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ABSTRACT

The purpose of the study was to investigate thiiente of school culture on
student’s performance in Kenya Certificate of Selewy Education examination
in Limuru District, Kenya. The research objectivd®/eloped were: to examine
how schools’ mission and vision influence studeptsformance, to establish the
extent to which induction of teachers influenceadshts’ performance, to
determine how reward system to teachers influestgdents’ performance, and
to examine the extent to which teamwork among teacimfluences students’
performance in KCSE examinations. The study wasdam systems theory
propounded by Ludwing Von Bertalanffy in 1977. Té$tedy targeted all the 17
public secondary schools in the district. Survepn@iang was adopted to get all
the 17 headteachers in the district and purposiopgstional sampling to get 136
teachers as the respondents. Two questionnaireswsed to collect the required
information. A return rate of 100% was achieved lfoth tools. The split half
Spearman's Brown coefficient of reliability was ®.7and 0.81 for the
headteachers’ and the teachers’ questionnairegateggly. Data was analyzed
using frequencies, percentages and descriptivistgtatwhich were generated by
the use of the Statistical Package for Social $eer(SPSS), and presented in
tables, charts and graphs. It was established dstiabols’ vision and mission
statements positively influence students’ acadgrarformance, that schools with
well structured induction programmes perform batid(CSE than those without,
that teachers in school where reward systems axésimore dedicated to their
students and that the schools with motivating revsstems perform better in
KCSE than those without. It was recommended thatMimistry of Education
Science and Technology ensures adequate trainihgaxfteachers on matters of
strategic management of schools to enable therslatantheir vision and mission
statements into results, That the Kenya InstituteGOrriculum Development
develops a curriculum to guide the training of leadher and teachers on issues
surrounding the school culture including vision amiksion statements, That
universities and colleges that train teachers po@te aspects of school culture
in their curricullas and that the Teachers Ser@oenmission ensures induction
programmes for teachers joining new schools am@bbshed and structure in all
the schools in the district. Further research saggested on the involvement
and commitment of the school boards and managermemmittees in the
formulation and realization of schools’ vision amission statements, and on the
steps and the methodologies adopted by secondanplscto formulate their
vision and mission statements.
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CHAPTER ONE

INTRODUCTION
1.1Background to the study
The concept of culture has a long history in thpl@ation of human behavior
across human group. Anthropologist first develofghd concept to explain
differences among the all encompassing life pattfrribes, societies and
national or ethnic groups. Later, other social r#t$¢ applied the aspects of
patterns of behavior within formal work organizatioThe concept of culture
helps in understanding these varied patterns, thegtare, how they come to be,

and how they affect performan(i2ewalt, DeWalt & Wayland, 2011)

Baere, Brain, Caldwell and Ross (2000), assert thiéture is that system of
shared meanings, cognition, symbols and experienb&h are expressed in the
behavior and practices of the members of an a#iliagroup and which gives
them both social definition and a sense of assoaiaCulture gives meaning and
order to the particular group, community or orgatiam. It is not static but is in a
continual state of influx. Indeed of developmentsisubject to perpetual testing,
evaluation, modification and refinement by the merskboth as individuals and

collectively.

Harris and Bennet (2001) note that organizatiomdtuce is not just the norms
which are supposed to govern members’ actions Ibatthe concept of what the

organization is about which gives rise to them. falter (2008) asserts that



culture is that aspect of organization to do whk tvays in which individuals
participates in organizational life both individlyahnd collectively, work to serve
planned objectives and create achievements. DéaPaterson (2002), noted that
culture consists of the stable, underlying socieanings that shape beliefs and
behavior overtime. Reilly, (1995) explains that titerature on school culture
makes it clear that effective schools have a caltinaracterized by a well defined
set of goals that all members of the school vahe @omote. If a principal can
establish and clearly communicate goals that defieeexpectation of the school
with regard to academic achievement and relay thoaés, then the motivation to

achieve goals is likely to follow.

School culture is the existence of interplay betw#eee factors; the attitudes and
beliefs of persons, both inside the school andha éxternal environment, the
culture norms of the school and the relationshifwben persons in the school.
School culture is created and is unique and thusbeamanipulated by people
within the school. Whatever their commonalitiestwo schools would be exactly
alike. Since culture provides focus and clear psepfor the school, it becomes
the cohesion that bonds the school together ase# gbout its mission and vision

(Fullani, 2001).

Students’ performance has been seen as the atiilitye students to do well in
their examinations. It depicts the action or mannevhich the students carry out

an activity of being examined or assessed on whay have learnt through



schooling. Student performance has been the subfechgoing debate among
educators, academicians and policy makers. Goodorpgance has been
associated with hard work, previous schooling, farimcome among others as
factors that have a significant effect on the stide&Success in education
institution is measured by the performance of sttglén external examination.
Examinations are used to measure the level of dates’ achievements and
clarify the candidates’ level of education, traginand development.
Examinations also provide a basis of evaluatingctiveiculum both at local and
national level. Examination can when used properyprove the quality of

teaching and learning. A well defined reward systeithin the school can also
boost students’ performance. Teachers need to bwaton to work by giving

then incentives on achievements.

A relationship exists between culture and performearschool culture being a
totality of what goes on in a school, in terms eliéfs, norms, values have impact
on performance. According to Oyetunji (2009) schauwilture is asset of
measurable properties of the work environment baseithe collective perception
of people who live and work in the environment dmuv that environment
influences their behavior. School culture playsayvimportant role in academic
achievement since school climate has been descaibelde ‘heart’ and ‘soul’ of
organization (Maslowski, 2001). In other wordssitthe quality of a school that
helps individuals feel personal worth dignity amapbrtance. A positive school
climate has been associated with fewer behavicamdl emotion problems for

3



members of the school community. Workers with aegivnotive, work at their
best when organizational climate is conducive foait tmotive, through team
building, both teaching and non-teaching staff #&howork in a close neat
relationship with each other to form smooth workiegvironment (Gunbayi,
2007).Characteristics of school culture include;eventing bullying and
harassment among students, premier awards for \&chents, progressive
discipline, holding teacher-parent-students acaderprogress discussion,
development of classroom rules collaborating withhdents among others,

therefore, creating a conducive school environn{iiatslowski, 2001).

Howard et. al (2008) points out that schools widemonstrate high standards of
achievements in academics have a culture charaetieby a well defined set of
goals that all members of the school value and ptenMost reviews of effective
school literature points to the consensus thatdatdture and climate are central
to academic success. School culture accompanidgelyyrincipals ability to spell
out clear goals with regards to academic achievésnenobilize students and

teachers to support is likely to achieve success.

Sergon (2005) asserts that school’'s success demandise principal, as it has
often been said that schools are as good as theaigals. Thus, culture is passed
on to new members through the process of sociaizaCulture operates in three
fundamental layers which are distinguished by tbewvard visibility and their

resistance to change. Observable artifacts whietther physical manifestation of



the organization such as acronym, manner of deesemonies and rituals people
have like sports-day express school organizationilire. A dominant culture is

a set of co-values shared by majority of the schuahbers.

Sergon (2005) further argues that members of tloel gerforming schools seem
to subscribe to values like hard work, excellendmnesty, discipline,
responsibility and commitment. Values transcendiasibns and guide the
selection or evaluation of behavior and events.yTdre organized according to
their importance. They are either espoused or edacPeople within the
organization ascribe to these values based on tfsiervation of what actually
happens; Basic assumptions are at the core of thaniaations which are
unobservable. They constitute to organizationauesland beliefs and have
become so-taken-for-granted overtime that they tmecassumptions. They guide

organization behavior.

Goodland (1975) found out that activities like coumity services and debates
enhanced the learning environment by providingestitelopportunities to actively
participate in the learning process and constheit bwn knowledge. When such
activities are presented in a supportive, collatd@eenvironment they encourage
students to build upon one another’'s ideas andegirojDoramola (1994),

identified the failure of some schools to transthé values and cultural patterns
necessary for the students to reach optimal acadperformance by retaliating

that the factors affecting a child’s educationdliagements include the culture of



the school a child attends, the attitude of thengypal and teachers to their

students’ motivations and the values transmittethbyschool in general.

Goodland (1975) further asserts that an examinaticgehool culture is important
because, alike as schools may be in many ways, sddol has an ambience (or
culture) of its own and further, its ambience mayggest to the careful
approaches to making it a better school. Watkif®®2® asserts that considering
positive school culture like adopting reading trema equipped libraries, setting
of merit attainment goals, setting high standarcemviadmitting new students,
active interaction through extra curricula actegtiand educative exchange visit
program is important. This provides guidelines owfschool can most optionally
promote important learning activities even beyohd tlassroom environment.
Whitaker, Whitaker & Lumpa (2008) explain that insahool, organizational
culture is important at two levels. First therarianagement culture within which
plans are made, decision taken, and the work ofsti®ol organized. Second
there is the culture of the classroom. The clinmditealues and behavior which so
affects the capacity of pupils to learn succesgfullhere is need to have a

comparison between the two.

Moloi (2007) observes that South Africa is facedhwmany challenges in
transforming education from the segregated andsigdwilegacy of its apartheid
past. These challenges require skilled leaders tnaihing, as qualification is an

explicit recognition that school principals, canhet expected to play their roles



in transformation without specific and extended inirey, hence the
recommendation of the new Advanced Certificate @fidation (ACE). In South
Africa there is a drive to improve the culture eathing and learning particularly
in secondary schools. Moloi (2007) further argues principals in South African
schools are faced with two major challenges nantepdling a greater variety of
school based decisions than before and creatiraydsculture of teaching and

learning in which effective education can take plac

According to Garson (2004) the South African goweent embarked on
curriculum reform and general drive to enhance ¢h#ure of teaching and
learning in the schools. The restoration of théural of teaching and learning was
one of the most important factors to improve thaligy of education in South
African schools then. The poor matrix results & past number of years, the lack
of learner discipline, the low teacher morale al§ a®other educational problems
in some of the schools in South Africa has led eaeral drive to improve the
culture of teaching and learning and the rural iaf school in the country.
Armstrong, (2009) and Okoye (2011), noted thateddht aspects of school
environment influence student’'s achievement in NegeNsubuga (2009) further
reinforces that unless head teachers in Ugandevatequipped with knowledge
and skills in management and leadership, they wadtl improve school

performance significantly.



In Kenya various efforts have been made to makecathn system more
responsive to country’s needs and aspiration. Sdidnts include those by The
Kenya National Education Commission (Republic oh¥@ 1964), that proposed
an education system that would foster nationalyuamd development, The
National Committee on Educational objectives antices (Republic of Kenya,
1967) which focused on reforming the structure dbiaation. Ndaiti (2007)
indicated that the school management should ersssteong school culture is in
place to achieve its goals. One of the keys to rstaeding why the schools
perform as they do is to study cultural factordefest in the study of school
culture is prompted by the recognition that theyeailink between a school’s
culture and its performance. By assessing schotltlureuand its effects on
educational achievement, the researcher hopes ito igaight on how the
organization works and learns. This knowledge migkh be used to manipulate

the culture in some way either to manage or ch@r(@goroge, 2008).

Koech (1998), established that the subject of dcb@ture has not received any
attention, while Kimani (2002) found out that soaspects of school culture such
as leadership style, teacher student relationshkgded to be improved. These
have necessitated the researcher to carry outdy stu the influence of school
culture on student performance on Kenya Certifiedt&econdary Education in
Limuru District, Kiambu County. The vision and mas of the school is among
the first things that one is able to see as onergrnhe school. Scheins (1985)

classifies indicators of culture. He identifies thymbols that are visible as the

8



first indicators of the culture that is in placerof the symbol, the values
expected to be imparted on the pupils are gotteme Values and basic
assumptions are invisible aspects of culture. Aseoler might be able to realise
them through observing the staff members of theoachinteracting among

themselves and with pupils. Kreitler and Kinicki9@3) Asserts that reward
system is an important factor is shaping orgaiupat, values and behaviour that
comprise organizational culture. Lawler and Jenkir®92) supports this view by
noting behaviour that reward systems reinforcesimes the dominant behaviour
in the organisation thus influencing perception asfjanizational culture and

values.

Martin (2004) explains that induction focuses ottigg new teachers acclimated
to the new school procedures and culture. Indudtielps the new teacher settle
into their environment and understand their residitees Fullan and Hargreaves
(1999) explains that schools requires frameworkghviallows the development
of a culture of collaboration where individuals daarn from each other within
the environment they exist in (Smith and Scott90)%sserts that collaboration
raises morale, enthusiasm of the teachers, senefficdcy and makes teachers
more receptive to new ideas. Pashiard (2000), wbdethat school principal
should see to it that he school has mechanismatanee collaboration and
harmonize seemingly incompatible interests. Caltaet Spinks (1988) argue
that the most successful school, like the most essfal business corporations

involve the use of collaboration styles of managase

9



1.2 Statement of the problem

The Limuru District QASO report (2009) indicatesatlfor the last few years
Limuru District performance in KCSE has been pammpared to neighboring
districts like Kikuyu and Lari. The trend persistashsecutively for three years as
summarized in Table 1.1

Table 1.1 KCSE Analysis 2012, Limuru District

Mean scores

District 2010 2011 2012

Limuru 4.762 5.104 4.532
Kikuyu 5.671 5.819 5.014
Lari 4.968 5.126 4.917

Source: DEO Limuru District 2013

As seen from Table 1.1, Limuru has persistentlygéabbehind Kikuyu and Lari
districts. The Limuru District QASO report (2002ther indicates that students’
performance in KCSE was low in spite of the existenf good infrastructure,
student discipline, qualified teachers and enougbources. The issues of
Performance in Limuru are therefore an issue thatiires urgent attention from
educators and researchers. This observation begsktthe question does school
culture influence students’ performance? Factoch & poor rewarding system,
lack of teacher commitment, and teacher absentemisomg others (Schein 1985,
Malowski, 2001) could influence performance in KCSEhe study therefore
sought to study the elements of school cultureiimuru District and the extent to

which they contribute to KCSE performance.

10



1.3Purpose of the study
The purpose of this study was to investigate tflaence of school culture on the
student’s performance in Kenya Certificate of Selewy Education examination

in Limuru District, Kenya.

1.4Research objectives

The study was guided by the following objectives:

i) To examine how schools’ mission and vision influestudents’ performance
in KCSE in public secondary schools in Limuru Ditr

i) To establish the extent to which induction of teashinfluences students’
performance in KCSE in public secondary schoolsiimuru District.

iii) To determine how reward system to teachers inflegistudents’ performance
in KCSE in public secondary schools in Limuru Dtr

iv) To examine the extent to which teamwork of the teag influences students’

performance in KCSE in public secondary schoolsiimuru District.

1.5Research questions
The study was guided by the following research tioes:
i) How does the schools’ mission and vision influesttelents’ performance
in KCSE in public secondary schools in Limuru D@
i) To what extent does teacher induction influenceestts’ performance in

KCSE public secondary school in Limuru District?

11



iii) How does the reward system of the teachers infriestudents’
performance in KCSE in public secondary schoolsimmuru?
iv) To what extent does teamwork among teachers infkiestudents’

performance in KCSE in public secondary schoolsimmuru District?

1.6 Significance of the study

It was hoped that the findings would provide poliayakers with useful
information on what could be done to cultivate pesischool culture. Also the
study would provide insight to headteachers, te@achad students on positive
attitudes and relations geared towards achievingdgoesults in KCSE
examination. The study would be an additional dtere on school culture in
public secondary schools. Other researchers wogdgddata from the study as a

point of reference for further research.

1.7 Limitations of the study

According to Mugenda and Mugenda (2003), limitasi@me some aspects of the
study that the researcher knows may negatively ainpa the research that he/she
has no control over. The limitations of this reskawas that, the researcher was
not able to control the attitude of the respondeagsthey responded to the
guestionnaire. Personal and sensitive informatioth@ respondents could affect
the data gathering process since some respondentd wot give honest answers

due to fear of victimization.

12



1.8 Delimitation of the study

According to Mugenda and Mugenda (2003), delinotais setting boundaries of
the study to make it manageable. This study wasndetl to Limuru District,
Kiambu County where it focused on how school celtinfluenced students’
performance in Kenya Certificate of Secondary Etdanaexamination in public
secondary schools. This study did not apply togtewsecondary schools due to
their differences in performance. The study wastdd to all school principals
and selected sample of teachers in public secorstdugols in Limuru district. As
such the findings would only be generalized to ofbarts of the country with

caution.

1.9Basic assumptions of the study
This study assumed that;
I. That headteachers would co-operate with the relsearand give
honest information
il. That the respondents would understand vision aisgian statements,
teachers induction and teamwork as contained ind#ta collection
instrument.
1.10 Definition of significant terms
Culture refers to beliefs, perceptions, relationships,tuags, written and

unwritten rules that shape and influence every@sgiehow a school functions.
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Induction refers to the orientation of new teachers intostti®ool practices
Influence refers to the capacity of principals to compekéto produce effects
on the actions, behavior and opinions of the teache

Mission refers to an institutions fundamental inspiration

Principal refers to an officer or a teacher appointed by Teachers’ Service
Commission as the administrative head of a scheahgoresponsible for its
administration

Reward systemrefers to analysing and controlling employee reenation,
compensation and all of the other benefits fordimployees. Reward system aims
to create and efficiently operate a reward strecfor an organisation. Reward
structure usually consists of pay policy and pcad salary and payroll
administration, total reward, minimum wage, exeaipay and team reward.
School culture refers to that totality of all goes on within tlsehool system
which includes values, norms, morals, customs,efselknowledge and other
capabilities and habits acquires by people as mesdiehe school

School stakeholdergefers to parents, teachers, community memberschhs,
education officials and non-governmental organisetiwho sponsor and have
interest in education such as parents,

Students’ performances refer to learners’ academic achievement in Kenya
Certificate of Secondary Education. The performaisceneasured through the
national grading system as moderated by the Kengtohhl Examinations

Council

14



Team work refers to members of staff working together tooacglish specific
goals of the school.

Values refer to the beliefs about what is generally atasgpvithin the school
community. It encompasses excellence, cohesionedtpnintegrity, hard work
and teamwork.

Vision refers to an inspirational description of what agamizational would like

to achieve or accomplish in the midterm or longnténture.

1.11 Organization of the study

The study was organized in five chapters. Chapterdeals with the introduction

of the research topics and will consist of the lgacknd to the study, statement of
the problem, research objectives, research qusstgignificance of the study,

limitations and delimitations of the study, basiss@mptions, definition of

significant terms and organization of the studyagibr two contains literature
related to the study objectives, summary of therdiure review, theoretical and
conceptual framework of the study. Chapter threasists of the research
methodology that discuss the research design, ttapgpulation, research

instruments, instrument validity and reliabilityatd collection procedures and
data analysis techniques. Chapter four presentsldtee analysis, interpretation,
discussions and presentations supported by taklbapter five presents the
summary of the study findings, conclusions, recomuations and suggestions

for further study.
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CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
The chapter focuses on mission and vision as coemgarf school culture, effects
of teachers’ induction on students’ performancevarel systems and students’
performance and team work among teachers on ssideformance all which

are believed to influence academic achievemergarhlers.

2.2 School mission and vision on students’ academic germance

Tjivikua (2006) describes school vision as a pietaf the school in its ideal form
towards which all the role players in the schoal aeapire and identify with. The
creation of a shared vision in a school may noy gnle a clear indication of that
school’'s intended direction, but it may also seteeidentify that school’s
intentions regarding the implementation of the icufum. The head teacher
needs to understand the culture of the schoolderaio influence it in the right
direction (Kilman, Saxton & Serpa, 1995). He shociearly articulate the vision
for the school performance that teachers and steadean believe in,
communicating the vision through everyday behavidgals, ceremonies and
symbols as well as through school systems andipsliteaders must remember
that every statement and action has impact onreuétnd values, perhaps without

even realizing it.
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The school mission expresses the will and interthefschool. It is the visible
what, how and why the vision. This is what we badién, or stand for, or building
towards and this is how we intend to accomplishains. The vision and mission
of the school is among the first things that on@ab to see as one enters the
school (Tjivikua 2006). Kelchtermans (2007b) assditat a variety of sub
cultures are required to effectively accomplish trganization missions. The
leader must design mechanisms to integrate theranirorganizational wide
culture, so that they accomplish a common goalerathan spend resources to
create personal chiefdoms. Effective school leadshsuld recognize and

encourage functional departments.

According to Njoroge, (2008), the basis of scho@sion is to provide direction
towards realization of institutional goals. Issuds'quality’ in education have
been a matter of interest and concern for sometimdifferent institutions,
systems and countries. Different countries arourel world have therefore in
their various ways been attempting to address thecapt of ‘quality’ and
determine the ways and means by which it can betexnle fostered and increased
in institutions. ‘Mission statement’, for what istérnally and externally regarded
as a cooperate enterprise have come to occupynair@not place in the discourse
by which institutions promote themselves to thelient’ and seek to involve their
stakeholders. Performance indicators’ have beammetended and in some cases

developed and applied to every aspect of instigtactivities.
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Njoroge (2008) further argues that school leadezg@sponsible for creating and
sustaining a culture that emphasizes the importaricethical behaviour, hard
work and academic focus for all members of the sciRrincipals must therefore
be committed to specific values. Values can be comecated in a number of
ways; speeches, school publications, policy statsnand especially personal
actions. The principal can assign responsibilityptomote academic focus to a
specific position. This not only allocates the swhtme and energy to the
problem but symbolizes to everyone, the importasfcacademic achievements.
One example is the creation of the post of Deastudents and assigning it to a

senior teacher who oversees all matters conceauademics.

Harris et al. (2003) asserts that training is anpriy vehicle for introducing new,
quality ideas that are consistent with personaésws of the organizations. Thus
the principal can encourage training programs dachers to keep them abreast
with what is happening in academic circles. Zinsak{2004) emphasise that
schools statements like aims or mission policieditbérent areas can be seen as
expression of school ethos and values. The statsn@m policies have been
accused of being worthless statements which mé#lestd staff or students, and
have only a passing connection with what happesshiool. But at best they give
a sense of purpose to the school and provide aefrank for improving the
guality of learning and standards of achievememnldi#lonally, Weissberg et al.

(2002) say that Mission and vision statements pi@vbutine opportunities for
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heads to express what they value and what tead@rscontribute towards

building a dominant culture.

2.3 Effect of teachers’ induction on students’ academiperformance

The National Educational Change Forum, (2001) ntites since their inception
in the early 1980s, teacher induction programmee lcantinued to evolve. Early
teacher induction programs concentrated on getiaghers familiar with the
"nuts and bolts" of first teaching assignments. Nbey are becoming a critical
component of most schools' strategy to ensure éeagbality. Traditionally
induction programs were targeted only for new teash The National
Educational Change Forum, (2001) further notes uhéke the earlier programs,
current leading induction programs are designedafavider audience. Today's
ideal induction program addresses both the needewfteachers and the needs
of veteran teachers who have changed grade levelscplines, or moved to a
new school, district, or state. Other candidatesriduction are those emergency
teachers hired to ease teacher shortages. Manglsamwwv require teachers new
to the school to undergo induction regardless ef lgngth of their teaching

experience.

When teachers join a school, they bring with thés@ values and beliefs they
have been taught. Quite often these values andfdealre insufficient for helping
the teacher to succeed in the school. The teadwsslsnto learn how the particular

school does things. Martin (2004) emphasizes tHeerolig perspectives of
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cultures in organizations. She notes that as iddals come into contacts with
dress, norm stories people tell about what goesnaime organization, formal

rules and procedures, its formal codes of behavituals, tasks, pay system,
jargon and jokes only understood by insiders. Theeeents are some of the
manifestation of organizational culture. Inductidbcuses on getting new
teachers and veteran teachers who are new to alsatwimated to the school's
procedures and culture. The purpose of inductioto ieelp new teachers settle
into their environment and understand their resjditges. The content usually

deals with issues of classroom management, schaladigs, and procedures.
Usually structured around individual participation a series of departmental
activities, the program provides teachers with nimfation about the school and

gives them an opportunity to meet their colleagistin, 2004).

Induction which is components of school culture bame a positive influence or
it can seriously inhibit the functioning of the ¢tbar. Schools that have appealing
induction program provides environment where teechee able to connect with
students and to understand the differences thae afiom culture, family
experiences, developed intelligences, and variggtoaghes to learning. They
need to be able to inquire sensitively, listen ftdlye and look thoughtfully at
student work. They need to know how to structureammgyful learning
experiences for low-performing students who tradgdily have not been

successful (Hanson & Childs, 1998).

20



Hinde (2002) states that the induction programmayg start before the beginning
of the school year and continue during specificostiilesignated professional
development days throughout the year. The progrario®is on explaining to

new teachers how the school wants them to handleess such as parent
conferences, holidays, and report cards. Tradilipnittle attention is given to

the teacher's instructional skills or professiodalelopment plan. An inductee
may or may not be appointed a mentor for the fasddemic year. Usually a
mentor serves as a point of contact when issuse eather than as a role model
for instructional practice. Mentoring is often arfiarmal, one-on-one relationship

between a new teacher and a veteran teacher st school site.

Teachers are key participants members of a schubltlzerefore determine the
students’ level of academic achievement. Fullan ldadgreaves (1996) suggest
that teachers are among the most important inflr@mcthe life and development
of many young children. They play a key role inatireg the generation of future.
With diminishing contact between children and thpgrents, and the breakdown
of traditional community morals, the role and imjaoce of today’'s teacher is

probably greater than it has been for a long time.

Fullan and Hargreaves (1996) further argue thathes in carrying out their
duties are believed to shape the culture of a dadrmabare part of what makes one
school unique as compared to others. Schools vpifealing induction process

make teachers have high expectations of their stadend they are willing to
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design new strategies to move towards such godtey Tirequently give
assignments which they mark, give positive feedb&mkstudents, identify
students with problems and help them out. In sutioals there is a culture of

hard work among the teachers and teachers comimgigt ‘fit in’ or go.

Fullan and Hargreaves (1996), also assert that eenpeent comes with taking
control rather than being controlled. The totalcsdh they advocate are created
by frameworks which allow the development of a undtof collaboration where
individuals can learn from each other and the $@rid professional environment
in which they exist. As teachers join a school,ytleing their perspectives,
opinions, skills and enthusiasms which are used avieme and in interactions

with others to construct understanding about thg tiva school is.

2.4Reward system and students’ academic performance

Looking at the component of reward as part of tfesl culture, reward plays an
important role to facilitate performance. Furmar0(2) asserts that reward
system reinforces certain dominant behaviours ah dinganization by influencing

perceptions of organizational values and cultuBedh the staff members and the
students should be rewarded for good behavior anfdrnance in different areas
in the school and particularly for academic achmeset. Thompson, (2005)

established that rewards and recognition for gosrdopmance serve to reinforce
cultural values of quality while at the same timetivate the members to commit

themselves to a culture of good performance.
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The concept of positive organizational supporti$e aelevant here. In essence an
individual develops a positive personification bétorganization. This is if he or
she has encountered a positive history of orgaorzat support in the form of
salary raise, promotions, interesting and challeggassignments (Wayne &
Collier, 1997). Indeed the degree to which indialdupersonifies’ the
organizational culture at personal level dependsnuphe experience that
individuals has encountered over time with varicuganizational rewards

dispensed by powerful organizational members

In addition, school heads are viewed as models u#lity in their schools.
Teachers look to them to display the values of arust orientation and
continuous improvement in their statements andoasti Olembo, Wanga, &
Karagu (1992) assert that as a model, the headedras expected to be an
example whose professional and academic integrédyadmired in all areas and

of all teachers he should be the most competent.

According to Gitonga (2012), there is a strong tretship between reward to
teachers and students and school performance. Saboonistration improves
the intrinsic motivation of teachers by recognizitize teachers for their
achievement, writing commendation and recommendalitters, inclusion in
decision making that affect them and, providing apynities for professional
growth. There should be a promotion procedure weith aim of shortening

promotion period but pegging on students perforrmand&CSE.
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Students are as interested as any other personlvéavoin educational
development to find out why they do not perform lwd@lhey would give
constructive comments when asked to do so of hgligindentify what it is about
their schools that get in the way of learning. BalKelchtermans, & Loughran
(2006), suggested that most pupils want to suctreedthe pupils responses. The
researchers identified some principles that makmg@ificant difference to pupils
learning and would lead them not to respond coostely in school, among
them: fairness to all students irrespective of rtfamademic status; intellectual
challenges that helps people in engagement and veenpeent activities; social

support in relation to both academic and emoticnakerns.

2.5Teamwork among teachers and students’ academic penfmance

Ballet, Kelchtermans, & Loughran (2006), definesllegpality as a norm
exhibited through four specific behaviour. Adultsschools who have a collegial
relationship talk about practice. They also obsesaeh other engage in the
practice of teaching and administration. Teachergage together in work on
curriculum by planning designing research and etalg it. Collegiality is
exhibited when adults teach each other what th@wkabout teaching, learning
and leading. Developing collaborative work culttedps reduce the professional
isolation of teachers, allows the sharing of susitgspractices and provide
support. Collaboration raises morale, enthusiasthefeachers, sense of efficacy

and makes teachers more receptive to new ideash(8n8cotts, 1990).
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Kundle (2007) found out that principals should easuhat a conducive
organizational culture is maintained by managingflad constructively and
developing effective conflict resolution proceduesscourages the development
of virtues and right attitude in the organizatigs. observed by Pashiard (2000), a
principal should see to it that the school has raeims to enhance collaboration

and harmonize seemingly incompatible interests.

The role played by the head teacher to bring calliég which is a component of
the school culture is one of the most importanttdiec that determine
performance. Lack of strong school community pasing@ inhibits high
performance. Schools where parents and teachessippertive of each other and
have a close relationship acquire a more cohesimenity atmosphere Furman
(2002). Parents need to be involved as co-teachdteir children’s education.
To isolate the school from the broader communitgrimoks this need for a sense

of mutual purpose and partnership Pollack, Chrisp&Watson (1987).

Njoroge (2008) noted that the quality of a headthiea in a school matter in
student performance. She points out that the wayh#dad teacher structures and
administers the school; his or her relationshiphwihe school’'s subsystem,
teachers and students has a strong effect onubderds’ performance. Eshiwani
(1983), had similar findings that school administra is closely related to the
students performance. Olembo, Wanga, & Karagu (L88Rport this view that

head teachers are considered the instructionaéteasf the school programme.
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Caldwell and Spinks (1988), in one of their modluiential texts in the field of
‘self managing school’ argue that the most succéssthool, like the most
successful business corporations involve the useobflaboration styles of
managements. Greenfield (1986) in his study argi@sorganizations are built
on the unification of people around values. Theoesibilities of educational

leadership are to build educational institutioreuad central values.

Michieka (1983) identified parents involvement tndents’ work as a factor that
affects students’ performance. A positive assamatibetween parents
participation in the child’s school work and acadenperformance exists.
Students learn better, learn more and remember mdrey find pleasure in
learning experience. It is therefore important tmdp about desirable change in
students attitude for, when learning is associatighl a pleasurable experience it

becomes a lifelong endeavour.

Parents may be involved in various activities tioaich on students’ work. This
may be through Parents-Teacher Association, sabymerh days and visiting days
and as members of Board of Governors among otfieese is a general feeling
among Kenyan population that ‘good’ education earrvith it many social
economic benefits. This belief has been supportethé Ministry of Education
Strategic Plan (2006 - 2010), which states thatvighog educational

opportunities to all Kenyans is central to the gaweent’s economic strategy.
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Fullan and Hargreaves (1996) identify two kinds exiisting cultures among
teachers which work against collaboration. Onéés ‘tulture of individualism’,
where teachers are not used to sharing ideas aodroes; they work largely in
isolation with perhaps the occasional foray intintgplanning. Secondly, in
‘balkanised cultures’ teachers work in ‘self contd sub groups’, like subject
departments that are relatively insulated. The ofl¢he head is to reserve this
situation by creating contexts in which people emork together and build
relationships. Teachers should bring their perspext opinions, skills,
enthusiasm and interactions with others to constunerstanding about the way

the school is.

2.6 School performance

According to Goldring and Sims (2005), School perfance reflects the

effectiveness and efficiency of the schooling pssce Effectiveness, in general
sense refers to the accomplishment of the scho@ctkes, while efficiency

indicates whether these objectives were accomplishea timely and costly

manner. In many parts of the world, schools havenbander considerable
pressure to improve what they do and school praisipre increasingly expected
to ensure that this happens. Goldring and Sim8pfurther assert that in many
education systems there has emerged recognitiansttteol based decision
making and management practices has potential it bmprovement in the

quality of education.
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Success in educational institution is measuredhbyperformance of students in
external examinations. Examinations are used t@sore the level of candidate’s
achievements and clarify the candidate’s level duocation training and
developments. Exams are also used as a bassdhrating curriculum both at
local and National level. Maslowski (2001) explaittsat effectiveness and
efficiency are judged according to the school “objes”. The concept of
effectiveness and efficiency are based on theivelgerformance of schools, in
other words, a school is classified as effectiveféicient if that particular school

performs better on these aspect than other schools.

Sammons and Moutimore (1997) explain that the obneerformance definition

is the term “progress” which implies that studeathievement is corrected for
prior knowledge of students or other student ati@ristics. Studies on
performance include Gaziel (1997) and the findimggicated that academic
emphasis norms of orderliness, continued schoofrdmgment, teamwork and
adaptation of customers demand were relevant tortean score of students.
Cheng (1993) established that school culture washmelated to perceived
school effectiveness. Schools with strong cultwege highly effective in terms

of productivity, adaptability and flexibility. H&urther established a significant
relationship between cultural strength and passrat student in subjects tested.
Head teachers should demonstrate leadership whiokhlds harness positive
relationship. This is because the school orgamiras likely to have conflict due

to differences in opinions regarding school managemctivities.
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This may affect institutional performance if theatleteacher does not show the
way. Eshiwani (1983) stated that, pupils’ learnisgthe main purpose of the
school, if students do not perform well in theindi examination, then their
school is not to be perceived as effective. Schadfectiveness is measured by
what contribution a school makes to improve thernieg of children.
Consequently, effectiveness can be measured irstefrstudent’s performance
especially in National examinations. Passing theSEQietermines whether one
will be admitted for tertiary education or not (Egani 1983). It is therefore not
surprising that examinations have become a matteitheer life or death in Kenya
(Anyango 2001). Eshiwani, (1993) and Muchira (1988fablished that the need

for education is acute among majority of the saesedr individuals who are poor.

2.7 Summary of literature reviewed

Senge (1990) asserts that attitudes and believaspefson in the school shapes
that culture. These definitions go beyond the kessnof creating an efficient

learning environment. School culture is seen tg plaritical role in many aspects

of students’ life and learning. Though the studyehtocused itself on the school

improvement efforts. Adeyami (2008), in his stud@yated to teachers teaching
experience and students outcome findings revealstdachers’ experience was

significant with students outcome.
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Studies carried out include Okumbe (1987) that -eaith supervision of
teachers. Numerous studies have also been condantddctors affecting for
example homework, tuition, student discipline amotigers, very little have been
done on school culture. Koech (1998) in his sturlglans that the subject of
school culture has not received any attention. i8sutthat touch on school culture
include Pittorino (2008) who carried out a studyledermine whether there was a
significant relationship between the organizatiomallture, organizational
commitment and employee performance. He establigr@dhe dominant culture
in the organization was power culture yet the pretewas organizational culture.
The study established that different cultures swh power orientation,
achievement orientation, role orientation and suppwientation make one
organization different from another. The schodtwre in place therefore vary
from one school to another and play a role in tb@damic performance in the
school. It is the culture that motivates teacherd students in a school thereby
bringing the best out of them. The headteacher sfraol as a leader has the

capacity to influence the school culture.

Studies carried out by different scholars includasMwski (2001) who carried
out a case study on school culture and academiforpgance in secondary
schools which makes it not possible to generalizefihdings. Karu (2005) did
his study on organizational climate and its effemtsstaff performance Ndaiti
(2007) did a study on effects of school culturetbe discipline of secondary

school students. The scholars have compared cultitte elements such as

30



discipline, academic performance and employees’nement. This shows that
no study has been done to link school culture wléments such as vision and
mission, team work and reward system in secondaghools which is the gap

that this study intends to fill.

2.8 Theoretical framework

The study was based on systems theory propoundeddwing Von Bertalanffy
(1977) who adopted a system perspective in anayarganizations. The feature
of the theory is based on inter-relationship betwiaéernal components, structure
of management, inputs and outputs. The theorylévaat to this study because
schools, like other organizations may in this way \bewed as goal directed
systems through interaction of people and resouaseslable within a given
context. Schools are also structured as open systamare continuously in
contact with their environments and the boundaokshe school systems are
neither rigid. Schools operate within a wider stcithat impinges on their
freedom to behave as they would like (through leamgl undertake exchanges of

information and resources) with the outside world.

The researcher will choose the theory becausehblistic in that all aspects of
organization’s activities are considered. The é¢ffe changes in one element of
a system can be traced through to changes in oti#egain environment

influences are explicitly recognized. The theorgpte its advantages has a major
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problem in that it suggests few tangible propositaout how exactly managers
should behave. Since organization systems cons$isind are run by people,
interpersonal relations might be more importanntparticular input. Different

members of the same system may have entirely diffeinterpretation of its

structure and aims. An understanding of interrefetihips between input/output
and structure may help provide a context for imprgwschool effectiveness and
schools as organizations. Structure refers to hlogv responsibilities towards
achievement of goals are distributed within theaaigation. Input refers to

human resources, physical resources equipmentiaerials, land and building
and other monetary assets. Output refers to impr®evices, good enhanced

efficiency of the system all three elements affed are affected by each other.

2.9 Conceptual framework

The elements of school culture in this study aesent in all schools in one form
or another. Most important is the degree to whibkir respective significance is
apparent to and is acted upon by members of theoscbmmunity; the nature of
the relationship between these elements; the effegich has upon the
development and maintenance of the school’s culincethe impact that culture

has on individual students. They can be concepeglas shown in Figure 2.1.
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Figure 2.1 Components of school culture affectingwdents’ performance

The conceptual framework provided in Figure 2.legia means of understanding
and how components of school culture bring abdudlsstic picture of the school.
The model rest on the notion of relationships betwendividuals within
organizational settings. Thus, although it is coned with organizations it sees

all organizations as collections of individual mesrg
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter describes the procedures and stratédgie was used in conducting
the study. It focused on: research design, targgulation, sample size and
sampling procedure, research instrument, instrumetidity and instrument

reliability, data collection procedure and datalgsia techniques.

3.2Research design

The study employed descriptive survey design. Adiogr to Lokesh (1984),
descriptive research studies are designed to obparinent information
concerning the state of phenomena and wheneveibfos$s draw valid general
conclusions from the facts discovered. The researchoose the design because
of its appropriateness in collecting original data this important topic and
possibilities it might offer in making descriptivassertions about a large
population. The aim was to collect data on the otffeof school culture on

student’s academic achievement in the KCSE exaiimat

3.3 Target population

The study area consisted of all the 17 public seannschools in the district. The

target population consisted of 17 principals ané t&hchers.
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3.4Sample size and sampling procedure

According to Best and Kahn (2004), 30 percent eftdrget population is enough
for the study to sample participants in the studigwever the number of schools
within the district presented a small populatidrhe researcher therefore adopted
a survey approach where all the 17 schools wereleamThe headteacher in
each school was automatically selected as a respanBroportional sampling
technique was used to select the teachers wherel&éss teachers at every level
in each school were selected as respondents. Theeobf two class teachers was
arrived at because most of the schools in theictistad two streams of form one
to form four. This therefore translated to eigt#tdieers in every school. The total

sample therefore was 17 headteachers and 136tietadeers.

3.5Research instrument

This study used questionnaires as the data calleatistrument. Questionnaires
were preferred because descriptive data are typicebllected through

guestionnaires (Gay, 1981). The instrument is gseferred because it is a
straight forward and less time consuming for thepomdents. Two sets of
guestionnaires; were prepared; the principal’s tpmsaire and the teachers’
guestionnaire. The principal’s questionnaire cdedif two sections A and B.
Section A elicited the principal’s demographic @weristics while section B
elicited their participation in the development tbe school culture on study

objectives.
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The teachers’ questionnaire also consisted of ®aliens A and B. Section A
elicited the teacher's demographic characteristidsle Section B elicited
information on teachers view on their school missend vision, induction,
teamwork and school reward systems. A pilot studg warried out in one school
within the study area which was not part of themsudy to validate items on the
research instruments. The purpose of the pilotystuas to pre-test the research
instrument in order to validate it and ascertamréliability. Through the pilot
study, major problems and instrument deficienciegrew identified and
improvement made. The pilot study was also usethétk the appropriateness of

the language used.

3.6Instrument validity

Mugenda and Mugenda (2003), defines validity as thecuracy and
meaningfulness of inferences which are based onrdisearch results. The
University supervisors who are experts in the fedcutinized the instruments for
logical content validity of the instruments and Help improve on clarity and
items of how effective they sampled significant exgp of the purpose of the
study. A questionnaire is said to be valid ibdtually measures the intended
parameters. In this research, validity was takeméan the extent to which the
instrument covers the objectives. To enhance timéeod validity of the research
instrument, the researcher carried out a pilotystlitie essence of piloting was to
remove any ambiguity in the instrument so as temam that it elicited what it
was intended for.
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3.7 Reliability of the instrument

Reliability of an instrument is the measure of ttegree to which a research
instrument yields consistent results or data afégeated trials (Mugenda and
Mugenda, 2003). To ensure reliability of the instant, the researcher used the
split half reliability. This involved randomly sgiing the instrument responses
into two halves, one containing odd numbers andother even numbers. The
scores were computed and correlated by use ofsttati Package for Social
Scientists (SPSS) computer program Version 17.@. rfEhability analysis scale
split yielded an equal length Spearman’'s — Broweffment of 0.79 for the
headteachers’ questionnaire and 0.81 for the tesale¢urned a coefficient of
Orodho, (2010) suggests a coefficient of greatantB.75 as adequate, thus

confirming that the instruments were reliable.

3.8Data collection procedure

The researcher sought permission to conduct tliy $tam the National Council

of Science, Technology and Innovation and the DEQukuU. Once the permit

was received, the researcher personally visitedst#ilected public secondary
schools to make appointments for administratiorguéstionnaires. During the
day of administration of questionnaires, the redear explained to the
respondents the intention of the study and madessecy clarification. The

respondents were assured of utmost confidentialitich would be maintained
when dealing with their responses the questionsawere collected as the

respondents filled them to ensure that as mangeshtwere completed.
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3.9Data analysis techniques

The data obtained from the field was edited, coaled interpreted according to
themes which emanated from the research objecivésjuestions. Mugenda and
Mugenda (2003) say that such data must be cleaneddd, key punched into a
computer and analyzed. Both qualitative and qtetive approaches of data

analysis were used for the study.

Quantitative approach of data analysis was firgstedby organizing data into
themes corresponding to study objectives which veralyzed using Statistics
Package for Social Sciences (SPSS) which was usegkrierate frequencies,
percentages and descriptive statistics that weezl us answer the research
guestions. Qualitative data was sorted and tramedrio identify the themes using
the research questions. A narrative and intergreteport on the themes was
written to depict the influence of school culture students’ performance in
Kenya Certificate of Secondary Education Examimatio Public Secondary

Schools Limuru District, Kenya.
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CHAPTER FOUR
DATA ANALYSIS, INTERPRETATION AND DISCUSSIONS

4.1Introduction

This chapter presents data analysis, interpretaimhdiscussions. It begins with
instrument return rate, demographic data of thpardents, then followed by an
examination of the influence schools’ mission antion on students’
performance; the extent to which induction of teashinfluences students’
performance; how teachers’ reward system influestedents’ performance and
the extent to which teamwork of the teachers imfbgs students’ performance in

KCSE in public secondary schools in Limuru District

4.2 Instrument return rate

Two questionnaires were used to collect data anfiohdpeadteachers and 136
teachers. A total of 153 questionnaires were retigiving a response rate of 100
percent which was deemed to be very good and mrffiéor data analysis. The

respondents were quite cooperative and the dakacted was taken to be a true
representation of the respondents’ views due to ititdependence of the

guestionnaire method of data collection.

4.3 Demographic information of respondents
The study sought to find out the demographic infation of the headteachers and
teachers in respect to their gender, academic aafitgsional qualifications,

administrative and teaching experience. The purpdgéis information was to
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establish the general characteristics of the teached headteachers, and their

understanding of their school culture and studgrgsformance.

4.3.1 Distribution of respondents by gender

To determine the distribution of the respondenttsiracteristics, the headteachers
and teachers were asked to indicate their gendir Tesponses were as shown
in Table 4.1 and 4.2.

Table 4.1

Distribution of headteachers by gender

Gender Frequency Percent
Male 6 35
Female 11 65
Total 17 100

As shown in Table 4.1, the study established tbap&cent of the school heads
were females while 35 percent were males. This esstgd that administrative
experience positions within the district were doatgd by females. However it
was noted that the government policy on gender str@aming has been
implemented in the district and as a result theenggnder representation has
already met the required basic minimum of 30 pdrc&mdings on gender
implied that the questionnaire items on schooluraliand students’ performance

in public secondary schools in the district werenrogated from the perspective
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of both genders. As such a more balanced approafthdings on school culture
in terms was adopted by the study. The genderiluision for the teachers is as
shown in Table 4.2.

Table 4.2

Distribution of teachers by gender

Gender Frequency Percent
Male 57 41.9
Female 79 58.1
Total 136 100

Data in Table 4.2 indicates that majority of thacteers (58.1%) were females
while the male population was 41.9 percent. An plad@on is therefore made that
the government policy on gender mainstreaming whetfuires a 30% gender
representation is seen to have worked for teaghdtss district. Information on
the gender of both headteachers and teachers #n district leads to the

conclusion that secondary school teaching caregrisnated by females.

4.3.2Academic qualifications of the respondents
The study sought to find out the highest academialification of the
respondents. This was necessary because it etpaipeedteachers with adequate

knowledge on academic matters and especially th@osculture.
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The headteachers and the teachers were therefteed &® indicate their

respective academic qualifications and the findiags as shown in Tables 4.3

and 4.4.
Table 4.3

Academic qualifications of headteachers

Qualification Frequency Percent
M. Ed 0 0

B. Ed 17 100
Total 17 100

Data in Table 4.3 indicates that all of the heattiess held a Bachelor’'s degree in

education, a basic requirement for position of sbglin secondary schools. This

implies that all the headteachers had met the basjairement and were well

equipped to head their respective institutionss Bfiows that all the headteachers

in the district are qualified and thus able to $fate and implement issues of

education management with professionalism. Mucliir@88) found that the

principal’s leadership style positively correlatsgynificantly with the student

achievement and that the leadership style is sagmifly correlated positively to

the principal’s level of education.
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The academic qualifications of the teachers wetaladated in Table 4.4.
Table 4.4

Academic qualifications of teachers

Qualification Frequency Percent
M. Ed 3 2.2
B.Ed 105 77.2
Diploma in education 23 16.9
Non response 6 4.4
Total 136 100

Data on teachers indicates that the majority ofhees (77.2%) held Bachelors
degree of education while a further 2.2 percent atidined Masters Degree
certification. This suggests that teachers in tis&idt were adequately equipped
with knowledge on academic matters. The finding$able 4.4 reflect a positive
attribute of the teachers in the district becausachier's academic and
professional qualifications have significant infhee on students’ achievement
(Heyneman 1976). The quality of teachers is a waportant aspect. According
to ROK (1976), the qualitative attributes of theadieers are of paramount
importance in determining the quality of education which intellectual

development of the child is based. Ochanda (198&firmed that the quality of

teachers is an important aspect in determining lénel of educational

performance and achievement in examination.
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As such, the quality of teaching staff can be saide the main determinant factor
in the achievement of good students in examinati@ssllts. Ong’uti (1987)
concurs that a trained teacher has learnt the rifk$handling individual
differences in the classroom situation, and hewcdident and able to impact the
same confidence in learners. Nguvu (1987) furtleaffirms that credentials of
teachers both in pre-service educational attainraadtthe type of professional

training given may be major determinants of theliguaf Kenya’s schools.

4.3.3Teaching and administrative experience of theespondents

The headteachers were asked to indicate their asinaitive experience. The aim
of this information was to find out if the headthars were exposed to
institutional culture and management in their resige schools long enough to
enable them assess performance of their studentsh&x teaching experience,
all of them indicated having taught for at least ¥ars. On their headship
experience, the results are as shown in Table 4.5.

Table 4.5

Distribution of headteachers by administrative expgence

Duration Frequency Percent
1 -5 years 11 64.7
6 - 10 years 3 17.65
Non response 3 17.65
Total 17 100

44



Table 4.5 indicates that majority of the headteexh@4.7%) had served in
headship position between one and five years withtheer 17.65 percent having
served between six and 10 years. Given that athef had over 20 years of
teaching experience aside from headship, the fiqndhows that headteachers in
public secondary schools in the district have adexjexperience that would
enable them monitor effectively, the influence @haol culture which can

enhance students’ performance in KCSE.

The leadership provided by the head teacher irhaatdhas been identified as an
influencing factor in examination performance. Dhag (1986), while reviewing

research on effective schooling, identified scheablership as a crucial factor in
the success of the school. The school principad set atmosphere of order,
discipline and purpose, while creating a climatdigh expectations for staff and
students, encouraging collegial and collaboratiedationship and building

commitment among staff and student to the schoallsggOgawa and Heint
(1985) reaffirm that the principal has a significarfluence on the instructional
performance of pupils.

The study further sought the teaching experiencthefteachers in the district.
The aim of seeking this information was to find dutachers in the district were
exposed to activities of institutional culture, ragament and students
performance long enough to enable them appreadigtergision as done by their
headteachers and to be able to replicate suchitegiwhen they become

headteachers. The results were as shown in Tahle 4.
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Table 4.6

Distribution of teachers by teaching experience

Duration Frequency Percent
1-5years 43 31.3
6 - 10 years 34 25.0
11 - 15 years 17 12.5
16 - 20 years 23 16.7
above 20 Years 20 14.6
Total 136 100.0

Table 4.6 indicated that the majority of teachead taught for more than 5 years
confirming that the teachers clearly understood #etvities of institutional
culture, strategic management and students’ pediocen long enough to enable
them provide the information required for this stu®nly a small proportion of

teachers (31.3%) had taught for less than 5 years.

4.3.4 Respondents’ duration of stay at current schools

The study sought to find out how long teachers badred in their current

stations. This is tabulated in Table 4.7.
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Table 4.7

Teachers duration of service in current school

Duration Frequency Percent
1-5years 82 60.0
6 - 10 years 18 13.0
11 - 15 years 11 8.0
15 - 20 years 18 13.0
above 21 - 25 Years 5 4.0
Did not respond 3 2.0
Total 136 100.0

Findings in Table 4.7 show that majority of thecteers had been at their current
working station for less than five years, indicgtanhigh staff turnover within the
schools in the district. Giniger et al (1983) arghat staying in one school may
have a telling effect on the achievement of pujieally a teacher should guide a
particular class in the full four years secondarya®l cycle. This will enable the
teacher to effectively help learners by maintairgogtinuity from one level to the
next. It will also enable him to develop a logic@Equence, hence facilitating
better learning. When a teacher is transferre@avds employment in the middle

of the cycle, the sequence development is intezdipt
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4.4 Schools’ mission and vision; it's on students’ pedrmance

The first objective of the study was to examine hgmliools’ mission and vision
influence students’ performance in KCSE in pubécandary schools. To achieve
this several questions were posed to both the baelkrs and teachers on the
schools’ mission and vision statements and on ststd@erformance. On the
existence of vision statements within the schaol$e district, the results were as
shown in Table 4.8.

Table 4.8

Existence of school vision statements

Headteachers Teachers
Response Frequency Percent Frequency Percent
Yes 17 100 130 95.6
No 0 0 6 4.4
Total 17 100 136 100

Data in Table 4.8 indicates that all the schoolsthe district have vision

statements as confirmed by all the headteacherspdRees from the teachers
however indicate that some of the teachers (4.4é6¢wot aware, if their schools
had vision statements raising doubt as to the extieteachers’ understanding of
their vision statement. Their responses were tloenpared to their headteachers
response. This information was collated with theosédary sources (school

stationery) which confirmed that indeed all thealh had vision statements.
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To assess whether the teachers and headteachersasguainted with their
respective schools’ vision statements, the respusdeere required to indicate
the vision statements of their respective schodlseir responses were then
compared with the secondary sources. The resuts ageshown in Table 4.9.
Table 4.9

Acquaintance with school’s vision statements

Headteachers Teachers
Response Frequency Percent Frequency Percent
Know the vision statement 11 64.7 106 77.9
Don’t know the vision statemen 6 35.3 30 22.1
Total 17 1 136 100

Information in Table 4.9 indicates that in 35 pertcef the schools (six out of the
seventeen schools) the headteachers were not atsflavith their schools’
vision statements as they could not match whasthece documents indicated.
Only 77.9% of teachers correctly matched the sodomeiments of their schools’
vision statements. This is the only proportion eddhers that were well oriented
and acquainted with their schools vision as shownAppendix IV. On the

existence of mission statements, the responsesasesigown in Table 4.10
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Table 4.10

Existence of school mission statements

Headteachers Teachers
Response Frequency Percent Frequency Percent
Yes 17 100 127 93.4%
No 0 0 6 4.4%
Non response 0 0 3 2.2%
Total 17 100 136 100

Data in Table 4.10 shows that all the schools ie thstrict have mission
statements as confirmed by the headteachers, howesmall proportion of the
teachers (6.8%) were not sure that the missiorerstt existed in their
respective schools. The mission statements incldde produce self reliant
responsible and disciplined citizens; To conduatleng and provide knowledge
for sustainable development of secondary schoalatge girls , to mould the
students into a well equipped modern lady who isole model worthy of
emulation in our society; To instill diligence time learners enabling them realize
their full potential to become persons of high gnity; To provide wholistic
guality education that produces responsible cigzdProvision of high quality
education through wholistic growth and the girlldhin order to nurture the

women of integrity and intellect who will be agewfspositive charge; united in
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peace and love. Information was sought from thedteeahers and teachers on
where the vision and mission statement were plagédn the school compound.
The responses were as shown in Table 4.11

Table 4.11

Placement of the vision and mission statement

Headteachers Teachers
Frequency Percent Frequency Percent
Gate 6 35.3 73 53.7
Administration block 11 64.7 42 30.9
Report cards - - 3 2.2
School stationery - - 2 15
Nowhere - - 11 8.1
Non response - - 3 2.2
Total 17 100 136 100

Findings in Table 4.11 indicate that the vision améssion statements are
displayed at the administration block for 64.7 petcof the schools and at the
Gate for 35.3 percent of the schools as confirmgdhkir headteachers. It was
also observed that in some instances, the visiatersent was displayed on the
report cards and school stationery as reported bfeva teachers (3.7%).

Information was further sought on how regular tkbo®ls held their morning

assemblies. The purpose of this information wasstablish if headteachers used
the morning assembly platform to reinforce theansand mission statements to

the staff and students. The results are as showWable 4.12
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Table 4.12

Schools’ frequency of holding a morning assembly ia week

Head teachers Teachers
Frequency Percent Frequency Percent
Once 3 17.6 20 14.7
Twice 11 64.7 79 58.1
Thrice 3 17.6 14 10.3
Four times - - 11 8.1
Five times - - 8 5.9
Non response - - 3 2.2
Total 17 100 136 100

Findings show that majority of the schools (64. 16 their assemblies twice a
week as confirmed by the head teachers. In 17.6eperof the schools the
morning assembly is held once a week while in aoth7.6 percent of the
schools the assembly ids conducted thrice a weleis. finding implied that the
headteachers have the opportunity of addressingtheol community on the

vision and mission statements at least once eveekw

To establish how frequently the headteachers exfeto the statements, the
headteachers and teachers were asked to indicatefréguency of the
headteacher’s mention of the vision and missiotesstants in the assemblies. The

results were as shown in Table 4.13
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Table 4.13

Headteachers’ insistence of vision and mission s&hents in assemblies

Headteachers Teachers

Frequency Percent Frequency Percent

Yes 17 100 82 60.3
No - - 48 35.3
Non response - - 5 3.7

Total 17 100 136 100

Whereas all the headteachers indicated makingemferto mission and vision
statements regularly, only 60.3 percent of the heex concurred. A small
proportion of the teachers (35.3%) were of the igpithat the headteachers never
made reference to the vision and mission statenierttse morning assemblies.
Further enquires on the number of times the heeldéza made this reference on

weekly basis yielded the results shown in Tabld 4.1
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Table 4.14

Number of times the headteachers mention the visian the assembly

Headteachers Teachers
Frequency Percent Frequency Percent
Always 17 100 20 14.7
Sometimes - - 62 45.6
Rarely - - 18 13.2
Never - - 26 19.1
Non response - - 11 8.1
Total 17 100 136 100

Whereas the headteachers indicated having madeemete to the mission
statements always, a greater proportion of thehtzac(45.6%) indicated the
headteachers made the reference sometimes. Onlypgdcent of the teachers
confirmed the head having referred to the visiod amssion of their school
regularly. This finding implied that the heads rede to the vision and mission
statements only when it was convenient to do soformation was therefore
sought on whether the students adhered to theimofshvision and mission

statement. The results whereas shown in Table 4.15
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Table 4.15

Students adherence to the mission and vision of tineschool

FrequencyPercent Frequency Percent
Yes 6 33.3 79 58.1
No 9 50.0 54 39.7
Non response 3 16.7 3 2.2
Total 17 100 136 100

Information in Table 4.15 reveals that half of theadteachers (50%) believed
that students never adhered to the vision and tission statements of their

respective schools. The main reason given by tlaeltbachers as to why they
thought the students never adhered to the missad@nsents was that majority of
the students have no vision of what they want tafder form four. However a

third of the headteachers and 58.1 percent ofdhehers believed their students
adhered to the vision and mission statements. @asons given by the teachers in

support of the students were as summarized in Eigur.
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Figure 4.1 Effect of vision and mission statementsn students

Students are conscious of what th
do

Students try their best to venture i
various fields

Students engage in workin
together

Students are disciplined

Response

Some students utilize the resourc
in the school wisely

Some students are very diligen

That students work hard to joi
universities and tertiary college

T T

0% 2% 4% 6% 8%

percentage response

According to Figure 4.1 the vision and missionetants encourage students to
work diligently and in discipline in order to attagood grades to enable them
translate to tertiary colleges. On whether the ovisand mission statements

influenced the academic performance of the stugdémsesults were as shown in

Table 4.16.
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Table 4.16

Effect of the vision and mission statements on stedts’ performance

Headteachers Teachers
Response
Frequency Percent Frequency Percent
Yes 9 50.0 73 53.7
No 6 33.3 63 46.3
Non response 3 16.7 - -
Total 17 100 136 100

Findings in Table 4.16 show that half of the headters said that the vision and
mission statement of the schools positively infesh the students’ academic
performance. This position was also held by 53.itqe of the teachers. Only
46.3 percent of the teachers and 33.3 percenteofi¢ladteachers indicate that the
vision and mission statements never influencedestisd performance. On how
the school missions influenced academic performatheeteachers thought that
the vision and mission: make students focus onr theademic and in co-
curriculum, Make student focused on their goals wodk hard to achieve them
and reminded them to work for the good and keepded and disciplined, The
academic and extra curriculum activities are geawgards the vision and
mission of the school and that There is quite alemof students who perform
exemplary well. Results on whether the vision anskion statements influenced

the teachers were as shown in Table 4.17
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Table 4.17

Effect of the mission and vision statement on theaichers

Headteachers Teachers

Frequency Percent Frequency Percent

Yes 7 41.2 88 65.0
No 7 41.2 42 30.9
Non response 3 17.6 5 3.7

Total 17 100 136 100

Findings in table 4.17 show that half of the hesathers believed that the vision
and mission statement of the schools positivelyluerfced the teachers’
performance, a position that was confirmed by 6Bce@ of the teachers.
Kilman, Saxton & Serpa, (1995) argues that the tesamther needs to understand
the culture of the school in order to influencanitthe right direction. He/she
should clearly articulate the vision for the schaola way that teachers and
students can believe in by communicating the visioonugh everyday behavior,
rituals, ceremonies and symbols as well as thraafiool systems and policies.
Njoroge (2008) affirms that the basis of schoolgiois is to provide direction
towards realization of institutional goals. Reg&ustafson, Demarie and
Mullane, (2002), argues that training on vision amdsion is a primary vehicle

for introducing new, quality ideas that are comsistwith the institutional goals.
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Thus the headteacher can encourage training pregifam teachers on the
schools’ vision and mission to keep them abreash wihat is happening in

academic institutions.

4.5 Influence of induction of teachers on students’ pégormance

To establish the extent to which induction of teashinfluences students’
performance in KCSE in public secondary schooldimuru District. Several
guestions were posed to both the headteacherseaotiers on the induction
process. On whether induction existed in the schtha results were as shown in

Table 4.18

Table 4.18

Existence of induction programme teachers joininghe school

Headteachers Teachers

Frequency Percent Frequency Percent

Yes 17 100 91 67.0
No - - 42 30.9
Non response - - 3 2.2

Total 17 100 136 100

Data in Table 4.18 reveals induction programmesstedi in all schools as
reported by the headteachers. However only 67 peafehe teachers confirmed
the programme as being present in their schootgyesiing that in some of the

schools induction only existed as a policy but méwgplemented.
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Further information was sought on who conductsitigeiction and the results

were a shown in Table 4.19.

Table 4.19

Responsibility of induction process in schools

Headteachers Teachers
Person responsible Frequency Percent Frequency Percent
Headteacher 3 17.6 29 21.0
Deputy headteacher - - 8 5.9
Senior teacher - - 3 2.2
Head of department 14 824 45 33.1
Non response - - 52 38.2
Total 17 100 136 100

As shown in Table 4.19, induction was the respalitgitof the headteacher and
the heads of departments to conduct as confirmatidoheadteacher response. It
was however observed that the function was deldg@atehe senior teacher or
deputy headteacher in some circumstances as ceufirby the teachers
responses. It was also observed that 38.2 perdettieorespondents did not
respond to the question suggesting that inductiongss was never implemented
in their schools. On the duration taken for theuttbn programme, the results

were as shown in Table 4.20.
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Table 4.20

Duration of the induction process

Headteachers Teachers
Duration Frequency Percent Frequency Percent
1week 14 82.4 63 46.5
2week - - 5 3.7
3weeks - - 3 2.2
1Month - - 14 10.3
3Months - - 8 5.9
6months - - 3 2.2
Non response 3 17.6 40 294
Total 17 100 136 100

Information in Table 4.20 shows that the inductmocess is designed to take
place for one week as confirmed by all he headherac Data from the teachers
however reveals that the process takes betweemeak and six months. This
finding implies that the induction process is nabinated in most of the
schools and as such the officials in charge of étida took different periods of
time as it suited them. Further analysis indicdtet the teachers got induction
on Introduction to students, exams policy, filingcdments, Curriculum rules,

students- teacher interaction, Maintenance of decof work schemes, setting of

exam, Mission, vision, School rules, Staff welfaral classroom allocation.
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Information was sought on the effect of inductiom warious activities, their
results were as summarized in Table 4.21.The heachérs and teachers were
required to respond to a set of questions thatrmdéted the influence of
induction process on the students’ performanceey Meere to indicate the extent
to which they agreed with the statements wherengty agree was coded as 1,
agree was coded as 2, disagree was coded as &a@amglysdisagree was coded as
4). Descriptive statistics were used to analyzedéta using the codes to establish
the means of the respective responses. A mean iderttifies the particular
response as strongly agreed, with 2 signifying @g8esignifying disagree and 4

signifying strongly disagree. The results werewasrsarized in Table 4.21

Table 4.21

Effects induction process on performance

Std.

Dev

N Min Max Mean

Teachers who have gone through induction settle
_ _ 136 1 21.270€.44909
faster in the new environment

Induction helps new teachers understand the
_ 136 1 31.354z.52550
expectations of the school management

Induction helps new teachers relate well with the
1 31.583:.57735
students

Induction helps new teachers build a good
_ o 136 1 31.4167.53924
relationship with other members of the staff

School with induction programme performs bette
136 1 41.7917.74258
than those without
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From Table 4.21, it is observed that all the resparhad means of less than 2
indicating that the teachers agreed with the statgsnconcluding that : Teachers
who have gone through induction settle faster eaxrtaw environment, Induction
helps new teachers understand the expectationdheofsthool management,
Induction helps new teachers relate well with thelents, Induction helps new
teachers build a good relationship with other membe the staff, and that

schools with induction programmes perform bettantthose without.

Martin (2004) argues that the purpose of induct®to help new teachers settle
into their environment and understand their resjiitees, and should be
structured around individual participation in aisgrof departmental activities.
That way, teachers acquire information about thleosk and give them an
opportunity to meet their colleagues. Hanson amdd€ (1998) argue that
induction can either have a positive influence an cseriously inhibit the
functioning of the teacher. They further argue thettools that have appealing
induction programs provide environment where teechee able to connect with
students and are able to understand the differegheg¢srise from culture, family

experiences, developed intelligences, and varipdoaghes to learning.

4.6 Influence of reward system to teachers on studentgerformance
To determine how influences students’ performand€CSE in public secondary

schools in Limuru District. A set of questions wassed to the teachers on the
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reward system to teachers and students’ performdrey were to indicate the
extent to which they agreed with the statementsreytstrongly agree was coded
as 1, agree was coded as 2, disagree was codedras rongly disagree was
coded as 4. Descriptive statistics were used ttyamahe data using the codes to
establish the means of the respective responsesiean of 1 identifies the
particular response as strongly agreed, with 2ifsigg agree, 3 signifying
disagree and 4 signifying strongly disagree. THermation was processed as

shown in Table 4.22.

Table 4.22

Teachers responses on the effects induction on perfnance

N Min Max  Mean Std. Dev

Teachers in school where prizes are awarded dpriag giving

days are more dedicated to their students thare tviikout 136 1.00 3.00 1.3958 .57388
provision

Teachers in school where recommendations fordarth

education and training is regularly done are medichted to 136 1.00 3.00 1.5625 .68125
their students than those without provision

Teachers in school where retreats are providedhare

dedicated to their students than those withoutipraw the 136 1.00 4.00 1.6042 .73628
provision

Teachers in schools where special services suftheakinch

and tea are provided are more dedicated to thelests than 136 1.00 3.00 1.6458 .63546
those without the provision

Teachers' efforts when appreciated during assesnbtiest

academic performance 136 1.00 3.00 1.6458 .63546
Teachers in school where transport for teachgreoigided are

more dedicated to their student than those wittwaiprovision 136 100 300 18125 76231
Teachers in schools where staff houses are proddechore

) ) . . 136 1.00 4.00 1.9167 .91868
dedicated to their students than those withouptbgision
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From Table 4.22, it is observed that all the tee£hresponses had means of less
than 2 indicating that the teachers agreed withtobthe statements concluding
that Teachers in school where prizes are awardedglprize giving days are
more dedicated to their students than those withoatision, Teachers in school
where recommendations for further education aaithitrg is regularly done are
more dedicated to their students than those withoatision, Teachers in school
where retreats are provided are more dedicatechéo students than those
without provision the provision, Teachers in sclsoohere special services such
as free lunch and tea are provided are more dedida their students than those
without the provision, Teachers' efforts when ap@ted during assemblies boost
academic performance, Teachers in school wherespgosnh for teachers is
provided are more dedicated to their student thase without the provision and
that Teachers in schools where staff houses anadae are more dedicated to

their students than those without the provision.

Okumbe (1992) argues that teachers job satisfacsiariven by remuneration,
promotion, recognition, working condition and wagkvironment. Republic of
Kenya (1985) established that new graduate teatizesrsio high hopes of getting
promoted and thus did not work hard because ordgnall number hoped to be
appointed as Head Teachers. In response to thigkémetu Committee 1985
recommended that government should offer promotipportunities of senior
administrative grades within the education servidee Committee also found out

that the problem as compounded by lack of adequatestary reward.
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Mutia (1993) pointed out that qualified teacherf$ feaching because they were
dissatisfied with poor remuneration and compengsadiod poor public image. He
concluded his study by saying that like other erypds in other sectors, teachers,
needed decent salaries and benefits, recognitioporamities for career
advancement, suitable working conditions autonomwd aappropriate

responsibility.

4.7  Influence of teamwork of the teachers on studentgerformance

To examine the extent to which influences studeptsformance in KCSE in
public secondary schools in Limuru District, anatbet of questions was posed to
the headteachers and teachers on teamwork andh&uglerformance. They were
to indicate the extent to which they agreed witd ghatements where; strongly
agree was coded as 1, agree was coded as 2, diseggecoded as 3 and strongly
disagree was coded as 4. Descriptive statistice weed to analyze the data using
the codes to establish the means of the respeotisgonses. A mean of 1
identifies the particular response as strongly edyrevith 2 signifying agree, 3
signifying disagree and 4 signifying strongly dissgy The information was

processed as shown in Table 4.23.
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Table 4.23

Teachers responses on the effects teamwork on perftance

Std.

Dev

Statement N Min Max Mean

Schools where teachers set common exam

achieve better academic results than school 136 1 4 1.562F.64926
without

Schools where vertical teaching is practiced

achieve better academic results than school 136 1 3 1.729Z.64378
without

School where team teaching is practiced

achieve better academic results than school 136 1 3 1.4792.54537
without

School where headteacher 's social interacti

high among teachers achieve better acadenr 136 1 3 1.4167.57735
results than schools without

Schools where teachers set common acade!

targets for the students achieve better acade 136 1 2 1.4167.49822

results than school without

From Table 4.23, all the teachers’ responses haahsnef less than 2 indicating
that the teachers agreed with most of the statememtcluding that schools
where teachers set common examination achiever bettedlemic results than
school without, schools where vertical teachingpmcticed achieve better
academic results than schools without, school wkeaen teaching is practiced
achieve better academic results than school wittsmhiool where headteacher 's
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social interaction is high among teachers achiestteb academic results than
schools without, and that schools where teachérsosemon academic targets for

the students achieve better academic results thaobkwithout.

Work group is a very important job factor contrioat to a teacher’s job
satisfaction. Fernald et al, (2012) found that peeporking on isolated jobs were
more apt to express irritation, dissatisfactioriemlings of depression on the job.
This shows that, opportunity for pleasurable intBom with co-workers is very
important. The nature of the work group has an iMgm effect on job
performance and satisfaction friendly- co-operato@vorkers are a modest
source of job satisfaction to individual employ®éork group serves as a source
of support, comfort, advice and assistance toridevidual workers. However, if
people are difficult to get along with, this mayvhaa negative effect on

performance.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter deals with the summary, conclusiors rcommendations of the
study. The study was on the influence of schoducelon students’ performance
in Kenya Certificate of Secondary Education in Rul@econdary Schools in

Limuru District, Kenya.

5.2 Summary of the study

The purpose of this study was to establish theigmite of school culture on the
student’s performance in Kenya Certificate of Selewy Education in Limuru
District, Kiambu County. The researcher developmd fesearch objectives from
which the four research questions were drawn. dijectives were; to examine
how schools’ mission and vision influence studeptsformance; to establish the
extent to which induction of teachers influencesdsnts’ performance; to
determine how reward system to teachers influestedents’ performance; and
to examine the extent to which teamwork of the lteas influences students’
performance. Related literature to school culturgipn and mission statements
was reviewed. The theoretical framework was basethe systems theory and a

conceptual framework was also provided.
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The study targeted the 17 public secondary schimokhe district. The study
employed survey sampling where all the schools weetected as the
representative sample of the study. Proportiomahpding method was then
adopted to get 1 headteacher and 8 teachers fraim sehool to get 153
respondents. Two questionnaire tools were used dllect the required
information. The number of questionnaires was IfiBthe return rate was 100%
for both the headteachers and teachers. Data ve#y&zad using charts, frequency
tables and descriptive statistics the StatistiealkBge for Social Sciences (SPSS)
to process the frequencies, percentages and desespatistics which were used

to discuss the findings. The following were thedfirgs of the study.

Schools’ mission and vision influence on studentperformance

it was established that the headteachers belielwad the vision and mission

statement of the schools positively influencedgtuglents’ academic performance
because the vision and mission statements madergtifocus on their academic
and in co- curriculum, Make student focused onrtigeials and work hard to

achieve them and reminded them to work for the gaod keep focused and
disciplined, The academic and extra curriculunivées are geared towards the
vision and mission of the school and that Themguise a number of students who

perform exemplary well.
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All the schools in the district have vision and si& statements however some
of the headteachers and teachers could not achuregeall them. . The

statements were displayed at the gate (for 33 peafethe schools) and at the
administration block (for 67 percent of the schpoldn some instances, the

statements were displayed on the report cards@mabkstationery.

The headteachers regularly made reference to tb&aniand vision statements in
the morning assemblies since they had the oppdytehiaddressing the school
community on the vision and mission statementseastl once every week.
However half of the teachers were of the opinioat tihe heads referred to the

vision and mission statements only when it was earent to do so.

Extent to which induction of teachers influences sidents’ performance

It was established that teachers who have goneghronduction settle faster in
the new environment, induction helps new teachederstand the expectations of
the school management, induction helps new teachdeade well with the
students, induction helps new teachers build a gaationship with other
members of the staff, and that schools with inducprogrammes perform better
than those without. It was also established thdtigiion programmes existed in
all schools. However only 67 percent of the teeslseemed to have benefit's
from such programmes in their schools. As suchdatidno was not structured well

in some of the schools. The induction was foundheéathe responsibility of the
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headteacher and the heads of departments. Theoilunets delegated to the
senior teacher or deputy headteacher in some cgtanres. The induction
process in most schools was designed to last lem@ek. Teachers got induction
on introduction to students, exams policy, filidgcuments, curriculum rules,
students- teacher interaction, maintenance of dscof work schemes, setting of

exam, mission, vision, school rules, staff welfanel classroom allocation.

How reward systems for teachers influence studentgerformance

It was established that teachers in school whemepare awarded during prize
giving days are more dedicated to their studeras tfhose without provision,

teachers in school where recommendations for duréidlucation and training is
regularly done are more dedicated to their studdvas those without provision,

teachers in school where retreats are providedhare dedicated to their students
than those without provision the provision, teasher schools where special
services such as free lunch and tea are provadednore dedicated to their
students than those without the provision, teathefferts when appreciated

during assemblies boost academic performance, ¢esacim school where

transport for teachers is provided are more deglicatio their student than those
without the provision and that teachers in schadisre staff houses are provided

are more dedicated to their students than thoseulithe provision.
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Extent to which teamwork among teachers influencestudents’ performance

It was established that schools where teachersasemon academic targets for
the students achieve better academic results tfaeokwithout, schools where
teachers set common exam achieve better acadesuiltsréhan school without,
schools where vertical teaching is practiced a@hiestter academic results than
schools without, school where team teaching istjmeat achieve better academic
results than school without, and that school wine@dteachers social interaction

is high among teachers achieve better academittgéisan schools without.

5.3 Conclusion

i.  Vision and mission statement of the schools padigiinfluence students’
academic performance in KCSE because the vision Bmskion
statements make students focus on their acaderdiénaco- curriculum
activities. As such, quite a number of student$goer exemplary well.

ii. Teachers who have gone through induction settl¢erfa; the new
environment, thus making them understand the eapent of the school
management, and students’ relations. Schools wihation programmes
therefore perform better in KCSE than those without

iii.  Teachers in school where reward systems exist are dedicated to their
students and the schools with motivating rewardesys perform better in
KCSE than those without. On the other hand, teacheischool where

strong teamwork exist perform better than thoséaouit.
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5.4 Recommendations
Based on the findings of the study, it is recomneehithat

1. That the Ministry of Education Science and Techgglensures adequate
training of headteachers on matters of strategicagament of schools to
enable them translate their vision and missiorestants into results.

2. That the Kenya Education Management Institute exssavailability of in-
service courses on the role of the vision and missstatement in
management of schools.

3. That the Kenya Institute of Curriculum Developmedévelops a
curriculum to guide the training of headteacher &samchers on issues
surrounding the school culture including vision amdsion statements.

4. That universities and colleges that train teachecsrporate aspects of
school culture in their curricula and how headteashand teachers can
modify behavior by use of vision and mission staats.

5. That the headteachers and teachers ensure thegcquainted with the
Vision and Mission statements of their respectieosls.

6. That the Teachers Service Commission ensures iiodustogrammes for
teachers joining new schools are established andtste in all the

schools in the district.
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5.5 Suggested areas of further research
Based on the findings of the study further reseachcommended on
1. The involvement and commitment of the school boams$ management
committees in the formulation and realization ohaas’ vision and
mission statements.
2. The steps and the methodologies adopted by segorgtdrools to

formulate their vision and mission statements.
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APPENDICES
APPENDIX |
LETTER OF INTRODUCTION

University of Nairobi,
P.O. Box 30197,
Nairobi
11"October 2013
The Headteacher
.............. Secondary Schools,

Limuru District, Kiambu.

Dear Sir/ Madam

RE: PERMISSION TO CONDUCT RESEARCH IN YOUR SCHOOL.

| am a post graduate student at the University airdbi pursuing a Master of
Education Degree in the Department of Educatiordrhiistration and Planning.
I am conducting a research on thefluence of school culture on students’
performance in Kenya Certificate of Secondary Educgon in public

secondary schools Limuru district, Kenya

| Kindly request to be allowed to collect data ouy school. The information
provided will be used for the purpose of this stodly and the identity of the

respondents will be treated with utmost confiddityia
Thank you

Yours faithfully,

Margaret W. Kiniaru.
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APPENDIX II

HEADTEACHERS' QUESTIONNAIRE

You have been selected to participate in a studyinfimence of school culture on

students’ performance in for a master’'s degreeigsh&®u are requested to respond to

each question thoughtfully and truthfully. There amo wrong or right answers. Your

independent view or perception is required and yoaperation is highly appreciated.

Part 1: Background information

1.

2.

What is your gender Male [ ] Female [ ]
What is your age bracket?

21-30[ ] 31407 ] 41-50yrs[ ] 51-60]51-60[ | over60[ ]
For how long have you been in the teaching prodessi

1-5yrs[ ] 6-10yrs| ] 11-15yrs [ ] 15-26yf | Over 20yrs| ]
For how long have you been a teacher at your custation?

1-5yrs[ ] 6-10yrs| ] 11-15yrs [ ] 15-26yr ] Over 20yrs[ ]
What is your education qualification

Olevel[ ] Alevel[] P1[] P2[]Dlpma[] B.Ed[] M.Ed] ]

Part 2: influence of Mission and vision on studentgerformance

6.

7.

Does your school have a vision statement

If yes what is the vision of your school?

Does your school have a mission statement

If yes what is the mission of your school?
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8. Where is the mission statement of your school diggd ?Tick all that apply)
Gate[ ] Administration Block [ ] Classroom Vi&] |

Dormitories [ ] Dining Hall[ ] Report Cardq[ School Stationery[ ]

9. How many times does your school hold a morningrabgein a week?
Once[ ] twice] ] thrice| ] fourtimes|[ fivetimes|[ ] never[ ]
10. Does the head teacher remind the assembly abowidlen and mission of the
school?
Yes | ] No | ]

If yes, how many times in a month does the heachtgamention the vision in the

assembly?
Every assembly [ ] once aweek|[ ] once in waeks [ ]
once in three weeks [ ]Jonce a month [ ] ngver

11. Do you think that students in you school adhere¢h® mission and vision of the
school?
Yes | ] No | ]
12. Do you think the performance of your school is ueficed by your mission and
vision statement?
Yes| ] No| ]

If yes how does the mission of your school infceacademic performance?
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13. Do you think the teachers in your school are infiredl by the mission and vision
statement of the school?
Yes | ] No | ]
Part 3: Induction of teachers and students’ perfornance
14. Is there an induction programme for new teachening our school?
Yes | ] No | ]
If yes, who inducts the new teachers?
Head teacher| ] Deputy Headteacher [ ] Senhaacher [ ]
Head of Department [ ] Other (Please Indicate)
If yes, how long is the induction programme?
1week [ ] 2weeks [ ] 3weeks [ ] 1 month[
3months[ ] 6 months[ ] lyear|[ ]
15. By use of a tick, please indicate the extent toclwhjou agree with the following

statements on induction.

Statements Strongly| Agree | Disagree| Strongly

Agree Disagree

i.  Teaches who have gone throt
induction settle in the new

environment

ii. Induction helps new teache
understand the expectations of the

school management
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iii. Induction helps new teache
understand the expectations of the

students

iv.  Induction helps new teachers

mentors within the school

v.  Schools with induction programm

perform better than those without

Part 4: influence of reward systems on students’ pformance
16. By use of a tick, please indicate the extent tocWwhjou agree with the following

statements on reward systems

Statement: Strongly | agree | Disagree | Strongly

agree disagree

i. My teacher easily manage their week

teaching load allocated to them

ii. Teachers in schools where staff hot
are provided in the school are mare
dedicated to their students than thopse

without the provision

iii. Teachers in schools where spe
services such as free lunch and tea|are
provided are more dedicated to their

students than those without the provisipn
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Teachers in schools where transport
teachers is provided are more dedica
to their students than those without {

provision

ted

he

Teachers in schools where ai

recommendation for further educatipn

and training is regularly done are mg
dedicated to their students than th

without the provision

DSe

Vi,

Teachers in schools where availabi
training opportunities is  regularl
communicated to them are mg
dedicated to their students than th

without the provision

DSe

Vii.

Schools where teachers are adeque
rewarded and motivated achieve be
academic results than schools with

reward and motivation systems.

ter

DUt
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Part 5: Influence of teamwork on students’ performance

17. By use of a tick, please indicate the extent tocWwhjou agree with the following

statements on teamwork

Strongly | agree | Disagree| Strongly
agree disagree
i. Schools where the headteach
social interaction with teachers |is

high achieve better academic results

than schools without reward ai

motivation systems.

nd

Schools  where  the  schc
management handles teache
problems achieve better acader
results than schools without rewa

and motivation systems

The ability ol the headteacher

encourage team-work in the schg
better academic results than schg
without reward and motivatio

systems

Dol

ols

Thank you
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APPENDIX 1l
TEACHERS' QUESTIONNAIRE

You have been selected to participate in a studyinfimence of school culture on
students’ performance in for a master's degreeigsh&®u are requested to respond to
each question thoughtfully and truthfully. There amo wrong or right answers. Your
independent view or perception is required and ymaperation is highly appreciated.
Part 1. Background information
1. Gender Male [ ] Female [ ]
2. Please tick your age bracket?

21-30[ ] 3140 ] 41-50yrs[ ] 51-60]51-60[ ] over60[ ]
3. For how long have you been in the teaching prodessi

1-5yrs[ ] 6-10yrs| ] 11-15yrs [ ] 15-26yr ] Over 20yrs[ ]
4. For how long have you been a teacher at your custation?

1-5yrs[ ] 6-10yrs| ] 11-15yrs [ ] 15-26yf | Over 20yrs| ]
5. Please indicate your education qualification

Olevel[ ] A-Level[] P1[] P2[]Dlpma[] B.Ed[] M.Ed][ ]
Part 2: influence of schools’ Mission and vision ostudents’ performance
6. Does your school have a vision statement

If yes what is the vision of your school?

7. Does your school have a mission statement

If yes what is the mission of your school?
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10.

11.

12.

Where is the mission statement of your school diggd ?Tick all that apply)

Gate[ ] Administration Block [ ] Classroom Vi&] |

Dormitories [ ] Dining Hall [ ] Report Cardg[School Stationery[ ]
How many times does your school hold a morningrabein a week?
Once[ ] twice[ ] thrice [ Jfourtimes|[ flve times[ ] never[ ]
Does your head teacher remind the assembly abeutigion and mission of the
school?

Yes | ] No | ]

If yes, How many times in a month does the headheramention the vision in the

assembly
Every assembly [ ] once aweek|[ ] once in waeks [ ]
once in three weeks [ ]Jonce a month [ ] ngver

Do you think that students in you school adher¢ht mission and vision of the
school?

Yes| ] No| ]
Do you think the performance of your school is ueficed by your mission and
vision statement?

Yes | ] No | ]

If yes how does the mission of your school inflceacademic performance?
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13. Do you think the teachers in your school are infiedl by the mission and vision
statement of the school? Yes|[ ] No | ]

Part 3: Induction of teachers and students’ perfornance

14. Is there an induction programme for new teachening our school?

Yes | ] No | ]

If yes, who inducts the new teachers?

Head teacher| ] Deputy Headteacher [ ] Senheacher [ ]

Head of Department [ ] Other (Please Indicate)

If yes, how long is the induction programme?

1week [ ] 2weeks [ ] 3weeks [ ] 1 month[

3months[ ] 6 months[ ] lyear|[ ]

15. By use of a tick, please indicate the extent tocWwhjou agree with the following

statements on induction.

Statements Strongly| agree | Disagree| Strongly

agree disagree

i.  Teaches who have gone throt
induction settle in the new environment

ii. Induction helps new teache
understand the expectations of the

school management

iii. Induction helps new teache
understand the expectations of the

students

iv. Induction helps new teachers
mentors within the school

v.  Schools with induction programm

perform better than those without
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Part 4: Influence of reward systems on students’ péormance
16. By use of a tick, please indicate the extent tocWwhjou agree with the following

statements on reward systems

Statements Strongly| agree | Disagree| Strongly
agree disagree

i. | can easily manage Teaching Ic
allocated to me per week

ii. Teachers in schools where Sthouses
are provided in the school are mare
dedicated to their students than those

without the provision

iii. Teachers in schools where Spe
services such as free lunch and tea|are
provided are more dedicated to thgir
students than those without the

provision

iv.  Teachers in schools where Transport
teachers is provided are more dedicated
to their students than those without the

provision

v. Teachers in schools where
recommendation for further educatipn
and training is regularly done are mare
dedicated to their students than thpse

without the provision

vi.  Teachers in schools where availabi
training opportunities is regularly
communicated to them  are mare
dedicated to their students than those

without the provision
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vii.  Schools where tehers are adequate
rewarded and motivated achieve better
academic results than schools without

reward and motivation systems.

Part 5: Influence of teamwork on students’ performance
17. By use of a tick, please indicate the extent toclwhjou agree with the following

statements on team work

Statements Strongly| agree| Disagree| Strongly
agree disagree

i.  Schools where the headteach:
social interaction with teachers
is high achieve better acadenic
results than schools withopt

reward and motivation systems

ii. Schools where the schc
management handles teachers’
problems better academic resuylts
than schools without reward and

motivation systems

iii.  The ability of the headteacher
encourage team-work in the
school better academic resuts
than schools without reward and

motivation systems

Thank you
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APPENDIX IV

ACQUAINTANCE WITH SCHOOL'’S VISION STATEMENTS

Responses that matched the
source documents

Teachers Headteachers

Vision statements

To be a centre of instilling positive values attaining

high academic results.
To be a quality learning instituti

To be the leading producer of holistic citizen &

dynamic society

To have our student filter into university and niakbvel

colleges

F % F %

6 75 1 100

4 5C 0 0

8 100 1 100

6 75 1 100

To provide quality education for better citiz 8 10C 1 10C

To mould girls into well rounded model citizensahgh

6 75 0 0

guality and efficient service delivery

to bring forth individuals who are responsible i

productive citizens

To cevelop the learners academically, spiritually,

morally for self reliance

7 875 1 100

6 75 1 100

To emerge the leading girls school in the cot 7 87t 1 10C
To be the centre of academic excelle 8 10C 1 10C
To be a centre of academic excellence in prov of

. . . 4 50 0 0
guality education and training for development
Enlighten and initiate potential positive chara

. : : 3 375 O 0

formation needed in the society.
To be the best high school in the cou 4 50 0 0

To Provide quality educati

To impact knowledge and attitude skills and value

learners
Education is light

To be a quality learning instituti

10C 1 10C

8 100 1 100

8 100 1 100
5 50 0 0
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APPENDIX V

AUTHORIZATION LETTER

NATIONAL COMMISSION FOR SCIENCE,
TECHNOLOGY AND INNOVATION

lelephone —234-20-2213471, G Flgwr, Ualii Howse
2241349, 310571, 721940 U hum Hiohwisy

Faa. +254-20- 318245 316249 MO, Bex JU62T-00I00
Email secwetandd nacnstigo ks MAIROR-KERYS

Website wwwinscostLgo ke
When replying pleass quats

Rel No.

30" October, 2013
NACOSTIRCD/14/013/1745

Margaret W, Kinairu
University ol Nairohi
PO Box 30197-00100
NAIROBL

RE: RESEARCH AUTHORIZATION

Following your application dated 23" Oeober, 2013 tor authority (o carry out
rescarch on “Influence of school enlture on students” performance in Kenya
Certificate of Secondary Education in public secondary schools in Limuru
District, Kenya,” | am pleased 10 inform you that you have been authorized to
undertake research in Kiambu County for a period ending 31" December,
2013

Vou are advised Lo report 1o the County Commissioner and the County
Director of Education, Kiambu County before embarking on the research
project.

On completion of the research, you are expected 1o submit two hard copies
and one soft copy in pdf of the research report/thesis 1o our office.

PR, M. K. RUG p, HSC.
DEPLITY COMMISSION SECRETARY
NATIONAL COMMISSION FOR SCIENCE, TECHNOLOGY & INNOVATION

Copy w:
The County Commissioner

Ihe County Director of Education
Kiambu County.
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APPENDIX VI

RESEARCH PERMIT

PAGE 2

THIS IS TO CERTIFY THAT:
Prof./Dr./Mr./Mrs./Miss/Institution
Margaret W. Kinairu

of (Address) University of Nairobi
P.O.Box 30197-00100, Nairobi.

has been permitted to conduct research in

Location
District
Kiambu County
On the topic: Influence of School culture on
Students’ performance in Kenya Certificate of
Secondary Education in public secondary
Schools in Limuru District, Kenya.

for a period ending: 31* December, 2013.

PAGE 3

Research Permit No. NACOSTIRCD/14/013/1745
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“Appicants For: Sechetary_)
Signature  National Commission for Science
Technology & Innovation



