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ABSTRACT 
 

Aim: To determine strategies for enhancing self-efficacy among secondary school teachers.  
Sample: The study population was 1790 teachers in 143 public secondary schools from which a 
sample of 12 teachers was drawn using strategic sampling. 
Study Design: A mixed method approach and a concurrent triangulation design were adopted. 
Place and Duration of Study: Teachers in public secondary schools in Kisumu County, Kenya, 
between June 2016 and September 2016. 
Methodology: Interview schedule was used to collect qualitative data. Interview schedule was 
piloted with teachers who did not participate in the study to establish validity and reliability. 
Qualitative data was transcribed verbatim and analyzed thematically.  
Conclusion: The qualitative findings revealed that better remuneration, improvement in working 
conditions, capacity-building programs and facilitative style of leadership were effective strategies 
in enhancing teachers’ self-efficacy. 
 

 

Keywords: Self-efficacy; strategies; teachers; leadership; capacity-building; remuneration. 

Original Research Article 



 
 
 
 

Odanga et al.; ARJASS, 6(2): 1-13, 2018; Article no.ARJASS.38486 
 
 

 
2 
 

1. INTRODUCTION 
 
1.1 Background of the Study  
 
Teacher’s self-efficacy, a construct derived from 
[1] Social Cognitive Theory, is the personal belief 
of possessing the ability to perform professional 
tasks with mastery [2]. Self-efficacy beliefs, 
therefore, influence what people will attempt to 
do, amount of effort expended, length of 
perseverance, and their response to failure [3]. 
 
[4] and [5] found out that teachers’ self-efficacy 
determines their levels of effectiveness, 
innovativeness and persistence in the 
performance of their professional duties. 
Furthermore, [4] found that teachers with a 
stronger sense of efficacy were better in planning 
and organizing their work, more open to new 
ideas and innovative, more persistent and 
resilient and less critical of students than those 
teachers with lower self-efficacies were. 
Additionally, [6] reported that teachers’ self-
efficacy is important because it has a positive 
relationship between teachers’ self-efficacy and 
students’ academic performance. 
 
According to [1], there is a triadic relationship 
among personal factors, behavioral 
characteristics and environmental factors. 
Environmental factors include remuneration, 
working conditions, professional development 
programs and leadership style. On the other 
hand, the behavioral characteristic consisted of 
self-efficacy [7,8,9]. 
 
The environmental factors therefore, can 
reinforce or extinguish the behavior 
characterized by self-efficacy. Reinforcement in 
social cognitive theory is a construct that ties the 
reciprocal relationship between behavior and 
environment [10,7]. Revealed that reinforcement 
was efficacious in maintaining behavior. 
However, the ability of reinforcement to enhance 
self-efficacy was not considered in the 
experiment. In addition, the experiment did not 
consider whether environmental factors such as 
remuneration, working conditions, professional 
development programs and leadership style 
could be used to enhance teachers’ self-efficacy. 
 

1.2 Statement of the Problem  
 
Teachers’ self-efficacy in parts of Kisumu County 
in two educational domains were found to be low 
[11,12,13]. Highlighted the importance of self-

efficacy in Kisumu Municipality when they found 
that self-efficacy has an influence on students’ 
career aspirations and performance in 
examinations. On the other hand [11] and [12] in 
Kisumu East and Kisumu Municipality found low 
teachers’ self-efficacies in special needs and 
HIV&AIDS education respectively. However, the 
studies by [13,11] and [12] were content-specific 
and did not consider the teachers’ self-efficacy in 
all content areas. Furthermore, the studies were 
conducted only in certain parts of Kisumu 
County. Moreover, they did not investigate the 
strategies that might be used to enhance 
teachers’ self-efficacy. 
 
Seminars and workshops have also not been 
used to address the low teachers’ self-efficacy 
suggested by transfer requests and resignations 
among teachers in Kisumu County. According to 
[14], seminars conducted by the County Director 
of Education office between January 2011 and 
December 2015 for teachers were on child 
protection, school dropout and exam rating. 
Other issues dealt with were exam malpractices, 
free primary education and free day secondary 
education. Information and Communication 
Technology (ICT) integration and performance 
appraisal were also tackled in seminars and 
workshops. However, none of the seminars and 
workshops dealt with how to enhance the self-
efficacy of teachers and yet studies have shown 
the importance of teachers’ self-efficacy in 
influencing students’ performance. Therefore, the 
current study sought to determine the strategies 
for enhancing teachers’ self-efficacy. 
 
2. THEORETICAL FRAMEWORK AND 

LITERATURE REVIEW 
 
2.1 Theoretical Framework 
 
The construct of teachers’ self-efficacy was taken 
from [1] social cognitive theory, which adopts an 
agentic perspective where people intentionally 
influence their functioning through self-directed 
goal tendency to achieve self-development [15]. 
The social cognitive theory has key constructs, 
which include reciprocal determinism, self-
efficacy, reinforcement, observational learning, 
behavioral capability and expectations [10]. 
 
[16] postulated that the sources of self-efficacy 
are mastery experiences, physiological and 
emotional cues, vicarious experiences, and 
verbal persuasion. Consequently, the theory 
posited that teachers’ self-efficacy might be 
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enhanced when they obtain mastery experiences 
and physiological and emotional cues. In 
addition, the theory also posited that teachers’ 
self-efficacy through models that facilitate 
vicarious learning experiences and significant 
others that verbally reinforce their behavior.  
 
However, [1] did not consider the influence of 
environmental factors, such as remuneration, 
capacity building programs, leadership styles and 
working conditions, in enhancing self-efficacy. 
Therefore, the present study sought to 
investigate strategies for influencing teachers’ 
self-efficacy using remuneration, capacity-
building programs, leadership styles and working 
conditions in Kenyan secondary schools. 
 

2.2 Literature Review 
 
Review of literature indicated that teachers’ self-
efficacy might be enhanced through better 
remuneration, improvement of working 
conditions, provision of capacity building 
programs and facilitative style of leadership. 
Remuneration in the present study referred to the 
money teachers are paid for their professional 
service by their employer. Working conditions in 
the present study referred to the conditions in 
which teachers work characterized by the 
teaching and learning facilities and welfare 
programs. In addition, in the present study, 
capacity building referred to facilitating teachers 
to acquire new or reinforce old knowledge, skills 
and attitudes to perform their professional 
functions better. Facilitative style of leadership in 
the present study meant the school 
administration adopts a leadership style that 
supports teachers’ professional development and 
goal achievement.  
 
2.2.1  Influence of remuneration on teachers’ 

self-efficacy 

 
Remuneration had been highlighted as being 
able to enhance teachers’ self-efficacy [17]. The 
study by [17] reviewed evidence in a secondary 
research on the motivating influence of pay on 
employees and found that it is an important 
general motivator although the motivational 
influence of money is nonlinear across pay levels 
all over the world. The meta-analytic results 
revealed that performance contingent pay 
worked best in enticing people to attain higher 
performance levels. Furthermore, the study 
found out that employees react strongly to 
changes in pay that affect their standing relative 
to some important standard such as what their 

academic peers earn. The study recommended 
that current pay systems should be evaluated 
with respect to the strength of pay-performance 
relationships. Therefore, it remained to be 
investigated whether employees such as 
teachers could be influenced by remuneration in 
a manner that enhances their self-efficacy.  
 

Self-efficacy has been demonstrated to affect 
work performance [4,5]. Therefore, Hameed, [18] 
and [19] investigated how to increase employee 
performance using reward motivators in Pakistan 
in a quantitative survey. The outcomes revealed 
positive and significant impact of incentive 
motivators on employee performance. However, 
the study investigated the impact of incentives on 
performance among bank employees and not the 
influence of remuneration on teachers’ self-
efficacy. Therefore, the impact of remuneratory 
incentives on teachers’ self-efficacy remained to 
be investigated.  
 

In addition, [20] conducted a study using the 
experimental research design on the effect of 
reward as a moderator on the relationship 
between self-efficacy and work performance. The 
study found out that reward moderates the effect 
of self-efficacy on performance. Similarly, [21] 
investigated the relationship between teacher 
pay and school productivity in England. The 
paper reported that teacher wages are set in flat 
wages across heterogeneous labour markets, 
which created a gap between the outside labour 
market and the wage for teachers. They found 
out that lower salaries reduced teachers’ 
performance that was seen in a drop in school 
performance. Since self-efficacy affects teachers’ 
performance and consequently school 
performance, the findings of [21] and [20] 
suggested, however only by implication, that 
salary might enhance teachers’ self-efficacy. 
Therefore, the present study sought to 
investigate remuneration as a strategy to 
enhance teachers’ self-efficacy.  
 

Moreover, [22] investigated the relationship 
monthly salary with perceived self-efficacy in 
Taiwan using a cross-sectional quantitative 
survey. The study found out that nurse 
practitioners in the high monthly salary group had 
significantly higher self-efficacy than nurse 
practitioners in the medium and low monthly 
salary group did. The study concluded that 
monthly salary contributed to nurse practitioners' 
self-efficacy. However, the study was conducted 
with a sample made up of nurses whose working 
conditions might be different from teachers who 
were the respondents in the present study.  



 
 
 
 

Odanga et al.; ARJASS, 6(2): 1-13, 2018; Article no.ARJASS.38486 
 
 

 
4 
 

These studies indicated that there might be a 
relationship between remuneration and self-
efficacy. Therefore, although the studies did not 
sample teachers, it might be surmised that 
remuneration might be used to enhance 
teachers’ self-efficacy. Consequently, the present 
study sought to investigate if remuneration can 
result in enhanced self-efficacies among 
teachers.   
 
2.2.2 Influence of working conditions on 

teachers’ self-efficacy   
 
According to [23] improvement of working 
conditions might be used to enhance teachers’ 
self-efficacy. [23] studied teacher self-efficacy as 
a personal resource factor that may protect from 
the experience of job strain and burnout. The 
study sample was drawn from Syrian and 
German teachers in a cross-sectional and 
longitudinal descriptive study design. The results 
revealed a positive influence of teacher self-
efficacy on job strain and burnout, particular for 
younger teachers. The study recommended that 
improvement of working conditions to eliminate 
or reduce job strain can increase teachers’ self-
efficacy levels. However, the study was on 
teacher self-efficacy and teachers’ job strain and 
not enhancing teachers’ self-efficacy through 
improvement of working conditions.  
 
On teachers’ effectiveness [24] explored 
strategies applied to cope with challenges 
inhibiting effective implementation of basic 
education curriculum in Kenya. Data analysis 
revealed that insufficient physical facilities and 
instructional resources hampered effective 
implementation of the curriculum in Kenya. The 
study recommended that provision of 
instructional resources would enhance teachers’ 
effectiveness. The study, however, did not 
consider whether provision of instructional 
resources might enhance teachers’ self-efficacy. 
The present study sought to fill this gap in 
literature by studying working conditions as a 
means of enhancing teachers’ self-efficacy.    
 
A component of working conditions, which is 
welfare programs, was investigated by [25] 
therefore, wrote a paper on the influence of 
employee welfare programs on improving labor 
productivity in Nigeria. The paper argued that 
employee welfare programs could help to 
improve workers’ good feelings towards their job 
shown in high morale and sense of security. The 
study helped to point out the relationship 
between welfare programs and the psychological 

state of staff. However, the study did not 
consider the effect of welfare programs on 
employees’ self-efficacy, and this gap was filled 
by the current study.  
 
In addition [26] in Kenya investigated the 
influence of employee welfare programs on 
employees. Data obtained through stratified 
random sampling technique and collected using 
questionnaire were analyzed using descriptive 
statistics. The study found out that improving the 
employee-welfare programs improved the self-
efficacy of the employees, which led to an 
increase in workers’ productivity. Therefore [26] 
helped to show the ability of welfare programs to 
enhance employees’ self-efficacy. However, the 
study was conducted on employees in flower 
farms whose working conditions might be 
different from those in which teachers work.  
 
The studies by [23,24,25] and [26] therefore, 
indicated that self-efficacy might be enhanced by 
improved working conditions. It remained to be 
investigated, therefore, whether teachers’ self-
efficacy can be enhanced by an improvement of 
their working conditions. Consequently, the 
present study sought to investigate improvement 
of working conditions as a strategy for enhancing 
teachers’ self-efficacy in secondary schools.    
 
2.2.3  Influence of capacity building programs 

on teachers’ self-efficacy  
 
Thirdly, literature review also indicated that 
provision of capacity building programs could 
enhance self-efficacy. In the Guidelines for 
counselling in the workplace by the British 
Association for Counselling and Psychotherapy 
(BACP) [27] argued that a workplace counsellor 
helps employees deal with such issues as 
conflict, stress-related absence, work-related 
trauma and workplace harassment or bullying. 
The benefits of counselling, according to [27] 
include improved work effectiveness. Therefore, 
provision of counselling services would result in 
enhanced self-efficacies among teachers.  
 
Direct teaching of the participants in a seminar or 
workshop has also been postulated for 
enhancing self-efficacy. A study by [28] 
investigated students’ reading and writing 
performances in which vicarious learning was 
employed to enhance self-efficacy using 
secondary research in the USA. The study found 
that vicarious learning of desired behaviors 
enhanced students’ self-efficacy. Therefore, the 
study recommended that students should be 
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taught through provision of similar models to 
enhance their learning. However, the study was 
conducted on enhancing students’ self-efficacy 
and not on ways to enhance teachers’ self-
efficacy. Therefore, it remained to be 
investigated whether capacity building that 
involves training teachers might result in 
enhanced self-efficacy among the teachers.  
 
[29] subsequently, investigated the impact of in-
service training activities in a longitudinal action 
research study with Belgian participants. The 
participants reported increased competences at 
both content and skill levels after the in-service 
training. The study found that the effective ability 
of the participants increased, however, it did not 
examine whether their self-efficacy, which is their 
belief in their ability, also increased.  
 
In addition, an integrative review of the influence 
of in-service training approaches on health 
workers’ continuing professional education 
revealed that in-service training increased 
workers effectiveness [30]. The literature review 
was conducted from multiple databases to reveal 
that in-service training approaches enable 
trainees to process and apply information. This 
study further pointed out the importance of 
capacity building in enhancing effectiveness 
without indicating the effect of such training on 
self-efficacy.  
 
Consequently [31] investigated the influence of 
in-service training courses on the teacher’s 
attitude and performance in Iran. The study 
collected data from 100 teacher’s trainees using 
an attitude questionnaire, checklist and interview. 
The results showed that the in-service training 
had a significant influence on teacher's attitude. 
The study recommended that in-service training 
should be used to improve teachers in their 
profession. However, the study investigated the 
influence of in-service training on teachers’ 
attitudes and not on teachers’ self-efficacies. The 
present study sought to fill this gap in literature. 
 
Similarly, a study by [32] investigated teacher 
preparation and continuing professional 
development among Kenyan primary school 
teachers. The study argued that since quality of 
an educational system cannot be greater than 
the quality of its teachers, it was unfortunate that 
little research had been conducted on improving 
the quality of teachers. The study therefore 
recommended that more research should be 
done on factors that improve the quality of 
teachers, without zeroing in on teachers’ self-

efficacy. However, the study drew its sample 
from primary school teachers whose professional 
qualifications might be lower than those of 
teachers in secondary schools might. Therefore, 
the present study sought to fill that gap by 
drawing its sample from secondary school 
teachers.   
  
In addition, a study by [33] conducted a primary 
research on the influence of in-service teacher 
training on the performance of secondary school 
teachers in Kiambu County using descriptive 
survey design. Data was collected using 
structured questionnaire using systematic 
sampling was analyzed to reveal that in-service 
training improves teachers’ effectiveness. The 
study therefore recommended that in-service of 
secondary school teachers should be improved 
so as to improve teachers’ performance. 
However, although the study pointed out the 
effect of in-service training on teachers’ 
effectiveness and performance, it did not 
consider the effect of in-service training on 
teachers’ self-efficacy, and yet teachers’ self-
efficacy is the determinant of teachers’ 
effectiveness and performance.  
 
Therefore, previous studies by [28,29,30,31,32] 
and [33], revealed that capacity building 
programs such as in-service training is 
efficacious in increasing workers competencies, 
effectiveness and performance. However, none 
of these studies considered the effect of such 
capacity building programs on the self-efficacy of 
workers. Consequently, there remained a need 
to investigate whether teachers’ self-efficacy 
might be enhanced using capacity building 
programs.  
 
2.2.4 Influence of facilitative leadership on 

teachers’ self-efficacy  
 
Fourth, the adoption of facilitative leadership 
style was recommended as a strategy for 
improving teachers’ self-efficacy. [34] wrote a 
paper on the role of facilitative leadership in 
project management and stated that facilitative 
leaders are those leaders who work hard to help 
team members reach their full potential. 
Nevertheless, it remained to be determined 
whether such enablement to reach full potential 
involves enhancement of self-efficacy. 
 
A study by [35] investigated the indirect 
relationship between the leadership style and the 
school environment among schools in Kuwait 
and USA. The study found that the principal’s 
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leadership style was related to school outcomes. 
The study recommended integrative leadership 
style that facilitate followers by empowering them 
to better school outcomes. However, while it 
might be surmised that such an integration of 
different leadership styles might include 
facilitative style of leadership, the study by [35] 
did not investigate facilitative leadership in 
particular. The present study therefore sought to 
investigate whether facilitative style of leadership 
might have an enhancing influence on teachers’ 
self-efficacy. 
 
[36] examined teachers’ perceptions of their 
school leaders in a mixed methods study with a 
purposive sample from schools of the USA. The 
study recommended the use of transformational 
and passive avoidant leadership styles because 
they enhanced student achievement although it 
did not consider the effect of facilitative 
leadership on teachers’ and students’ 
performance. However, the study indicated that 
leadership styles affect the performance of the 
people who are led.  
 
Subsequently, the importance of leadership style 
in teachers’ performance was further highlighted 
in a study in Thailand. [37] sought to construct a 
conceptual framework of Structural Equation 
Modeling factors affecting job performance in 
Thailand. The study recommended 
transformational leadership because it had an 
influence on job performance. However, the 
study investigated the influence of leadership 
style on teachers’ performance and not the 
enhancing influence of leadership style on 
teachers’ self-efficacy. 
 
Teachers’ self-efficacy has been shown to affect 
student outcomes [4]. Subsequently [38] 
investigated the influence of leadership on 
students’ performance. [38] investigated the 
influence of secondary school principals’ 
leadership styles on students’ performance in 
Nairobi, Kenya. The study findings revealed that 
leadership styles significantly affected students’ 
performance. Therefore, the study recommended 
an investigation into teachers’ perception of the 
influence of head teachers’ leadership styles on 
teachers’ motivation to work, which is one of the 
thrusts of the present study.  

 
Contrary to the above studies that investigated 
the effect of leadership styles on students’ 
performance, [39] investigated the influence of 
head teachers’ leadership styles on motivation of 
teachers in public primary schools in Kenya. In 

the descriptive survey study, data was collected 
using questionnaires from a sample selected 
using simple random sampling. The study found 
that head teachers’ facilitative leadership styles 
positively affected teachers’ motivation. 
However, although motivation is a psychological 
construct like self-efficacy, the study did not 
indicate what influence leadership styles would 
have on teachers’ self-efficacy. 
 
Therefore, while the [35,36,37,38] and [39] 
studies showed that leadership styles influence 
teachers’ self-constructs such as motivation and 
performance, none applied itself to facilitative 
leadership and teachers’ self-efficacy in 
particular. Consequently, there remained a need 
for a study into the effect of facilitative style of 
leadership on teachers’ self-efficacy.   
 

3. GOAL OF THE STUDY  
 
The purpose of this study was to determine 
strategies for enhancing self-efficacy among 
teachers in selected secondary schools of 
Kisumu County, Kenya. 
 

4. MATERIALS AND METHODS 
 

4.1 Research Design 
 
The present study used the qualitative approach 
and within it the phenomenological design. 
Qualitative research is a naturalistic approach to 
understanding and explaining meanings people 
attach to phenomena and the association 
between thought and action [40,41]. The 
phenomenological design involves the study of 
human trends and subjective meanings with an 
experiential view [42,43]. The qualitative 
approach with the phenomenological design was 
used because the construct under study – 
strategies for enhancing teachers’ self-efficacy – 
was a phenomenon that could not be captured 
quantitatively.   
 

4.2 Study Participants 
 
The population of the study comprised 1790 
secondary school teachers in public secondary 
schools in Kisumu County [44]. There were 143 
public secondary schools in Kisumu County, of 
which 2 were National, 20 were County and 121 
sub-county secondary schools. The qualitative 
sample of 12 teachers was determined using 
strategic sampling technique to be representative 
of the categories of schools and the number of 
teachers in each category. 
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Strategic sampling is choosing specific 
individuals to fill a sampling frame [45,46]. The 
qualitative sample for the present study was 
selected through strategic sampling, because 
according to [45] it is better than probabilistic 
sampling in qualitative research. The strength of 
strategic sampling is that it ensures that the 
sampling frame is filled and that the investigation 
attains theoretical saturation [45]. The qualitative 
sample size comprised of 12 interviewees. This 
number of interviewees fell between 6 and 20 
that was the recommended sample size for a 
phenomenological study, as recommended by 
[45] and [47].  
 
The adequacy of the qualitative sample was 
indicated by the fullness of the sampling frame 
and attainment of theoretical saturation [45,46]. 
The sampling frame was the basis for choosing 
interviewees, while theoretical saturation 
occurred when new data from new cases did not 
lead to new themes arising [45,46,47]. The 
sampling frame was filled with persons of 
different gender, marital status, ages, years of 
experience, categories of schools and job 
groups. 
 

4.3 Research Instruments 
 
The current study used semi-structured interview 
schedule for collecting qualitative data, because 
of the focus and freedom it accords the 
researcher in data collection, gives rich data and 
captures inner feelings of respondents [46,48, 
49]. Semi-structured interviews have open-ended 
questions on the topic areas that the researcher 
wants to cover, which defines the topic under 
investigation but provides opportunities for both 
interviewer and interviewee to discuss some 
topics in more detail [45]. 
 
In-depth interviewing is a form of conversation 
with a purpose through which knowledge about 
the social world is constructed in normal human 
interaction to explore perspectives on a 
phenomenon [50,51]. In-depth interviews may be 
prone to interviewer and interviewee biases from 
social desirability influence [50]. However, in this 
study, in-depth interviews explored detailed 
delicate data within personal experience for 
teachers to make their own meanings on the 
variables under study [51,52]. 
 

4.4 Data Collection Procedures 
 
Qualitative data was collected using interview 
schedule. However, in this study, in-depth 

interviews explored detailed delicate data within 
personal experience for teachers to make their 
own meanings on the variables under study [51, 
52]. 
 

The researcher personally visited the schools, 
met the principals, and informed them of the 
nature and purpose of the research. Dates for 
data collection were then set. Finally, on the 
dates agreed, the researcher visited the 
concerned schools to collect data from the 
sampled teachers. Qualitative data was collected 
through interview schedule and the interviews 
were audio-recorded using a digital voice 
recorder in a systematic, ethical and rigorous 
manner. The researcher explained to the 
participants the purposes and procedures of the 
research in the process of debriefing [53]. The 
respondents were then given the consent form to 
fill before the interview commenced. 
 

The researcher conducted the interviews, each 
of which lasted between 25 – 60 minutes. The 
interviews were held at the participants’ places of 
convenience such as work place and homes. 
The average length of the interviews was 35 
minutes where the shortest interview length was 
24 minutes and the longest interview length was 
50 minutes. 
 

This study used a semi-structured interview 
guide to ensure that all issues under study were 
covered in the interview process. The 
participants were each told the purpose of the 
study and how long the interview would take. 
Rapport was built during the time when the 
participants were being told the purpose of the 
study. The interviewees were given consent 
forms indicating that they were willingly 
participating in the study.  
 

During the interview, verbal probes, minimal 
verbal prompts and non-verbal prompts were 
used to spur the interviewees speak freely on 
their experiences and opinions on the 
relationship between teacher demographic 
factors and teachers’ self-efficacy [54,55]. The 
researcher used his experience as a counsellor 
to conduct the interviews by attending to the 
clients, providing the core conditions of empathy, 
congruence and acceptance and counselling 
skills to obtain information from the interviewees 
[55]. The interviews were audio-recorded using a 
digital voice recorder by the researcher.   
 

4.5 Data Analysis 
 

Qualitative data was analyzed using thematic 
analysis, which is a method for identifying, 
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analyzing and reporting patterns, called themes, 
within data by organizing and describing the data 
set in rich detail [56]. Interviews from the 
interviewees were tape-recorded, transcribed, 
interpreted, themes and sub-themes emerged 
and coded as in [49]. Thematic analysis was 
performed using the five phases of [56] which 
were, verbatim transcription, initial coding, 
searching for themes, reviewing themes, defining 
and naming the themes. 
 
Data analysis was conducted using the thematic 
analysis approach according to [56]. Thematic 
analysis is a method for identifying, analyzing 
and reporting patterns within data that minimally 
organizes and describes data set in rich detail to 
interpret the issue under study [56]. The 
weakness of thematic analysis, according to [56] 
is that it describes but does not interpret data 
unless it is used within a theoretical framework to 
anchor its analytic claims. However, thematic 
analysis was used in the study because it offered 
a thick description of the data set, generated 
unanticipated insights and allowed psychosocial 
and interpretations of data [49]. 
 

5. RESULTS AND DISCUSSION 
 
The emerging themes from the respondents on 
strategies that may be used to enhance teachers’ 
self-efficacy were better remuneration, 
improvement of teachers’ working conditions, 
capacity-building programs and facilitative style 
of leadership.  
 
5.1 Better Remuneration  
 
The first strategy that teachers responded would 
raise their teacher self-efficacy was better 
remuneration. In the present study, better 
remuneration was taken as the salary that 
teachers are paid by their employer, Teachers’ 
Service Commission. Two teachers reported 
that:  
 

I would like to emphasize motivating and 
appreciating the teachers, in terms of salary. 
Pay teachers as professionals, if salary is 
increased their self-efficacy will go up. Right 
now, we are just getting wages, like for slave 
labor, not salaries. 
 
Remuneration of the teachers is not 
commensurate with what teachers do. The 
most important factors in teachers’ self-
efficacy are job group and remuneration. The 
teacher is not earning what is comparable to 

other people who have undergone similar 
training. If remuneration were increased, it 
would alleviate even the complaints on job 
group progress. 

 

The respondents also felt that specific for further 
studies would also enhance teachers’ self-
efficacy. A teacher specified that salary 
increments on attainment of higher qualifications 
would enhance self-efficacy of teachers whose 
driving factor for working is desire for more 
money. For example, a teacher respondent 
reported that:  
 

TSC should appreciate courses done and 
hence salary increment. If teachers were 
paid more, some would feel more 
efficacious; especially for those whose 
driving factor is desire for more money. 

 
The finding of the current study, therefore, was 
that the salaries teachers get paid lower 
teachers’ self-efficacy because the teachers feel 
the salaries are too low. This finding was similar 
to [18] and [19] which found that extrinsic 
rewards such as salary enhance the self-efficacy 
of employees. However, it was contrary to the 
finding of [17] which reported that while pay was 
the most important motivator of employees, its 
influence was nonlinear across pay levels.  
 

5.2 Improvement of Working Conditions  
 
The second strategy that the teacher 
respondents said would enhance their self-
efficacy was improvement of working conditions 
for teachers. According to the teachers, 
improvement of teachers’ working conditions 
involves improvement teachers’ welfare 
programs and teaching-learning facilities. The 
teachers reported that improving their working 
conditions through the institution of welfare 
programs, provision of housing, quality meals, 
parties and trips enhance teachers’ self-efficacy. 
For example, teachers reported that:  
 

Environment motivates teachers though 
provision of houses, every teacher is housed 
even teachers on teaching practice. Hence, 
you have to work. That is a very big 
motivator – yeah.  

 
In addition, a teacher reported that:  
 

The Board of Management (BoM) should 
provide the meals needed for the teachers. 
Motivate the teachers by taking them for a 
fun trip or party. 
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The teachers also reported that teachers’ self-
efficacy could be enhanced by improving their 
working conditions through provision of teaching-
learning facilities in their workstations. The 
respondents said that teachers’ self-efficacy is 
lowered by lack of facilities such as library, 
computers and talking board would raise the 
teachers’ self-efficacy. For instance, a teacher 
reported that: 
 

New technology through computers, talking 
blackboard, etc. Small schools should have 
libraries. Provide physical facilities required 
for learning.  

 
The current study, therefore, found that 
improvement of teachers’ working conditions 
through welfare programs and provision of 
teaching-learning facilities could enhance 
teachers’ self-efficacy. This was similar to the 
findings of [23,24,25] and [26] that had found 
working conditions characterized by low job 
strain, employee welfare programs and sufficient 
physical facilities and instructional resources 
enhanced teachers’ self-efficacy.  
 

5.3 Capacity Building Programs  
 
Thirdly, the respondents reported that teachers’ 
self-efficacy could be enhanced through the 
strategy of capacity-building programs involving 
in-service training and counselling services. In-
service training would enhance the teachers’ 
self-efficacy by increasing content mastery and 
equipping with new pedagogical skills. For 
instance, a teacher reported, “Enhance teachers’ 
self-efficacy through further training through in-
service training. In addition, another teacher 
added, “Enhance teachers’ self-efficacy through 
workshops, refresher courses and content in the 
teachers’ areas of specialization.”  
 
Furthermore, capacity-building programs, 
according to the teacher respondents, should 
also include guidance and counselling services 
for teachers to address issues such as 
bereavement, divorce and orientation of new 
teachers. For instance, a teacher reported, 
“Provide counselling workshops for recently 
widowed so that they do not to take their 
emotions to class”. Moreover, on divorced 
teachers, another teacher reported,  
 

The teachers who are divorced should be 
counseled because they are pessimistic and 
bitter about life and feel “everybody feels I 
am a failure.  

On orientation through guidance and counselling, 
a teacher added that:  
 

There should be orientation services where 
newly employed teachers with low self-
efficacy are encouraged that they can make 
it and that they need to believe in 
themselves.  

 
The finding of the current study, therefore, was 
that teachers’ self-efficacy can be enhanced by 
capacity-building programs involving in-service 
and counselling services. This was similar to [27, 
28, 29, 30, 31, 32] and [33] which had found that 
capacity-building programs including in-service 
training and workplace counselling services 
enhanced workers self-efficacy.  
 
5.4 Facilitative Style of Leadership  
 
The fourth strategy that the respondents reported 
could enhance teachers’ self-efficacy was 
facilitative style of leadership by secondary 
school principals. Facilitative style of leadership 
is appreciative, supportive, recommending and 
delegating to teachers. A teacher reported on the 
influence of verbal appreciation and support by 
principals on teachers’ self-efficacy that:   
 

Verbal appreciation by their leaders will 
make them work better. You are being 
encouraged and that makes you work even 
more. Intimidating heads lower teachers’ 
self-efficacy. 

 
Furthermore, the teacher interviewees also felt 
that delegation of duties and recommendation for 
promotion enhances teachers’ self-efficacy. For 
example, a teacher reported that:  
 

Give them responsibility such as Heads of 
Department as motivation. When work is 
actually delegated and the budget for their 
department and they are totally in charge 
their self-efficacy will rise. Recommend the 
teachers for promotion; delegate work and 
trust the teacher to do the work to raise their 
self-efficacy. 

 
The current study, consequently, found that 
principal’s leadership styles could either raise or 
lower teachers’ self-efficacy. Leadership of 
principals that appreciates teachers, delegates 
work and recommends teachers for promotion 
without being intimidating was found to raise 
teachers’ self-efficacy. This finding was similar to 
[36,37,38] and [39] which found that leadership 
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styles affected self-efficacy and that facilitative 
style of leadership enhanced self-efficacy. 
However, the finding of the current study was 
contrary to the finding of [35] which reported that 
it was integrative leadership style led to better 
school outcomes. 
 
6. CONCLUSIONS 
 
The respondents felt that teachers’ self-efficacy 
would be enhanced through better remuneration 
for all teachers in general and for specific 
teachers who had attained higher qualifications 
in the course of service. The present study 
therefore concluded that improved remuneration 
would lead to improved work performance 
among teachers because teachers’ performance 
is influenced by self-efficacy. The current study, 
moreover, recommends that further study might 
be carried out on the relative importance of 
school-based and employer-based remuneration 
in teachers’ self-efficacy.  
 
The second strategy was improvement of 
teachers’ working conditions by improving 
teachers’ welfare programs and teaching-
learning facilities in the schools. The present 
study, consequently, concluded that the 
improvement of teachers’ working conditions by 
the school Board of Management would lead to 
better learning outcomes because students’ 
performance is influenced by teachers’ self-
efficacy. However, further study might be carried 
out to determine the differences in teachers’ self-
efficacy across schools with varying levels of 
facilities. 
 
The third strategy was provision of professional 
development programs, such as in-service 
training and counselling services to increase the 
capacity of the teachers. Therefore, the present 
study concluded that the Ministry of Education, 
Science and Technology of Kenya should 
institute regular programs that continuously 
improve teachers professionally because this 
would increase the educational standards in 
Kenya since teachers’ self-efficacy influences 
educational standards in schools. In addition, an 
explorative study might be carried out to 
determine the capacity building needs of 
teachers.  
 
The fourth strategy the teachers suggested was 
that of facilitative style of leadership that involves 
praise for work well-done, non-autocratic 
leadership, recommendation for promotion and 
effective delegation of duties to juniors. 

Therefore, the present study concluded that 
school administrators should adopt facilitative 
style of leadership that assists teachers to attain 
their personal and professional goals because 
this would improve the school’s mean score, 
which is influenced by teachers’ self-efficacy. 
Further study, however, should be carried out to 
compare the influence of different leadership 
styles on teachers’ self-efficacy.  
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