaysia. The conclusions drawn from this study are that, the major source of job 

satisfaction for Malaysia faculty members are shown to be institution policy and 

salary. According to his study, the relevant sources of dissatisfaction are interpersonal 

relations, recognition, responsibility, supervision, the work itself and overall working 

conditions. While Edward (2009) carried out a study on job satisfaction in two 

universities, the current study focused on influence of selected support staff 

motivational practices on academic performance which is more specific hence the 

study gave detailed information in the considered area of study. Furthermore the 

former study focused on university workers while the current study focused on 

support staff in public Secondary Schools, the former study only took into account 2 

universities for the study while the current study considered 24 public Secondary 

Schools in 2 sub-counties hence gave good representatives in number of institutions 

considered for the study.  

 

Mbah, Mgbemena, Ejike and Daniel (2016) study examined the impact of effective 

reward system as a tool for employee performance in civil service using Anambra 

state civil service as case study. As a survey design, an item structured instrument 

developed by the researcher to reflect such options as strongly agree, agree, disagree, 

strongly disagree and undecided popularly referred to as the modified five (5) points 

Likert Scale, was used to elicit information from the respondents. Out of the 1481 

senior civil servants identified through the nominal roll of various ministries at the 

state secretariat, Awka Anambra state, 315 was estimated as the sample size. 

Statistical tools considered most appropriate for analyzing the data generated from the 
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fieldwork were Pearson correlation coefficient and multiple regression analysis. 

Findings from the study shows that pay reward and some non-financial rewards of 

employee recognition, conducive work environment and staff development are 

positively and significantly related to employee performance in civil service. The 

above reviewed study was quantitative in nature but it lacked a qualitative aspect 

which could have provided participants feelings and experiences. Thus, the present 

study adopted a mixed methods approach. 

 

Bradler, Dur, Neckermann, and Arjan (2011) conducted a field experiment in a 

natural working environment. More than 400 students were hired for a three-hour job. 

Participants worked individually on a data entry task in groups of eight. It was 

reported that the provision of recognition to all workers in a group increases 

subsequent performance. In contrast, scarce recognition that is only provided to the 

best performers in a group raises subsequent performance substantially. Remarkably, 

workers who did not receive recognition were responsible for this performance 

increase. These results are consistent with workers having preferences for conformity 

and being reciprocal at the same time. In addition, worthless rewards have a 

statistically significant impact on performance. In line with conformity models that 

predict that subjects adjust their performance to correspond to average performance, 

this effect is larger when there is a relatively large number of recipients. It is possible 

that support staff can be recognized in groups for example. kitchen staff, this could 

make them work hard as a team to beat deadlines of preparing meals and cleaning in 

the kitchen and dining hall. This could go a long way in improving students’ 

academic performance because all lessons can start promptly hence syllabus coverage 

is done in and on time. The above reviewed study was done among students hired for 
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3 hours while the present study was done among support staff who are employees of 

public Secondary Schools. 

 

Norida, Oluorotimi, Shonubi, Rahman and Hamid (2016) study examined previous 

literatures on employee intrinsic motivational factors and using those studies as 

background knowledge for this present study on employees perception of recognition 

and appreciation and the influence it has on their job satisfaction, performance, 

productivity and commitment towards the organization goals and objectives. 

Recognition and appreciation which can also be referred to as intrinsic motivation are 

basic psychological process, therefore, becoming significance and inevitable to every 

human. However, this present study aims to utilize survey research method, vast of 

the constructs that was used in this study was operationalized using previously-

validated and originally developed measures with little or no modifications where 

necessary to suit the present research context. Structural equation using modeling 

technique was also be utilized to find the level of influence of recognition and as well 

as the level of appreciation towards TM employees‟ job satisfaction and performance. 

The above reviewed study was from different findings unlike the present study which 

was empirical in nature. 

In Turkey, Leblebics (2009) carried out a study on the impact of work place quality 

on employees productivity in a bank. The study revealed that the quality of 

environment like recognition in a work place determines the level of employee 

motivation, subsequent performance and productivity. The current study was carried 

out in 24 public Secondary Schools and not among workers in one bank like the 

former study conducted by Leblibics (2009). The present study therefore gathered 

objective information. 
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Kube, Michael and Puppe (2012) in their study reported that non-financial gifts are 

more effective at increasing worker performance than financial ones. In contrast to 

that study, we provide recognition that has no material value and vary its scarcity. 

Moreover, we provide recognition for a job well done after some time of working, 

while Kube et al. (2012) provide gifts at the start of the job, in our treatments with 

scarce recognition, it is provided conditional on past performance, which is another 

important departure from most gift-exchange studies. 

 

Amoatemaa and Kyeremeh (2016) examined employee recognition, its benefits and 

the various types of employee recognition programs in Ghanaian universities. It is 

thus, recommended that management of Ghanaian universities should commit 

credible resources to the design and implementation of employee recognition 

programs to yield the needed outcome. From the forgoing, the most effective ways to 

motivate employees to achieve the desired goals of the organization involve creating 

an environment with strong, respectful and supportive relationships between the 

organization and employees and a focus on genuine expressions of appreciation for 

specific employee achievements, service milestones and a day-to-day 

acknowledgement of performance excellence. Above reviewed study was carried out 

among employees in Ghanaian universities unlike the present study which was done 

in Kenyan support staff in public Secondary Schools. 

 

In Nigeria, according to Ademokoya (2006), recognition, trust, training and 

motivation are prerequisite in a congenial working environment and that School 

creates a working environment that stimulates productivity by constantly giving 

proper recognition to support staff for proper working environment. Amedokoya 

further observes that recognition demonstrates that employer needs to appreciate 
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employee’s contribution and continues to note that recognition motivates people to 

volunteer their services. Ademokoya asserts that giving recognitions stimulates people 

to use their creativity to achieve the group organizations goal and objectives.  On the 

other hand Deci (2000), is of the opinion that when people are publicly praised for 

their contribution and achievements, others are more willing to work at the same job 

because they also can expect recognition.   

It can be possible for support staff if recognized to be motivated hence volunteer their 

services. The support staff working in the exam office and laboratory can offer their 

services to work extra hours to help teachers do revision and even create extra lessons 

hence timely syllabus coverage and consequently improvement of students’ academic 

performance. 

 

In Malawi, Mulwa (2010) conducted a study on behavior of workers in an institution 

in the country and the findings revealed that workers would be more ready to give a 

second thought and cooperate with those who promised some kind of immediate 

materials or fringe benefits including recognitions than those who promised them 

some better future. While Mulwa conducted a study of behavior of workers in an 

institution, the current study was conducted in 24 public Secondary Schools hence the 

information obtained was more objective and representative. The current study 

considered students’ academic performance as a dependant variable and not behavior 

of workers as a dependant variable. Furthermore, the current study considered 

selected motivational practices like recognition efforts to workers and not all possible 

practices which can influence behavior of workers in their work place. 

 

In Zimbambwe reward in any form of salary adjustment upward or a trip was found to 

play an important role in determining the effective implementation of performance 
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appraisal system. According to Machingambi, Mutukwe, Maphosa and Ndofirepi 

(2013) who conducted a survey study on performance management system, monetary 

issues are paramount in the performance management system. The study further 

established that teachers did not receive some form of performance related rewards 

having achieved set target, proved an obstacle to the success of performance appraisal 

system. Machingambi et al., (2013) further established that for any success to be 

realized, promised rewards must be paid to all deserving teachers and when they are 

due. Machingambi et al., (2013) suggested that the government should be committed 

to performance appraisal system by awarding teachers who perform well the related 

pay or bonuses. 

 

Promised rewards can apply to support staff, if they are fulfilled support staff can 

closely work to implement the School academic programmes but if not they will be 

demotivated and this may negatively influence students’ academic performance. 

While a study by Machingambi et al., (2013) was on performance management 

system in relation to rewards, the current study focused on the selected extrinsic 

rewards like salary, bonding trips and recognition efforts and students’ academic 

performance specifically when offered to support staff and not teachers. 

 

Olembo (2010) in his study on management of Education in Tanzania asserted that 

the performance or productivity of workers towards achieving the common objectives 

and goals of the institution will increase if the popular welfare practices like free 

meals to staff and recognition efforts are put in place. The former study was carried 

on management of education in relation to performance in general while the current 

study focused on motivational practices offered to support which is an aspect of 

management of education. The current study therefore gathered detailed information 
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on management of support staff through selected motivational practices on 

management of motivational practices like recognition efforts.  

 

Kikoito, (2015) examined the impact of recognition systems on organizational 

performance in commercial banks in Mwanza city, Tanzania. The study used 

descriptive research design, which incorporated both quantitative and qualitative 

approaches. The study surveyed 65 employees from three commercial banks (CRDB, 

NBC and NMB) in Mwanza City, using self-administered questionnaire. It also 

interviewed selected employees. The data was analyzed using descriptive statistics 

and data presented as frequency distribution tables and histograms. The findings of 

this study showed that the three commercial banks in Mwanza city offer both extrinsic 

(salary, bonus and promotion) and intrinsic (praise, recognition and genuine 

appreciation) rewards to their employees. However, the results found that employees 

were not satisfied with the current reward packages and salary level was viewed to be 

too low and did not reflect cost of living in Mwanza city. While in former study based 

on employees of 3 commercial banks, the present focused on support staff employees 

of 24 public Secondary Schools. 

 

In Uganda, Semugenyi, (2000), in his study on staff management practices, 

ascertained that every institution primarily needs committed and dedication staff that 

will help the institution meet its objectives, however for the staff to be committed, a 

conclusive and satisfactory working environment is a necessity. In his findings, he 

emphasized that provision of welfare service to employees is one of the practices that 

provide a satisfactory working environment. While Semugenyi (2000), focused on 

staff management, the current study was specific on selected support staff 

motivational practices which are aspects of staff management. The current study 
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therefore gathered more information in the management of the staff through the 

selected motivational practices like recognition efforts to support staff. 

 

In Kenya, Onyango (2015) conducted a study on challenges facing implementation of 

TSC Teachers performance appraisal system in public Secondary Schools in Rarieda 

Sub- County. The study established that TSC does not use performance appraisal 

system for any reward to teachers as recognition of effort shown. Onyango (2015) 

further noted that appraisal system would motivate teachers if it were rating result to 

reward like salary adjustment to teachers. The study further revealed that teachers 

service commission (TSC) was not using Appraisal system process for the purpose it 

had intended like transfers, placement pay change, promotion, separation and 

reprimand of teachers, therefore view appraisal system as a mere formality whose 

undertaking had no consequences in relation to their profession.  

 

While a study by Onyango (2015) focused on challenges in the implementation of 

performance appraisal system, the current study focused on selected motivational 

practices like salary and some extrinsic recognitions and their influence on academic 

performance, Onyango (2015) used simple random sampling to sample Heads of 

Departments, the current study used proportional stratified and systematic sampling 

which are more representative hence gathered objective information. 

 

Njoroge, (2011) investigated the relationship between reward system and civil service 

motivation in the government ministries. This was a descriptive survey. The target 

population of this study was 43 human resource management in the government 

Ministries. The research used census design. The study used primary data collected 

using self-administered questionnaires to carry out the study. Analysis was done 

quantitatively and qualitatively by use of descriptive statistics. From the findings, the 
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study concludes that the ministries use non-monetary rewards, monetary rewards and 

performance contingent rewards. The study deduced that the ministries use salary 

increment and promotion, which are fairly applied to all employees. The study also 

concludes that rewards affect motivation of employee and hence the performance of 

the ministries and foster co-operation within a ministry hence improved performance. 

It also revealed that the ministries use social rewards, internal equity, individual 

equity and external equity all of which have a great effect on employee motivation. 

The above reviewed study was done among employees in the public sector but the 

present study was done among support staff in public Secondary Schools. 

 

In Kenya, Wichenje (2011) conducted a study on human resource challenges of head 

teachers in public Secondary Schools in Kakamega East District. The study revealed 

that limited training and lack of recognitions are challenges of support staff. Lack of 

recognition of support as a challenge for Head teachers as observed by Wichenje 

(2011) may as well demotivate support staff for example. Kitchen staffs, librarians, 

secretaries lab assistants may fail to meet the deadlines for implementation of 

academic programmes hence negative influence on students’ academic programmes. 

The current study differed from the one carried out by Wichenje (2011) because it 

focused on specific motivational practices as opposed to the general human recourse 

challenges for Head teachers, it therefore gave more details on the selected 

motivational practices and their influence on students’ academic performance in the 

sampled public Secondary Schools.  

 

Mureithi (2011) did a study on Kenya Public Universities noted that there are no 

guidelines for qualifications of support staff. Support staff complained that they were 

seldom considered for opportunities for staff development. In addition Mureithi 

reports that the non-teaching staff were ignored and were grossly underpaid, saying 
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“support staff enter the service at job group “A” and retire at job group “A”, a bursar 

enters with certified public Accounting qualifications at Job Group “G” and retires at 

the same job group. The report by Republic of Kenya (2006) looked at conditions of 

work of University employees in general. The current study did differ because it 

focused on selected motivational practices of support staff like recognition efforts and 

their academic performance in public Secondary Schools. 

 

Abaja and Ochieng (2014) conducted a study on effects of appraisal system on 

employees productivity in supermarkets in Nakuru Kenya and concluded that workers 

should be given reward or recognition through offering timely salary adjustment after 

appraisal feedback. Abaja and Ochieng carried out a study among supermarket 

workers only in one town while the current study focused on support staff of public 

Secondary Schools spread out in two sub-counties and not in a town hence covered a 

wide area and resulting into objective feedback. 

 

In Kenya, Ongiri and Abdi (2004) carried out a survey on academic performance in 

KCSE and reported that many of the Country’s 4000 Secondary Schools had bad 

exam results in KCSE and that there are only about 600 Schools that excel and if a 

student is not in any of these Schools, she/he is not expected to get a credible grade, 

hence need to explore reasons for poor performance and bridge the gaps even through 

recognition of academic success of students in various way as a motivational practice. 

Ongiri and Abdi (2004) focused on KCSE results and not factors that contribute or 

influence academic performance as was embraced by the current study and specially 

the contribution of support staff to academic performance because of selected 

motivational practices like recognition efforts among other practices.  
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Kiplangat (2014) carried out a study on causes of poor academic performance in 

Kericho County, Kenya. The study revealed that according to the students, low 

academic achievement and low motivation like inadequate recognition are some of 

the causes of poor performance on their side. Teachers listed motivational orientation 

as one of the causes of poor academic performance. Kiplangat (2014) study was on 

causes of poor academic performance amongst students but the current study focused 

on academic performance but in relations to motivational practices offered to support 

staff like recognition efforts and not recognition of students in relation to their 

performance in Kenya Certificate of Secondary Education. 

2.6 Relationship between Support Staff Promotional Opportunities and 

Students’ Academic Performance in Public Secondary Schools 

Promotion plays a crucial role in staff development and enhancement of performance. 

Promotion in any organization is aimed at influencing the achievement level as people 

work effectively and efficiently to be promoted (Nyongesa, 2007). Scott (2003) 

observes that happy workers behave positively and are productive and further 

suggests job satisfaction indicator of good treatment, which include incentives like 

appraisal and promotion. This reflects how well an organization performs. Sharma 

(2004) observes that any fringe benefit attached either to official extra or work or 

promise of promotion has majorly in effect of causing the individual sacrifice towards 

work. It is possible that a promised promotion to a support staff or an individual make 

them sacrifice towards work hence improvements of students’ academic performance.  

 

Welch (2006), adds that money, recognition, training, workers qualifications, attitudes 

and experience are the basis tools required to motivate and train top performance. 

This is pointed out as well by Olaya, (2011) who suggests that to maximize 



 67  

 

 

 

 

employees output, they need to be comfortable at both work and home to minimize 

stress and stressors. Udin, Sani and Martono (2018) investigated mutation and 

promotion system and its relation to employee satisfaction and job performance of 

West Kalimantan Immigration Office. This study used descriptive qualitative research 

approach with Explanatory Research. 50 people were taken as sample using 

judgmental sampling method only to employees who have been transferred. Data was 

collected through questionnaires and analyzed using path analysis model. The results 

indicated that there is a significant influence of promotion on job performance. The 

data diversity was explained using path analysis model of 62.2%, while the rest was 

explained by other variables not included in the model and error. The above reviewed 

study was quantitative in nature but it lacked a qualitative aspect which could have 

provided participants feelings and experiences. Thus, the present study adopted a 

mixed methods approach. 

 

Saharuddin, (2016) examined job satisfaction and morale as a mediator of the 

relationship between the promotion and compensation with productivity as well as 

reviewing the moderating effect of job satisfaction and morale variable. It examined 

91 employees at the Department of Water and Mineral Resources Energy of North 

Aceh district. The analytical tool used is path analysis using SPSS. The results show 

that the variables of promotion and compensation have significant and positive impact 

on job satisfaction, morale and work productivity; job satisfaction has significant and 

positive impact on work productivity; and morale has significant and positive impact 

on work productivity. The variable of job satisfaction and morale mediate exogenous 

variables with partially endogenous variables. The effect of promotions on work 

productivity through job satisfaction of 0.308 x 0.313 = 0.096 (9.6%). The effect of 

promotion (X1) to job satisfaction (M1) is 0,308 (30.8%). The above reviewed study 
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was quantitative in nature but it lacked a qualitative aspect which could have provided 

participants feelings and experiences. Thus, the present study adopted a mixed 

methods approach. 

 

A study carried out in India by Daljeet and Dalvinder, (2001) on factors influencing 

motivation and job satisfaction at work in a cement industry of Chhattisgarh revealed 

that three variables namely; environmental stress and work conditions, organizational 

factors like fair promotional opportunities and behavioural factors like adequate 

authority, salary and supervisors have a positive impact on motivation of workers. A 

fair promotion given to workers may encourage support staff in different departments 

to do their best at individual levels in their areas of specialties for example. 

implementation of academic programmes where they possibly interact with students 

who may give feedback about their performance in academics. This may result into 

one’s promotion. The current study focused on selected motivational practices like 

promotional practices unlike Dalvinder (2000) who considered factors influencing 

motivation and job satisfaction in general.  The former study focused on workers in a 

cement factory while the current focused on support staff in public Secondary 

Schools.  

 

Naveed, Usman, and Bushra, (2011) investigated whether promotion can predict job 

satisfaction or not in employees of glass industry in Lahore, Pakistan. Four glass 

companies were selected using proportionate stratified random sampling. A total 200 

questionnaires were administered through human resource managers, out of which 

156 filled in questionnaires were received back and then the data analyzed. The 

analysis shows that promotion has a modest and positive effect on job satisfaction. 

Thus the results show that promotion is a predictor of job satisfaction. The above 
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reviewed study was done among employees of glass industry but the present study 

was done among support staff in Kenyan in public Secondary Schools. The former 

study only used questionnaire structure to collect data, the present study used 

interview as well hence gauged responses from both instruments of data collection. 

 

A research carried out by Leblibics (2009) in Turkey on the impact of work place 

environment and employees productivity in a bank revealed that, quality of 

environment with promotional opportunities in a work place determines the level of 

employees motivation, subsequent performance and productivity. Leblibics (2009) 

focused on impact work place quality, which constitutes all factors in work place that 

impact positively, or negatively on an employee’s productivity while the current study 

focused on specific work conditions related motivational practices like promotional 

opportunities.  

 

Mustapha and Zaizura (2013) study determined the influence of promotion 

opportunity on job satisfaction among lecturers in four Public Universities in 

Kelantan, Malaysia. Sample was selected through systematic random sampling and 

data was collected from 320 lecturers using self-administered questionnaire. The 

result indicated that there was a positive significant relationship between promotion 

opportunity and job satisfaction. Organization should consider this variable in 

promoting satisfaction among employees in order to retain their best brain. The above 

reviewed study was done at university level among lecturers unlike the present study 

which was carried out in Kenyan Secondary Schools among support staff. 

 

Herzberg (1968) analyzed work place environment and revealed that if working 

conditions are not conducive, hardworking employees who can find job elsewhere 
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leave, while mediocre employees would stay and compromise practices of success. 

Line (2007) concurs with Herzberg by asserting that good working conditions 

satisfies employees and can determine their performance. While Herzberg (1968) and 

Line (2007) focused on working place conditions environment and in relation to 

satisfaction, dissatisfaction, or performance in general, the current study focused on 

the influence of selected motivational practices like promotional opportunities on 

specifically on academic performance and not satisfaction or dissatisfaction in 

general. 

 

Koppensteiner, (2017) study in Brazil reported that after the adoption of automatic 

promotion in treatment Schools, the difference between treated and control Schools 

almost completely disappears. The effect of automatic promotion is much smaller for 

the top two quantiles and not statistically significant, yet still negative and non-

negligible in magnitude. This paper examines the effect of automatic grade promotion 

on academic achievement in 1,993 public primary Schools in Brazil. The adoption of 

automatic promotion leads to a decrease in test scores of 6.65% of a standard 

deviation. Almost the entire fraction of the outcome originates from the pre-treatment 

difference between control and treatment Schools. The inverse u-shaped distribution 

of effects is consistent with the interpretation of the estimates as disincentive effect of 

automatic grade promotion, such that the treatment effect is largest for students left of 

the centre of the distribution close to the assumed grade promotion threshold and 

smaller for high performing students that are unlikely to be retained. The above 

reviewed study was done in Brazil primary Schools and not Kenya where the present 

study was done among support staff in public Secondary Schools with reference to 

their influence on promotion on students’ academic performance. 
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Katumile (2002) in a study on the impact of fringe benefits on performance of 

workers in Botswana observed that fringe benefits are a source convenience to 

employees work. If fringe benefits like promotion are offered to workers, it will 

motivate and make them come to School early and consequently accomplish the 

School programme in time hence improvement in the academic performance. While 

Katumile carried a study on the impact of fringe benefits in general performance of 

workers, the current study focused more specifically on the influence of motivational 

practices like promotion which was treated as a major objective of study and at the 

same time the current study focused specifically on support staff in public Secondary 

Schools.  

In Republic of South Africa, Lovel (2005) in his study on management of education 

in Johannesburg observed that equity is one of the principles of provision of social 

welfare. Lovel (2005) further observes that a School principal should deal impartially 

and equitably with all individuals and groups. The principal must avoid showing any 

favoritism to particular people or department in an effort to enhance social welfare as 

indicated by Borland (2009) in a study of staff development practice in Sandton, 

Johannesburg, South Africa. Brainbridge (2003) advises that an administrator should 

intend to raise the quality of life of all people and departments through equitable 

distribution of resources and services, while Borland (2009) carried a study on staff 

development practices, the current study was different because it was specific on 

promotion specifically as one of the selected staff development practices hence 

gathered more information on promotion among other four independent variables on 

academic performance.  
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A study carried out in Nigeria by Origin (2004) on promotion of teachers by the 

Ministry of Education established that the practice contributes towards increasing 

teacher job satisfaction. It is a way of rewarding people for their effort and service, 

adds Adebayo (2011). Musaazi (2002) concurs with the views but in his study of job 

satisfaction in educational institution in Abuja, Musaazi (2002) added that promotion 

helps to boost the morale of teachers and motivates them to work harder in their jobs. 

Still in Nigeria a research done by Maicibi (2003) on human resource management 

confirmed that all institutions depend on human resources or workers and other non-

human resources when brought together, can manipulate other resources towards 

realizing institutional goals and objectives. Okuna (2010) on a study of staff 

management asserted that a motivated human resourcesin rank in real terms is the 

epicenter of a success of an organization. Owolabi (2007) carried out a study on 

policymaking and education policy in Nigeria and recorded that the quality of human 

resource has a high correlation with the level and quality of institution performance 

and productivity. It therefore follows that every institution should strive to attract and 

retain the best of human resources by offering the best welfare and motivational 

practices like promotion that will motivate workers according to Yara (2003).  The 

current study did differ from the one carried out by Owolabi which focused on 

policymaking and education policy. The current study focused on motivational 

practices like promotion of support staff and not policy making and educational 

policy, which are general or wide. 

 

Nwude and Uduji, (2013) study was undertaken to identify ways of improving the job 

performance of the health workers in the federal teaching hospitals in Nigeria. A 

sample of 560 health workers was chosen purposively. It was revealed that the model 

relationships are significant. This indicates that on its own, an intense desire for 
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promotion will not motivate a health worker to a greater effort. The above reviewed 

study was done in Nigeria focusing on health workers but not in Kenya as was the 

case of the present study focusing on support staff in public Secondary Schools. The 

current study did differ from the one carried out by Origin (2004) in Nigeria on 

effects of promotion of leaders by the Ministry of Education on job satisfaction 

because it focused on the influence of motivation factors like promotion of support 

staff on academic performance and not teachers’ job satisfaction.  

 

In Nigeria, Ademokoya (2006) conducted a study on influence of working conditions 

on the performance of sign language interpretation and teachers of deaf students in 

Oyoo state. The study sample was 81 interpreters and teachers who were purposively 

selected from same Secondary Schools for deaf students. The findings revealed that 

poor working conditions like delay in promotion, and salary payment, unattractive 

office and housing have significant adverse influence on working performance of both 

teachers and interpreters. The study further revealed that hours expected to work, 

arrival wage and job security play a vital role in the association between health and 

work related performance of both teachers and interpreters.  

Late delay in promotion can apply to support staff which may influence students’ 

academic performance because the kitchen staff, the lab assistants and the staff 

processing in the instructional materials may get demotivated or work reluctantly 

leading to failure to beat the deadline set for implementation of academic 

programmes. Peter (2016) assessed the impact of promotion to employees’ 

performance at Dar es Salaam City Council of Tanzania. A case study research design 

was adopted for the study to allow an investigation concerning the implementation of 

promotion practice, the relationship between promotion and employee’s performance 

and its implications towards employees’ performance. A sample of 150 was 
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employed. Primary data from the study were collected using self-administered 

questionnaires and interview guides. The research findings have shown that 

promotion has impacts to individual and organizational performance as it induces 

motivation, good performance, good relations and increased remunerations. The 

findings of study indicate that there were impacts for non-adherence to promotion 

procedure which affects individual performance and organization such as poor 

performance, accumulated promotion, poor relations and labour turnover. The above 

reviewed study was done out among employees of city council in Tanzania, but the 

present study focused on support staff in Kenyan public Secondary Schools. 

 

The current study differed from a study by Ademokoya in that Ademokoya carried 

out a study among sign language interpreters and teachers of deaf students while the 

current study was carried out among support staff in Secondary Schools in Kisumu 

West and Seme Sub-counties. Furthermore, the current study used stratified 

proportional sampling and systematic sampling which are more representative and 

hence gave detailed information. 

In Nigeria, Ozigi (2004) in a study on promotion of teachers by the Ministry of 

Education established that the practice contributes towards, increasing teacher’s job 

satisfaction. It is a way of rewarding people for their efforts and services Adder 

Adeyemi (2011). Musaazi (2002) concurs with these views, but in his study of job 

satisfaction in education institution in Abuja added that promotion helps to boost the 

morale of teachers and motivates them to work harder in their job. While Ozigi (2004) 

carried, a study on promotion of teachers, the current study was different because the 

study did not only considered promotion, but also recognition, professional 

opportunities, salary structure and bonding trips as motivational practices to support 

staff and their influence on academic performance in particular.  
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In Uganda, Semugenyi (2000) who carried out a study on staff management practices 

observes that every institutional primarily needs committed and the institution to meet 

its objectives, however, and a satisfactory working environment is a necessity. In his 

findings, he emphasized that provision of welfare services to employee is one of the 

practices that provide a satisfactory working environment. While Semugenyi (2000) 

focused staff management practices in general, the current study narrowed down on 

motivational practices, which were aspects of staff management practice. The current 

study was therefore more detailed especially in motivational practices like promotion 

as an aspect or example of staff management practices.  

 

Olembo, (2010) in his study on management of education in Tanzania asserted that 

the performance or productivity of workers towards achieving the common objectives 

and goals of the institution will increase if the popular welfare practices like free 

meals to staff and the other opportunities are put in place. Olembo (2010) carried out 

a study on management of education in relation to performance in general while the 

current study focused on motivational practices like promotion offered to support staff 

which is an aspect of management of education. The current study therefore gathered 

detailed information on management of staff through selected motivational practices 

like promotional opportunities.  

 

In Kenya, a study carried out by Ngala (2010) on motivation of teachers by Head 

teachers and its influence on pupils academic achievement in primary Schools in 

Eldoret, concluded that teachers appreciate a professional career and promotion that 

allows them to grow and thus a positive academic influence on academic achievement 

of pupils. Ngala (201) observed that promotion of teachers allow them to grow. This 

is applicable to support staff since their promotion and consequent motivation may 

make them grow, thus the lab assistants, secretaries, kitchen staff and accountants/ 
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bursars may readily work hard in areas where they academically interact with students 

expecting more promotions hence influence on students’ academic performance. The 

current study did differ from the former one because it was carried out in rural 

Schools where resources for motivation are wanting, besides that, the study was 

carried out in primary Schools while the current one was carried out in Secondary 

Schools in rural areas and mainly among majorly support staff and not teachers.  

 

Mureithi (2011) reported on Kenya Public Universities by members of parliament, 

Republic of Kenya (2006) and debate on the plight of support staff in Schools and 

noted that there are no guidelines for qualifications of such workers and that head 

teachers do not allow non-teaching staff to join trade unions. Support staff 

complained that they were not considered for staff development. Mureithi (2011) 

reports that support staff were grossly underpaid, and that a support staff enters 

service at Job group “A” and retires at Job group “A”, a bursar enters with Certified 

Public Accounts qualifications at Job group “G” and retires at job group “G”. The 

report by Republic of Kenya (2006) looked at conditions of university employees in 

Kenya as well, however, the current study focused on support staff in public 

Secondary Schools and the relationship between selected motivational practices like 

promotion opportunities offered to support staff and academic performance.  

 

Kimutai and Atieno (2018) on transfer, promotion and appraisal of teachers reported 

that Sossion (2018) of Kenya National Union of Teachers (KNUT) observes 

“Teachers Professional Appraisal Development (TPAD and appraisal is a salary 

system, which must be abolished and teachers particularly those who have new and 

higher qualification must get promotion.”According to Kimutai & Atieno(2018), 

Sossion (2018) further asserts that teachers have opposed a plan that will force them 
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to undergo training at their own cost so that they can be considered for promotion. 

The trade unionist further notes that under the old arrangement of promotion, all non 

graduate teachers in job group G would progress through automatic promotion to Job 

group L and those promotions were effected every 3 years and based on annual 

appraisal. The teacher could also move from Job group L to N through interviews.  

 

Macharia (2018) asserts that under the new arrangement all teachers will be required 

to undertake modular training in selected institutions, which will issue certificates that 

will guide TSC on promotion. Teachers will take training for each of the six modules. 

TSC developed modules will cost between Kshs. 7000 to Kshs. 12,000 but the 

Sossion (2018) wants teachers to be promoted for going back to class. However, 

Teachers Services Commission Secretary Machari (2018) insists that job evaluation 

report conducted by the School and Remuneration Commission be the guide, that is a 

teacher be paid according to the work that she/he is doing. 

 

While Kimutai and Atieno (2018) reported on opinion about TSC policy transfers, 

promotion and appraisal of teachers, the current study was concerned with selected 

support staff motivational practices, promotional opportunities being one of the 

practices and their influence on academic performance in public Secondary Schools. 

 

Onyango (2015) conducted a study on challenges facing implementation of TSC 

Teachers performance appraisal system in public Secondary Schools in Rarieda Sub-

county. The study established that TSC does not use performance appraisal system for 

any reward to teachers as a recognition of effort shown. Onyango (2015) further noted 

that appraisal system would motivate teachers if it’s rating result to reward like salary 

adjustment to teachers. The study further revealed that teachers service commission 

(TSC) was not using Appraisal system process for the purpose it had intended like 
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transfers, placement pay change, promotion, separation and reprimand of teachers, 

therefore view appraisal system as a formality whose undertaking had no 

consequences in relation to their profession.  

 

Onyango (2015) notes that appraisal system among the mechanisms of identifying 

hardworking teachers for placement and promotion. This may be applicable to support 

staff who may be appraised based on their efforts to assist students do their best in 

academics. Such staff may be identified for promotion by the management. While the 

study by Onyango (2015) focused on challenges in the implementation of 

performance appraisal system, the current study focused on selected motivational 

practices like promotion, professional growth among others and their influence on 

students’ academic performance, Onyango (2015) used simple random sampling to 

sample Heads of Departments the current study used proportional stratified sampling 

systematic sampling which are more representative hence obtained objective 

information. 
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CHAPTER THREE 

3.0 RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter covered research methodology by focusing on the research design, the 

area of the study, study population, sample and sampling techniques, instruments for 

data collection, reliability and validity of instruments, data collection procedures and 

finally data analysis.  

 

3.2 Research Design 

According to Van Wyk and Carbonatto, (2018), a research design is the overall plan 

for connecting the conceptual research problems to the pertinent (and achievable) 

empirical research. For the present study, the Concurrent Triangulation design was 

used. The Concurrent Triangulation design is within the mixed methods approach. 

This study adopted mixed methods approach, which included both quantitative and 

qualitative methods. Mixed methods begin with the assumption that investigators 

gather evidence based on the nature of the question and theoretical orientation. 

Quantitative methods are ideal for measuring pervasiveness of ‘known’ phenomena. 

Qualitative methods allow for identification of previously unknown processes and 

explanations of why and how phenomena occur and the range of their effects 

(Creswell, 2014). Typical reasons for use of mixed methods were that researcher 

sought to view problems from multiple perspectives to enhance and enrich the 

meaning of a singular perspective. The researcher also wanted to contextualize the 

information, to take a macro picture of a system and add information.  
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Triangulation refers to a combination of methodologies in a study of the same 

phenomenon (Creswell, 2014). In this design therefore, both quantitative and 

qualitative data are collected and analyzed at the same time of the research study. The 

researcher therefore gave equal priority to both components. This involves 

quantitative and qualitative data collected phases where priority should be equal but 

can be given to their approach. This design was chosen for the present study because 

it assists to merge quantitative and qualitative data to develop a more complete 

understanding of a problem, to compare, validate or triangulate results; to provide 

illustrations of context for trends or to examine processes/experiences along with 

outcome. 

3.3 Area of the Study 

This study was carried out in public Secondary Schools in Kisumu West and Seme 

Sub Counties. Kisumu West Sub County borders Kisumu East to the East, Emuhaya 

and Gem Sub Counties to the North and both Sub Counties border Lake Victoria to 

the South.  Both Sub – Counties borders Vihiga to the North West. Seme borders 

Rarieda and Bondo Sub Counties to the West. The 2 Sub Counties cover a total area 

of 403.1km2. The population of Kisumu West and Seme Sub Counties was 230,051 

according to 1999 Population census, (Kisumu West and Seme Sub Counties 

Development plans 2008 -2012). The population was projected to be 260,958 by 

1915. The Sub Counties lie within longitude 33.5o, 15’ E and 35o 20’ E and latitude 0o 

15’ S and 0o 40’ S (Kisumu West and Seme sub counties Development plans 2008 – 

2012). Within the  two Sub – Counties are large nucleated settlements which include 

Maseno, Kombewa, Holo, Riat, Kiboswa, Otonglo and small nucleated settlement like 

Chulaimbo, Darajambili, Lela, Kisian, Kolenyo, Dago and Kit Mikayi along Kisumu 

– Kisumu, Bondo and Kisumu Busia tarmac roads. Most settlements are scattered. 
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Two main sources of income in this region is fishing and farming apart from small 

scale enterprises involving animals, grains, fish and assorted goods in shops.   

 

The area of study which includes the Kisumu West and Seme Sub – Counties have 

been chosen for the study because of two main reasons; the Schools use a lot of 

resources on motivational practices like bonding trips and awards or offers to support 

staff yet good academic results are still a challenge in most Schools (Educational 

Office Kisumu West Sub County 2015), besides the QASO Kisumu West confessed 

their office holds no information on support staff of Schools. (Kisumu West Sub – 

County office (2015). 

 

3.4 Study Population 

There are 68 public Secondary Schools in Kisumu West and Seme Sub-Counties. The 

study population consisted of 544 participants consisting of 68 Principals, a total of 68 

head of security officers, 68 laboratory assistants, 68 Board of Management 

chairpersons, 68 Director of Studies, 68 head of sectaries and 68 head of kitchen 

departments and 68 bursars. The study population was considered appropriate for the 

present study because the accurate information on support staff motivational practices 

could only be obtained from them. 

 

3.5 Sample Size and Sampling Techniques 

The sample is selected in such a way as to ensure that certain sub-groups are 

represented in the sample in proportion to their number in the population (Kombo & 

Tromp, 2006). The advantages of this method are that one will be to represent not 

only the overall population, but also key sub groups of the population. Stratified 

sampling results are more reliable and detailed (Kothari, 2014). 



 82  

 

 

 

 

Proportional stratified sampling was used in the selections of the respondents 

involved in the study.  The technique of the sampling was used because the 2 Sub-

Counties are divided into 4 divisions as shown in the table 3.2. This ensured 

proportionate representation of the population since a proportion of Schools was 

selected from each division depending on the number of Schools in that division. The 

study population consisted 68 Principals, 68 Board of Management chairpersons, 68 

Director of Studies and 272 support staff who heads security, laboratory, kitchen and 

academic/secretariat departments. Support staff that head different departments are 

also referred to as support staff H.O.Ds. 

 

A minimum of 30% of the population is considered representative according to 

Mugenda and Mugenda (2005). Thirty five percent of the study population from the 

Board of Management, Principals, Director of Studies and support staff heads from 

the different sections or departments in the School were involved in the study. Stage 

one in the sampling procedures involved selection of representative Schools from 

each division.  This process involved the stratification of School according to 

enrolment in each division.   It also considered representation or sampling 35% of 

Schools from each division for the study. The divisions are as shown on table 3. 

Hence a list of all the public Secondary Schools and their enrolment in each division 

was prepared.  Systematic sampling was used to identify the 35% of the School to be 

considered for the study in each of the 4 divisions in the two sub-counties. The table   

that follows the sample size of the study. 
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Table 2:  Study Population and Sample Size 

 

Sub-

Counties 

Study Population  Sample Size 

 Division Pri BOM SEC KIT LAB SCR DOS BUR Pri BOM SEC KIT LAB SCR DOS BUR % 

Kisumu Maseno 15 15 15 15 15 15 15 15 5 5 5 5 5 5 5 5 35 

West Otonglo 10 10 10 10 10 10 10 10 4 4 4 4 4 4 4 4 35 

 Nyahera 9 9 9 9 9 9 9 9 3 3 3 3 3 3 3 3 35 

Seme Kombewa 34 34 34 34 34 34 34 34 12 12 12 12 12 12 12 12 35 

Total 4 68 68 68 68 68 68 68 68 24 24 24 24 24 24 24 24 35 
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3.6 Instruments of Data Collection 

The major instruments used for data collection for this study included questionnaires and 

interviews schedules. Each questionnaire comprised of open-ended and closed-ended 

questions. Open-ended questions also enabled the researcher to get information on 

preference and beliefs of the respondents. Questionnaires were used for data collection 

because they enabled the researcher to gather information from a large number of 

respondents within a limited time (Gay, 2002) like support staff, Principals and DOS in 

24 Secondary Schools. It is most commonly used method when respondents can be 

reached and are willing to co-operate. Questionnaires also enabled the researcher to get 

responses that some respondents would feel shy to give in a face-to-face interview 

(Fraenkel & Wallen (2009).  Questionnaires were administered to support staff heads of 

sections or departments, Principals and directors of Studies. 

 

The interview schedules were administered to the Director of Studies, School bursars and 

the chairpersons of Board of Management of the respective Schools. Interviews helped 

solicit more detailed information from the respondents as it gave the researcher 

opportunity to probe the respondents for more information (Tromp and Kombo, 2006). 

This is supported by Kendall (2008) who states that interviews provides context where 

participants can ask for more clarifications, elaboration on ideas and explain perspectives 

in their own words. Berg, (2009) who says interviews allow greater flexibility to explore 

new areas of unfamiliar ideas that a participant has reported on further supports this. 

Interviews was also be used to gauge the consistency of the responses from the 

questionnaire on the same items. 
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3.6.1 Support Staff Questionnaire 

Support staff head of departments’ questionnaire consisted of 6 parts. Part I consisted of 

general information, part II made inquiry on support staff bonding trips and students’ 

academic performance, part III did sought information on relationship between support 

staff salary and students’ academic performance, part IV did seek information on how in 

the opinion of support staff department, professional growth and academic performance. 

Part V consisted of questions requiring support staff to give information on recognition 

efforts given and students’ academic performance. Part VI was on promotional 

opportunities and students’ academic performance. The questionnaire was administered 

to 960 support staff from the selected Schools   (Appendix C). The response format 

consisted of a 5-point Likert Scale: Strongly Agree (SA), Agree (A), Neutral (N), 

Disagree (D) and Strongly Disagree (SD).  

 

3.6.2 Directors of Studies Questionnaire 

Directors of Studies questionnaire consisted of 6 parts. Part I consisted of general 

information, part II made inquiry on support staff bonding trips and students’ academic 

performance, part III did sought information on relationship between support staff  salary 

and students’ academic performance, part IV did seek information  on how in the opinion 

of support staff department, professional growth and  academic performance. Part V 

consisted of questions requiring support staff to give information on recognition efforts 

given and students’ academic performance. Part VI was on promotional opportunities and 

students’ academic performance. It administered to 24Directors of Studies and forms 

appendix D. The response format consists of a 5-point Likert Scale: Strongly Agree (SA), 

Agree (A), Neutral (N), Disagree (D) and Strongly Disagree (SD).  
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3.6.3 Principals Questionnaire 

DOS questionnaire consisted of 6 parts. Part I consisted of general information, part II 

made inquiry on support staff bonding trips and students’ academic performance, part III 

did sought information on relationship between support staff salary and students’ 

academic performance, part IV did seek information on how in the opinion of support 

staff department, professional growth and academic performance. Part V consisted of 

questions requiring support staff to give information on recognition efforts given and 

students’ academic performance. Part VI was on promotional opportunities and students’ 

academic performance. The questionnaire was administered to 24 Principals from the 

sampled public Secondary Schools. The questionnaire forms Appendix E. The response 

format consists of a 5-point Likert Scale: Strongly Agree (SA), Agree (A), Neutral (N), 

Disagree (D) and Strongly Disagree (SD).  

 

3.6.4BOM Chairpersons Interview Schedule 

The BOM chairpersons’ interview schedule consisted of 5 parts. Part I consisted of 

interview questions which did sought responses on relationship between support staff 

bonding trips and academic performance, part II did sought responses on staff salary and 

academic performance in public Secondary Schools, part III did seek responses on 

support staff professional growth and students’ academic performance and part IV did 

seek information on recognition efforts and academic performance and finally 

promotional opportunities and academic performance. This interview schedule was 

administered to 24 BOM chairpersons. (Appendix F). 
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3.6.5 Director of Studies Interview Schedule 

The DOS interview schedule consisted of 5 parts. Part I consisted of interview questions 

which did sought responses on relationship between support staff bonding trips and 

academic performance, part II did sought responses on staff salary and academic 

performance in public Secondary Schools, part III did seek responses on support staff 

professional growth and students’ academic performance and part IV did seek 

information on recognition efforts and academic performance and finally promotional 

opportunities and academic performance. This interview schedule was administered to 24 

directors of studies.  The D.O.S co-ordinates with support staff who prepares or process 

exams in the academic department in the selected Secondary Schools. See Appendix G. 

 

3.6.6Bursars Interview Schedule 

The bursar interview schedule consisted of 5 parts. Part I consisted of interview questions 

which did sought responses on relationship between support staff bonding trips and 

academic performance, part II did sought responses on staff salary and academic 

performance in public Secondary Schools, part III did seek responses on support staff 

professional growth and students’ academic performance and part IV did seek 

information on recognition efforts and academic performance and finally promotional 

opportunities and academic performance. This interview schedule was administered to 

24School bursars. The interview schedule forms Appendix I. 
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3.7 Validity of the Instruments 

It is important to determine the validity since it reflects the extent to which the instrument 

measure was accurate (Orodho, 2009a). Oswald& Price (2006), defined face validity as 

the degree to which an instrument appears to measure what it claims to measure. Validity 

determines whether an instrument is measuring what it is required to measure or target 

(Creswell, 2005). The instruments considered were questionnaires and interview 

schedules. Kombo and Tomp (2006) assert that validity of instruments shows how well 

the instruments measures what it is supposed to measure.  

 

Harber et al., (2003) reports that if questionnaires are to produce meaningful results, then 

it should be valid. According to Mugenda and Mugenda, (2005), validity is the accuracy 

and meaningfulness of influences, which are based on research results. To attest this, the 

items in the questionnaire was made simpler and arranged from simply to complex.  For 

this particular study, the researcher presented the data collection instruments to two 

experts in the Department of Educational Administration and Management, JOOUST for 

perusal to establish the content construct and face validity of the instruments. The 

suggestion or advices of the experts were incorporated to produce the final documents. 

Feedback from the pilot study also informed the researcher on which questions to drop or 

re-state/reframe to collect valid data. 

 

Although pilot study was done to improve external validity of the instruments, internal 

validity of the constructs was tested by subjecting the survey data to suitability tests using 

the Kaiser-Meyer-Oklin measure of sampling adequacy (KMO Index) and the Bartlett’s 

Test of Sphericity. This internal validity of the constructs was tested for each sub-scale, 

as summarized in Table 3.  
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Table 3: KMO and Bartlett’s Test of Internal Validity 

Subscale Kaiser-Meyer-
Olkin (KMO index) 

Bartlett's Test of Sphericity 
Approx. 

Chi-Square 
df Sig. 

Support staff bonding trips .812 330.715 15 .000 

Support staff salary satisfaction .734 278.234 15 001 

Support staff professional growth .842 351.351 15 .000 

Support staff recognition efforts .814 252.169 21 .000 

Support staff promotional opportunities .851 248.370 15 .000 

Source: Survey data (2018), SPSS Analysis 

The results of the Kaiser-Meyer-Oklin measure of sampling adequacy (KMO Index) and 

the Bartlett’s Test of Sphericity for each subscale of the questionnaire are presented in 

Table 3. Kaiser (1974) asserts that the Kaiser-Meyer-Oklin measure of sampling 

adequacy index ranging above 0.6 is of adequate internal validity. The Bartlett’s Test of 

Sphericity on the other hand relates to the significance of the study and indicates the 

validity of responses obtained in relation to the problem that the study seeks to address. 

Creswell (2014) observes that Bartlett’s Test of Sphericity test statistic should be less 

than 0.05. 

In the current study, the value of Bartlett’s test of Sphericity was significant (p ≤ 0.001) 

for all the subscales of the questionnaire. In addition, the Kaiser-Meyer- Olkin indexes 

were all > .6 which is a threshold for a sufficient internal validity. Creswell (2014) asserts 

that if the Bartlett’s test of Sphericity is significant, and if the Kaiser-Meyer-Olkin 

measure is greater than 0.6, then condition of adequate internal validity is met. Given the 

results of the validity tests met these conditions, it implies that questionnaires were of 

required validity levels and data collected were suitable for inferential analysis.  
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3.8Reliability of the Instruments 

Reliability is the degree to which the result is consistent and accurate over time, 

represents that target population, and checks whether the results can be replicated under a 

similar methodology (Joppe 2014). Reliability is a measure of the consistency of the 

instrument in eliciting similar response every time the instrument is utilized (Orodho 

2012). Gakuu (2013) observes that reliability is an instrument’s readability, 

understandability and general usefulness. Through piloting, item vagueness, omissions 

and ambiguity are uncovered (Frankel & Wallen, 2009). 

 

Mugenda and Mugenda, (2003) defines reliability as a measure of the degree to which a 

research instrument yields consistent results or data after repeated trials, this concurs with 

Orodho & Kombo, (2002) who states that a test-retest technique which involve 

administering the same instrument twice to the same group of respondents after a time 

lapse between the first test and second test will give a clue on the reliability of the 

instruments used for the study. This also concurs with Kasomo, (2006) who defines 

reliability as how consistent a research procedure or instrument is.  Gupta (2007) notes 

that a sample size of at least 10% of the population is adequate for piloting in a social 

scientific research.  The researcher used 10% (approximately 7) of the Schools in the two 

Sub – Counties for pilot study for establishing the reliability of the instruments. The test 

and retest was used. The test was administered to the same respondents twice in 7 

Schools at an interval of two weeks. The 7 Schools was not be involved in the study. The 

test – retest method was aimed at identifying the major problems (ambiguous items that 

might have gone unanswered), instruments deficiencies and suggestions for 
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improvement. The items soliciting irrelevant answers were corrected to avoid miss-

interpretation on the final documents. A reliability coefficient of r = 0.6 was considered 

appropriate for the instruments according to Kothari (2004). 

 

Besides the use of split-half to establish reliability index, the internal consistence of the 

items in each subscale was measured. The most standard test of inter-item consistency 

reliability is Cronbach’s alpha coefficient. Joppe (2014) noted that internal consistence 

defines the degree to which an instrument is error free, reliable and consistent across time 

and across the various items in the scale. Hence, the Cronbach’s alpha coefficient test 

was used to measure the internal consistency of the instruments. The reliability for multi-

item opinion items were computed separately for all the five subscales in the support 

staffs’ questionnaires and the coefficient alpha of these variables were reported in Table 

4.  

 

Table 4: Internal Consistency: Cronbach’s Alpha Results for the Questionnaire 

Source: Author (2018),SPSS Analysis. 

 

Table 4 reveals that all the sub-scales met the required level of internal consistency of 

reliability, with the Cronbach’s alpha values ranging from a low of 0.652 (support staff 

salary structure) to a high of 0.905 (support staff professional growth). These findings 

Scale No. 
Items 

Cronbach’s 
alpha 

Cronbach's alpha based on 
standardized items 

Support staff bonding trips 6 .897 .898 

Support staff salary satisfaction 6 .652 .667 

Support staff professional growth 6 .905 .906 

Support staff recognition efforts 7 .834 .833 

Support staff promotional 

opportunities 
6 .856 .852 
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were in line with the rule of thumb proposed by Frankel & Wallen (2009) that; a 

coefficient of 0.60 is an average reliability while coefficient of 0.70 and above indicates 

that the instrument has a high inter-item consistency reliability standard. The Cronbach’s 

alpha for all the subscales reveals that the instruments had adequate reliability for the 

study. Deleting any of the items in the subscales would not result to further increase in 

Cronbach’s alpha, that is, it would not cause improvement in the internal consistency. It 

was also noted that all items correlated with the total scale to a good degree. Hence, the 

questionnaires were generally suitable for data collection because they adequately 

measured the constructs for which they were intended to measure.  

 

3.9 Data Collection Procedures 

The Board of Post Graduate studies, JOOUST authorized data collection thereafter 

NACOSTI gave the permit to collect the data. An introductory letter was also obtained 

from the sub-county Directors of Education offices after which the questionnaires were 

distributed to the sampled Schools.  A research assistant was trained to help in data 

collection which took place with a period of 1 – 3 weeks before collection for analysis. 

The interviews were conducted using audio tapes at the time of collecting filled in 

questionnaires. The interviews were conducted under trees to avoid interference within 

the offices, to ensure confidentiality and to have a different environment.  Each interview 

lasted for a period between 45 minutes  to 1 hour.  The whole process of data collection 

took 4 months.  
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3.10 Data Analysis Techniques 

3.10.1 Quantitative Data Analysis 

Quantitative data analysis included presentations of both descriptive statistics such as 

frequency counts and percentages while inferential statistics included Pearson Correlation 

measures. Quantitative data was analyzed with the aid of Statistical Package for Social 

Science (SPSS) version 24.0. The Pearson Correlation Coefficient was used to ascertain 

the relationship between independent variables and dependent variables. Refer to table 5 

on quantitative data analysis matrix below. 
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Table 5: Quantitative Data Analysis Matrix 

Research Hypotheses Independent 
Variable 

Dependent 
Variable 

Statistical Tests 

Null Hypotheses 

H.01: There is no statistically significant 
relationship between support staff 
bonding trips and students academic 
performance in public Secondary Schools 
in Kisumu West and Seme sub counties. 
 

 
 
Support staff 
bonding trips 

 
 
Students 
academic 
performance 

 
 
Descriptive 
statistics 
(percentages and 
frequencies) 
Pearson 
correlation 

H.02: There is no statistically significant 
relationship between support staff salary 
structure and students academic 
performance in public Secondary Schools 
in Kisumu West and Seme sub counties. 
 

Support staff 
salary 
structure 

Students 
academic 
performance 

Descriptive 
statistics 
(percentages and 
frequencies) 
Pearson 
correlation 

H.03: There is no statistically significant 
relationship between support staff 
professional growth and students 
academic performance in public 
Secondary Schools in Kisumu West and 
Seme sub counties. 
 

Support staff 
professional 
growth 

Students 
academic 
performance 

Descriptive 
statistics 
(percentages and 
frequencies) 
Pearson 
correlation 

H.04: There is no statistically significant 
relationship between support staff 
recognition efforts and students academic 
performance in public Secondary Schools 
in Kisumu west and Seme sub counties. 
 

Support staff 
recognition 
efforts 

Students 
academic 
performance 

Descriptive 
statistics 
(percentages and 
frequencies) 
Pearson 
correlation 

H.05: There is no statistically significant 
relationship between support staff 
promotional opportunities and students 
academic performance in Kisumu west 
and Seme sub counties. 
 

Support staff 
promotional 
opportunities 

Students 
academic 
performance 

Descriptive 
statistics 
Pearson 
correlation 
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3.10.2 Diagnostic Tests 

The study checked the suitability of the data collected for correlation and regression 

analysis. This was done through testing the assumptions of; normality, multi-collinearity, 

independency, heteroscedasticity and homoscedasticity 

3.10.3 Normality Test Results 

Normality of the data was tested with formal test using Kolmogorov-Smirnov and 

Shapiro-Wilk tests, as shown in Table 6. 

 

Table 6: Tests of Normality of the Data Set 

 Kolmogorov-Smirnova Shapiro-Wilk 
Statistic df Sig. Statistic df Sig. 

Staff Bonding Trips .094 88 .051 .970 88 .057 
Salary satisfaction .091 88 .068 .976 88 .098 
Professional Growth .108 88 .043 .970 88 .052 
Staff Recognition Efforts .067 88 .200* .983 88 .297 
Staff Promotional opportunities .098 88 .056 .971 88 .067 
*. This is a lower bound of the true significance. 
a. Lilliefors Significance Correction 

 
Initial tests on the variables indicate violation of normality by the variables of “staff 

bonding trips” and “professional growth”; hence, these two variables had to be 

transformed first to remove skewness that was observed in the original data. Normality 

tests in Table 6 shows the results after transformations. Although the Normality test 

results in Table 6 shows both Kolmogorov-Smirnov (K-S) and Shapiro-Wilk (S-W) test 

results, this study used the S-W to interpret the normality of the variables. Creswell 

(2014) recommends that Shapiro-Wilk’s test should be used for small and medium 

samples up to n = 2000. Shapiro-Wilk is comparable to the correlation between a given 

data and its corresponding normal scores, with S-W = 1 when their correlation is 
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perfectly normal. This means that a significantly (p<.05) smaller S-W than 1 imply that 

the normality is not met. Hence, the data is normal when Shapiro-Wilk (S-W) ≥ .05. It is 

evident from Table 6 that all the variables follow normal distribution given that there 

were no statistical significant differences noted in any of the variables with their 

corresponding normal scores.  

3.10.4 Test of Assumptions of Multi-Collinearity 

The study sought to investigate whether the data met multi-collinearity assumptions. This 

was done to find out whether there is one predictor variable in the multiple regression 

model that could be linearly predicted from the others with a substantial degree of 

accuracy. Leech, Barrett and Morgan (2005) assert that multi-collinearity is excessively 

high level of inter-correlation among the independent variables, such that the effects of 

the independent variables on the dependent variable cannot be easily detached from each 

other. Although correlation matrix is usually used to investigate the pattern of inter-

correlation among all the variables, Leech, Barrett and Morgan (2005) observed that use 

of correlation matrix to indicate signs of lack of multi-collinearity among the variables is 

not adequate. Hence, this study assessed the multi-collinearity assumption by examining 

tolerance and the Variance Inflation Factor (VIF). Table 7 shows SPSS output indicating 

tolerance and Variance Inflation Factors.  
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Table 7: Tolerance and Variance Inflation Factor (VIF) Statistics 

Model Collinearity Statistics 
Tolerance VIF 

 

Staff Bonding Trips .598 1.672 
Salary satisfaction .411 2.435 

Professional Growth .784 1.275 

Staff Recognition Efforts .696 1.436 

Staff Promotional opportunities .522 1.917 

a. Dependent Variable: Students Academics Performance 
 

Tolerance is the proportion of variance in the predictor that cannot be accounted for by 

the other predictors. Therefore, a small value indicates that a predictor is insignificant, 

and tolerance values that are less than 0.1 may require further investigation. The 

variable’s tolerance is 1-R2, while VIF is its reciprocal. Hence, a variable whose VIF 

value is greater than 10 may also need to be investigated. A small tolerance value 

indicates that the variable under consideration is almost a perfect linear combination of 

other independent variables already in the equation and that it should not be added to the 

regression equation. From Table 7, it is evident that collinearity conditions were met, 

given that each of the variables had adequate tolerance (tolerance value > .10) and 

Variance Inflation Factor (VIF <10), indicating that there was no violation of multi-

collinearity assumptions which is a requirement for multiple regression analysis. 

 

3.10.5  Test for Independence of Observations 

Another assumption of multi-regression is that the observations are independent. This 

assumption is that the observations in the sample are independent from each other, 

meaning that the measurements for each sample subject are in no way influenced by or 

related to the measurements of other subjects. The Durbin Watson test was used to check 
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if the assumptions of regression that the observations are independent were met, as 

indicated in Table 8. 

Table 8: Test of Independence: Model Summary 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .377a .142 .090 1.06788 2.025 

a. Predictors: (Constant), Staff Promotional opportunities, Staff Bonding Trips, 
Professional Growth, Staff Recognition Efforts, Salary satisfaction 

b. Dependent Variable: School Academic Performance 
Oso and Onen (2009) indicate that if there is no autocorrelation (where subsequent 

observations are related), the Durbin-Watson statistic should be between 1.5 and 2.5.  

Table 8 shows that the Durbin-Watson statistic is 2.025 which is between 1.5 and 2.5, 

implying that the data was not auto-correlated, indicating that the assumption of 

independence was not violated.  

 

3.10.6  Heteroscedasticity and Homoscedasticity 

The study investigated the assumption of heteroscedasticity and homoscedasticity, which 

describe a situation in which the error term is the same across all values of the 

independent variables. Creswell (2014) points out that if a model is well-fitted, then there 

should be no clear pattern to the residuals plotted against the fitted values. If the variance 

of the residuals is non-constant then the residual variance is said to be heteroscedastic. 

This study used graphical method to show this by fitting residuals versus fitted 

(predicted) values, as shown in Figure 2.  
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Figure 2: Scatter plot of standardized residuals against standardized predicted values 

 

Heteroscedasticity is implied when the scatter is not even; fan and butterfly shapes are 

common patterns of violations. Figure 2 shows that the pattern of the data points formed 

almost pattern less cloud of dots indicative of homoscedasticity. Therefore, the 

assumption of homoscedasticity, which refers to equal variance of errors across all levels 

of the independent variables, was not significantly violated. This means that it was 

assumed that errors were spread out consistently between the variables, indicating that 

the variance around the regression line was the same for all values of the predictor 

variables. 
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3.10.7  Qualitative Data Analysis 
Qualitative data collected by open-ended sections of the questionnaire and interviews was 

analyzed on content on the on-going process as themes as sub-themes emerged. 

According to Braun & Clarke, (2006), qualitative analysis is a method of identifying, 

analyzing and reporting patterns (themes) within data. Qualitative research allows for 

open discovery and documentation of personal perspective and views, which focuses on 

participants, perception and experiences and ways of making sense of their lives 

(Creswell 2014). This therefore made qualitative approach also appropriate for the study.  

The researcher transcribed all the information tape – recorded during the interview. The 

analysis of the interview data followed a simplified version of the general steps of 

thematic analysis psychology as described by Braun & Clarke (2006). Analysis also 

helped in familiarizing with the data in order to get the general sense and the overall 

meaning of data. 

Generating initial codes, coding can be defined as the process of organizing the material 

into chunks or segments of texts before giving meaning to information Creswell, (2014).  

These segments were then be tabled with terms that describe the data on different levels 

of notion. 

- Searching for themes by sorting onto the different codes into potential themes 

(Braunk& Clarke 2006). 

- Reviewing themes by setting clear and identifiable distinction between themes. 

- Defining and naming the themes by refining the themes that were presented for 

analysis. 
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- Producing the report of a fully worked out themes, the write of which had 

sufficient evidence of the themes within the data. 

3.11  Ethical Considerations 

In terms of ethical thought Leady and Ormrod,  (2005) categorizes ethical issues into four 

classifications namely; protection from harm, right of privacy, informed consent and 

professional honesty with colleagues. According to Field, (2009) ethical considerations 

give guidelines that ensures that research is carried out in a way that is in the best interest 

of the respondents, some of the key ethical issues relating to research process according 

to Saunder, Lewis and Thornhill, (2007) are; privacy of possible and actual participants, 

voluntary nature participation, consent and possible deception of participation and 

maintenance of confidentiality of data provided.  Prior to conducting interviews, the 

researcher followed the due processes by obtaining permission from the Post Graduate 

studies JOOUST, NACOSTI and sub-county Directors of Education.  

The respondents were also given a consent form. The consent form was discussed and 

steps taken to protect the respondents from harm and ways were outlined to the 

respondents in which that data was kept confidential and anonymous. The consent was 

reviewed with participants prior to starting the interview and each participant was given 

opportunity to ask questions about the study procedures. The consent form included 

information regarding the intent of the study, the voluntary nature of the study, risks and 

benefits of participating in the study, each participant was also being told that they had 

the right to stop the interview at any time. 
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On ethical considerations, the researcher, treated the data and information obtained from 

respondents with extreme confidentiality. In addition to respondent, all institutions were 

not being identified by name. Getu and Tegbar (2006) advice that one should state 

confidentiality of information right on the top of the first page of the questionnaire, use 

code number instead of names and aim of the study should be explained at the beginning. 

The analyzed data would also be availed to the Schools involved in the on request. 
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CHAPTER FOUR 

4.0 RESULTS AND DISCUSSION 

4.1 Introduction 

This chapter presents the findings and interpretation of the study as indicated in the 

research methodology. It is sub-divided into sections and subsections. The research 

findings are presented based on the study objectives and hypothesis. The quantitative data 

has been analyzed using both descriptive and inferential statistics. Descriptive statistics 

was used to describe the views of the respondents on each sub-scale, while the inferential 

statistics aided to make inferences and draw conclusions. Statistical tests, Pearson 

Product-Moment of Correlation and multiple regression analysis were used to investigate 

the relationship between the variables.  

Pearson Moment Correlation Coefficient analysis was used to investigate the relationship 

between support staff bonding trips, support staff salary, support staff professional 

growth, support staff recognition efforts and support staff promotional opportunities, and 

students’ academic performance in Public Secondary Schools in Kisumu West and Seme 

Sub-counties. Multiple regressions were used to; establish a linear model, investigate 

how well the set of the independent variables was able to predict the level of public 

Secondary Schools students’ academic performance, investigate relative contribution of 

each of the variables and establish how much unique variance in the dependent variable, 

each of the independent variables explained. All tests of significance were computed at α 

= 0.05.The Statistical Package for Social Sciences (SPSS) version 21.0 was used to 

analyze the quantitative data. This chapter also presents qualitative results and 

discussions of the data collected from in-depth interviews with chairpersons of BoM, 
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Directors of Studies and the Bursars. For the qualitative data, a thematic analysis 

approach was used. 

4.2: Questionnaire Return Rate and Demographic Information 

4.2.1: Questionnaire Return Rate 
The following table 9 shows the summary of return rate of instruments from the 

respondents, reveals that the return rates were adequate for the study. 

Table 9: Instruments Return Rate 

Respondents  Questionnaires 
administered 

Questionnaires 
returned 

Return rate 
(%) 

Support Staff 96 88 91.7 

Principals 24 24 100.0 

Director of Studies 24 24 100.0 

Overall  144 136 94.4 

Respondents Interviews anticipated Interviews done Return rate 

BOM Chairs 24 24 100.0 

Director of Studies 24 24 100.0 

Bursars  24 24 100.0 

    Source: Survey data (2018) 

The study targeted 144 respondents (Support Staff, Principals and Director of Studies) on 

whom the questionnaires were administered. Out of this number, 136 of them returned 

their questionnaires, translating to an overall response rate of 94.4%. This response rates 

was sufficient, representative and follows the Mugenda and Mugenda (2009) 

specification that a response rate of 50% is adequate, 60% is good and a response rate of 

70% and above is excellent for analysis and reporting on a survey study. Based on this 

assertion, the current study’s response rate of 94.4% is therefore excellent. The recorded 

high response rate was attributed to the fact that the instruments in this study were 
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personally administered by the researcher to the respondents, who were pre-notified of 

the intended and intention of the study. It was also due to extra efforts that were made in 

form of visits to the respondents to fill-in and return the questionnaires, the researcher 

made follow up calls to clarify queries as well as prompt the respondents to fill the 

questionnaires.  

4.2.2: Demographic Information 

The study sought to investigate the demographic characteristics of the respondents. 

Demographic information, which investigated bio-data regarding the respondents’ 

characteristics, was considered necessary for the determination of whether the 

respondents were representative sample of the target population for generalization of the 

results of the study. Table 10 shows the information on gender, age, level of education 

and marital status of the respondents in the survey.   
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Table 10: Personal Bio-Data of the Respondents 

 
Bio-data 

Support Staff 
(n=88) 

Principals 
(n=24) 

Director of 
studies (n=24) 

F % f % f % 
Gender 
Male 43 48.9 15 62.5 22 91.7 
Female 45 51.1 9 37.5 2 8.3 
Total 88 100.0 24 100.0 24 100.0 
Age in Years 
30 and below 17 19.3 0 0.0 2 8.3 
31-40  51 58.0 3 12.5 14 58.3 
41-50 19 21.6 17 70.8 6 25.0 
51-60 1 1.1 4 16.7 2 8.3 
Total 88 100.0 24 100.0 24 100.0 
Highest Educational Level 
Primary 21 23.9 0 0.0 0 0.0 
Secondary 19 21.6 0 0.0 0 0.0 
College 38 43.2 3 12.5 2 8.3 
University 10 11.4 21 87.5 22 91.7 
Total 88 100.0 24 100.0 24 100.0 
Type of School 
Boys 19 21.6 6 25.0 7 29.2 
Girls 9 10.2 4 12.5 3 12.5 
Mixed 60 68.2 14 62.5 14 58.3 
Total 88 100.0 24 100.0 24 100.0 
Length of Stay in the School  
1-9 61 69.3 22 91.7 19 79.2 
10-19 21 23.9 2 8.3 4 16.7 
20 and above 6 6.8 0 0.0 1 4.2 
Total 88 100.0 24 100.0 24 100.0 
Source: Survey data (2018) 
 
 
It is evident that there was a glaring imbalance in Secondary School leadership in terms 

of gender, with males taking the larger proportion of School leadership positions 

(Principals and director of studies). This was reflected by the demographic analysis 

results which showed that more than three out of five (62.5%) of Principals and over nine 

out of ten (91.7%) of the directors of studies in the Secondary Schools which were 

sampled for the survey were males.  On the other hand, although the gender disparity was 

narrower among the support staffs, it was evident that majority (51.1%) of the support 
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staff in Public Secondary Schools in Kisumu West and Seme Sub-counties were females. 

Given that the sampling procedures employed in this study gave equal opportunity for 

participation of both gender, it can be inferred that females only dominate low cadre jobs 

within the education sector in the area of the study. However, this concurs with the recent 

survey conducted by UNICEF (2018) which indicated that in Kenyan Secondary Schools, 

62.6% of the teaching staff is males. 

On their ages, it was established from the results of the survey that a significant majority 

(87.5%) of the Principals are above forty years. This was not surprising because 

Principals’ positions are usually given to teachers based on their accumulated years of 

experience in the profession. On the contrary, most of the support of the staff and director 

of studies are still in their youthful ages (under 40 years). In fact, close to a fifth (19.3%) 

of the support staff is under thirty years of age.  

On their level of education, it was established from the results of the survey that the 

support staff had a varied level of education. However, many (43.2%) of them had 

college education, while those who had university education formed the least proportion 

(11.4%) of the support staff who were surveyed. Other levels of education were also 

represented, implying that the influence of intervening factor (support staff level of 

education) on the relationship between support staff motivational practices and leaners 

academic performance has therefore been significantly excluded from the study. Support 

staff level of education is touted as a correlate of the support staffs’ level of efficacy and 

by extension academic performance in School. Nonetheless, the fact that support staff 

with varied educational qualification was represented in the study implies that the results 
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of this study can be generalized across the students’ population in Kisumu West and 

Seme sub-counties, with very minimal precaution.  

With regard to the type of Schools where the respondents came from, the exploratory 

data analysis show that majority (68.2%) of the support staffs were from mixed 

Secondary Schools. This was in agreement with revelation that 62.5% of the Schools 

were mixed Secondary, as reflected by the distribution of the Principals. Further, the 

results of the survey has shown that most of the respondents were under nine years of 

stay in their current working Schools.    

4.3 Relationship between Support Staff Bonding Trips and Students’ Academic 

Performance in Public Secondary Schools in Kisumu West and Seme Sub-counties 

The first objective of the study was to investigate the relationship between support staff 

bonding trips and students’ academic performance in public Secondary Schools in 

Kisumu West and Seme Sub-Counties. This objective was addressed by; first, 

investigating the importance of support staff bonding trips and, second, an inferential 

statistics was used to establish whether the support staff bonding trips has statistically 

significant with School academic performance among Secondary School students. 

The importance of support staff bonding trips among the selected Secondary Schools was 

analysed through the use a questionnaire, which helped the respondents (support staff, 

Principals and director of studies) to rate the value of the bonding trips towards 

enhancing academic performance. The rating was a five point Likert rating ranging from 

strongly agree (5) to strongly disagree (1). For easy interpretation and applicability in 

inferential statistics analysis, the responses were converted into continuous scale ranging 
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from 1 to 5, where higher scores represented high influence of support staff bonding trips 

and vice versa.  Table 11 presents the findings on importance of support staff bonding 

trips summarized in mean and standard deviation. 

Table 11: Importance of Support Staff Bonding Trips on Students’ Academic 

performance 

Item Support staff Principals DoS 

Mean SD Mean SD Mean SD 

Support staff bonding trips are part of 
our School programmes. 

3.01 1.28 3.13 1.23 3.00 1.21 

We have had support staff bonding 
trips frequently. 

2.43 1.09 2.67 1.20 2.70 1.18 

Support staff bonding trips have 
helped un increase our productivity at 
work. 

2.82 1.24 2.88 1.23 3.09 1.20 

Support staff bonding trips have had a 
positive influence on academic 
performance. 

2.97 1.18 3.33 0.96 3.30 1.02 

During bonding trips support staff 
have motivational speakers  

2.65 1.25 2.88 1.19 2.91 1.12 

Bonding trips are offered to support 
staff between 1 – 3 times a year 2.39 1.25 2.54 1.14 2.35 0.98 

Overall Mean 2.71 0.99 2.90 0.98 2.89 1.00 

Source: Survey data (2018) 

 

The findings of the study in table 11 established that there is generally moderate 

importance of the support staff bonding trips towards enhancement of students’ academic 

performance, as observed by the respondents. This was revealed by a mean rating of 2.71 

(SD=0.99), 2.90 (SD=0.98) and 2.89 (SD=1.00), as rated by the support staff, Principals 

and director of studies, respectively. On individual ratings, it came out that the Principals 

and director of studies generally have higher perception of importance of support staff 
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bonding trips on students’ academic performance than the support staff themselves. For 

example, whereas the Principals and director of studies believed that support staff 

bonding trips have had a fairly neutral influence on students’ academic performance in 

their Schools as denoted by their mean ratings of 3.33 (SD=0.96) and 3.30 (SD=1.02) 

respectively, the support staff themselves held a neutral position as reflected by their 

response of rate 2.97 (SD=1.18). In agreement, Otieno (2014) revealed that staff holiday 

tour was one of the teaching staff welfare practices organized by the School management 

and in most Schools, it is done termly but more so yearly. Otieno, (2014), further 

observed that such holiday tours are meant to energize the staff and to eliminate burnt 

out.   

From qualitative findings, one theme which emerged from staff bonding trips was 

commitment to work. This meant that bonding trips enhanced work commitment among 

support staff and this led to increased academic performance of the School. Some 

respondents reported that: 

The bonding trips add commitment to work since it makes them feel 
attached to students hence help them without discrimination (DOS, 
9) 

The staff morale are boosted by the bonding trips hence they 
manage their time well. This makes them to serve students in a 
committed manner (BOM Chair, 1) 

It motivates them and makes them to be committed at work. After the 
bonding trips, the support staff are very positive in helping students 
and teachers hence the School academics programmes are not 
delayed (DOS, 9) 

 

From the qualitative results above, it can be concluded that staff bonding trips are key in 

influencing students’ performance since it enhances commitment to work. This finding is 
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supported by Odunga (2013) who revealed that communication structure was a two way, 

meaning support staff were free discuss with administration about work place issues, this 

is done through holding staff meetings termly where workers were free to air their views. 

The Principals and the directors of studies held a general belief that support staff bonding 

trips activities goes a long way to improve workplace relationships among the support 

staff, which then translates to a positive impact on the students’ academic performance. 

Although the support staff respondents remained weakly convinced on the importance 

(mean=2.82, SD=1.24) of bonding trips, the director of studies strongly believed that the 

support staff bonding trips have helped to increase the support staff productivity at work, 

as indicated by their rating of 3.09 (SD=1.20). Both the Principals and the directors of 

studies observed that the collaborative nature of a bonding trips activities challenge 

teaches the support staff how to work together more effectively and allows the staff to see 

that each one of them has different skills and approaches to a problem. This knowledge is 

then transferable to the School environment, as they understand how to make best use of 

each other’s gifts and abilities. The result is that work is done more efficiently, translating 

to improved students’ academic performance. This finding agrees with Mutua and Ndeti 

(2014), who reported that there is need to make available an avenue that will yield into 

more bonding and unity of purpose after release to Kenya Certificate of Secondary 

Examination (KCSE) results that will eventually lead to improved performance in future. 

Another theme which emerged from staff bonding trips was feelings of recognition. This 

meant that the support staff felt recognized by School administration and this made them 

to work better. Some respondents reported that: 
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the bonding trips have made the support staff to be highly 
recognized thus they co-operate with teachers and School 
administration in ensuring that they help students attain academic 
excellence, I serve students in my office promptly so that they 
maximize their time for academic work or lesson attendance  
(bursar, 1) 

The support staff feels recognized by the School Board of 
Management as part of the system. They offer services willingly and 
diligently by beating deadlines thus it saves time for students and 
teachers to concentrate in class (BOM Chair, 3) 

After the bonding trips, the workers are highly motivated to serve 
students as they feel to be part of the School (bursar, 3) 

 

From the qualitative data, it can be concluded that staff bonding trips enhance feelings of 

recognition among support staff and this made them put extra effort in their work. Those 

respondents who believed on the importance of support staff bonding trips observed that 

during bonding trips support staff occasionally has motivational speakers. This further 

motivates the support staff (mean=2.65; SD=1.25) hence higher productivity that in turn 

influence academic improvement of the student. This finding agrees with Bulawa (2012) 

who revealed that teachers showed resistance to appraisal system due to lack of 

knowledge on the importance of appraisal system but the managers’ positive perception 

was due to anticipated benefits of the appraisal system like extra pay and team building 

away from work station.  

Another theme which emerged from qualitative findings was the promotion of 

interpersonal relations. This meant that the use of staff bonding trips enhanced 

interpersonal relations among support staff and this enhanced academic achievement 

among support staff. Some respondents reported that: 
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It promotes inter-personal relations between the support staff and 
academic staff, where they share ideas on how to deal with students 
which eventually enhances academic achievement among students 
(DOS, 29) 

when we are going out for a trip, we share a lot with one another, 
point areas of weaknesses at work, encourage each other to work 
hard and when back in School we feel that we are one family, we are 
together with teachers and the technicians sometimes do 
experiments with students beyond working hours (bursar, 5) 

 

From the interview results above, it can be concluded that staff bonding trips enhanced 

relations between the School administration and the support. This cohesion enhanced 

academic achievement among students. This finding disagrees with Machingambi, 

Mutukwe, Maphosa and Ndofirepi (2013) who established that teachers did not receive 

some form of performance related rewards having achieved set target, proved an obstacle 

to the success of performance appraisal system. 

On the other hand, when the respondents were asked how frequently the support staff go 

to bonding trips, the results of the study show that the trips are very rare in most of the 

Schools. This was reflected by a low response rate of 2.43 (SD=1.09) by the support staff 

themselves on the item “we have had support staff bonding trips frequently”. Equally, 

this finding was corroborated further when majority of the respondents rejected the 

researcher’s claim that “bonding trips in their Schools are offered to support staff 

between 1-3 times a year’’ as was interpreted by low rating of 2.39 (SD=1.25), 2.54 

(SD=1.14) and 2.35 (SD=0.98) by the support staff themselves, Principals and director of 

studies who took part in the survey, respectively. This finding concurs with Ingvarson, 

Kleinhenz, Bervis and Carthy (2005) in New Zealand who revealed that the demand as a 

teacher is in increasingly more work, more students, less time for preparation and this 
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increased pressure has made teachers’ work for extra time at home or over the weekend 

to complete their work unbearable and this is unlikely to commensurate with their pay. In 

a related study, research division in New Zealand (2011) noted challenges of support staff 

workload as including many competing demands, which interfered with their ability to 

effectively complete tasks, lack of time to tackle amount of work or insufficient back up 

in terms of work environment quality. 

Despite the fact that most Schools in the area of the study rarely engage their support 

staff on bonding trips, it emerged from the results of the survey that support staff bonding 

trips are part of School programmes in a number of Schools. This was reflected by rating 

scales of 3.01 (SD=1.28), 3.13 (SD=1.23) and 3.00 (SD=1.21) by the support staff, 

Principals and director of studies who participated in the study, respectively. This finding 

agrees with Buckley (2006), who revealed that these bonds lead to trust and respect, 

which lead to willingness to collaborate and perform well together. 

Another theme which emerged from staff bonding is increased synergy. This meant that 

the support staff performed their work with increased synergy, which led to academic 

improvement among support staff. Some respondents reported that: 

After bonding trips, the support staff are always very energetic and 
they serve students better. The bonding sessions refreshes the 
support staff as well as kitchen staff always prepare meals in time 
and our academic programmes are implemented timely.(DOS, 5) 

The bursar and secretary work extra hard to organize support staff 
to help students in School (bursar, 8) 
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From the qualitative findings above, it can be concluded that staff bonding trips enhanced 

increased synergy. This eventually enhanced academic achievement of students in 

School. This finding agrees with Mokaya, and Gitari (2013) who reported that recreation 

is a significant factor in employee performance; increases the level of commitment, 

enhances bonding and improves employee wellbeing with a consequent positive effect on 

job satisfaction, service provision, customer satisfaction and productivity. 

4.3.1 Relationship between support staff bonding trips and students’ academic 

performance in Public Secondary Schools in Kisumu West and Seme Sub-counties. 

H01: There is no statistically significant relationship between support staff bonding trips 

and students academic performance in Public Secondary Schools in Kisumu West and 

Seme Sub-counties. 

To investigate whether there was any statistical significant relationship between support 

staff bonding trips and students’ academic performance in Public Secondary Schools, the 

null hypothesis was tested. A parametric test, Pearson Product Moment Correlation 

Coefficient was computed, with scores on support staff bonding trips as the independent 

variable and students’ academic performance as dependent variable. The level of support 

staff bonding trips was computed from frequency of responses and converted into 

continuous scale, where high scale ratings implied high-perceived level of support staff 

bonding trips and vice-versa.  Students’ academic performance was computed as average 

from School KCSE mean for the last four years. The significant level (p-value) was set at 

.05. Such that, if the p-value was less than 0.05, the null hypothesis would be rejected and 

conclusion reached that a significant difference does exist. If the p-value was larger than 
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0.05, it would be concluded that a significant difference does not exists. Table 12 shows 

the correlation analysis results in SPSS output. 

Table 12: Relationship between Support Staff Bonding Trips and Students Academic 

Performance 

 Staff Bonding 
Trips 

Students Academic 
Performance 

Staff Bonding Trips 

Pearson Correlation 1 .245* 

Sig. (2-tailed)  .022 

N 88 88 

Students Academic 

Performance 

Pearson Correlation .245* 1 

Sig. (2-tailed) .022  

N 88 88 

*. Correlation is significant at the 0.05 level (2-tailed). 
 

The finding of the study shows that there was statistically significant positive correlation 

(r=.245, n=88, p=.022) between support staff bonding trips and students’ academic 

performance, with improved support staff bonding trips associated to better students’ 

academic performance and vice-versa. Observing that the relationship is statistically 

significant, the hypothesis that, “there is no statistically significant relationship between 

support staff bonding trips and students’ academic performance” was rejected. Therefore, 

it was concluded that there is statistically significant positive relationship between 

support staff bonding trips and students’ academic performance. This implies that for 

students’ to have high academic performance there must adequate support staff bonding 

trips. This finding disagrees with Salas et al., (2010) who established that there was no 

significant effect of team building on performance. However, the effects of team building 

varied as a function of the type of operationalization of performance: On objective 

measures of performance, there was a non-significant tendency for team building to 
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decrease performance, whereas on subjective measures of performance, there was a 

significant, albeit small, tendency for team building to increase performance. 

 

However, to estimate the level of influence of support staff bonding trips on students’ 

academic performance, a coefficient of determination was computed using of regression 

analysis and the result was as shown in Table 13. 

 

Table 13:  Model Summary on Regression Analysis of Influence of Support Staff Bonding 

trips on Students’ Academic Performance. 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .245a .060 .049 1.09143 2.098 

a. Predictors: (Constant), Staff Bonding Trips 

b. Dependent Variable Students’ Academic Performance 

 
The model summary reveals that the level of Staff Bonding Trips accounted for 6.0%, as 

signified by coefficient R2=.060, of the variation in Students’ Academic Performance. 

This finding implies that variation in the level of Staff Bonding Trips explains about 

6.0% of the variability in Students Academic Performance. This is sizeable influence by 

one predictor on a dependent variable; hence, it reveals the importance of Staff Bonding 

Trips on students’ academic performance. This finding is in agreement with Cheum 

(2018) who reported that team building activities made the respondents feel like a ‘part of 

the family’ and enjoy participating in the team building activities. 

 

However, most participants also reported that there no bonding trips in School and this 

affected them negatively as they lacked the opportunity to socialize and refresh like the 

other workers in other Schools. 
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We had one bonding trip about 6 years ago and ever since, there 
has been none in the School (bursar, 15) 

We rarely have bonding trips due to shortage of funds, but the last 
one we had over three years ago had a lot of impact on the teachers 
(BOM Chair, 5) 

From the qualitative data reported by the above respondent, few Schools practiced 

bonding frequently and some took too long to enhance this practice. This finding agrees 

with Taylor (2007) who reported that taking a field trip is the best way to know your 

employees as they interact freely without a formal plan. Team building according to 

Taylor include annual field day complete with food, silly games (optional), prizes and 

quarterly trips to the moves. Taylor further observes that team building involving getting 

offsite and encourage the staff to get to know each free from confines of their offices. 

 

4.4 Relationship between support staff salary structure and Academic Performance 

in Public Secondary Schools in Kisumu West and Seme Sub-Counties. 

The second objective of the study was to examine the relationship between support staff 

salary structure and students’ academic performance in public Secondary Schools in 

Kisumu West and Seme Sub-Counties. This objective was addressed by; first, 

investigating the level of satisfaction of support staff on their salary structure and, 

second, an inferential statistics was used to establish whether the support staff salary 

structure in the view of respondents has statistically significant relationship with 

students’ academic performance in Secondary Schools.  
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4.4.1: Findings on satisfaction on support staff salary structure in Public Secondary 

Schools 

The study sought to know how much do the support staffs earn as monthly salary. Figure 

3 summarizes the distribution of their monthly salary. 

 
Source: Survey Data (2018) 
Figure 3: Distribution of Monthly Salary of Support Staff 

 
 

From Figure 3, it is evident that close to three quarters of the support staffs in Secondary 

Schools in Kisumu West and Seme Sub-Counties earn between Ksh.5000 and 15000 as 

monthly salary. This is certainly not able to enable the support staff to enjoy a descent 

standard of living. Low income of employees negatively affects their performance. It is 

known that an employee is more likely to perform better when he is satisfied with his 

salary. This is because he feels motivated to do a good job, for the reason that he wants to 

please his employer to retain his position. Hence, an employee satisfied with his pay is 

more productive and motivated. When the study sought to find out how many of the 
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support staffs were satisfied with their monthly salary, the results summarized in Figure 4 

reveals that a significant majority of them were not satisfied at all with their salaries.  

 
 
 
Source: Survey Data (2018) 
Figure 4: Support Staff view on their Satisfaction with their Salary 

 

Further, the study sought to investigate the level of satisfaction of support staff on their 

salary structure. This was investigated using a Likert-itemed rating scaled questionnaire, 

which helped the respondents to rate the value of the salary structure towards enhancing 

academic performance. This was accomplished using the rating on a five point Likert 

rating ranging from strongly agree (5) to strongly disagree (1), where higher scores 

represented high influence of support staff salary structure on students’ academic 

performance and vice versa.  Table 14 presents the findings on support staff salary 

structure as summarized in mean and standard deviation. 
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Table 14: Satisfaction on Support Staff Salary Structure 

Item Mean SD 
My salary is adequate for my normal expenses  2.68 1.25 

My salary is equivalent to my qualifications and 
experience 

2.41 1.24 

I can live on my salary income alone 2.13 0.97 

What am paid compares favourably with what 
other institutions pay as salaries  

2.80 1.23 

My salary is commensurate to my job 2.84 1.11 

I am motivated to work because of what I am paid 
as my salary 

2.16 0.92 

Mean level of satisfaction on salary  2.50 0.69 

Source: Survey data (2018) 

 

The findings of the study show that majority of the support staffs in Secondary Schools in 

Kisumu West and Seme Sub-Counties are barely satisfied with their salaries. This was 

indicated by their mean rating of 2.50 (SD=0.69) in the salary satisfaction scale of 1 to 5. 

This implies that the support staffs are generally not motivated to work which could have 

negative impact on their performance. It is known that an employee is more likely to 

perform to his highest potential if he is happy with the salary he is earning; those earning 

a high salary feels motivated to do a good job, because he wants to please his employer to 

retain his position.  

 

From qualitative findings, one theme, which emerged, was enhanced Service delivery by 

support staff. It was reported that salary structure determined the service delivery in the 

School hence higher academic achievement among students. Participants were of the 

opinion that Schools with better salary structures had greater service delivery among 

staff. For example, some participants reported that: 
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The salary structure boosts morale of staff hence good service 
delivery to students, I readily help students when they approach me 
to help them understand some accounting concepts in business 
studies.(Bursar, 1) 
 
The support staff support School activities positively for example, 
the laboratory technician assists students in practical, this applies to 
other departments.(BOM Chair, 7) 
 
It affects performance because the well paid workers give prompt 
service delivery in their respective departments in School. (Bursar, 
16) 

 

From the interview excerpts, it can be concluded that salary structure enhanced service 

delivery among support staff and this eventually led to increased students’ academic 

achievement. This finding agrees with Santhapparas and Shah, (2005), who reported that 

pay can entice individual to join and remain within an organization. Nezaam (2000), 

reiterates that wages are a significant factor in job satisfaction and that money not only 

helps people attain their basic needs but is instrumental in providing upper level need 

satisfaction. 

  

The results of the survey also indicate that quite a respectable proportion of the support 

staffs are demotivated. This was reflected by their response on the statement, “I am 

motivated to work because of what I am paid as my salary”, which only attracted a low 

response rate of 2.16 (SD=0.92). This means that their low salary brings them a feeling of 

insecurity, hence there is nothing to propel them to put in extra hours in their work 

because they feel that their salaries as financial rewards are not fair trade-offs. This lack 

of satisfaction with their pay makes them to be less motivated and productive. This 

finding concurs with Darjeel, Manoj and Dalvinder (2011) who concurs that employees 
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are more satisfied when their work is fairly rewarded and that employees accept salary as 

supervisors reward for the work they have done. 

Another theme, which emerged from qualitative findings, was increased motivation. 

Motivation is derived from the word - motive - which means needs, desires, wants or 

drives within the individuals. Some respondents reported that increased motivation was 

realized as a result of the salary structure. Some respondents reported that: 

 

Workers are highly motivated thus serve best in helping students do 
better, I usually observe that laboratory technicians willingly help 
teachers in the supervision of practical exams even after official 
working hours on some days when I stay behind to do some work in 
my office.(bursar 3) 
 
It has positive influence in that the workers are dedicated to give 
their best for example cooks prepare food within the prescribed time 
and this makes students save time and therefore concentrate more in 
their study work. (bursar 7) 
 
Salary increment or adjustment makes the School workers to serve 
students better in their respective areas hence the academic 
programmes are effectively implemented. (DOS, 5) 
 
The salary structure positively affects academic achievement among 
students because it motivates them to perform their duties in time 
making the School programme to run smoothly. (BOM Chair, 10) 

 

From the interview results, it can be concluded that the salary structure enhanced 

motivation among support staff, which eventually led to students’ academic achievement. 

This finding is in agreement with Adewusi, et al (2017) who reported that there is a 

positive significant relationship between employment status, pay and workers 

performance. The study then concludes that workers dignity has come under attack by 

foreign industrialists despite local and international norms. 
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In fact, it emerged that most of the support staffs are not able to solely rely on their 

monthly salary to meet their basic needs. On the scale of 1 to 5, when the support staffs 

were asked to rate the statement “I can live on my salary income alone”, it only generated 

response rate of 2.13 (SD=0.97) an indication that they can hardly survive of their salary 

income alone. In addition, many of them observed that their salary is inadequate for their 

normal expenses, as indicated by a response rate of 2.68 (SD=1.25). This finding agrees 

with Odoh, (2011) who reported that that financial as well as non-financial reward, 

promotion and conversion are strategic in the promotion of productivity in organizations. 

 

Another theme, which emerged from salary structure, was increased job satisfaction. Job 

satisfaction or employee satisfaction is a measure of workers' contentedness with their 

job, whether or not they like the job or individual aspects or facets of jobs, such as nature 

of work or supervision. A few respondents reported that the salary structure enhanced job 

satisfaction among support staff. Some respondents reported that: 

The support staff are highly satisfied and they work extra hard in 
their respective areas. They liaise with teachers to help in areas of 
students weaknesses or where students relax, security officers are 
usually keen to ensure no students leaves through the gate without 
leave out sheet as this may make him lose learning hours due to 
laziness.(Bursar 5) 
 
It enhances job satisfaction hence it has positive influence. 
Satisfaction prompts the workers to work hard and diligently to 
implement academic programmes (BOM Chair, 13) 
 
It enhances satisfaction among the workers so that they can work 
diligently and minimize time wastage for students when its class 
time (Bursar, 8) 
 
Satisfaction with their salaries makes workers in School to do their 
duties well and beat deadlines as stipulated by the School principal 
as per the School academic programs hence minimal time wastage 
for class work. (BOM Chair, 18) 
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From the qualitative findings, it can be concluded that the salary structure enhanced 

satisfaction among support staff, which minimises time wastage in performing duties. 

This finding agrees with Iyida (2015) who reported that the monetized fringe benefits 

could only satisfy the basic needs of workers to a very small extent because of high cost 

of living. It also came out that majority of the support staff held a general feeling that 

what they are paid do not much with their level of qualifications.  

 

Many of them alluded that they are paid far much, below what they merit. This was 

reflected by a mean rating of 2.41 (SD=1.24) on the statement that “my salary is 

equivalent to my qualifications and experience”. Further, many of the support staffs 

refuted the claim that their salary is commensurate to their job, as interpreted from a 

mean of 2.84 (SD=1.11). In fact, only a few (mean=2.80, SD=1.23) of them agreed that 

what they are paid compares favourably with what other institutions pay as salaries. This 

means that majority of them are not satisfied with what they are paid and they are always 

in the lookout for other better-paid jobs or a similar position with better pay. This finding 

was confirmed by the results on the question, “When given a chance, would you look for 

a job elsewhere?” where 47.7% of the support staffs in Secondary Schools in Kisumu 

West and Seme sub-county said they would look for another well paid job when 

opportunity comes. Generally, an employee who does not feel like his organization is 

paying him a high enough salary is much more likely to look for and accept a higher 

paying position of a comparable nature at another company. This finding concurs with 

Adekoya (2015) who reported that compensation management system has a great impact 

on employee's efficiency and performance at the Nigeria ports authority. 
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Another theme, which emerged from the qualitative findings, was increased work 

commitment. This meant that the support staff developed increased work commitment 

and were now more diligent because of improved salary structure. Some respondents 

reported that: 

 
The salary structure affects the academic achievement of our students because 
the workers will do assignments even exceeding School working hours. They 
will work with very minimum supervision. (DOS, 22) 
 
When the salary payment is prompt, then workers show lots of interest in work 
they keep time in implementing academic programmes in School. (DOS, 16) 
 

From the qualitative findings, it can be concluded that salary structure led to work 

commitment among support staff, which eventually enhanced students’ academic 

achievement of students. In agreement, Umoh et al (2014) reported that Pay Structures 

has significant influence on Continuance Commitment. Similarly, Machingambi and et.al 

(2013) further established that for any success to be realized promised rewards must be 

paid to all deserving teachers and when they are due. 

4.4.2 Relationship between support staff salary structure and students’ academic 

performance in Public Secondary Schools in Kisumu West and Seme Sub-counties. 

H02: There is no statistically significant relationship between support staff salary 

structure and students academic performance in Public Secondary Schools in Kisumu 

West and Seme Sub-counties. 

To establish whether there is any statistical significant relationship between support staff 

salary structure and academic performance in Secondary Schools, the null hypothesis was 

tested. A Pearson Product Moment Correlation Coefficient analysis was used, with scores 
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on the level of satisfaction of support staff on salary structure as the independent variable 

and students’ academic performance as dependent variable. The level of satisfaction on 

support staff salary structure was computed from frequency of responses and converted 

into continuous scale, where high scale ratings implied high-perceived level of 

satisfaction on support staff salary structure and vice-versa. Students’ academic 

performance was calculated from School KCSE mean scores for the last four years. The 

significant level (p-value) was set at .05. If the p-value was less than 0.05, the null 

hypothesis would be rejected and conclusion reached that a significant difference exists. 

If the p-value was larger than 0.05, it would be concluded that a significant difference 

does not exists. Table 15 shows the correlation analysis results in SPSS output. 

Table 15: Relationship between level of satisfaction on support staff salary structure and 

Students Academic Performance 

 Satisfaction of Salary 
Structure 

Students Academic 
Performance 

Satisfaction of Salary 

Structure 

Pearson Correlation 1 .228* 

Sig. (2-tailed)  .033 

N 88 88 

Students Academic 

Performance 

Pearson Correlation .228* 1 

Sig. (2-tailed) .033  

N 88 88 

*. Correlation is significant at the 0.05 level (2-tailed). 

 
The finding of the study in Table 15 shows that there was statistically significant positive 

correlation (r=.228, n=88, p=.033) between satisfaction on support staff of salary 

structure and students’ academic performance, with high satisfaction on support staff of 

salary structure associated to enhanced students’ academic performance and vice-versa. 

Noting that the relationship is statistically significant, the hypothesis that, “there is no 

statistically significant relationship between satisfaction on support staff of salary structure 
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and students’ academic performance” was rejected. Therefore, it was concluded that 

there is statistically significant positive relationship between satisfaction on support staff 

of salary structure and students’ academic performance. This suggests that better students’ 

academic performance is enhanced by high satisfaction of support staff on their salary 

structure. However, to estimate the level of influence of satisfaction on support staff 

salary structure on students’ academic performance, a coefficient of determination was 

calculated using of regression analysis and the result was as shown in Table 16. 

 

Table 16:  Model Summary on Regression Analysis of Influence of Support Staff Salary 

Structure on Students’ Academic Performance 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .228a .052 .041 1.09606 2.008 

a. Predictors: (Constant), Satisfaction on Salary Structure 

b. Dependent Variable: Students Academic Performance 

 
The model summary in Table 16 indicates that the level of satisfaction on support staff 

salary structure explains about 5%, as signified by coefficient R2=.052, of the variation in 

Students’ Academic Performance. This finding suggests that variation in the satisfaction 

on support staff salary structure explains accounts for about 5.0% of the variability in 

students’ academic performance. Although the influence is small, it is a significant 

influence on students’ academic performance; hence, it denotes the importance of support 

staff salary structure on students’ academic performance. This finding concurs with 

Kaireria and Mutai (2014) who found out that rewards whether to departments, or 

individuals in any form greatly affects the implementation of appraisal system especially 
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when such rewards are given at a flat rate thus failing to distinguish between performers 

and non-performers. 

4.5 Relationship between support staff professional growth and Students’ Academic 

Performance in Public Secondary Schools in Kisumu West and Seme Sub-counties. 

The third objective of the study was to investigate the relationship between support staff 

professional growth andstudentsacademic performance in public Secondary Schools in 

Kisumu West and Seme Sub-counties. To address the objective; the level of prospects of 

support staff professional growth was investigated and an inferential statistics was used to 

establish whether there was a significant relationship between support staff professional 

growth and students’ academic performance in Secondary Schools.  

4.5.1 Findings on prospects of support staff professional growth in Public Secondary 

Schools 

The prospects of professional growth of support staff in the Secondary Schools was 

investigated through the use of a Likert-itemed rating scaled questionnaire, which was 

used by the respondents to rate the availability of opportunities of professional growth 

among the support staff towards enhancing studentsacademic performance. The rating on 

a five point Likert ranged from strongly agree (5) to strongly disagree (1), where higher 

scores represented high influence of support staff prospects of support staff professional 

growth on students academic performance and vice versa. Table 17 presents the findings 

on support opportunities of professional growth as summarized in mean and standard 

deviation. 

 



 130  

 

 

 

 

Table 17: Prospects of Support Staff Professional Growth 

Item Support staff Principals DoS 

Mean SD Mean SD Mean SD 
The School administration usually 
give the support staff opportunities 
for professional growth in or go for 
further training. 

3.13 1.23 3.79 0.98 3.43 0.99 

The School administration usually 
give the support staff opportunities 
for professional growth in or go for 
in-service training. 

2.94 1.17 3.63 0.92 3.43 0.99 

The School administration usually 
give the support staff opportunities 
for professional growth in or go for 
workshops. 

3.14 1.20 3.58 0.88 3.57 1.08 

The School administration usually 
give the support staff opportunities 
for professional growth in or go for 
conferences. 

2.82 1.16 3.33 0.92 3.22 0.90 

Opportunities are fairly offered to 
each member of the support staff if 
opportunities for professional growth 
arise. 

2.90 1.16 2.96 1.22 3.22 1.13 

Opportunities for attending 
professional growth course are given 
to members of support staff regularly. 

2.57 1.03 2.71 0.95 3.17 1.07 

Mean average 2.91 0.95 3.34 0.78 3.34 1.03 

Source: Survey data (2018) 

 

The findings of the survey in Table 17 revealed that there is slightly above average rating 

on the availability of opportunities for professional growth among the support staff 

employees in Secondary Schools in Kisumu West and Seme counties. However, the 

support staff respondents’ ratings on the opportunities available for their professional 

growth of was lower (mean=2.91; SD=0.95) than both the Principals’ and directors’ of 

studies ratings (mean=3.34). This finding was also reflected by the ratings on the 

individual items. This finding agrees with those of Katumile (2002) who reported that if 
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fringe benefits like professional growth are offered to workers, it would motivate and 

make them come to School early and consequently accomplish the School Programme in 

time hence improvement in the academic performance. 

 

From qualitative findings, one theme, which emerged on opportunities for professional 

growth, was in-service training. This training is offered to teachers while they are in 

service to enhance their teaching skills. Most respondents reported that there were cases 

of in-service training to support staff but it was limited mostly to staff in some 

departments but not all. For the staff that underwent training, it helped them to have 

better skills hence served students in a better way. Two respondents reported that: 

The bursar and lab technician have a programme of between one to 
two months studies during the holidays when students close. This 
has made them to be very efficient in their areas of work in School 
as a Bursar, I make accurate records and limit mistakes in fee 
balances which would make students be sent home for fee wrongly 
hence losing learning time.(Bursar, 12) 
 
The store keeper and cateress always undergo in-service training 
during holidays. This has helped them acquire skills on how to do 
their duties much better hence students get quality services, the 
cateress at times has an opportunity to share with home science 
students the skills acquired during training that are relevant to 
topics in home science as a subject.(Bursar, 6) 

 

However, some participants also reported that the opportunities for growth were not 

fairly distributed, as only staff in finance department was favoured in most cases. This 

finding corelates with Musaazi (2002) who reiterated that professional growth helps to 

boost the morale of teachers and motivates them to work harder in their jobs. 

 

For example, whereas all the respondents agreed that the support staffs are usually given 

opportunity for professional growth, their ratings varied with support staffs being the 

lowest.  The support staff were only in moderate acceptance (mean=3.13), compared to 
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Principals’ (mean=3.43) and directors’ of studies (mean=3.79) that the School 

administration usually give the support staff opportunities for professional growth to go 

for further training. Similarly, although they all agreed that sometimes the School 

administration usually give the support staff opportunities for professional growth to go 

for in-service training, the support staff respondents ratings of 2.94 was the least. This 

finding correlates with Okuna (2010) who asserted that motivated human resources in 

rank in real terms are the epicentre of a success of an organization. 

 

Another theme, which emerged from qualitative findings, was further training for support 

staff. This was evident in many aspects but was available for only the staff from finance 

department. Two respondents reported that: 

 

The support staff such as bursar and laboratory technician get skills 
from such training and this helps them to be effective in their areas 
of work, with knowledge acquired after farther training, the 
laboratory technicians at times share with students topics in 
Chemistry that he is knowledgeable in(DOS, 9) 
 
Only the bursar has benefited from further training in accounting. 
The skills gained in accounting helps him to sharpen himself and 
hence more efficient but pay from his own pocket. (BOM Chair, 20) 
 
The bursar has always attended the further training on accounting 
skills and this has improved his efficiency in balancing books 
accurately and promptly, hence students don’t spend much time 
making lines to handle financial issues, but save time to be in class 
for lessons or personal studies.(DOS, 16) 

 

From the qualitative findings, it can be concluded that there were cases when some 

support staff were taken and considered for further training, but this was limited to some 

few participants and not all support staff. Hence, the impact was not felt for the whole 

support staff. This finding agrees with Owolabi (2007) who reported that the quality of 
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human resource has a high correlation with the level and quality of institution 

performance and productivity. 

 

It also emerged that some Secondary Schools allow their support staffs to go for 

workshops and conferences as avenue for professional growth. On the scale of 1 to 5, the 

support staff respondents rated opportunities given to them by the School administration 

go for workshops and attend conferences at mean of 3.14 and 2.82, respectively. On the 

other hand, the Principals and the director of studies had higher ratings on opportunities 

given to the support staff by the School administration to attend workshops and 

conferences. The Principals and the director of studies held a strong conviction that the 

administration always gives the support staff opportunities to attend both workshops and 

conferences when such opportunities arise for professional growth. This finding also 

concurs with Semugenyi (2000) who observed that every institutional primarily needs 

committed and the institution to meet its objectives, however, and a satisfactory working 

environment is a necessity.  

Another theme, which emerged from qualitative findings, was the attendance of 

workshops by support staff. This was reported as one of the opportunities for growth and 

it was adopted by some Principals to train some support staff. Two respondents reported 

that: 

The secretaries and accounts clerk workshops are available and the 
skills learnt help them to serve students efficiently, less time wastage 
and improves communication skills. This makes students to spare 
more time for class work lessons or personal studies in School. 
(DOS, 22) 
 

In our School since I came into my office of Board chairman, the 
accounts clerk has attended workshops on book keeping and this 
reduces inefficiency while serving students. (BOM Chair, 14) 
 



 134  

 

 

 

 

The School nurse and driver have attended workshops and this helps 
them to reduce time wastage due to proper record keeping and 
efficient service to students hence more time to study. (DOS, 8) 
 

 
From the qualitative findings, it was reported that there was to a little extent the use of 

workshops for training support staff, which enhanced the School achievement. This 

finding agrees with Mustapha and Zaizura (2013) who reported that there was a positive 

significant relationship between promotion opportunity and job satisfaction. 

 

Equally, it came out clearly that most of the support staff who took part in the survey held 

a general opinion that even when such professional growth opportunities come they are 

never given to them fairly. They believe that some members of the staff are treated 

differently from others, as reflected by their mean response rate of 2.90 (SD=1.16). On 

contrary, both the Principals and director of studies insisted that the opportunities 

professional growth is fairly offered to each member of the support staff, when they arise. 

  

On how frequently are such opportunities given, the results of the survey established that  

although all the respondents agreed they were not very frequent, the support staff 

respondents insisted that they are very rare (mean=2.57; SD=1.03). The Principals and 

director of studies who were surveyed held a contrary opinion; they believed that the 

opportunities for attending professional growth courses for the support staff are fairly 

regular. Similarly, Saharuddin, (2016) agreed that variables of professional growth and 

compensation have significant and positive impact on job satisfaction, morale and work 

productivity; job satisfaction has significant and positive impact on work productivity; 

and morale has significant and positive impact on work productivity. 
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4.5.2 Relationship between opportunities for professional growth and students’ 

academic performance in Public Secondary Schools in Kisumu West and Seme Sub-

counties. 

H03: There is no statistical significant relationship between opportunities for support 

staff professional growth and students’ academic performance in Public Secondary 

Schools in Kisumu West and Seme Sub-counties. 

 

To find out whether there is any statistical significant relationship between opportunities 

for professional growth and students’ academic performance in Secondary Schools, the 

null hypothesis was tested. A Pearson Product Moment Correlation Coefficient analysis 

was used, with scores on the opportunities for support staff professional growth as the 

independent variable and students’ academic performance as dependent variable. The 

opportunities for support staff professional growth was computed from frequency of 

responses and converted into continuous scale, where high scale ratings implied high-

perceived opportunities for support staff professional growth and vice-versa. Students’ 

academic performance was computed from School KCSE mean scores for the last four 

years. The significant level (p-value) was set at .05, such that if a p-value less than 0.05 

means the null hypothesis would be rejected and conclusion reached that there is 

significant difference. However, a p-value larger than 0.05 would be concluded that a 

significant difference does not exists. Table 18 shows the correlation analysis results in 

SPSS output. 
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Table 18: Relationship between opportunities for support staff professional growth and 

Students’ Academic Performance 

 Support Staff 
Professional Growth 

Students 
Academic 

Performance 

Support Staff Professional 

Growth 

Pearson Correlation 1 .220* 

Sig. (2-tailed)  .040 

N 88 88 

Students Academic 

Performance 

Pearson Correlation .220* 1 

Sig. (2-tailed) .040  

N 88 88 

*. Correlation is significant at the 0.05 level (2-tailed). 

 
The results in table 18 reveals that there was statistically significant positive correlation 

(r=.220, n=88, p=.040) between opportunities for support staff professional growth and 

students’ academic performance, with many opportunities for support staff professional 

growth associated to better students’ academic performance. Given that the relationship 

between the two variables is statistically significant, the hypothesis that,  

 

“There is no statistically significant relationship between opportunities for support staff 

professional growth and students’ academic performance” was rejected. Therefore, it 

was concluded that there is statistically significant positive relationship between 

opportunities for support staff professional growth and students’ academic performance. 

This suggests that better students’ academic performance is enhanced when the support 

staff is aware that they have opportunities for professional growth. 
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On the other hand, to estimate the level of influence of support staff professional growth 

on students’ academic performance, a coefficient of determination was computed using 

of regression analysis and the result was as shown in Table 19. 

 

Table 19:  Model Summary on Regression Analysis of Influence of Support Staff 

Professional Growth on Students Academic Performance. 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

Durbin-Watson 

1 .220a .048 .037 1.09819 2.095 

a. Predictors: (Constant), Support Staff Professional Growth 

b. Dependent Variable: Students’ Academic Performance 

 

The model summary in Table 19 reveals that about 5% of variation in Students’ 

Academic Performance was accounted for by Support Staff Professional Growth, as 

connoted by coefficient R2=.048. This finding means that variation in the Support Staff 

Professional Growth explains about 5.0% (R2=.048) of the variability in students’ 

academic performance. Even though the influence is small, it is a noteworthy influence 

on students’ academic performance; hence, it indicates the importance of Support Staff 

Professional Growth on students’ academic performance. This finding agrees with Peter 

(2016) in Tanzania who reported that professional growth has impacts to individual and 

organizational performance as it induces motivation, good performance, good relations 

and increased remunerations. The findings of study indicate that there were impacts for 

non-adherence to promotion procedure, which affects individual performance and 

organization such as poor performance, accumulated professional growth, poor relations 

and labor turnover. 
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4.6 Relationship between Support Staff Recognition Efforts and Students’ Academic 

Performance in Public Secondary Schools in Kisumu West and Seme Sub-counties. 

The fourth objective of the study was to examine the relationship between support staff 

recognition efforts andstudentsacademic performance in public Secondary Schools in 

Kisumu West and Seme Sub-Counties. To investigate this objective,  the study explored 

the level of support staff recognition efforts by the administration and an inferential 

statistics was used to establish whether the support staff recognition efforts has statistical 

significant relationship withstudentsacademic performance in Secondary Schools. 

4.6.1: The Level of Support Staff Recognition Efforts in Public Secondary Schools 
The level of support staff recognition efforts among the selected Secondary Schools was 

investigated using Likert-itemed rating scaled questionnaire. The items were rated using a 

five point Likert rating ranging from strongly agree (5) to strongly disagree (1). For easy 

interpretation and applicability in inferential analysis, the response scores were converted 

into continuous scale ranging from 1 to 5, where higher scores represented high level of 

recognition efforts of the support staff by the administration and vice versa.  Table 20 

presents the findings on ratings of recognition of efforts of support staff by the 

administration summarized in mean and standard deviation. 
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Table 20: Importance of Support Staff Recognition Efforts on Students’ Academic 

performance 

Item Support staff Principals DoS 

Mean SD Mean SD Mean SD 
The School authorities usually 
recognize support staff through 
greetings. 

4.02 1.05 4.67 0.56 4.17 0.83 

Support staffs are always verbally 
appreciated by the School 
management. 

3.74 1.12 4.46 0.59 3.96 0.82 

The principal always recognize 
support staff for work well done 
through writing. 

2.77 1.27 3.29 1.04 3.48 0.79 

Support staff efforts are usually 
recognized individually or in a group 
by being given prizes/individual 
award. 

3.33 1.27 3.83 0.87 3.70 0.88 

Members of support staff are usually 
recognized through publicly praises 
by authorities. 

3.13 1.27 3.92 0.83 3.87 0.63 

Support staff usually are recognized 
by organizing celebrations in the 
School. 

2.70 1.26 3.13 0.95 3.26 0.81 

The School authorities always give 
cash awards to support staff. 2.95 1.31 3.38 1.13 3.48 0.90 

Overall Mean 3.24 0.86 3.81 0.85 3.70 0.81 

Source: Survey data (2018) 

 

The findings of the study in table 20 established that there is reasonable level of 

recognition efforts of the support staff by the School administrations, as observed by the 

respondents. This was revealed by a mean level of recognition of efforts ratings of 3.24 

(SD=0.86), 3.81 (SD=0.85) and 3.70 (SD=0.81), as rated by the support staff, Principals 

and director of studies, respectively. This finding demonstrates the understanding of the 

School administration on the fact that effort recognition stimulates productivity and by 

constantly giving proper recognition to support staff creates proper working environment. 
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Generally, effort recognition exhibits that the administration appreciates support staff 

contribution, which motivates them to go extra-mile to accomplish duties, assigned to 

them. This finding agrees with Thomson (2002), who pointed that trust is one of the most 

vital element in the recognition/development and maintenance of a productive work 

environment.   Thomson maintains that trust stimulates security and confidence and that 

it is a perquisite to innovation, creativity and good communication system. 

From qualitative findings, one theme, which emerged, was verbal appreciation. This 

language involves positive verbal or written expressions of appreciation. Most 

respondents reported that School Principals commonly used verbal appreciation on 

support staff. Some respondents reported that: 

Yes.. This is very common in School since in most cases, the 
principal commends support staff who work well in their respective 
areas. He would encourage the staff to continue working harder and 
be more diligent in the respective areas of operations to increase 
School efficiency. The secretary and the staff involved in processing 
exams and instructional materials sometimes come to School on 
weekends to work so that such materials are ready in time for 
students simply because they have been recognized in the past and 
expect more recognitions. (DOS, 4) 

Yes. This happens a lot in our School since the principal always 
enhances interpersonal relationship with the support staff by giving 
verbal praises and comments for any work done in a better way. 
(Bursar, 8) 

 

From the interview excerpts, it can be concluded that verbal appreciation enhances the 

motivation of support staff which eventually affects their commitment to student matters 

in School. In agreement, Leblebics (2009) revealed that the quality of environment like 

recognition in a work place determines the level of employee motivation, subsequent 

performance and productivity. 
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On individual ratings, it emerged that the Principals and director of studies generally have 

higher equity on level of recognition of effort of the support staff by the School 

administration than the support staff themselves. For instance, while the Principals and 

director of studies strongly believed that support staff are always verbally appreciated by 

the School management, as denoted by their mean ratings of 4.46 (SD=0.59) and 3.96 

(SD=0.82) respectively, the support staff themselves held a indifferent position as 

reflected by their response of rate 3.74 (SD=1.12). The Principals and the directors of 

studies held a strong opinion that verbal appreciation of the efforts of support staff goes a 

long way to motivate them resulting into a positive impact on the students’ academic 

performance. This finding concurs with Ademokoya (2006), that recognition is a 

prerequisite in a congenial working environment and that School creates a working 

environment that stimulates productivity by constantly giving proper recognition to 

support staff for proper working environment. 

Another theme, which emerged from qualitative findings, was the use of written 

appreciation. It was reported that most Principals utilized written appreciation to motivate 

their support staff especially during the School functions. Some respondents reported 

that: 

The headmaster of the School and Board of Management recognizes 
the position of support staff in School by giving us certificates of 
commendation for a good job done in the year hence we work hard 
to maintain this always. This enhances academic performance of the 
students because those entrusted directly with duties related to 
implementation on academic programs like laboratory technicians 
and support staff in academic office strive to meet the targets set for 
them for timely implementation of academic programs.(bursar, 9) 

The principal always recognizes the role of support staff and 
appreciates their hard work by giving certificates of 
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commendations. This boosts the self-esteem of support staff and 
hence they work harder in their departments.  (DOS, 10) 

 

From the qualitative findings, it was reported that the use of written appreciation was 

well perceived by the support staff and it motivated them. In agreement, Mulwa (2010) 

revealed that workers would be more ready to give a second thought and cooperate with 

those who promised some kind of immediate materials or fringe benefits including 

recognitions than those who promised them some better future. 

However, what came out clearly from the results of the survey is that all the respondents 

including the support staff themselves agreed that the School authorities usually 

recognize support staff through greetings. This was confirmed by ratings of 4.02 

(SD=1.05), 4.67 (SD=0.56), and 4.17 (SD=0.83) by the support staff, Principals and the 

director of studies, respectively. It emerged that School administrations use varied ways 

to recognize or show that they value the work that the support staff do. For example, it 

emerged that in some Schools the support staff efforts are usually recognized individually 

or in a group by being given prizes/individual awards. This was confirmed by mean 

ratings 3.33 (SD=1.27), 3.83 (SD=0.87) and 3.70 (SD=0.88) by the support staff, 

Principals and director of studies. In agreement, Kube et al. (2012) study reported that 

non-financial gifts are more effective at increasing worker performance than financial 

ones. 

Another theme, which emerged from qualitative findings, was the use of cash awards 

recognition on support staff. This involved appreciation of support staff using cash 

tokens. Most School Principals practiced this. Some respondents reported that: 
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During the annual general meetings, we give the support staff cash 
awards in recognition of the work done in the previous year. The 
support staff are shown that they are important to the School 
performance as well, kitchen staff are recognized because they help 
save time for timely and maximum lesson attendance by preparing 
meals in time. (DOS, 6) 

The use of cash awards is usually done during the School prize 
giving days where the support staff are appreciated for a job well 
done in their respective areas. The most diligent staff are rewarded 
and this motivates them to assist in their various areas hence 
support academic efforts by teachers. (BOM Chair, 19) 

 

From the interview excerpts, it can be concluded that the use of cash awards recognition 

enhanced motivation among support staff and this made them to be more committed in 

serving students. Njoroge, (2011) who revealed that the ministries use social rewards, 

internal equity, individual equity and external equity all of which have a great effect on 

employee motivation, supports this finding. 

Similarly, the results of the survey show that in some Schools the support staff is 

sometimes recognized by organizing celebrations in the School, where the School 

authorities always give cash awards to support staff because of their exemplary 

performance. On the other hand, when the respondents were asked whether recognition is 

given through writing, the results of the study show that the recognition through writings 

are not very common in most of the Schools. This was reflected by a low response rate of 

2.77 (SD=1.27) by the support staff themselves on the item “the principal always 

recognize support staff for work well done through writing”. Equally, this finding was 

corroborated further when majority of the respondents rejected the researcher’s claim that 

“members of support staff are usually recognized through publicly praises by authorities” 

as was reflected by low rating of 3.13 (SD=1.27) by the support staff who took part in the 
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survey. However, when workers are publicly praised for their contribution and 

achievements, others are more willing to do the same job or even do better to receive 

similar recognition. Giving recognitions stimulates employees to use their creativity to 

achieve the group organizations goal and objectives.  In agreement, Bradler, Dur, 

Neckermann, and Arjan (2011) reported that the provision of recognition to all workers in 

a group increases subsequent performance only weakly. In contrast, scarce recognition 

that is only provided to the best performers in a group raises subsequent performance 

substantially. 

Another theme, which emerged from qualitative findings, was the use of public 

recognition. This is when the principal in public gatherings on various areas where they 

have excelled recognizes the support staff. This enhances motivation among support 

staff. Some respondents reported that: 

Yes…this happens a lot in our School where our support staff are 
recognized by the principal in public in cases where one does an 
exemplary job that is unique and thus the worker becomes an 
example to the rest of the students who are always also encouraged 
to work hard like the recognized support staff. (DOS, 8) 

During the annual general meetings, the support staff are given 
envelopes by the School principal and this enhances team work 
among them. They are encouraged to work extra hard in their 
departments and this eventually enhances academic achievement 
among students. (DOS, 5) 

From the interview excerpts, it can be concluded that the use of public recognition was 

very essential and commonly used by Principals to encourage other support staff by 

giving relevant examples from exemplary workers. This finding is supported by 

Olurotimi et al (2016) who reiterated that every human being like to be recognized and 

appreciated because it is an innate aspiration. 
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4.6.2 Relationship between support staff effort recognition and students’ academic 

performance in Public Secondary Schools in Kisumu West and Seme Sub-counties. 

H04: There is no statistically significant relationship between support staff recognition 

efforts and students’ academic performance in Public Secondary Schools in Kisumu West 

and Seme Sub-counties. 

 

To establish whether there is any statistical significant relationship between support staff 

recognition efforts and academic performance in Secondary Schools, the null hypothesis 

was tested. A Pearson Product Moment Correlation Coefficient analysis was used, with 

scores on the support staff effort recognition as the independent variable and students’ 

academic performance as dependent variable. The support staff recognition efforts 

variable was calculated from frequency of responses and changed into continuous scale, 

where high scale ratings implied high perceived support staff effort recognition and vice-

versa. Students’ academic performance was taken as average mean of School KCSE 

scores for the last four years. The significant level (p-value) was set at .05, such that a p-

value less than 0.05 means the null hypothesis would be rejected and conclusion reached 

that there is statistically significant relationship between the variables. However, a p-

value larger than 0.05 would be concluded that a significant relationship does not exists. 

Table 21 shows the correlation analysis results in SPSS output. 
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Table 21: Relationship between support staff effort recognition and Students’ Academic 
Performance 

 Staff Recognition 
Efforts 

Students 
Academic 

Performance 

Staff Recognition 
Efforts 

Pearson Correlation 1 .181 

Sig. (2-tailed)  .092 

N 88 88 

Students Academic 
Performance 

Pearson Correlation .181 1 

Sig. (2-tailed) .092  

N 88 88 

 
From Table 21 it is evident that although there was some positive relationship between 

support staff effort recognition and students’ academic performance, the relationship was 

not statistically significant (r=.181, n=88, p=.092). Given that p-value was greater 0.05 

there was no sufficient evidence to reject the null hypothesis that, “there is no statistically 

significant relationship between support staff effort recognition and students’ academic 

performance.” Therefore, it was concluded that although there are some positive 

relationship between support staff recognition efforts and students’ academic 

performance, the relationship is not statistically significant.  

 

Another theme, which emerged from qualitative findings, was the use of Salutation by 

School Principals. This meant greeting support staff and sharing with them ideas on how 

to perform their duties well. Some respondents reported that the Principals extensively 

utilized this method as it enhanced their self-esteem and teamwork. Some respondents 

reported that: 

The greetings from the principal and teachers to support staff 
enhances interpersonal relationship among School workers hence 
this helps in delivery as they feel appreciated by the other staff in 
School. This makes support staff also learn to have a good 
interpersonal relationship between their fellow workers as well as 
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with students hence create a conducive learning environment for 
students.(Bursar,7) 
 
This is a common method that the principal uses to make the support 
staff feel very close to him. It motivates support staff since they feel 
they are close to the principal and they work diligently with very 
minimal supervision. (DOS, 1) 
 
 

From the interview excerpts above, it can be concluded that the use of salutation made 

support feel recognized by the principal and this enhanced teamwork and cohesion with 

the School workers. This finding agrees with Amoatemaa, and Kyeremeh (2016) who 

reported that the most effective ways to motivate employees to achieve the desired goals 

of the organization involve creating an environment with strong, respectful and 

supportive relationships between the organization and employees and a focus on genuine 

expressions of appreciation for specific employee achievements, service milestones and a 

day-to-day acknowledgement of performance excellence. 

 

However, a coefficient of determination (R Square) was computed using of regression 

analysis to further estimate the level of influence of support staff effort recognition on 

students’ academic performance and the result was as shown in Table 22. 

Table 22:  Model Summary on Regression Analysis of Influence of Support Staff Effort 

Recognition on Students Academic Performance. 

Model R R Square Adjusted R 
Square 

Std. Error of 
the Estimate 

Durbin-
Watson 

1 .181a .033 .021 1.10708 1.956 

a. Predictors: (Constant), Staff Recognition Efforts 

b. Dependent Variable: Students Academic Performance 
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The model summary shows that only about 3% of variation in Students Academic 

Performance was accounted for by Support Staff Effort Recognition, as indicated by 

coefficient R2=.033. This finding means that variation in the Support Staff Effort 

Recognition explains about 3% (R2=.033) of the variability in students’ academic 

performance, which is statistically insignificant. Nevertheless, it is notable that at least 

there is some positive influence of support staff effort recognition on students’ academic 

performance. This therefore it indicates the importance of support staff effort recognition 

on students’ academic performance, meaning that it cannot be totally ignored. In 

agreement, Shariful et al (2014) who reported that the relationship between employee 

contribution and appreciation is significant. The result further indicates that the direction 

of the associations is positive in which it implies that the more the more appreciation is 

given to the employees, the possibility of them to perceive of recognition will be higher. 

Another theme, which emerged from qualitative findings, was the use of group 

recognition by the School Principals. This was evident mostly during the School 

gatherings and it was majorly applicable when the support staff had done some 

commendable work. Some respondents reported that: 

We feel motivated and appreciated especially during the School 
Annual General Meetings. We are given tokens in material manner 
to show that we have been working well in School as a team. This 
has made us to willingly assist students in School to work harder, 
since we extend the same teamwork when we deal with students’ 
issues or helping implement their academic programs with the help 
of teachers.  (Bursar, 8) 

There are departmental appreciation given to us by the School 
administration. This enhances team work among support staff hence 
they are more eager to help students in School in their respective 
areas” (bursar 10) 
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From the qualitative findings above it can be concluded that the School Principals 

commonly and frequently used the use of group recognition and it enhanced staff 

motivation, which eventually enhanced studentsacademic achievement among students. 

This finding agrees with Mbah et al (2016) who reported that that some non-financial 

rewards of employee recognition, conducive work environment and staff development 

are positively and significantly related to employee performance in civil service. 

 

4.7 Relationship between Support Staff Promotional Opportunities and Students’ 

Academic Performance in Public Secondary Schools in Kisumu West and Seme 

Sub-counties. 

The fifth objective of the study was to investigate the relationship between support staff 

promotional opportunities andstudentsacademic performance in public Secondary 

Schools in Kisumu West and Seme Sub-counties. To address the objective; the level of 

support staff promotional opportunities was examined and an inferential statistics was 

used to establish whether the support staff promotional opportunities has statistically 

significant relationship withstudents academic performance in Secondary Schools.  

4.7.1: Findings on relationship between support staff promotional opportunities 

professional growth and students’ academic performance in Public Secondary 

Schools 

A Likert-itemed scaled questionnaire was used rate the level of support staff promotional 

opportunities towards enhancing students academic performance. The rating on a five 

point ranged from strongly agree (5) to strongly disagree (1), where higher scores 

represented high influence of promotional opportunities of support staff on students 
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academic performance and vice versa.  Table 23 presents the findings on promotional 

opportunities summarized in mean and standard deviation. 

 

Table 23: Level of Support Staff Promotional Opportunities 

Item Support staff Principals DoS 

Mean SD Mean SD Mean SD 
The School management always 
promote support staff to the next 
superior rank or position if such 
opportunities arise. 

2.68 1.25 3.33 0.96 3.78 0.95 

The School management always 
promote support staff to the next job 
group if one deserves it. 

2.41 1.24 3.46 1.02 3.48 0.90 

The School authorities usually use 
certificates as an evidence for 
advancement to the next job group or 
position/rank. 

2.13 0.97 3.25 0.99 3.70 0.88 

The management usually look into 
experience or length of service/stay to 
promote a support staff to the next 
job group or position/rank. 

2.80 1.23 3.58 0.93 3.52 1.04 

The management usually considers 
closeness to School authority for 
promotion of a support staff to the 
next rank/position or job group. 

2.84 1.11 2.08 0.88 2.48 0.99 

The promotion to the next job group 
or position/rank is usually done by 
the School management fairly in this 
School. 

2.13 0.97 3.79 0.98 3.70 1.02 

Mean average 2.42 0.65 3.25 0.66 3.44 0.71 

Source: Survey data (2018) 
 

The results of the survey revealed that although there are largely low promotional 

opportunities for the support staff in Secondary Schools in Kisumu West and Seme 

counties, there is a mixed rating among the study respondents. The support staff 

respondents’ ratings on the opportunities available for their promotion was lower 

(mean=2.42; SD=0.65) than both the Principals’ and directors’ of studies ratings which 
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were at 3.25 (SD=0.66) and 3.44 (SD=0.71), respectively. This finding was also reflected 

by the ratings on the individual items. This finding agrees with Sharma (2004) who 

observes that any fringe benefit attached either to official extra or work or promise of 

promotion has majorly in effect of causing the individual sacrifice towards work. Welch 

(2006), added that money, recognition, training, workers qualifications, attitudes and 

experience are the basis tools required to motivate and train top performance. This is 

pointed out as well by Olaya, (2011) who suggests that to maximize employees output, 

they need to be comfortable at both work and home to minimize stress and stressors. 

 

From qualitative findings, one theme, which emerged, was use of job experience in 

promotion. This was utilized in appointment to higher grades among support staff within 

School. However, it was not uniformly applied among all support staff. Some 

respondents reported that: 

We work very efficiently and our promotion is based on years of 
experience in one’s job. I was promoted to a higher job group after I 
had stagnated for so long. (Bursar, 2) 
 
Promotions are determined by the job experience in one’s area. One 
of our cooks was promoted to the position of head cook because he 
had served the longest in that department, was handy in timely 
preparations of meals which enhance implementation of academic 
programs, he even became more useful in beating deadlines in his 
work in the department. (BOM Chair, 6) 
 
 

From the interview excerpts above, it can be concluded that promotion was available but 

it depended on years of experience of support staff. In agreement, Leblibics (2009) in 

Turkey reported that in quality of environment like promotional opportunities in a work 

place determines the level of employees’ motivation, subsequent performance and 
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productivity. For instance, whereas all the respondents agreed that the support staffs are 

sometimes given opportunity for promotion when chance arise, their ratings varied with 

support staffs being the lowest. The support staff were only in moderate acceptance 

(mean=2.68), compared to the Principals’ (mean=3.33) and directors’ of studies 

(mean=3.78) rating that the School administration usually give the support staff 

opportunities for promotion.  

 

The support staff eluded that although their School management sometimes promote 

support staff to the next superior rank or position, such opportunities are extremely rare. 

Similarly, although they all agreed that sometimes the School management promote 

support staff to the next job group if one deserves it, the support staff respondents ratings 

of 2.41 was the least. This finding agrees with Musaazi (2002) who concurs that job 

satisfaction in educational institution in Abuja, Musaazi (2002) added that promotion 

helps to boost the morale of teachers and motivates them to work harder in their jobs. 

Another theme, which emerged from qualitative findings, was the use of certificates 

acquired by a support staff. This meant that promotion was awarded on the bases of new 

certificates that were acquired by the support staff. Some respondents reported that: 

 

We have had promotions which resulted from acquired papers, like 
our bursar, got promoted to another higher job group because he 
had attained higher accounting qualifications, we encourage 
students to follow their examples by working hard to get good 
grades for promotion to the next class or university in case of 
candidates. 
(DOS, 3) 
 
The support staff are promoted on the bases of the papers they 
obtain. In our case, once an individual attains some higher papers, 
they get promoted and this makes them work harder in their areas 
and serve as an example to the students that hard work pays. 
(Bursar, 6) 
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From the interview data above, it can be concluded that the promotional opportunities 

that are available due to use of certificates makes support staff to be more diligent at 

work and this further enhancesstudents academic achievement of students. This finding is 

in agreement with Koppensteiner (2017) study in Brazil, which reported that after the 

adoption of automatic promotion in treatment Schools the difference between treated, and 

control Schools almost completely disappears. The effect of automatic promotion is much 

smaller for the top two quartiles and not statistically significant, yet still negative and 

non-negligible in magnitude. 

 

It also emerged that some Secondary School authorities use certificates as an evidence for 

advancement to the next job group or position/rank for support staff. However, on the 

scale of 1 to 5, the support staff respondents rated level of using certificates as an 

evidence for promotion at mean of 2.13, indicating they hold the notion that their 

administrations hardly recognize their certificates. On the other hand, the Principals and 

the director of studies had higher ratings on the use of support staff certificates as an 

evidence for promotion to the next level of employment position.  

 

The Principals and the director of studies who took part in the survey held a strong 

conviction that promotions to the next job group or position/rank are usually done by the 

School management fairly to those who deserve. On the contrary, the support staff who 

participated in study did not fully believe that School management are always fair during 

promotion of the support staff to the next rank, a low rating of 2.13 reflected this. 

Equally, it came out clearly that most of the support staff who took part in the survey held 

a general opinion that the management hardly look into experience or length of 
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service/stay to promote a support staff to the next job group or position/rank, as indicated 

by a mean of 2.80. They believe that some members of the staff are not treated equally; 

they purport that some are favoured than others. This finding corelates with Mustapha 

and Zaizura (2013) who reiterated that there was a positive significant relationship 

between promotion opportunity and job satisfaction. Organization should consider this 

variable in promoting satisfaction among employees in order to retain their best brain. 

 

Another theme which emerged from the qualitative finding was the length of stay in 

School. This meant that some School workers were promoted on the bases of having been 

in School for quite long. This made the support staff felt appreciated. Some participants 

reported that: 

 

Yes.. we use length of stay in School as well to promote support 
staff. At times the principal promote workers who have been at the 
School for long due to their loyalty. (Bursar, 10) 
 
This happens in School since there are workers who have stayed for 
so long in School without promotion. This has helped some workers 
to move from one grade to a higher grade. (DOS, 7) 
 
 

From the qualitative findings, it can be concluded that promotion was available on the 

bases of length of stay in School. This made the support staff to feel that their skills are 

appreciated and they would then work harder to assist students. This finding agrees with 

Peter (2016) study in Tanzania, which reported that promotion has impacts to individual 

and organizational performance as it induces motivation, good performance, good 

relations and increased remunerations. The findings of study indicate that there were 

impacts for non-adherence to promotion procedure, which affects individual and 
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organization performance such as poor performance, accumulated promotion, poor 

relations and labour turnover. 

 

On the contrary, both the Principals and director of studies insisted that the opportunities 

for promotion are fairly given to deserving support staff employees, when they arise. This 

was denoted by rating of 3.46 (SD=1.02) and 3.48  (SD=0.90) by the Principals and 

director of studies, respectively. The administrations believe that ppromotion plays a 

crucial role in staff development motivation and enhancing performance; it is aimed at 

influencing the achievement level as the support staff  work effectively and efficiently to 

be promoted  Another theme, which also emerged from qualitative findings, was 

fairness in promotion. Most participants reported that the promotions were relatively fair 

and without favouritism in the manner in which they were done. One of the participants 

reported that: 

Our promotions are done fairly and they are in line with standard 
procedures. This encourages other support staff to be very positive 
and work hard. (Bursar, 18) 
 
 

From the interview excerpt above, it can be concluded that fairness in promotions led to 

increased work commitment, which would eventually enhance studentsacademic 

achievement among students. This finding is similar to Saharuddin’s, study (2016) who 

reported that the variables of promotion and compensation have significant and positive 

impact on job satisfaction, morale and work productivity; job satisfaction has significant 

and positive impact on work productivity; and morale has significant and positive impact 

on work productivity.Similarly, Naveed, Usman, and Bushra, (2011) also reported that 

promotion has a modest and positive effect on job satisfaction. 
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4.7.2 Relationship between support staff promotional opportunities and students’ 

academic performance in Public Secondary Schools in Kisumu West and Seme Sub-

counties. 

H05: There is no statistically significant relationship between support staff promotional 

opportunities and students’ academic performance in Public Secondary Schools in 

Kisumu West and Seme Sub-counties. 

 

A Pearson Product Moment Correlation Coefficient analysis was used to investigate 

whether there is any statistical significant relationship between support staff promotional 

opportunities and students’ academic performance in Secondary Schools. This was done 

by testing the null hypothesis, with scores on the support staff promotional opportunities 

as the independent variable and students’ academic performance as dependent variable. 

The support staff promotional opportunities was computed from frequency of responses 

and converted into continuous scale, where high scale ratings implied high-perceived 

opportunities for support staff promotional opportunities and vice-versa. Students’ 

academic performance was computed from School KCSE mean scores for the last four 

years. The significant level (p-value) was set at .05, such that if a p-value less than 0.05 

means the null hypothesis would be rejected and conclusion reached that there is 

significant difference. However, a p-value larger than 0.05 would be concluded that a 

significant difference does not exists. Table 24 shows the correlation analysis results in 

SPSS output. 
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Table 24: Relationship between support staff promotional opportunities and Students 

Academic Performance 

 Staff Promotional 
opportunities 

Students Academic 
Performance 

Staff Promotional 
opportunities 

Pearson Correlation 1 .280**  
Sig. (2-tailed)  .008 
N 88 88 

Students Academic 
Performance 

Pearson Correlation .280**  1 
Sig. (2-tailed) .008  
N 88 88 

**. Correlation is significant at the 0.01 level (2-tailed). 
 

The findings presented in Table 24 reveals that there was statistically significant positive 

correlation (r=.280, n=88, p=.008) between support staff promotional opportunities and 

students’ academic performance, with high opportunities for support staff promotions 

associated to better students’ academic performance. Given that the relationship between 

the two variables is statistically significant, the hypothesis that, “there is no statistically 

significant relationship between support staff promotional opportunities and students’ 

academic performance” was rejected. Therefore, it was concluded that there is 

statistically significant positive relationship between support staff promotional 

opportunities and students’ academic performance. This suggests that students’ academic 

performance is improved when the support staff is aware that they have promotional 

opportunities. This finding agrees with Udin, Sani and Martono (2018) who reported that 

there is a significant influence of promotion on job performance. The data diversity was 

explained using path analysis model of 62.2%, while the rest was explained by other 

variables not included in the model and error. 

On the other hand, to estimate the level of influence of support staff promotional 

opportunities on students’ academic performance, a coefficient of determination was 

computed using of regression analysis and the result was as shown in Table 25. 
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Table 25:  Model Summary on Regression Analysis of Influence of Support Staff 

Promotional Opportunities on Students’ Academic Performance. 

Model R R Square Adjusted R 
Square 

Std. Error of 
the Estimate 

Durbin-Watson 

1 .280a .079 .068 1.08053 2.011 

a. Predictors: (Constant), Staff Promotional opportunities 

b. Dependent Variable: Students Academic Performance 

The model summary reveals that about 8% of variation in students’ academic 

performance was accounted for by the availability of support staff promotional 

opportunities, as signified by coefficient R2=.079. This finding means that variation in the 

support staff promotional opportunities explains about 8% (R2=.079) of the variability in 

students’ academic performance. This finding agrees with Nwude and Uduji, (2013) who 

reported that an intense desire for promotion would not motivate a health worker to a 

greater effort. 

4.8 Multiple Regression Analysis 

The study sought to establish a linear model that could be used to describe the optimal 

level of students’ academic performance given various aspects of support staff 

motivational practices. This was done by use of standard multiple regression analysis, 

where all the five aspects of support staff motivational practices used as independent 

variables were factored in the model at once. A multiple-regression was suitable because 

it helped to investigate how well the set of the independent variables was able to predict 

the students’ academic performance. The analysis provided information about the relative 

contribution of each of the variables that make up the model. Each independent variable 

was evaluated in terms of its predictive power, over and above that offered by all the 



 159  

 

 

 

 

other independent variables. It enabled the researcher to know how much unique 

variance, in the dependent variable, each of the independent variables explained. Table 

26 is a regression analysis model summary SPSS output.  

 

Table 26: Regression Analysis Model summary output: Support Staff Motivational 

Practices on Students Academic Performance 

Model R R Square Adjusted R 
Square 

Std. Error of 
the Estimate 

Durbin-
Watson 

1 .377a .142 .090 1.06788 2.025 

a. Predictors: (Constant), Staff Bonding Trips, Staff Promotional 
opportunities, Support Staff Professional Growth, Staff Recognition Efforts, 
Satisfaction of Salary Structure 

b. Dependent Variable: Students Academic Performance 
 

In the model summary "R" column represents the value of R, the multiple correlation 

coefficients, which is a measure of the quality of the prediction of the dependent variable 

(students’ academic performance) in public Secondary School. The value of .377 

indicates a good level of prediction. However, the value of R Square (.142) indicates how 

much of the variance in the students’ academic performance was explained by the 

support staff motivational practices. This value expressed as a percentage means that the 

model accounted for 14.2 percentage of the variance in students’ academic performance. 

This is the proportion of variance in the students’ academic performance that is explained 

by the support staff motivational practices alone; it is the proportion of variation 

accounted for by the regression model above and beyond the mean model. However, to 

assess the statistical significance of the result it was necessary to look at the ANOVA 

results shown in Table 27. 
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Table 27: ANOVA-Support Staff Motivational Practices and Students’ Academic 

Performance 

 Sum of 
Squares 

df Mean 
Square 

F Sig. 

1 
Regression 15.460 5 3.092 2.711 .026b 
Residual 93.511 82 1.140 
Total 108.971 87 

a. Dependent Variable: Students’ Academic Performance 
b. Predictors: (Constant), Staff Bonding Trips, Staff Promotional opportunities, 
Support Staff Professional Growth, Staff Recognition Efforts, Satisfaction of 
Salary Structure 

 
The ANOVA was used to test the null hypothesis that multiple R in the population equals 

0. In this case the model reached statistical significance [F (5, 82) =2.711, R2=.142, 

sig.=.026], implying that the model was highly significant and adequate enough to 

explain the variance in academic performance in Secondary Schools.  In other words, the 

results show that the support staff motivational practices significantly predict the 

students’ academic performance, meaning the regression model is a good fit of the data. 

Evaluating Contribution of each of the Independent Variables 

The study sought to investigate the level of contribution of the individual support staff 

motivational practices variables factored in the model in the prediction of the students’ 

academic performance. This was shown by coefficients values; a look at the coefficients 

values reveals that each independent variable contributes differently to the model, as in 

Table 28.  
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Table 28: Coefficient Output: School Support Staff Motivational Practices and Students’ 

Academic Performance 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

T Sig. 95.0% Confidence 
Interval for B 

B Std. 
Error 

Beta Lower 
Bound 

Upper 
Bound 

1 

(Constant) 3.260 .558  5.844 .000 2.150 4.370 

Staff Promotional opportunities .379 .182 .294 2.078 .041 .016 .741 

Staff Recognition Efforts .028 .159 .022 .179 .858 -.344 .287 

Support Staff Professional Growth .144 .136 .122 1.054 .023 008 .296 

Satisfaction of Salary Structure .210 .273 .133 .769 .004 .005 .424 

Staff Bonding Trips .301 .151 .264 1.994 .049 .001 .601 

a. Dependent Variable: Students’ Academic Performance 

 
To compare the level of influence of different support staff motivational practices, a 

standardized coefficient was used because the values for each of the different variables 

were converted to the same scale (standardized) so that they could be easily compared. 

From the model it is evident that the various aspects of support staff motivational 

practices contributed differently in influencing students’ academic performance. For 

example, availability of support staff promotional opportunities had the highest influence 

on students’ academic performance, while support staff recognition of effort made the 

least contribution in explaining the variability of the model. The variable ‘support staff 

promotional opportunities’ had the largest beta coefficient of .294, implying it made the 

strongest unique contribution in explaining the variability in students’ academic 

performance. This means that a one standard deviation rise in the level of support staff 

promotional opportunities leads to a .294 standard deviation rise in students’ academic 

performance, with the other variables held constant. The beta value for the support staff 

recognition of effort was the lowest at .022, indicating that it made the least contribution 

to the model; a one standard deviation improvement in support staff recognition of effort 
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would only leads to a 0.022 standard deviation increase in students’ academic 

performance, with the other variables in the model held constant, however this effect was 

not significant (p=.858). In other words, it did not make statistically significant unique 

contribution to the model.  

 

The regression prediction model 

The study sought to develop a regression model for the relationship between the support 

staff motivational practices and students’ academic performance. This model was 

appropriate because each of the explanatory variables was independent and non-mutually 

exclusive.  

In this model:  Y =  o +  1 x1 +  2 x 2 +  3 x 3 +  4 x4 +  5 x5+ ε.  

 

Where:  Y is School academic performance 

X1 Support staff promotional opportunities 

X2 Support staff recognition effort  

X3 Support Staff Professional Growth 

X4 Support Staff Salary Structure 

X5 Support staff bonding trips  

 

Predicated optimum level of students’ academic performance was presented by:  

 + .379x1  +  x 2  +  x3  + .210x4 units + .301x5 

units + error  

 

From the model, the coefficients indicate how many the students’ academic performance 

varies with an independent variable when all other independent variables are held 

constant. For example, the unstandardized coefficient, X1, for support staff promotional 

opportunities is equal to .379 means that for each one-unit increase in support staff 

promotional opportunities in a School, there is an increase in students’ academic 
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performance of .379 units. Similarly, for each one-unit increase the support staff bonding 

trips, there is an improvement in School academic performance of .301 units. On the 

contrary, for a unit increase in support staff effort recognition, there would be only .028 

units’ improvement in students’ academic performance.  

 

In general, although one variable (support staff effort recognition) was not statistically 

significant, it was concluded that the model was adequate to predict students’ academic 

performance; it was statistically significant significance [F (5, 82) =2.711, R2=.142, sig. 

=.026].A respectable variability (≈14%) in students’ academic performance is explained 

by motivational practices.   
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CHAPTER FIVE 

5.0 SUMMARY OF FINDINGS, CONCLUSION & RECOMMENDATIO NS 

5.1 Introduction 

This chapter presents the summary of findings, conclusion & recommendations of the 

study. 

5.2 Summary of Findings 

5.2.1 Relationship between Support Staff Bonding Trips and Students Academic 

Performance in Public Secondary Schools 

The first objective of the study was to investigate the relationship between support staff 

bonding trips and students’ academic performance in public Secondary Schools in 

Kisumu West and Seme Sub-counties. The findings of descriptive statistics established 

that there is generally moderate importance of the support staff bonding trips towards 

enhancement of students’ academic performance, as observed by the respondents. This 

was revealed by a mean rating of 2.71 (SD=0.99), 2.90 (SD=0.98) and 2.89 (SD=1.00), 

as rated by the support staff, Principals and director of studies, respectively. On 

individual ratings, it came out that the Principals and director of studies generally have 

higher perception of importance of support staff bonding trips on students’ academic 

performance than the support staff themselves. 

From inferential analysis, there was statistically significant positive correlation (r=.245, 

n=88, p=.022) between support staff bonding trips and students’ academic performance, 

with improved support staff bonding trips associated to better students’ academic 

performance. The model summary reveals that the level of Staff Bonding Trips accounted 

for 6.0%, as signified by coefficient R2=.060, of the variation in Students’ Academic 
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Performance. This finding implies that variation in the level of Staff Bonding Trips 

explains about 6.0% of the variability in Students’ Academic Performance. This is 

sizeable influence by one predictor on a dependent variable; hence, it reveals the 

importance of Staff Bonding Trips on students’ academic performance. 

From qualitative findings, the themes, which emerged from staff bonding trips, was 

commitment to work. This meant that bonding trips enhanced work commitment among 

support staff and this led to increased students’ academic performance in the School. 

Another theme, which emerged from staff bonding trips, was feelings of recognition, 

promotion of interpersonal relations and increased synergy. 

5.2.2 Relationship between support staff salary structure and Students’ Academic 

Performance in Public Secondary Schools in Kisumu West and Seme Sub-counties. 

The second objective of the study was to examine the relationship between support staff 

salary structure andstudentsacademic performance in public Secondary Schools in 

Kisumu West and Seme Sub-counties. The findings of the study show that majority of the 

support staffs in Secondary Schools in Kisumu West and Seme Sub-Counties are barely 

satisfied with their salaries. This was indicated by their mean rating of 2.50 (SD=0.69) in 

the salary satisfaction scale of 1 to 5. This implies that the support staffs are generally not 

motivated to work which could have negative impact on their performance. 

There was statistically significant positive correlation (r=.228, n=88, p=.033) between 

satisfaction on support staff of salary structure and students’ academic performance, with 

high satisfaction on support staff of salary structure associated to enhanced students’ 

academic performance. The model summary indicates that the level of satisfaction on 
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support staff salary structure explains about 5%, as signified by coefficient R2=.052, of 

the variation in Students Academic Performance. This finding suggests that variation in 

the satisfaction on support staff salary structure explains accounts for about 5.0% of the 

variability in students’ academic performance. 

From qualitative findings, the themes, which emerged, were enhanced Service delivery 

by support staff. It was reported that salary structure determined the service delivery in 

the School hence higher academic achievement among students. Other themes, which 

emerged from qualitative findings, were increased motivation, increased job satisfaction, 

and increased work commitment. 

5.2.3 Relationship between support staff professional growth and Students’ 

Academic Performance in Public Secondary Schools in Kisumu West and Seme 

Sub-counties. 

The third objective of the study was to investigate the relationship between support staff 

professional growth andstudentsacademic performance in public Secondary Schools in 

Kisumu West and Seme Sub-counties. The findings of the survey revealed that there is 

slightly above average rating on the availability of opportunities for professional growth 

among the support staff employees in Secondary Schools in Kisumu West and Seme 

counties. However, the support staff respondents’ ratings on the opportunities available 

for their professional growth of was lower (mean=2.91; SD=0.95) than both the 

Principals’ and directors’ of studies ratings (mean=3.34). This finding was also reflected 

by the ratings on the individual items. 
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There was statistically significant positive correlation (r=.220, n=88, p=.040) between 

opportunities for support staff professional growth and students’ academic performance, 

with many opportunities for support staff professional growth associated to better 

students’ academic performance. The model summary reveals that about 5% of variation 

in Students’ Academic Performance was accounted for by Support Staff Professional 

Growth, as connoted by coefficient R2=.048. This finding means that variation in the 

Support Staff Professional Growth explains about 5.0% (R2=.048) of the variability in 

students’ academic performance. Even though the influence is small, it is a noteworthy 

influence on students’ academic performance; hence, it indicates the importance of 

Support Staff Professional Growth on students’ academic performance. 

From qualitative findings, the themes which emerged on opportunities for professional 

growth was in-service training, further training for support staff, attendance of workshops 

by support staff. 

5.2.4 Relationship between Support Staff Recognition Efforts and Students’ 

Academic Performance in Public Secondary Schools in Kisumu West and Seme 

Sub-counties. 

The fourth objective of the study was to examine the relationship between support staff 

recognition efforts andstudentsacademic performance in public Secondary Schools in 

Kisumu West and Seme Sub-counties.The findings of the study established that there is 

reasonable level of recognition of efforts of the support staff by the School 

administrations, as observed by the respondents. This was revealed by a mean level of 

recognition of efforts ratings of 3.24 (SD=0.86), 3.81 (SD=0.85) and 3.70 (SD=0.81), as 

rated by the support staff, Principals and director of studies, respectively. 
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There was some positive relationship between support staff effort recognition and 

students’ academic performance, the relationship was not statistically significant (r=.181, 

n=88, p=.092). The model summary shows that only about 3% of variation in Students’ 

Academic Performance was accounted for by Support Staff Effort Recognition Efforts as 

indicated by coefficient R2=.033. This finding means that variation in the Support Staff 

Recognition Efforts explains about 3% (R2=.033) of the variability in students’ academic 

performance, which is statistically insignificant. 

From qualitative findings, the themes, which emerged, was verbal appreciation. This 

language involves positive verbal or written expressions of appreciation, use of written 

appreciation, use of cash awards recognition on support staff, use of group recognition by 

the School Principals use of public recognition and use of Salutation by School 

Principals. 

5.2.5Relationship between Support Staff Promotional Opportunities and Students’ 

Academic Performance in Public Secondary Schools in Kisumu West and Seme 

Sub-counties. 

The fifth objective of the study was to investigate the relationship between support staff 

promotional opportunities andstudentsacademic performance in public Secondary 

Schools in Kisumu West and Seme Sub-counties. The results of the survey revealed that 

although there are largely low promotional opportunities for the support staff in 

Secondary Schools in Kisumu West and Seme counties, there is a mixed rating among 

the study respondents. The support staff respondents’ ratings on the opportunities 

available for their promotion was lower (mean=2.42; SD=0.65) than both the Principals’ 

and directors’ of studies ratings which were at 3.25 (SD=0.66). 
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There was statistically significant positive correlation (r=.280, n=88, p=.008) between 

support staff promotional opportunities and students’ academic performance, with high 

opportunities for support staff promotions associated to better students’ academic 

performance. The model summary reveals that about 8% of variation in Students 

Academic Performance was accounted for by the availability of support staff promotional 

opportunities, as signified by coefficient R2=.079. This finding means that variation in the 

support staff promotional opportunities explains about 8% (R2=.079) of the variability in 

students’ academic performance. 

From qualitative findings, the themes, which emerged, was use of job experience in 

promotion, use of certificates acquired by a support staff, the length of stay in School and 

fairness in promotion. 

5.3 Conclusion 

The following are major conclusions of the study based on the findings of the study: 

Bonding trips are rare in Schools and depend on availability of funds evidenced low 

rating by support staff, Principals and directors of studies; however, it’s important in 

motivation and productivity according staff support, Principals and directors of the 

studies. It has a moderate relationship with students’ academic performance taking a 

share of 6% among other contributing variables. 

 

A majority of support staff earns low salary that is far from meeting their financial   

demands and only close to a fifth is satisfied with the salary they earn. Partially this 

explains the low mean score or students’ academic performance in most public 
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Secondary Schools in Kisumu West and Seme Sub –Counties. Majority are not happy 

with their salaries they earn. 

 

Support staff professional growth is offered in Schools according to the ratings of the 

respondents, though ratings of the administration and directors of studies are slightly 

higher. The study also found out that the professional opportunities are mainly confined 

to specific departments or individuals in most Schools, that is the  accounts office and lab 

technicians, but for further training, the same individuals mainly carter for the financial 

requirements from their pockets.  The study also concluded that there is a correlation 

between professional growth and academic performance with professional growth 

contribution a share of 5% among the variables. 

 

It is evident that recognition efforts by the administration are average. Greetings and 

group recognitions are on the lead according to respondents rating. It is also evident that 

there is a correlation between recognition efforts and students’ academic performance, 

but among the selected independent variables in this study, recognition efforts contributes 

the least (3%) in terms of its influence on students’ academic performance. 

 

The study revealed that although promotional opportunities are available to support staff, 

they are few or rare. Experience, certificates and length of stay in School, which are the 

yardsticks for promotion, are also rarely or hardly recognized or used for promotion. It is 

also clearly evident that there is a glaring   difference in  rating  by support staff (the core 

respondents) whose ratings are low and the other respondents in the administration 
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(Principals & directors of studies) whose ratings are slightly higher in all the five  

independent variables  which are considered to influence students academic  performance 

in the study.   

 

However, among the five independent variables in this study, promotional opportunities 

has the strongest statistical significance or level of influence or correlation to students 

academic performance  and contributes the highest share (8%)  to or on the students 

academic performance of the five independent variables. 

 

5.4 Recommendations 

The following recommendations were done as per the findings of the study 

1. The School Principals should make bonding trips as a motivational practice more 

regular and structured. This is because the findings indicated that bonding trips 

has a moderate relationship with students’ academic performance taking a share 

of 6% among other contributing variables. 

2. The Schools Boards of Management should put in place terms and conditions of 

service for their employees to have structured upward mobility. There is need for 

School administration to streamline responsibilities to avoid work duplication so 

that the number of employees are reduced. The management then can increase 

salaries so that they can be happy because of the fair salaries given to them. This 

will add value in their productivity hence influence on the academic performance. 

3.  The Board of Management in Schools should ensure there are structures that 

enhance fair and equitable offer of professional growth opportunities among 

members of support staff so that multiplier effect of professional growth is felt in 
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the whole of support staff fraternity hence positive influence on academic 

performance 

4. The Board of Management in Schools should employ systems that would identify 

recognition efforts that elicit high productivity, create good working good 

relationships and other recognition efforts that would maximize productivity 

among specific departments support staff cadres. The management should lay 

emphasis as well as vary the recognition efforts that are popular with support 

staff.  This would maximize productivity and job satisfaction per support staff 

cadre hence positive influence on academic performance. 

5. The Ministry of Education in Kenya should ensure that the structures in place are 

cost effective and there are predictable promotion procedures put in place by 

School management to give assurance to the support staff about their job mobility 

to sustain the productivity tempo. This is because the findings of this study 

confirm that promotional opportunities contribute the lion share to influence on 

academic performance compared to other independent variables considered in the 

study. 
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5.5 Suggestions for Further Research 

From the study, the researcher realized that there is need to do further investigation in the 

following areas; 

1. The researcher realized that it would be cumbersome and complex in terms of 

data analysis to include other possible target population like students into study as 

respondents, it is therefore suggested that further research should be done to 

gauge the perception of students and support staff about the influence of support 

staff motivational practices on students’ academic performance. 

2. A study should be carried out to rate different recognition efforts to support staff, 

which emerged as themes in this study and their influence on support staff work 

productivity and students’ academic performance. 

3. A study should be carried out to establish the support staff motivational practices 

that would influence students’ academic performance among different 

departments or support staff cadres.      
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“Relationship between selected motivational practices and students academic 
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APPENDIX C : SUPPORT STAFF QUESTIONNAIRE 

The purpose of this questionnaire is to collect data for a research on relationship between 

support staff motivational practices and students academic performance in public 

Secondary Schools in Kisumu West and Seme sub-counties.  You have been identified as 

one of the participants in this study.  The information you will provide will be treated 

with utmost confidentiality and will only be meant for the purpose of this study.  You are 

therefore requested to give information freely and to the best of your knowledge. 

 

Part I:  General information 

1. What is your gender?  Male [      ]         Female [      ] 

2. What is your age range? 

20 – 30 [     ]     30 – 40  [     ]   50 – 60 [     ] 60 and above [      ] 

3. What is your highest educational level? 

Primary [        ]   Secondary [     ]   College [     ]   University [       ] 

4. Indicate the type of your School 

i. Boys boarding     [    ]  v. Mixed boarding and day  [     ] 

ii. Mixed boarding   [    ]  vi. Girls boarding and day [     ] 

iii.  Girls boarding     [     ]  vii. Boys day School    [     ] 

iv. Boys boarding and day  [      ]  viii. Mixed day                     [     ] 

v. Mixed boarding and day [      ] ix. Girls day                         [      ] 

vi. Girls boarding and day   [      ] 

 

5. For how many years have you been in your current station? 

0 – 4 [     ]    5 – 9[     ]   10 – 14[      ]   15 – 19[     ]   20 – 24[     ]   25 – 29[      ] 

6. Mention your designation in the School…………………………………………… 
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Part II:  Relationship between support staff bonding trips and students academic 

performance. 

1. Below is a scale or rating from 1-5 on possible responses to 

establish the relationship between support staff bonding trips and students academic 

performance, circle the one that applies to your School for each item in the list. 

Key: 

SA - Strongly Agree - 5 points D - Disagree  - 2 points 

A - Agree   - 4 points SD - Strongly Disagree - 1 point 

N - Neutral   - 3 points 
 

 Items Responses 

1. Support staff bonding trips are part of our 

School programmes. 

SA A N D SD 

2. We have had support staff bonding t rips 

frequently. 

SA A N D SD 

3. Support staff bonding trips have helped un 

increase our productivity at work. 

SA A N D SD 

4. Support staff bonding trips have had a positive 

influence on students academic performance. 

SA A N D SD 

5. During bonding trips support staff have 

motivational speakers  

SA A N D SD 

6.  Boding trips are offered to support staff 

between 1 – 3 times a year 

SA A N D SD 

 

7 Give ways in which bonding trips offered to support staff enhance students 

academic performance if at all such trips are offered in your School 

……………………………………………………………………………………....

............……………………………………………………………………………… 
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Part III:  Relationship between support staff salary and students’ academic 

performance 

1. What is your job group  [     ] 

2. Please indicate how much Kenya shillings you earn per month? 

Less than 5000                [     ] between 5000 – 7000    [    ] 

Between 7000 – 9000      [     ] between 9000 – 11,000  [    ] 

Between 11000 – 13000  [   ] 13000 and above           [    ] 

3. (a)Are you satisfied with your salary? 

    Yes [     ] No   [     ] 

(b)  If no, briefly explain why............................................................................. 

……………………………………………………………………………………… 

4. Given a chance, would you look for job elsewhere 

Yes [      ]   No [        ] 

5. Who negotiates for your support staff pay in your School? 

……………………………………………………………………………………… 

6. Salary influences students academic  performance in your School 

Strongly agree [] Agree[    ]  undecided  [    ]   disagree [    ] strongly disagree[   ] 

7. Give ways in which salary you and other support staff earn influence students 

academic performance in your School 

……………………………………………………………………………………..........

......…………………………………………………………………………………….... 
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Part IV: Relationship between staff professional growth and students academic 

performance: 

1. Below is a scale or rating from 1 – 5 on possible responses to establish the 
relationship between support staff professional growth and academic performance of 
students, circle the one that applies to your School for each item in the list. 
Key: 
SA- Strongly Agree -5 points D -  Disagree           - 2 points 
A  -  Agree  -4 points  SD - Strongly Disagree  -  1 point 
N -  Neutral  -3 points 

 Items Responses  

1. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for further training 

SA A N D SD 

2. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for in-service training 

SA A N D SD 

3. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for workshops 

SA A N D SD 

4. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for conferences  

SA A N D SD 

5. Opportunities are fairly offered to each member of 
the support staff if opportunities for professional 
growth arise. 

SA A N D SD 

6. Opportunities for attending professional growth 
course are given to members of support staff 
regularly. 

SA A N D SD 

 

8. (a) In your opinion, do you think professional growth opportunities influence 
students academic performance in your School?  

 (b)  List other types of professional growth opportunities offered to you and fellow 
support staff members other than the one mentioned in question 1 – 4. 
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Part V: Relationship between support staff recognition efforts and students 

academic performance: 

1. Below is a scale or rating from 1 – 5 on possible responses to establish the 
relationship between support staff professional growth and students academic 
performance, circle the one that applies to your School for each item in the list: 

Key: 
SA - Strongly Agree - 5 points D -  Disagree          -2 points 
A   -  Agree  - 4 points  SD - Strongly Disagree  -  1 point 
N  -  Neutral  - 3 points 

 Items Responses  

1. The School authorities sometimes recognize support 
staff through greetings. 

SA A N D SD 

2. Support staffs are always verbally appreciated by the 
School management. 

SA A N D SD 

3. The principal always recognize support staff for work 
well done through writing. 

SA A N D SD 

4. Support staff efforts are sometimes recognized 
individually or in a group by being given 
prizes/individual award. 

SA A N D SD 

5. Members of support staff are sometimes recognized 
individually or in a group through publicly praises by 
authorities. 

SA A N D SD 

6. Support staff sometimes are recognized by organizing 
celebrations in the School. 

SA A N D SD 

7. The School authorities always give cash awards to 
support staff. 

SA A N D SD 

 

8. (a)  In your opinion, do you think the recognition efforts given/offered to support staff 
influence students academic performance in your School?  

 (b)  If yes in 8(a) above, give ways in which the recognition efforts given to support staff 

influence the students academic performance in your 

School………………………………………………………………… 

 (c)  List other types of recognition efforts to the support staff other than the ones 
mentioned in question 1 – 7.……………………………... 
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Part VI: Relationship between support staff promotional opportunities and students 

academic performance. 

Below is a scale or rating from 1 – 6 on possible responses to establish the relationship 

between support staff professional growth and students academic performance, circle the 

one that applies to your School for each item in the list. 

Key: 

SA - Strongly Agree - 5 points 

A   -  Agree  - 4 points  

N  -  Neutral  - 3 points 

D  -  Disagree  - 2 points 

SD -  Strongly Disagree - 1 point 

 Items Responses  
1. The School management always promote 

support staff to the next superior rank or 
position if such opportunities arise. 

SA A N D SD 

2. The School management always promote 
support staff to the next job group if one 
deserves it. 

SA A N D SD 

3. The School authorities usually use 
certificates as an evidence for 
advancement to the next job group or 
position/rank. 

SA A N D SD 

4. The management usually look into 
experience or length of service/stay to 
promote a support staff to the next job 
group or position/rank. 

SA A N D SD 

5. The management usually considers 
closeness to School authority for 
promotion of a support staff to the next 
rank/position or job group. 

SA A N D SD 

6. The promotion to the next job group or 
position/rank is usually done by the School 
management fairly in this School. 

SA A N D SD 
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7.  (a)  Do you think the promotional opportunities given to the support staff influence 

students academic performance in your School?.............................................. 

(b) If yes in 7(a) give ways in which promotional opportunities offered to support staff     

members influence students academic performance in your School. 

8.  Rate the following motivational practices between a scale of 1 – 5 with reference to 

their influence on students academic performance in your School: 

Motivational practices    Rating 

1.    Bonding trips to support staff ………………………………………… 

2.    Salary structure of support staff …………………………………………. 

3.    Professional growth of support staff ………………………………………… 

4.    Recognition efforts to support staff ………………………………………… 

5. Promotion opportunities to support staff ………………………………… 
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APPENDIX D : D.O.S QUESTIONNAIRE 

The purpose of this questionnaire is to collect data for a research on relationship between 

support staff motivational practices and students academic performance in public 

Secondary Schools in Kisumu West and Seme sub-counties.  You have been identified as 

one of the participants in this study.  The information you will provide will be treated 

with utmost confidentiality and will only be meant for the purpose of this study.  You are 

therefore requested to give information freely and to the best of your knowledge. 

 

Part I:  General information 

1. What is your gender?  Male [      ]         Female [      ] 

2. What is your age range? 

20 – 30 [     ]     30 – 40  [     ]   50 – 60 [     ] 60 and above [      ] 

3. What is your highest educational level? 

Primary [        ]   Secondary [     ]   College [     ]   University [       ] 

4. Indicate the type of your School 

i. Boys boarding     [    ]  vi. Mixed boarding and day [     ] 

ii. Mixed boarding   [    ]  vii. Girls boarding and day[     ] 

iii.  Girls boarding     [    ]  viii.   Boys day School [     ] 

iv. Boys boarding and day   [    ]  ix.    Mixed day  [     ] 

v. Girls day            [    ] 

5. For how many years have you been in your current station? 

0 – 4 [     ]    5 – 9[     ]   10 – 14[      ]   15 – 19[     ]   20 – 24[     ]   25 – 29[      ] 

6. State the mean grade and score in the following years 

2015 mean   [       ]  Grade    [       ] 

2014 mean   [     ]  Grade    [       ] 

2013 mean   [       ]  Grade    [       ] 

2012 mean   [    ]  Grade    [       ] 

Average            [       ]  Grade    [       ] 
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Part II:  Relationship between support staff bonding trips and students academic 

performance in Public Secondary Schools. 

Below is a scale or rating from 1-5 on possible responses to establish the relationship 

between support staff bonding trips and students academic performance, circle the one 

that applies to your School for each item in the list. 

 

Key: 

SA - Strongly Agree- 5 points D - Disagree  - 2 points 

A - Agree  - 4 points SD - Strongly Disagree - 1 point 

N - Neutral  - 3 points 

 

 

7. Give ways in which bonding trips offered to support staff influence students 

academic performance in your School in any case there are such trips. 

……………………………………………………………………………………....

............……………………………………………………………………………… 

 Items Responses 

1. Support staff bonding trips are part of our 

School programmes. 

SA A N D SD 

2. We have had support staff bonding t rips 

frequently. 

SA A N D SD 

3. Support staff bonding trips have helped un 

increase our productivity at work. 

SA A N D SD 

4. Support staff bonding trips have had a positive 

influence on students academic performance. 

SA A N D SD 

5. During bonding trips support staff have 

motivational speakers  

SA A N D SD 

6. Bonding trips are offered to support staff 1-3 

times a year 

SA A N D SD 
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Part III:  Relationship between support staff salary and students academic 

performance 

1. Salary of support staff influences academic performance in your School. 

Strongly Agree [     ] 

Agree [     ] 

Undecided [     ] 

Disagree [     ] 

Strongly disagree [     ] 

 

2. In your opinion as D.O.S give ways in which the salary support staff earn influence 

students academic performance in your School. 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………….……………………………………………………………………

…………………………………………………………………………………………

…………………………… 
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Part IV: Relationship between support staff professional growth and students’ 

academic performance: 

Below is a scale or rating from 1 – 5 on possible responses to establish the relationship 
between support staff professional growth and students’ academic performance, circle the 
one that applies to your School for each item in the list. 

Key: 
SA - Strongly Agree -5 points D -  Disagree           - 2 
points 
A   -  Agree  -4 points  SD - Strongly Disagree  -  1 point 

N  -  Neutral  -3 points 

 

7.(a) In your opinion, do you think professional growth opportunities influence students 
academic performance in your School? ……………………………………………….. 

  (b)  List other types of professional growth opportunities offered to you and 
fellow support staff members other than the one mentioned in question 1 – 4. 

        

 

 Items Responses  

1. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for further training 

SA A N D SD 

2. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for in-service training 

SA A N D SD 

3. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for workshops 

SA A N D SD 

4. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for conferences  

SA A N D SD 

5. Opportunities are fairly offered to each member of 
the support staff if opportunities for professional 
growth arise. 

SA A N D SD 

6. Opportunities for attending professional growth 
course are given to members of support staff 
regularly. 

SA A N D SD 
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Part V: Relationship between support staff recognition efforts and students 

academic performance: 

Below is a scale or rating from 1 – 5 on possible responses to establish the relationship 
between support staff professional growth and students academic performance, circle the 
one that applies to your School for each item in the list: 

Key: 
SA - Strongly Agree - 5 points D -  Disagree          -2 points 
A   -  Agree  - 4 points  SD - Strongly Disagree  -  1 point 
N  -  Neutral  - 3 points 

 Items Responses  

1. The School authorities sometimes recognize support 
staff through greetings. 

SA A N D SD 

2. Support staffs are always verbally appreciated by the 
School management. 

SA A N D SD 

3. The principal always recognize support staff for work 
well done through writing. 

SA A N D SD 

4. Support staff efforts are sometimes recognized 
individually or in a group by being given 
prizes/individual award. 

SA A N D SD 

5. Members of support staff are sometimes recognized 
individually or in a group through publicly praises by 
authorities. 

SA A N D SD 

6. Support staff sometimes are recognized by organizing 
celebrations in the School. 

SA A N D SD 

7. The School authorities always give cash awards to 
support staff. 

SA A N D SD 

 

8. (a)  In your opinion, do you think the recognition efforts given/offered to support staff 
influence students academic performance in your School?  

 (b)  If yes in 8(a) above, give ways in which the recognition efforts given to support staff 

influence the students academic performance in your School  

(c)  List other types of recognition efforts to the support staff other than the ones 
mentioned in question 1 – 7.  
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Part VI: Relationship between support staff promotional opportunities and students 
academic performance. 

Below is a scale or rating from 1 – 6 on possible responses to establish the relationship 

between support staff promotional opportunities and students academic performance, 

circle the one that applies to your School for each item in the list. 

Key: 

SA - Strongly Agree - 5 points 

A   -  Agree  - 4 points  

N  -  Neutral  - 3 points 

D  -  Disagree  - 2 points 

SD -  Strongly Disagree - 1 point 

 Items Responses  
1. The School management always 

promote support staff to the next 
superior rank or position if such 
opportunities arise. 

SA A N D SD 

2. The School management always 
promote support staff to the next job 
group if one deserves it. 

SA A N D SD 

3. The School authorities usually use 
certificates as an evidence for 
advancement to the next job group or 
position/rank. 

SA A N D SD 

4. The management usually look into 
experience or length of service/stay to 
promote a support staff to the next job 
group or position/rank. 

SA A N D SD 

5. The management usually considers 
closeness to School authority for 
promotion of a support staff to the next 
rank/position or job group. 

SA A N D SD 

6. The promotion to the next job group or 
position/rank is usually done by the 
School management fairly in this 
School. 

SA A N D SD 
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7.  (a)  Do you think the promotional opportunities given to the support staff influence 

students academic performance in your School? ................................................... 

(b) If yes in 7(a) give ways in which promotional opportunities offered to support staff     

members influence students academic performance in your School. 

………………………………………………………………………………………… 

8.  Rate the following motivational practices between a scale of 1 – 5 with reference to 

their influence on students academic performance in your School: 

Motivational practices    Rating 

1.    Bonding trips to support staff ………………………………………… 

2.    Salary structure of support staff …………………………………………. 

3.    Professional growth of support staff ………………………………………… 

4.    Recognition efforts to support staff ………………………………………… 

5.Promotion opportunities to support staff ………… ………………………… 
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APPENDIX E:  THE PRINCIPALS QUESTIONNAIRE 

The purpose of this questionnaire is to collect data for a research on relationship between 
support staff motivational practices and students academic performance in public 
Secondary Schools in Kisumu West and Seme sub-counties.  You have been identified as 
one of the participants in this study.  The information you will provide will be treated 
with utmost confidentiality and will only be meant for the purpose of this study.  You are 
therefore requested to give information freely and to the best of your knowledge. 
 

Part I:  General information 

1. What is your gender?  Male [      ]         Female [      ] 
 

2. What is your age range? 

20 – 30 [     ]     30 – 40  [     ]   50 – 60 [     ] 60 and above [      ] 

3. What is your highest educational level? 

Primary [        ]   Secondary [     ]   College [     ]   University [       ] 
 

4. Indicate the type of your School 

i. Boys boarding     [    ]  vi. Mixed boarding and day [     ] 

ii. Mixed boarding   [    ]  vii. Girls boarding and day[     ] 

iii.  Girls boarding     [    ]  viii. Boys day School [     ] 

iv. Boys boarding and day   [    ]  ix.    Mixed day  [     ] 

v. Girls day           [    ] 
 

5. Indicate the number of  

i. Students in your School    Boys [       ]    Girls [      ]   Total [      ] 

ii. Support staff in your School Males [       ]   Females [        ]  Total [      ] 
 

6. For how many years have you been in your current station? 

0 – 4 [     ]    5 – 9[     ]   10 – 14[      ]   15 – 19[     ]   20 – 24[     ]   25 – 29[      ] 
 

7. State the mean grade and score in the following years 

2015 mean [        ] Grade    [       ] 

2014 mean [ ] Grade    [       ] 

2013 mean [         ] Grade    [       ] 

2012 mean [ ] Grade    [       ] 

Average     [         ]      Grade   [       ] 
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Part II:  Relationship between support staff bonding trips and students academic 

performance in Public Schools. 

Below is a scale or rating from 1-5 on possible responses to establish the relationship 

between support staff bonding trips and students academic performance, circle the one 

that applies to your School for each item in the list. 

 

Key: 

SA - Strongly Agree - 5 points D - Disagree  - 2 points 

A - Agree   - 4 points SD - Strongly Disagree - 1 point 

N - Neutral   - 3 points 

 

 Items Responses 

1. Support staff bonding trips are part of our 

School programmes. 

SA A N D SD 

2. We have had support staff bonding t rips 

frequently. 

SA A N D SD 

3. Support staff bonding trips have helped un 

increase our productivity at work. 

SA A N D SD 

4. Support staff bonding trips have had a positive 

influence on academic performance. 

SA A N D SD 

5. During bonding trips support staff have 

motivational speakers  

SA A N D SD 

6. Bonding trips are offered to support staff 1-3 

times a year 

SA A N D SD 

 

7. Give ways in which bonding trips offered to support staff influence students 

academic performance in your School in any case there are such trips. 

……………………………………………………………………………………....

............……………………………………………………………………………… 
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Part III:  Relationship between support staff salary and students academic 

performance 

1.  (a) Do you think your support staff are satisfied with your salary? 

 Yes  [     ]  

 No   [     ] 

 

(b)  If no, briefly explain why 

……………………………………………………………………………………....

....................................................................................................................................

……………………………………………………………………………………… 
 

(c) Who negotiates for support staff salary in your School? 

………………………………………………………………………………..……

…………………………………………………………..………………………… 

 

2. Salary influences students academic  performance in your School 

Strongly agree [     ] 

Agree [     ] 

Undecided [     ] 

Disagree [    ] 

Strongly disagree [     ] 

 

3. Give ways in which salary your School administration pay to support staff 

influence students  academic performance in your School. 

……………………………………………………………………………………....

............………………………………………………………………………………

……............................................................................................................................

……………………………………………………………………………………… 
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Part IV: Relationship between support staff professional growth and students’ 

academic performance: 

Below is a scale or rating from 1 – 5 on possible responses to establish the relationship 
between support staff professional growth and students academic performance, circle the 
one that applies to your School for each item in the list. 

Key: 
SA - Strongly Agree -5 points D -  Disagree           - 2 
points 
A   -  Agree  -4 points  SD - Strongly Disagree  -  1 point 
N  -  Neutral  -3 points 

 Items Responses  

1. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for further training 

SA A N D SD 

2. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for in-service training 

SA A N D SD 

3. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for workshops 

SA A N D SD 

4. The School administration sometimes give the 
support staff opportunities for professional growth in 
or go for conferences  

SA A N D SD 

5. Opportunities are fairly offered to each member of 
the support staff if opportunities for professional 
growth arise. 

SA A N D SD 

6. Opportunities for attending professional growth 
course are given to members of support staff 
regularly. 

SA A N D SD 

 

7. (a) In your opinion, do you think professional growth opportunities influence 
students academic    performance in your School?  
 
……………………………………………………………........................................ 

(b)  List other types of professional growth opportunities offered to you and fellow 
support staff members other than the one mentioned in question 1 – 4. 

        

 



 220  

 

 

 

 

Part V: Relationship between support staff recognition efforts and students 

academic performance: 

Below is a scale or rating from 1 – 5 on possible responses to establish the relationship 
between support staff professional growth and students academic performance, circle the 
one that applies to your School for each item in the list: 

Key: 
SA - Strongly Agree - 5 points D -  Disagree          -2 points 
A   -  Agree  - 4 points  SD - Strongly Disagree  -  1 point 
N  -  Neutral  - 3 points 

 Items Responses  

1. The School authorities sometimes 
recognize support staff through 
greetings. 

SA A N D SD 

2. Support staffs are always verbally 
appreciated by the School management. 

SA A N D SD 

3. The principal always recognize support 
staff for work well done through writing. 

SA A N D SD 

4. Support staff efforts are sometimes 
recognized individually or in a group by 
being given prizes/individual award. 

SA A N D SD 

5. Members of support staff are sometimes 
recognized individually or in a group 
through publicly praises by authorities. 

SA A N D SD 

6. Support staff sometimes are recognized 
by organizing celebrations in the School. 

SA A N D SD 

7. The School authorities always give cash 
awards to support staff. 

SA A N D SD 

 

8. (a)  In your opinion, do you think the recognition efforts given/offered to support 
staff influence students academic performance in your School? 
………………………….… 

 (b)  If yes in 8(a) above, give ways in which the recognition efforts given to support staff 

influence the students academic performance in your 

School…………………………… 

(c)  List other types of recognition efforts to the support staff other than the ones 
mentioned in question 1 – 7. 
…………………………………………………………………………... 
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Part VI: Relationship between support staff promotional opportunities and students 

academic performance. 

Below is a scale or rating from 1 – 6 on possible responses to establish the relationship 

between support staff promotional opportunities and students academic performance, 

circle the one that applies to your School for each item in the list. 

Key: 

SA - Strongly Agree - 5 points 

A   -  Agree  - 4 points  

N  -  Neutral  - 3 points 

D  -  Disagree  - 2 points 

SD -  Strongly Disagree - 1 point 

 Items Responses  
1. The School management always promote 

support staff to the next superior rank or 
position if such opportunities arise. 

SA A N D SD 

2. The School management always promote 
support staff to the next job group if one 
deserves it. 

SA A N D SD 

3. The School authorities usually use 
certificates as an evidence for advancement 
to the next job group or position/rank. 

SA A N D SD 

4. The management usually look into 
experience or length of service/stay to 
promote a support staff to the next job 
group or position/rank. 

SA A N D SD 

5. The management usually considers 
closeness to School authority for promotion 
of a support staff to the next rank/position 
or job group. 

SA A N D SD 

6. The promotion to the next job group or 
position/rank is usually done by the School 
management fairly in this School. 

SA A N D SD 

7.  (a)  Do you think the promotional opportunities given to the support staff influence 

students academic performance in your School? ...................................................... 
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(b) If yes in 7(a) give ways in which promotional opportunities offered to support staff     

influence on students academic performance in your School.……………. 

………………………………………………………………………………………… 

8.  Rate the following motivational practices between a scale of 1 – 5 with reference to 

their influence on students academic performance in your School: 

Motivational practices    Rating 

1.    Bonding trips to support staff ………………………………………… 

2.    Salary structure of support staff …………………………………………. 

3.    Professional growth of support staff ………………………………………… 

4.    Recognition efforts to support staff ………………………………………… 

5.Promotion opportunities to support staff ……………………………………… 
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APPENDIX F: BOM CHAIRPERSONS’ INTERVIEW SCHEDULE 

Part I: Relationship between support staff bonding trips and students’ academic 

performance 

1. Does your School organize bonding trips to support staff? 

2. In your opinion, do bonding trips of support staff influence students’ academic 

performance in your School if at all there are such trips? 

3. Give ways in which bonding trips offered to support staff in your School influence 

students’ academic performance if there are such trips? 

Part II: Relationship between support staff salary and students’ academic 

performance. 

1.      Please list the categories of job groups your support staff falls in. 

2.      What is the lowest and highest monthly earning per category of job group? 

3.In your own opinion, do you think the salary paid to your support staff has positive 

         or negative influence on students academic performance in your School? 

4.      If yes in no. 3, which ways does salary offered to support staff influence students 

         academic performance in your School? 

 

Part III: Relationship between support staff professional growth and students’ 

academic performance: 

1.      Does your School management give chance of professional growth opportunities 

like in- service training, seminars, further training, workshop and conferences to 

support staff? 

2.      If the management offers professional growth, which ones of the above? 

3.      Do such professional growth opportunities influence students academic 

performance in your School. 

4.      In which ways do professional opportunities offered to support staff influence 

students    academic performance in your School? 

 

 



 224  

 

 

 

 

Part IV: Relationship between support staff recognition of efforts and students 

academic performance. 

1.   (a) As a principal, do you recognize the efforts of your support staff individually and 

in     groups verbally and in writing? 

        (b) If yes, give the details of how the recognition is done. 

3. As a principal in your opinion do these verbal and written recognitions to support 

staff have positive or negative influence on the students academic performance? 

3.     (a) If yes in no.2in your opinion, in which ways do verbal and written recognitions 

of   Support staff influence students academic performance in your School? 

Part V: Relationship between support staff promotional opportunities and students 

academic performance. 

1.Does the School management promote support staff to the next job group or position? 

2.    If yes in no. 1, what are the conditions for promotion? 

3.    As a principal, do you think the promotional opportunities offered to the support staff 

       has influence on the students academic performance in your School? 

4.    If yes in No. 3, in which ways do promotions of support staff influence students 

academic performance in your School. 

 

 

 

 



 225  

 

 

 

 

APPENDIX G: DOS INTERVIEW SCHEDULE 

Part I: Relationship between support staff bonding trips and students academic 

performance 

1. Does your School organize bonding trips to support staff? 

2. In your opinion, do bonding trips of support staff influence students academic 

performance in your School if at all there are such trips? 

3. Give ways in which bonding trips offered to support staff in your School influence 

students academic performance if there are such trips? 

Part II: Relationship between support staff salary and students academic 

performance. 

1. In your own opinion, do you think the salary paid to your support staff has positive 

         or negative influence on students academic performance in the School? 

2.      If yes in no. 1, which ways does salary offered to support staff influence students 

         academic performance in your School? 

 

Part III: Relationship between support staff professional growth and students 

academic performance: 

1.      Does your School management give chance of professional growth opportunities 

         like in- service training/seminars, further training, workshop and conferences to 

support 

         staff? 

2.      If the management offers professional growth, which ones of the above? 

3.      Do such professional growth opportunities influence students academic 

performance in your School? 

4.      In which ways do professional opportunities offered to support staff influence 

students academic performance in your School? 
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Part IV: Relationship between support staff recognition of efforts and students 

academic performance. 

1.   (a) Does the School administration  recognize the efforts of your support staff 

individually and in groups verbally and in writing? 

        (b) If yes, give the details of how the recognition is done. 

2. As a DOS in your opinion do these verbal and written recognitions to support staff 

have  Positive or negative influence on the students academic performance? 

3.     (a) If yes in no.2, in your opinion, in which ways do verbal and written recognitions 

of      Support staff influence students academic performance in your School? 

Part V: Relationship between support staff promotional opportunities and students 

academic performance. 

1.Does the School management promote support staff to the next job group or position? 

2.    If yes in no. 1, what are the conditions for promotion? 

3.    As the in-charge of academics, do you think the promotion opportunities offered to 

the support staff has influence on the students academic performance in your 

School? 

 

4.    If yes in No. 3, in which ways do promotions of support staff influence students 

academic performance in your School. 
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APPENDIX H: BURSARS INTERVIEW SCHEDULE 

Part I: Relationship between support staff bonding trips and students academic 

performance 

1. Does your School organize bonding trips to support staff? 

2. In your opinion, do bonding trips of support staff influence students academic 

performance in your School if at all there are such trips? 

3. Give ways in which bonding trips offered to support staff in your School influence 

students academic performance if there are such trips? 

Part II: Relationship between support staff salary and students academic 

performance. 

1.In your own opinion, do you think the salary paid to your support staff has positive 

         or negative influence on students academic performance in your School? 

2.      If yes in no. 1, which ways does salary offered to support staff influence 

         academic performance in your School? 

 

Part III: Relationship between support staff professional growth and students 

academic performance: 

1.      Does your School management give chance of professional growth opportunities 

         like in- service training/seminars, further training, workshop and conferences to 

support 

         staff? 

2.      If the management offers professional growth, which ones of the above? 

3.      Do such professional growth opportunities influence students academic 

performance in your School? 

4.      In which ways do professional opportunities offered to support staff influence 

students academic performance in your School? 

 

 

 

 



 228  

 

 

 

 

Part IV: Relationship between support staff recognition of efforts and students 

academic performance. 

1.   (a) Does the School administration  recognize the efforts of your support staff 

individually and in groups verbally and in writing? 

        (b) If yes, give the details of how the recognition is done. 

2. As a DOS in your opinion do these verbal and written recognitions in your School 

have Positive or negative influence on the students academic performance? 

3.     (a) If yes in no.2, in your opinion, in which ways do verbal and written recognitions 

of    Support staff influence students academic performance in your School? 

Part V:  Relationship between support staff promotional opportunities and students 

academic performance. 

1. Does the School management promote support staff to the next job group or position? 

2. If yes in no. 1, what are the conditions for promotion? 

3. As the in-charge of academics, do you think the promotion opportunities offered to 

the support staff has influence on the students academic performance in your School? 

4. If yes in No. 3, in which ways do promotions of support staff influence students 

academic performance in your School? 
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APPENDIX I: KISUMU WEST 

 AND SEME SUB-COUNTIES ADMINISTRATIVE BOUNDARIES 

 

 

 

 

 


