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ABSTRACT 

Performance contracting is considered important because it has been hypothesized to influence 

employee performance. Ideally, the performance contracts are meant to enhance employee 

performance but in institutions such as secondary schools and especially in Mosop Sub County, 

parents and stakeholders continue to complain of poor performance of the students in their 

examinations. This istudy iaimed ito iexamine ithe iimpact iof iperformance icontracting ion iemployee 

iperformance iin ipublic isecondary ischools iin iNandi iCounty, ispecifically ifocusing ion iMosop iSub 

iCounty. iThe istudy iwas iconducted iwith ithe iaim iof iexamining ithe iimpact iof icontracting iconditions 

ion iemployee iperformance, iexploring ithe iinfluence iof icontracting inature ion iemployee 

iperformance, iinvestigating ithe iinfluence iof icontract itype ion iemployee iperformance, iand 

idetermining ithe ieffect iof iexpected icontractual ioutputs ion iemployee iperformance. iThe iresearch 

iwas igrounded iin ithe itheoretical iframeworks iof iContingency iTheory, iEquity iTheory, iGoal-setting 

iTheory, iand iExpectancy iTheory. iThe iresearch idesign iemployed iin ithis istudy iwas idescriptive iin 

inature. iThe iresearch ifocused ion ia isample iof i20 ipublic isecondary ischools ilocated iin iMosop iSub 

iCounty. iThe isample iconsisted iof iparticipants iwho iheld ipositions ias iBoard iof iManagement i(BOM) 

iChairpersons, iPrincipals, iand iTeachers. iThe iresearch iemployed ia istructured iquestionnaire ito ibe 

idistributed iamong ia isample iof i150 iindividuals, iincluding iboards iof imanagement i(BOM) ichairs, 

iprincipals, iand iteachers, ifrom ia isample iof i20 ipublic isecondary ischools ilocated iin iMosop iSub 

iCounty. iThe iquestionnaires ithat ihad ibeen ifilled iout iwere iorganized iand icombined iusing ithe iSPSS 

i(Statistical iPackage ifor iSocial iSciences) iVersion i25 isoftware ifor idata ianalysis. iThe iutilization iof 

idescriptive istatistics iwas iemployed ito ianalyze ithe iattributes iof ithe ipopulation. iThe istudy ifound 

ithat ithe icondition iof icontracting ihad ia ipositive ilinear iimpact ion iemployee iperformance i(β1=0.155, 

ip=0.003). iThe iimpact iof icontracting ion iemployee iperformance iis ifound ito ibe iboth ipositive iand 

istatistically isignificant i(β2=0.206, ip=0.001). iThere iis ia istatistically isignificant ipositive 

irelationship ibetween ithe itype iof icontract iand iemployee iperformance i(β3=0.503, ip=0.000). iThe 

istudy irevealed ithat ithere iwas ia istatistically isignificant iand ipositive irelationship ibetween iexpected  

icontractual ioutput iand iemployee iperformance i(β4=0.196, ip=0.000). The study concluded that in 

the realm of condition of contracting, employees display a remarkable level of confidence in 

their ability to meet performance goals, emphasizing their self-assurance and competence. The 

nature of contracting dimension underscores the importance of role clarity, trust in leadership, 

and active involvement in decision-making. In terms of type of contracted job, the consensus 

on higher salaries, flexibility, skill development, and work-life balance highlights a strong 

recognition of the advantages inherent in such arrangements. Their acknowledgment of timely 

and within-budget delivery reflects the contractor's professionalism and reliability. The study 

recommends that schools should continue to prioritize open communication and provide 

adequate support to employees, enabling them to excel in their roles. Schools should invest in 

clarifying job expectations, providing comprehensive job descriptions, and facilitating 

continuous training to ensure employees feel confident and empowered in their roles. 

Companies should invest in training programs, mentorship initiatives, and skill-building 

workshops that align with employees' aspirations. The consensus on the importance of 

flexibility and work-life balance suggests organizations should consider adopting flexible work 

arrangements and policies.  
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This ichapter ipresents ian ioverview iof ithe istudy's ibackground, iproblem istatement, iresearch 

iobjectives iand iquestions, iscope, ilimitations, iresearch idelimitation, iand ioperational idefinitions iof 

iterms.  

1.1 Background of the Study 

Performance contracting is an option, for construction delivery that has been available to public 

sector entities in states for over 25 years. It offers benefits to those who choose to use it although 

these benefits are usually discussed in terms of savings for utilities and maintenance budgets 

(Carbonara & Pellegrino 2018). Performance contracting serves as an integrated project 

delivery solution that connects the design and implementation phases of a project ensuring that 

buildings function properly and communication flows smoothly (Dave et al., 2016). This is 

particularly advantageous for schools with construction timeframes, such as the three month 

summer window. By fostering collaboration, between the owner and performance contractor 

fewer details slip through the cracks resulting in more efficient project completion (Torchia, 

Calabrò & Morner 2015). 

In an institution a performance contract is a specified contract between two or more parties. 

Usually, the employer would be the one to formulate their intention in enhancing employee 

performance, conditions including their rights and obligations while the employees would be 

the one to perform such task (Guchait, Cho & Meurs, 2015). Both parties must both agreed 

upon with such conditions to be able to make the contract binding. Employees must meet the 

expected output while the employer must provide the necessary benefits upon completion 

(Fillery‐Travis & Lane 2020). A significant overhaul was implemented in the sector focusing 
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on performance contracting. The objective was to enhance the responsibility and accountability 

of agencies regarding their employees performance (Korir, Rotich & Bengat 2015).  

Efficiency, in providing services to enhance productivity has been a concern in the field of 

public administration (World Bank Group, 2018). Governments around the world have. 

Implemented institutionalized reforms in the sector to meet the demand for quality services 

from taxpayers and other stakeholders. These reforms aim to ensure efficiency, effectiveness 

and ethical delivery of services to the people (Brillantes & Perante Calina 2018). The focus is 

on outputs and results than inputs with an emphasis on improving target setting and follow up 

through performance contracting. Performance contracting serves as a management tool to 

measure negotiated performance targets between government, as the owner of agencies and 

managers of state corporations who oversee these agencies (Huu Nguyen, Thuy Doan & Ha 

Nguyen, 2020). 

In Australia performance based maintenance contracting (PBMC) also known as performance 

based contract (PBC) is utilized for managing urban and rural road maintenance projects. This 

approach combines both hybrid types of performance based contracts (Wirahadikusumah et al., 

2015). In the 1990s the government of New South Wales (NSW) began experimenting with a 

maintenance contracting approach called performance based maintenance contracting (PBMC). 

The objective of PBMC was to delegate the authority and accountability for the upkeep, 

restoration, and enhancement of road transportation to contractors (Chaudhry, 2020). This 

procedure entailed performing assessments of road networks by examining road characteristics 

and conditions, while gathering data on labor and expenses. The authors Henning, McCaw, and 

Bennett (2019) propose the establishment of precise definitions and methodologies to 

effectively measure performance and report on maintenance and service management. 
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In the UK context an educational performance contract refers to an agreement between an 

agency and a learning systems contractor. This contract is designed for educating a group of 

students with payment determined based on the measured achievements of these students 

(Deming & Figlio 2016). This contracting technique has been implemented in 100 school 

districts for reading and mathematics classes. The future success of performance contracting 

depends on three factors; contractors ability to achieve outcomes; considerations about defining 

educational objectives in terms of cognitive gains generally and test scores specifically; as well, 

as community opinions and potential legal challenges regarding performance contracting 

practices (Huff, Warner & Schweid 2016). Performance contracting gained attention due, to its 

ability to address widely recognized dissatisfactions with the current state of education. It is not 

a program but rather a contractual technique that has been applied in different ways (Salama, 

2016).  

In Africa countries like Ghana, Nigeria, Gambia and Kenya began implementing performance 

contracting for services in 2005 (Jerop & Kimutai Kiptum, 2017). The East African Community 

(EAC) Performance Contract of 2008/2009 set expectations for member states regarding 

employee performance in government institutions (Kenya, Uganda and Tanzania) emphasizing 

the commitment to achieving goals through the implementation of the Strategic Plan (2007 

2012). This plan aimed to ensure the development of performance based work plans 

(K’Ombudo et al., 2017). 

In Kenya, there is a pressing need to improve seminars in schools, despite the constraints of 

limited resources and the high expectations of the public. The introduction of Performance 

Contracting, also known as Teacher Performance Appraisal and Development (TPAD), was 

implemented by the Teachers Service Commission in January 2016. This initiative was 

designed for Head of Institutions (PC) and all teachers (Jepketer et al., 2015). In addition, the 
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government has implemented a requirement for teachers to enter into performance contracts as 

public servants.  

Teachers on the hand have consistently opposed the implementation of Performance Contracts 

(PCs) as they view them as punitive and unworkable. However the effectiveness of performance 

contracts is often hindered by analysis of procedures that are inappropriate invalid and 

unreliable (Fullan, 2018). Despite this proponents of PCs have identified prerequisites for 

implementing them in secondary schools. Ineffective performance contracts can be attributed 

to a lack of management tools that're necessary, for effective performance management (Shet, 

Patil & Chandawarkar 2019). 

Improving performance is crucial for the development of an institution. Performance 

contracting falls under the purview of management science known as Management Control 

Systems (Glas, Henne & Essig 2018). A performance contract is a written document that clearly 

defines the expectations and responsibilities of managers and employees for a specific period 

of time. The process entails two entities: a delineation of duties and the corresponding 

benchmarks for evaluating each duty (Islami, Mulolli & Mustafa 2018). Performance 

contracting is a contractual arrangement between a governmental entity and a public agency, 

wherein the government sets objectives for the agency, establishes performance targets to 

evaluate progress towards those objectives, and provides incentives for their attainment. 

Different approaches are utilized to oversee agencies with the aim of attaining desired 

outcomes, rather than excessively controlling the process (Perera Zhou, Udeaja, Victoria & 

Chen 2016). 

1.2 Statement of the Problem 

Performance contracting is considered important because it has been hypothesized to influence 

employee performance. This has mainly been through development of performance 
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measurement metrics that are used in performance appraisal. This concept is mainly applied in 

private institutions but the public institutions are now catching up. According to Ode in the 

Journal for Business Management based on the title ‘’ State Owned Enterprises in Africa’’, 

evidence on the use of performance contracting in Kenya to enhance employee performance is 

very visible today in public corporations where management and other key critical personnel 

have been authorized to sign performance contracts. Nearly 70% of top management in public 

institutions and parastatals are now working under performance contracts in Kenya (Ode, 2021).  

Ideally, the performance contracts are meant to enhance employee performance but in 

institutional such as secondary schools in Mosop Sub County, parents and stakeholders 

continue to complain of poor performance of the students in their examinations. The 

performance of the whole public secondary schools in the sub county depends majorly on 

teachers’ performance and hence ranking of the sub county has not been the best (Rhama, 

2021). 

The studies conducted previously have failed to properly identify the important elements of 

performance contracts that can influence employee performance. The primary objective of this 

study was to address the existing research void by examining the impact of performance 

contracting on employee performance within public secondary schools located in Nandi county. 

The Mosop Sub-county Case Study. 

1.3 Purpose of the Study 

The main purpose of this study was to investigate the influence of performance contracting on 

employee performance in public secondary schools in Nandi County, A Case of Mosop Sub 

County. 
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1.4 Objective of the Study 

The specific objectives of this study were; 

i. To idetermine ithe iinfluence iof iconditions iof icontracting ion iemployee’s iperformance iin 

ipublic isecondary ischools iin iNandi iCounty 

ii. To iestablish iinfluence iof inature iof icontracting ion iemployee’s iperformance iin ipublic 

isecondary ischools iin iNandi iCounty 

iii. To iinvestigate iinfluence iof itype iof icontracted ijob ion iemployee’s iperformance iin ipublic 

isecondary ischools iin iNandi iCounty 

iv. To idetermine iinfluence iof iexpected icontractual ioutputs ion iemployee’s iperformance iin 

ipublic isecondary ischools iin iNandi iCounty 

1.5 Hypotheses of the Study 

H01 iConditions iof icontracting ihas ino isignificant iinfluence ion iemployee’s iperformance iin 

ipublic isecondary ischools iin iNandi iCounty 

H02 iNature iof icontracting ihas ino isignificant iinfluence ion iemployee’s iperformance iin ipublic 

isecondary ischools iin iNandi iCounty 

H03 iType iof ijob icontracted ihas ino isignificant iinfluence ion iemployee iperformance iin ipublic 

isecondary ischools iin iNandi iCounty 

H04 iExpected icontractual ioutputs ihas ino isignificant iinfluence ion iemployee’s iperformance iin 

ipublic isecondary ischools iin iNandi iCounty 

1.6 Justification of the study 

The research carried out has significance, for the administration of Nandi County, 

policymakers, researchers and scholars. It provides insights to the management of departments 

within the county government enabling them to effectively balance target setting, 

implementation, monitoring and evaluation. This study equips management with strategies for 

addressing employee challenges and fostering working relationships. Additionally it enables 
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policymakers to develop policies that enhance performance contracting and employee 

performance. Furthermore researchers and scholars interested in studying performance 

contracting can benefit from this research by gaining an understanding of its impact on 

employee performance. Overall this study contributes to the existing literature on performance 

contracting. Paves the way for research opportunities, in this field.  

1.7 Significance of the Study 

The study findings would benefit the ministry of education under the area of study and the 

whole country as large by gaining insight into how performance contracting can effectively 

enhance their employee’s performance. The ministry would gain information on terms and type 

of performance contracting that would positively impact teachers’ performance.  

The study was of significance to other institutions that are not in the education sector, such as 

business institutions, health institutions and other institutions that may require to adopt 

performance contracting techniques to enhance employee performance.  

School management can gain the best policies for applications. This would improve the existing 

theory and knowledge on the performance contracting impact on employee performance. The 

policies would motivate employees, making them more committed to school goals. 

The results of this study would also assist policymakers and regulators in implementing a new 

set of policies and regulations regarding performance contracting in public secondary schools. 

This study was of use by the future scholar who would be interested in the field of performance 

contracting influence on employee performance as they would get information and references.  

1.8 Scope of the Study 

The research took place in Nandi County in secondary schools. The main objective of the study 

was to examine how performance contracting affects employee performance, in these schools. 
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The study focused on 20 schools located in Mosop Sub County including 20 Board of 

Management Chairmen 20 Principals and 200 Teachers. The entire research was carried out 

from March 2023 to May 2023. 

1.9 Limitations of the Study 

The study faced limitations that could affect the research findings. Firstly there may have been 

reluctance, among respondents to share information that could expose institutional 

vulnerabilities. However the researcher reassured the respondents that their information would 

be treated with confidentiality. Additionally there might have been a response rate due, to time 

constraints. To mitigate this the researcher personally administered the questionnaires. 

Explained to the respondents the purpose of the study to encourage their participation. 

1.10 Delimitations of the study  

This study aims to investigate the impact of performance contracting on employee performance. 

The scope of this study was limited to examining the impact of performance contracts on 

employee performance. The research was conducted in Nandi County.  

1.11 Assumptions of the Study 

The study was conducted with the understanding that certain fundamental assumptions were, 

in place; 

i. All public Secondary Institutions in Nandi County have incorporated performance 

contracting for their teaching staff. 

ii. The respondents have provided dependable information. 

iii. The sampled population is a representation of the population, under study. 

iv. The performance contracting policy has been made available. Communicated to all 

secondary schools.. 
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1.12 Operational Definitions of Terms  

Conditions, for entering into a contract refer to an event or action that requires one party to 

carry out a task or provide a service as stated in the agreement. 

A contracted job is when an individual is hired to offer their services to a client for a duration 

whether it be a weeks or several months. 

Employee performance pertains to how a staff member fulfills their responsibilities completes 

assigned tasks and conducts themselves in the workplace. 

Expected contractual outputs indicate the anticipated energy production during the year of 

the contract taking into account an annual decrease factor per contract 

year compounded over time. 

Performance contracting is a contractual arrangement that entails a partnership between a 

governmental entity and a public department. The agency's objectives 

are established, benchmarks are set to measure performance, and 

incentives are provided to encourage the achievement of these targets. 
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CHAPTER TWO  

LITERATURE REVIEW 

2.0 Introduction  

In this chapter we explored the connection, between each variable and the dependent variable. 

The study also discussed research conducted by scholars to support the link, between these 

variables. Additionally we delved into the foundation of our study. 

2.1 Conditions of Contracting and Employee’s Performance  

A performance contract refers to an agreement that is mutually negotiated between the 

government organizations, individuals and the respective agency. Different countries have 

implemented performance contracting, with their systems, procedures and institutional 

arrangements based on their unique needs and conditions (Maiwasha & Gweshe 2021). France 

was one of the countries to introduce performance contracts in the 1960s followed by other 

nations such as India, Pakistan and the Republic of Korea. The concept of performance 

contracts within government entities emerged in the 1980s in both the United Kingdom and 

New Zealand. In Africa after receiving approval, from the World Bank as a means of reforming 

state corporations several countries including Gambia, Ghana, Kenya, Namibia, Nigeria and 

Tanzania have adopted performance contracting (Nyongesa et al., 2020).  

Wellin (2016) conducted a study to examine how institutions may improve their conditions of 

contracting enhance firm employees’ performance in London. It was noted that more flexible 

condition of contracting could lead to employee commitment in working, conducive terms of 

review such annually review of the contracted terms and making improvement changes such 

extension of the working con has direct influence on employee motivation hence positive 

impact on employee’s performance. The study however focused generally on institutions unlike 

the current study which focuses specific on secondary public schools. 
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In a study conducted by Sachdeva (2020) the impact of contracts, on employee performance 

was examined. The performance of employees plays a role in determining a company’s 

advantage amidst fierce competition and has implications for its long term growth. If a company 

solely relies on contracts to motivate its workforce it may not be able to achieve efficient 

performance from its employees. This is because in addition to arrangements the psychological 

contract also influences employee attitudes and performance in the workplace. Employees are 

the backbone of any organization. Implementing contracts can effectively reduce employee 

turnover rates while enhancing their efficiency at work. It is worth noting that Sachdevas study 

focused specifically on contracts as opposed to the study which examines contracting 

conditions. 

Ofosuhene and Sammo (2020) conducted a study to examine the effects of contract employment 

on employee behavior within the Ghana Shippers Authority, specifically focusing on 

commitment, work initiative, and job satisfaction. The results of the study revealed that contract 

employment exhibited a correlation with all the variables examined, albeit with a relatively 

limited impact on the overall outcomes. Curiously, there were no notable disparities observed 

in the conduct of contract employees and permanent employees. Additional investigation is 

necessary to comprehend the factors contributing to the divergent findings in the current body 

of literature regarding this subject. It is noteworthy that this study was carried out in Ghana, 

whereas the present study specifically concentrates on Kenya. 

Kemboi (2015) conducted a study in Kenya with the objective of investigating the correlation 

between performance contracting and employee commitment. The research design employed 

was a sectional survey. The results suggested that employee commitment has a significant 

influence on performance contracting. Furthermore, there was empirical evidence indicating a 

correlation between employee dedication, performance evaluation, employee output, and 
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overall employee commitment. The findings suggest that it would be advisable for the board of 

governors of organizations to formulate and execute a performance management policy 

document that effectively harmonizes performance-based systems with employees' dedication 

to personal growth and advancement. It is important to mention that Kembois' study primarily 

examined employee commitment rather than employee performance, which is the main focus 

of the study. 

Ong and Partoip (2018) conducted a study with the objective of investigating the impact of 

performance target setting in performance contracting on employee performance within public 

enterprises. The research utilized a survey methodology to gather perspectives from participants 

employed at KENGEN (Olkaria) in Naivasha. The target population for this investigation 

comprised 600 individuals, with 235 respondents representing the sample. The presentation of 

the data encompassed various statistical measures, including frequencies and percentages, as 

well as inferential statistics such as the Pearson correlation coefficient and linear regression 

technique. We performed a correlation analysis in order to examine the hypotheses of the study. 

The findings indicated a positive association between the establishment of performance targets 

and the performance of employees. The present study refuted the hypothesis positing the 

absence of a correlation between the establishment of performance targets and employee 

performance. It is worth mentioning that this study specifically examined enterprises, whereas 

our current research is primarily focused on secondary schools. 

2.2 Nature of Contracting Affecting Employee’s Performance 

The concept of contracts falls under the realm of law and deals, with the scenarios in which 

promises made by one party become legally binding (Governatori et al., 2018). While contracts 

have limitations they do not establish legal rules and obligations. Contracts play a role in 
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establishing relationships, between individuals aiding in problem solving and dispute 

resolution.  

Garbuzova-Schlifter and Madlener (2016) did a study to investigate the influence that the nature 

of contracting has on the performance contracting on health sector in Germany. According to 

the results of the study, the main factors considered on the nature of the contract were: long-

term contracting, written contract, and specify of the contract. Contract being long-term was 

reported to have the most significant influence on employee’s performance. The study 

concluded that employee can make great impact on firms’ performance when their contract is 

well laid down and are specific on what is expected of them. The other contribution to 

employee’s performance of employee is the duration that the contract last when it is long-term 

employee are secure as they are aware that their rights are protected (Kruger, 2012). 

In a study conducted by Diamantidis and Chatzoglou (2019) they examined how various factors 

related to the firms environment, job related aspects and employee related elements impact 

employees performance, in India. The findings suggest that the influential factors on job 

performance are the job environment and management support both directly and indirectly. 

Additionally adaptability and intrinsic motivation were found to have an effect on job 

performance. However it is worth noting that the study did not specify the nature of the contract, 

which differs from our research. 

Another study by Paillé and Raineri (2015) focused on investigating how different types of 

contracts affect employee performance. They conducted a survey to collect data for testing their 

research hypotheses. The results revealed that all items had coefficients than twice their 

standard errors indicating strong convergent validity for these sets of items. The outcomes of 

the study imply that there are indeed relationships, between contract nature and employee 

performance. While some hypotheses were supported by the results it was also found that 
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contract nature does not directly impact firm employee performance. When an employment 

contract extends over the term there are advantages, for employees working with a company, 

such as opportunities for promotion and increased incentives based on their performance. 

The ipresent istudy, iconducted iby iDiallo i(2017), iexamined ithe ieffects iof iperformance-based  

icontracts ion iemployee imotivation iwithin ithree ipublic imedia iorganizations iin iSenegal, inamely 

iSenegalese iRadio iTelevision i(SRT), iSenegalese iPress iAgency i(SPA), iand i"SUN." iThe ifindings 

iof ithe istudy irevealed ia isignificant irelationship ibetween iperformance-based icontracts iand 

iemployee imotivation. iThe ifindings iof ithe istudy iindicate ithat ithere iis ia ipositive icorrelation 

ibetween ithe iimplementation iof iperformance-based icontracts iand iemployee imotivation. iThe 

istatistical isignificance iof ithis irelationship iis iconfirmed iby ithe iCramers icoefficient iof i59%. iIt iis 

iworth imentioning ithat ithis ispecific istudy iexamined iemployee imotivation iin imedia iorganizations, 

iwhile ithe ipresent istudy ifocuses ion iemployee iperformance iin ischools. 

Omwoyo i(2017) iconducted ia icase istudy iresearch idesign ito igather idata ifrom irespondents iin iorder 

ito iinvestigate ithe ifactors ithat iinfluence ithe iperformance iof icontracted iemployees. iThe iresults iof 

ithe istudy irevealed ithat iemployees iat iAlmasi iBeverages iLimited iderive imotivation ifrom ithe 

iremuneration ioffered iby ithe icompany. Temporary employees frequently encounter waiting 

periods prior to being offered permanent employment, resulting in a decrease in their motivation 

to exert additional effort in pursuit of organizational objectives. Additionally, the presence of 

job insecurity serves as a deterrent for contracted employees at Almasi Beverages Limited. A 

significant number of employees at Almasi Beverages Limited are experiencing uncertainty 

regarding the renewal of their contracts. The organization provides training programs to all 

employees, aimed at enhancing the performance of contracted personnel. Notably, the present 

study is situated within the context of a learning institution, in contrast to the beverage industry 

where the aforementioned study was conducted. 
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2.3 Type of Contracted Job and Employee’s Performance 

An employment agreement serves as the foundation, for the employer employee relationship. 

It outlines the terms and conditions of employment between both parties. There are two types 

of contract terms; "express" and implied terms. Express terms are specifically mentioned, either 

verbally or in writing. Agreed upon by you and your employer. On the hand implied terms are 

not explicitly. Are commonly understood. Express terms cover aspects such, as wages, working 

hours, overtime rates, paid leave, redundancy compensation and notice periods. Implied terms 

encompass obligations that are typically included in employment contracts based on customary 

practices or collective bargaining agreements. Even if not explicitly stated in the agreement 

these duties/obligations are automatically considered part of an employment contract. There are 

two types of employment contracts; ended contracts and fixed term contracts. The majority of 

employment agreements fall under ended contracts where employees are hired without an end 

date. 

Fixed term contracts can be utilized to hire employees for a specific duration. These contracts 

delineate a specific termination date. The termination of the employment relationship occurs 

subsequent to the specified date. There are two distinct categories of employment agreements, 

namely employment contracts and collective bargaining contracts, in addition to fixed term 

contracts. An individual employment contract is a legally binding agreement between an 

employer and an employee, in which both parties have the ability to mutually agree upon certain 

conditions, such as a minimum wage, the ability to form unions, and the prohibition of forced 

labor or child labor. At the enterprise or industrial sector level, a collective bargaining 

agreement is established between an employer and a representative union. The terms that have 

been mutually agreed upon by representatives of employees, specifically union officials, and 

employer(s), are subsequently upheld through a ratification vote, which is conducted by the 

employees themselves. 
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A study carried out in Belgium by Harrington and Lee (2015) which main objective was to 

access how the type of contracted job affects the employee’s performance of an individual. The 

research employed a survey research design of 4 health institution with a total sample size of 

30 respondents and analyzed the data through correlation statistic to establish the extent which 

the type of contracted job influences employee’s performance. The study's findings suggest that 

the performance of employees is significantly influenced by the nature of their contracted job, 

as determined by personnel statutes. Additionally, the performance of management and the 

enhanced ability to allocate individuals to suitable positions have shown improvement. The 

incentives for public servants to enhance their performance were delineated as follows: 

promotions based on performance criteria rather than seniority, the possibility of termination 

following two negative evaluations, and restricted performance-based compensation.  

Ndulue and Ekechukwu (2016) conducted a study entitled, “The Impact of type of contracted 

job on employee’s performance: A Study of 7 parastatals in Lagos, Nigeria”.  The study was 

guided by the following objectives: To investigate how skill level of the contracted job enabled 

the 7 parastatals to retaining their employee based on employee’s performance; To ascertain 

the extent at which sensitivity of the job contracted has made criteria of employee’s 

performance within these institutions easier; To explore and understand the extent to which 

management job compared to operational job has enhanced employees’ performance. The 

research study utilized the Survey Research Method, employing a sample design and procedure 

that heavily relied on simple random sampling. The research hypothesis was tested using data 

collected through the administration of questionnaires to a sample of 83 staff respondents from 

the institutions being studied. The analysis of the gathered data revealed several key findings, 

including the importance of prioritizing skill level as a primary requirement for contracting any 

job, the necessity of upholding accountability and transparency, and the need for managers to 

optimize resources. The allocation of significant attention and concentration to sensitive tasks 
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has been recognized as a primary factor contributing to enhanced employee performance. 

However, the study did not assess the performance of employees in a school setting, unlike the 

current study.   

A study was conducted in Kenya by Rhama (2021) whose title was the impact of type of 

contracted job on employee’s performance of health care centers in Kenya and whose objective 

was to investigate the impact of type of contracted job on employee’s performance of health 

care centers in Kenya. I gathered the data from sources, like the publications of the Kenya 

Medical Association and the annual performance statements found in the Year Book of Medical 

Statistics. To analyze the data I used statistics such as frequencies, proportions, percentages 

mean scores and standard deviation. I also employed the coefficient of correlation (r) to 

understand the nature and strength of relationships, between variables related to employee 

performance. Additionally computer software packages were utilized for data analysis. To 

assess consistency reliability I calculated Cronbachs alpha. Finally I presented the findings 

through tables and charts. The study found out that the major determinants in type of job 

contracted are whether the job is managerial or operational, level of skilled required for the 

contracted job. The more sensitive a job is the more conducive the terms of the job contracted 

hence employee’s performance is enhanced. 

Pirani and Salvini (2015) conducted a study to explore the relationship, between employee 

performance as the variable and contract jobs with elements of uncertainty, loyalty and 

incentives as variables. Employees tend to value job security and incentives greatly. The 

correlation results reveal that performance is positively associated with loyalty and incentives 

but negatively related to job uncertainty. Among the variables loyalty demonstrates a 

relationship with incentives but a negative one with uncertainty. Employee performance plays 

a role in making an organization stand out in the market. To retain employees it is advisable to 
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offer job security and acknowledge their efforts by providing incentives. We consider our 

employees as assets as they play a role in achieving an organizations objectives. Employee 

performance depends on factors. 

Koech, Gichunge and Thuo (2016) investigated the impact of employing term workers on 

employers/organizations. The study focused on Kenya Forest Service, which had a number of 

employees, on short term contracts. Both primary and secondary data were utilized for this 

research. Primary data was collected through questionnaires while secondary data was obtained 

from textbooks, reports, journals, newspapers, company websites and publications. 

The research revealed that when employees are hired for short term positions it leads to 

outcomes within an organization. These include staff turnover, decreased morale among the 

workforce and reduced productivity. The study found that the constant need to train employees 

due, to turnover rates negatively impacted the overall productivity of the organization. 

Additionally temporary workers often experience divided loyalty which diminishes their 

commitment levels and subsequently affects their productivity.  

2.4 Expected Contractual Outputs Influence on Employee’s Performance 

To excel in their roles employees must have an understanding of what's expected from them. 

This begins with an updated job description that outlines the core functions, tasks and 

responsibilities of the position. It also delineates the areas of knowledge and skills required for 

success, in the role. 

When idiscussing iperformance iexpectations iit iis iessential ifor iemployees ito icomprehend ithe 

ipurpose iof itheir ijob ihow iit ialigns iwithin ithe iorganization. iHow itheir iresponsibilities icontribute ito 

iorganizational iand idepartmental iobjectives. iPerformance iexpectations ican iencompass ia irange. 

iCan igenerally ibe icategorized iinto itwo imain iareas; iResults i(the iproducts ior iservices idelivered iby ian 

iemployee ioften imeasured ithrough igoals ior ibenchmarks) iand iActions i& iBehaviors i(the imethods 
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iused ito icreate ia iproduct ias iwell ias ithe ibehaviors iand ivalues iexhibited ithroughout ithe iprocess; 

iactions iand ibehaviors ican ibe iassessed iusing iperformance idimensions). 

Performance iexpectations inot iprovide ia ifoundation ifor idiscussions iabout iperformance ithroughout 

ithe iyear ibut ialso iserve ias ia ibasis ifor ievaluating iemployee iperformance. iBy iestablishing 

iexpectations iregarding idesired ioutcomes iand ipreferred iapproaches ito iachieve ithem iboth iyou iand 

iyour iemployees ipave ithe iway, ifor isuccess. 

According ito istudy icarried iout iby iLee i(2014), iin iChina iwhose iobjective iwas ito iexamine ithe 

irelationship ibetween ithe iexpected icontractual ioutput iimpact ion iemployee’s iperformance ibased 

ion imeasurability iof ithe itask ito ibe iaccomplished, iperformance iindicator iand ipayment iconditions. 

iThe istudy iemployed ia icase iof ihospital iin ithe icountry iand iestablished ithat iexpected icontractual 

ioutput ihas ia isignificant ion iemployee’s iperformance. iThe istudy iindicated ithat ithe iability ito 

imeasure ithe itime iand iresources irequired iestablishing iaccomplishment iof itasks. iThe 

iaccomplishment iof iany itask idepends ion ivarious ifactors iwhich iinclude ithe imagnitude iof ithe itask 

iand iexpected iaccomplishment iperiod iof ithe itask. iThe iresearch ialso ishowed ivarious iindicators ito 

ianalyze iperformance iof iany itask. iThese iindicators iare itimeframe, iexpected ioutput ideliverance iand 

iachievement iof ithe iobjectives ipurposely idesigned ito. 

A istudy iconducted iby iAbernethy, iDekker iand iSchulz i(2015) iexamined iboth iexpected icontractual 

ioutputs iand iemployee’s iperformance. iThe i34 iinstitutions imeeting ithis icriterion iwere iselected 

ifrom ia icommercially iheld iFrance idatabase. iThe isurvey iinstrument iwas iadopted ito iexamine 

iinstitutions iemployees’ iperformance ibasing ion iexpected icontractual ioutput. iThe istudy ifound ithat 

iincreasing ithe iamount iof itime ifor iaccomplishing ia itask iensured iemployee ido ia iperfect ijob ihence 

ipositive iimpact ion iemployee’s iperformance. iBut iwhile ithe istudy ifound ithat iincreasing ithe iamount 

iof itime ifor icarrying iout ia itask ihas ia ipositive iimpact ion iemployee’s iperformance, ithere iwas ino  

isignificant irelationship ibetween iexpected icontractual ioutput iand iemployee’s iperformance. 
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Odongo iand iWang i(2017) iaimed ito iexamine ihow iperformance icontracts iaffect ithe iperformance iof 

ithe iKenya iAgricultural iResearch iInstitute. iThey iconducted ia ireview iof iexisting iliterature, ion 

iperformance iand iperformance icontracting. iPrimary idata iwas icollected ithrough iinterviews iwith i1 

ideputy idirector, i2 iassistant idirectors, i3 icenter idirectors, i1 ichief iof idivision i2 isenior iresearchers iand 

i1 iprincipal iadministrative iofficer ifrom ithe iKenya iAgricultural iResearch iInstitute. iThe icollected 

idata iwas ianalyzed iusing icontent ianalysis itechniques. iThe iresults iof ithe istudy iindicate ithat 

iperformance icontracting isignificantly ienhances iservice idelivery iat ithe iinstitute ias iconfirmed iby 

ithe iagreement iamong irespondents. iAdditionally iit iwas iobserved ithat iperformance icontracting 

iplays ia irole iin ishaping istandards iand iperformance itargets iwhich iare ivital iindicators iof 

iorganizational ieffectiveness ias isupported iby ithe istudys ifindings. iIt iis iworth inoting ithat ithis istudy 

idiffers ifrom ithe ione isince iit ifocuses ion ia iresearch iinstitute ithan ian ieducational iinstitution. 

In ianother istudy iconducted iby iJerop iand iKimutai iKiptum i(2017) ithey iexamined ihow iperformance 

icontracting iinfluences iproductivity, iin ipublic isector iorganizations iusing iPostal iCorporation iof 

iKenya ias ia icase istudy. iThe iresearchers iemployed iboth idata icollection ithrough icase istudies iand  

isecondary idata iobtained ifrom iliterature ireviews iand iprevious istudies. The ifindings iindicated ithat 

iindividuals, iin ipositions isuch ias imanagers, idepartment iheads, imanagers iand iassistant imanagers 

iwithin ithe ichosen istate icorporation iprioritize iemployee iperception ias itheir iconcern. iFollowing 

iclosely ibehind iare ithe ispeed iof iservice idelivery, icustomer isatisfaction iand iachievement iof itargets. 

iThese ifactors icontribute ito ienhancing iproductivity iin ipublic isector iorganizations ithrough 

iperformance icontracting iinitiatives. iThe iresearch iemphasized ithe iimportance iof ipublic 

icorporations ibeing iable ito isustain ithemselves ito iremain iviable iand ithrive. iThis inecessitates 

iintegrating iknowledge, iskills iand iattitudes iinto ioperations iand isetting iperformance itargets ion ian 

iannual ibasis. iHowever iit iis iimportant ito inote ithat ithis istudy ispecifically ifocused ion ithe iPostal 

iCorporation iof iKenya ithan ipublic isecondary ischools, ilike ithe istudy iaims ito iexamine. 
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2.5 Theoretical Framework 

2.5.1 Contingency Theory  

Contingency theory, developed by Silverman in 1970 proposes that an organizations internal 

structure and systems are directly influenced by its environment. This theory explores the 

factors that connect performance to environmental pressures. According to contingency theory 

any actions taken within an organization must align with its circumstances. That's why it's not 

advisable to transfer a nonperformance management system from one organization to another 

without considering the factors. The dynamic nature of these issues necessitates approaches to 

performance management, within organizations. 

The contingency theory of contract appraisal argues that there is no system that can be equally 

applied to all organizations under all conditions. Instead the effectiveness of a system depends 

on contextual factors. It has been observed that variables such as the environment, strategy, 

culture organizational structure, size, technology and ownership structure influence the control 

systems impact. Additionally this theory highlights how non-specific attributes or 

characteristics play a role in designing a management control system, for non-profit 

organizations. The effectiveness of NPOs is contingent upon their environment and 

organizational context.  

2.5.2 Equity theory 

Adams Equity Theory, also known as the Equity Theory of Motivation was developed by John 

Stacey Adams, a psychologist, back, in 1963. This theory suggests that individuals are driven 

by the desire for fairness. In terms it states that if someone perceives an inequality between 

themselves and a colleague they would adjust their work to restore fairness in their eyes. For 

instance if an employee finds out that a coworker who does the job is earning money they might 

choose to reduce their workload in order to achieve what they perceive as fairness. Building 



 

22 

 

upon this idea Adams Equity Theory tells us that the an individuals sense of fairness (equity) 

the more motivated they will be. On the hand if someone feels treated unfairly it can lead to 

demotivation. 

The equity theory revolves around an individuals perception of fairness. When applying this 

theory within performance contracts at institutions or organizations it involves finding a balance 

between assessing an employees contributions, to their job and providing compensation and 

rewards for their achievements. Generally speaking, paid and well rewarded employees tend to 

be more motivated to maintain performance levels on the job. Therefore the Equity Theory 

operates in two ways. 

The first step involves evaluating ones balance, between what we put into something and what 

we get out of it. The second step involves assessing the input output ratios of our colleagues or 

friends. Input can encompass elements, like loyalty, commitment and skill while output can 

consist of rewards, praise and increased responsibilities. 

2.5.3 Goal-Setting Theory 

During the 1960s Edwin Locke proposed the Goal setting theory of motivation. This theory 

suggests that task performance is closely tied to goal setting. It states that specific and 

challenging goals, accompanied by feedback contribute to task performance. In terms goals 

provide employees with a sense of direction. Indicate the level of effort required. The desire to 

achieve a goal serves as a source of job motivation. Clear specific and challenging goals tend 

to be more motivating, than general and vague ones. 

According to the goal setting theory the decision to set a goal arises from dissatisfaction with 

performance levels. Setting a goal involves establishing a framework that guides actions and 

behaviors towards improving performance. By setting a goal individuals modify their behavior 

in order to work towards achieving that objective. The theory predicts that people will exert 
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effort in pursuit of their goals which ultimately affects their performance. Through goal setting 

there exists a linear relationship, between the difficulty of the goal the level of performance 

achieved and the amount of effort exerted. 

Long as individuals remain dedicated, to their objectives possess the skills to achieve them and 

avoid conflicting goals this relationship will maintain a positive trajectory (Locke & Latham 

2006). According to Locke and Lathams theory of goal setting specific conditions must be met 

for this to occur. 

2.5.4 Expectancy Theory 

Decenzo (2008) proposed a theory that suggests the strength of our inclination to act in a way 

depends on two factors; our expectation of the outcome that will follow our actions and how 

appealing that outcome's, to us. According to Decenzo this theory encompasses three variables. 

The first variable is attractiveness, which refers to the significance a places on the rewards or 

outcomes they can achieve through their job. It takes into account their needs. The second 

variable is performance reward linkage, which relates to an individuals belief in how 

performing at a level will lead them to obtain job outcomes. The third variable is effort 

performance linkage, which primarily concerns an individuals perception of how their exerted 

effort will result in job performance. Although these concepts may appear complex it is evident 

that individuals are driven by their goals and their perception of how valuable performance's, 

in achieving those goals. 

The expectancy theory applies well to this study as it explains how individuals adjust their 

behavior based on the anticipated satisfaction they expect from achieving goals. The theory of 

expectancy suggests that the inclination to act in a way is influenced by both the expectation of 

an outcome and the desirability of that outcome, for the individual. When faced with choices 

peoples decisions are influenced by psychological factors. Expectancy refers to how someone 



 

24 

 

believes in the possibility of a result. If an individual believes that their efforts will lead to 

success they will be more motivated to engage in their work. Expectancy is significant because 

it assumes that behavior is driven by ones belief, in their ability to achieve goals. 
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2.6 Conceptual Framework 

Conceptual framework provides a link between independent and dependent variables. 

Independent Variables      Dependent variable 

  Performance contracting                                         Employee’s performance     

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1 Conceptual Framework 

2.7 Research Gaps 

Most of the reviewed literature agree to the influence of performance contract on employee 

performance. However, most of the reviewed literature focuses on other organizations besides 

learning institutions as it is the case of the current study. Wellin (2016) conducted a study to 

examine how institutions may improve their conditions of contracting enhance firm employees’ 
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performance. The results of the study show that more flexible condition of contracting could 

lead to employee commitment in working, conducive terms of review such annually review of 

the contracted terms and making improvement changes such extension of the working con has 

direct influence on employee motivation hence positive impact on employee’s performance. 

The study however focused generally on institutions unlike the current study which focuses 

specific on secondary public schools.  

In a study conducted by Omwoyo (2017) the factors impacting the performance of contracted 

employees were examined. The findings revealed that Almasi Beverages Limited provides 

training to all its staff, which contributes to improving the role performance of contracted 

employees. It's worth mentioning that this study was conducted in the beverage industry 

whereas our current study focuses on a learning institution. Another research, by Odongo and 

Wang (2017) aimed to determine the influence of performance contracts on the performance of 

Kenya Agricultural Research Institute. The results indicated that performance contracting has 

an impact, on setting standards and achieving performance targets within organizations as 

supported by evidence. However it's important to note that their study was conducted within a 

research institute whereas ours is focused on a learning institution. 
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CHAPTER THREE: RESERCH METHODOLOGY AND DESIGN 

3.0 Introduction  

The chapter provides an overview of the research design the individuals involved in the study 

how the sample was chosen and who it represents the methods used for sampling the tools used 

for data collection, how validity and reliability were ensured and how the data was processed. 

Lastly ethical considerations are discussed.  

3.2 Research Methodology  

The research utilized a combination of qualitative methods to gather data. 

3.3 Research Design  

A research design refers to the way data is collected and analyzed in a study taking into account 

how they relate to the research objectives (Akhtar, 2016). For this study a descriptive research 

design was used. Descriptive research design is employed to depict the characteristics of a 

population or phenomenon being investigated (Bloomfield & Fisher 2019). In this case the 

study aims to describe how performance contracting affects employee performance, in 

secondary schools located in Nandi County. Descriptive research design proves valuable when 

researchers seek information about the state of a population or phenomenon under investigation. 

Hence it is a choice, for this study. Moreover employing research design allows for addressing 

the research questions. 

3.4 Location of the Study  

The research was conducted in Mosop sub County, which's part of Nandi County. Nandi County 

is one of the 47 counties, in Kenya. Is situated in what used to be the Rift Valley Province. 

Nandi has six sub counties namely; Mosop Sub County, Emgwen Sub County, Aldai 

Subcounty, Tinderet Sub County, Nandi Hills Sub County and Chesumei Sub County. The area 

of focus for this study was public secondary schools in Mosop sub county. Mosop sub-County 
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was chosen for this study because there is rise in low employee performance in public secondary 

schools in the Sub County (Cheruiyot, Kibett & Ngeno, 2020) This has led to a number of 

negative consequences. Students are not receiving the education they need to succeed, and the 

quality of education in the sub county is declining. This is a problem that needs to be addressed 

in order to ensure that all students have the opportunity to succeed. In order to address this 

problem there is need to look at influence of performance contracting on employee 

performance. 

3.5 Target Population 

The itarget ipopulation ipertains ito ithe igroup ithat's irelevant, ito ia ispecific istudy. iAccording ito 

iMugenda iand iMugenda i(2003) ia ipopulation iis icomposed iof iindividuals ior iobjects ithat ishare 

icharacteristics. iThe istudy itargeted itwenty ipublic isecondary ischools isince iin ithe isub icounty ithere 

iare i20 isecondary ischools. iThe istudy ipopulation icomprised iof i20 iBoard iof iManagement 

iChairpersons, i20 iprincipals iand i208 iteachers ibecause ithey ihave iinformation iconcerning iinfluence 

iof iperformance icontracting ion iemployee iperformance iin ipublic isecondary ischools iin iNandi  

iCounty: iA iCase iOf iMosop iSub iCounty. iTarget ipopulation iis ipresented iin iTable i1. 

Table 1 Target Population 

Category  Target Population 

BOM Chairpersons 20 

Principals 20 

Teachers 208 

Total 248 
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3.6 Sample Size and Sampling technique 

The sample size is a term used to describe a group of individuals that is selected to represent 

the population (Singh & Masuku 2013). The iresearcher idetermined ithe isample isize, ifor 

ihouseholds iusing ithe iYamane iformula i(1967). 

 i 

Where in iis ithe isample isize irequired i 

 iN iis ithe ipopulation isize i=248 

e iis ithe ilevel iof iprecision i=0.05 

n i=248 i/ i(1+248 i*0.052) 

n i=153 

The study adopted stratified sampling and purposive sampling to select respondents. The 

researcher stratified schools into 20 strata. The researcher then selected proportionately the 

teachers from each stratum. Simple random sampling was used to determine the teachers to 

participate in the study because they had equal chance of being selected. Purposive sampling 

was used to select BOM Chairpersons and the principals because they were automatically 

selected from the 20 selected schools.  

Table 2 Sample Size 

Category  Sample Size 

BOM Chairs 20 

Principals 20 

Teachers 113 

Total 153 

 

3.7 Research Instruments 

The study made use of primary data in this study. The most common methods of data collection 

in descriptive survey design are the questionnaire and interviewing (Orodho, 2003). The study 
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used structured questionnaire to be administered to the population of 150 Public secondary 

school BOM chairs, principals and teachers in the selected 20 schools from Mosop Sub County. 

The questionnaire had two sections. The first section obtained general information from the 

respondent while the other section obtained information pertaining to the introduction of PC.  

3.8 Piloting of Research Instruments  

In Elgeyo Marakwet County a preliminary test was carried out during which 15 questionnaires 

were distributed. These questionnaires accounted for 10% of the population (Maiyaki & 

Mokhtar 2011). Through the pilot study, the researchers were able to determine the consistency 

of responses made by respondents based on the outcomes of the piloted research instruments. 

3.8.1 Validity of Research Instruments  

To ensure the credibility of the study there was measures. First the study carefully tested the 

data collection tool. Reviewed the instruments with the guidance of a research expert. 

Additionally the study conducted an extensive literature review to develop the questionnaire 

content. During data collection the researcher personally introduced himself to the respondents. 

Explained the purpose of the study, in a manner. It was crucial for the researcher to maintain a 

relationship with the participants to minimize any bias or influence on their responses.  

3.8.2 Reliability of Research Instruments  

To ensure reliability a pilot test was conducted with 15 subjects who were not part of the sample. 

The data collected during the pilot test was analyzed using SPSS version 21 (Statistical 

Package, for Social Sciences). SPSS provides two pieces of information; the "correlation 

matrix" and the "view alpha if item deleted" column. It's important for researchers to remove 

items or statements that have values of 0s, 1s or negatives. By examining the "alpha if item 

deleted" column researchers can determine if removing items can improve the reliability. Items 

that significantly enhance reliability should be eliminated while still maintaining at 80% of the 
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content. The reliability coefficient (alpha) ranges from 0 to 1 where a value of 0 indicates error 

and a value of 1 signifies no error all. A reliability coefficient (alpha) equal to or higher, than.70 

is considered acceptable (Norland, 1990). The results of the reliability test can be found in Table 

3. 

Table 3 Reliability Test 

 Variables Cronbach's Alpha N of Items 

Condition of Contracting  .773 5 

Nature of Contracting  .724 7 

Type of Contracted Job  .777 5 

Expected contractual Output  .729 6 

Employee’s performance .758 6 

 

3.9 Data Collection Procedures  

The iresearcher isought iapproval ifrom iMount iKenya iUniversity ithrough iEthics iReview iCommittee 

i(ERC) iwhich iwas iused ito iseek ipermission ifrom iNational iCommission iFor iScience, iTechnology 

iand iInnovation i(NACOSTI) iand iauthorization ifrom ithe iselected ischools. For the schools that are 

far from all-weather roads, the researcher made use of a motor-bike. The researcher personally 

dropped and picked the questionnaires in order to minimize chances of manipulation of data. 

The information collected formed the basis of the study conclusions on the factors influencing 

the implementation of performance contracts in public secondary school in Kenya.  

3.10 Data Analysis 

The icollected iquestionnaires iwere. iCombined iusing ithe iSPSS isoftware i(Statistical iPackage, ifor 

iSocial iSciences) iVersion i25 ito ianalyze ithe idata. iDescriptive istatistics iwere iemployed ito iexamine 

ithe icharacteristics iof ithe ipopulation. iAs iper iKothari i(2013) idescriptive istatistics ican ibe iused ito 

iidentify ipatterns iand idescribe idata icharacteristics. iInferential istatistics, ilinear iregression iwere 
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iutilized ito idemonstrate irelationships ibetween ithe iindependent iand idependent ivariables, iin ithe 

istudy. iDescriptive istatistics iaided iin iorganizing iand idescribing ia idataset iwhile iExcel iwas iused ito 

ipresent ithe ianalysis ithrough itables, igraphs, ipie icharts iand ipercentages iin iorder ito iprovide 

iinterpretations iof ithe iresponses.  

3.11 Ethical Considerations  

Ethics are the standards for conduct that differentiates between acceptable and unacceptable 

behavior. Several ethical issues can emerge during the academic research, writing, and 

publishing processes (Resnik,2015). Prior to carrying out the study, the researcher sought 

research authorization from National Commission for Science, Technology and Innovation and 

the ministry of education. The researcher also informed the respondents in advance on the 

intention to carry out the study. During data collection, the respondents was guaranteed of 

confidentiality of information they provided and needed to sign an informed consent before 

participating in the study. No information that discloses the identity of any individual was added 

to the final report or in any other communication put together in the course of the study, except 

if the individual concerned gave permission in writing to its insertion beforehand. Additionally, 

honesty was observed. Data, results, methods and procedures were truthfully reported. There 

was no falsifications, forging, or misrepresentation of data. The researcher were put effort to 

avert bias in data analysis, data interpretation and other particulars of research where objectivity 

is required. The researcher also guaranteed integrity, assurances and agree to act with honesty, 

ensure consistency of thought and action while carrying out research. 
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CHAPTER FOUR:  

RESEARCH FINDINGS AND DISCUSSIONS 

4.0 Introduction 

This chapter involved the analysis and presentation of the collected data. The analysis 

encompassed the utilization of descriptive statistical measures like averages and standard 

deviations for data examination. Subsequently, the outcomes were visually represented through 

the incorporation of tables and graphs. 

4.1 Response Rate 

Despite dispatching 153 surveys, only 127 were retrieved, leading to a commendably high 

response rate of 83.0%. Roughly 17.0% of surveys were not returned, constituting the non-

response rate, with 26 questionnaires remaining unaccounted for. The scholars posit that the 

slight portion of non-participation had negligible influence on the findings, ascribing it to 

potential factors like respondents' disinclination to fill out the surveys, time constraints, or 

unavailability during the data gathering process. 

Table 4 Response Rate 

Responses Frequency Percentages 

Responded  127 83.0 

Not responded 26 17.0 

Total 153 100 

 

Given that this rate exceeded 50%, it satisfied Mugenda's criteria for statistical analysis (2010). 

4.2 Respondents’ General Information 

In this study, the researchers assessed various individual aspects of the participants, such as 

their workforce size and tenure in their respective roles. The purpose behind analyzing these 
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factors was dual-fold: firstly, to minimize any potential impact they might exert on the research 

outcomes, and secondly, to enhance insight into the demographic backdrop of the investigation. 

As highlighted by Kipkebut (2010), outlining the characteristics of the sample sets the stage for 

a comprehensive interpretation of the results, aligning with the study's aims. The examined 

respondent attributes included gender, age category, educational history, and years of 

experience. 

4.2.1 Gender of the Respondents 

The main aim of the research was to ascertain the gender of the participants, as illustrated in 

Table 5, offering a summary of the distribution of respondents' genders. 

Table 5 Gender of the Respondents 

Gender Frequency  Percent  

Males 66 52.0 

Females 61 48.0 

Total 127 100 

 

The analysis of the data presented in Table 5 reveals that there was a slight difference in the 

gender distribution among the participants. Out of the total respondents, 66 (52.0%) were males, 

while 61(48.0%) were females. This suggests a balanced representation of both genders in the 

study, indicating that equal opportunities were provided for their inclusion. 

4.2.2 Education Level of the Respondents 

The researcher also aimed to ascertain the educational background of the participants. The study 

findings are illustrated in Table 6. 
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Table 6 Education Level of the Respondents 

Education Level Frequency  Percent 

Certificate/Diploma     57 44.9 

Undergraduate degree      38 29.9 

Masters 

PHD  

    21 

   11                                           

16.5 

  8.7 
Total     127  100 

 

Table 6 shows that 57(44.9%) indicated that they had a Certificate and diploma level of 

education, 38(29.9%) indicated that they had Undergraduate degree level of education, 

21(16.5%) had masters and finally 11(8.7%) had a PHD level of education. This showed that 

majority of the respondents with 44.9% of the participants having a certificate and diploma 

level of education. The significance of the majority of respondents' educational background can 

be gleaned from the distribution of their educational levels as outlined in the provided 

paragraph. The data illustrates that out of the total respondents, 44.9% held certificates and 

diplomas, making them the largest subgroup. This statistic is noteworthy because it signifies 

that a substantial proportion of participants possess foundational or practical qualifications, 

which could have implications for their skill set and potential career paths. The paragraph's 

statements also reveal that while other educational levels like undergraduate degrees, master's 

degrees, and PhDs are represented, they constitute smaller percentages of the overall respondent 

pool. 

4.2.3 Age Bracket of the Respondents  

Furthermore, the researcher's objective was to determine the age groups of the participants. The 

results of this study are displayed in Table 7. 
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Table 7 Age Bracket of the Respondents 

Age Bracket Frequency  Percentage  

Below 25 years   49 38.6 

25 - 34 years 37 29.1 

35 - 44 years 

 

 

 

22 17.3 

45 - 50years  13 10.2 

51 and Above 6   4.7 

Total 127  100 

 

According to the data summarized in Table 7, the age distribution of the research participants 

can be described as follows: 49 (38.6%) of them fell below the age bracket of below 25 years, 

37 (29.1%) were between 25-34 years old. Additionally, 22 (17.3%) of the respondents were 

aged between 35-44 years, while 13(10.2%) were in the 45-50 age range. Lastly, 6 (4.7%) of 

the participants were 51 years of age and older. Table 4.3 indicates that a significant portion of 

the respondents were below 25 age range, which allows them to better understand the 

characteristics and perspectives of the largest segment of the population under study. 

4.2.4 Years of Operation 

The study however sought to determine the years the respondents have been in the organization. 

Table 8 Years of Operation 

Age Bracket Frequency  Percentage  

Below 5 years   58 45.7 

 5 - 10 years 36 28.3 

11 - 20 years 

 

 

 

19 15.0 

21 - 30years    9   7.1 

31 and Above   5   3.9 

Total 127  100 
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Table 8 shows that majority 58(45.7%) of the subjects indicated that they had worked in the 

organization for a period of less than 5 years, 36(28.3%) indicated that they had worked for 5 

to 10 years, 19(15.0%) had worked for 11 to 20 years, 9(7.1%) had worked in an organization 

for a period of 21- 30 years and finally 5(3.9%) indicate that they had worked in the school for 

more than 31 years. This indicates that a considerable number of respondents had fewer than 5 

years of experience, implying that a significant segment of the participants were relatively 

inexperienced. 

4.3 Condition of Contracting Influence on Employee Performance  

The study sought to assess the condition of contracting influence on employee performance in 

public secondary schools in Nandi county, a case of Mosop sub county. Participants were 

requested to express their viewpoints using a 5-point Likert scale that spanned from 1 to 5. The 

scale's values denoted different levels of agreement: 1 for "strongly disagree," 2 for "disagree," 

3 for "neutral," 4 for "agree," and 5 for "strongly agree." An evaluation of the average scores 

derived from the responses was conducted on a continuous spectrum. Ratings below 1.5 were 

categorized as "strongly disagree," while scores falling between 1.5 and 2.4 were classified as 

"disagree." Similarly, scores ranging from 2.5 to 3.4 were interpreted as "neutral," those 

between 3.5 and 4.5 were considered "agree," and ratings surpassing 4.5 were designated as 

"strongly agree." A total of five statements were utilized to assess the condition of contracting 

influence on employee performance in public secondary schools in Nandi county, and 

participants' responses were collected using a 5-point Likert scale as shown in Table 9. 
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Table 9 Condition of Contracting Influence on Employee Performance 

Statement   SA A N D SD Mean Sd 

1. I am confident in my ability to 

meet my performance goals 

under the current contracting 

conditions. 

F 

% 

38 

29.9 

48 

37.8 

6 

4.7 

20 

15.7 

15 

11.8 

3.58 

 

1.37 

 

2. I feel that the current 

contracting conditions provide 

me with the resources and 

support I need to be 

successful. 

F 

% 

42 

33.1 

51 

40.2 

4 

3.1 

21 

16.7 

9 

7.1 

 

3.76 1.27 

3. I am satisfied with the level of 

communication I receive from 

my manager and other 

stakeholders under the current 

contracting conditions. 

F 

% 

42 

33.1 

56 

44.1 

7 

5.5 

12 

9.4 

10 

7.9 

3.85 1.21 

4. I believe that the current 

contracting conditions are fair 

and equitable. 

F 

% 

39 

30.7 

49 

38.6 

7 

5.5 

18 

14.2 

14 

11.0 

3.64 1.34 

5. I am motivated to perform my 

job well under the current 

contracting conditions. 

F 

% 

36 

28.3 

52 

40.9 

4 

3.1 

23 

18.1 

12 

9.4 

3.61 1.32 

 

According to Table 9 findings indicates that 86(67.7%) of the respondents agreed and 

35(27.5%) of the respondents disagreed that they confident in my ability to meet my 

performance goals under the current contracting conditions. More, the study’s findings revealed 

that the respondents agreed in terms of mean and standard deviations that they are confident in 

their ability to meet my performance goals under the current contracting conditions (mean=3.58 

standard deviation=1.37). The study done by Rouault, Dayan and Fleming, (2019) Observe that 

variations in self-assurance play a role in shaping overall self-perceived errors (SPEs), in 

addition to factual correctness and response speed. These results establish a connection between 

assessing localized confidence and overarching SPEs, substantiating the significance of 

confidence in governing higher-level behavioral processes. 
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Furthermore, 93(73.3%) agreed and 30(23.6%) disagreed that they feel that the current 

contracting conditions provide me with the resources and support they need to be successful. 

In terms of mean and standard deviations the respondents agreed that they feel that the current 

contracting conditions provide me with the resources and support they need to be successful 

(mean=3.76, standard deviation=1.27). According to the study done by Ghaffar, Burman and 

Braimah, (2020) Unveiled that governmental regulations setting re-use and recycling standards 

for each new project can significantly enhance circular practices in the construction sector.  

Further, majority of the respondents 98(77.2%) of the respondents agreed and those who 

disagreed 22(17.3%) that they are satisfied with the level of communication they receive from 

my manager and other stakeholders under the current contracting conditions. Furthermore, the 

study's findings revealed that participants agreed (mean=3.85, standard deviation=1.21) that 

they are satisfied with the level of communication they receive from my manager and other 

stakeholders under the current contracting conditions. Lavner, Karney and Bradbury (2016) 

express concerns, about prioritizing couple communication skills as the predictor of 

relationship satisfaction. They also raise inquiries regarding factors that could potentially 

influence communication and satisfaction as well, as how they interact with each other.  

The study further revealed that 78(69.3%) of the respondents agreed that the they believe that 

the current contracting conditions are fair and equitable.  However, 31(25.2%) of the 

respondents disagreed that they believe that the current contracting conditions are fair and 

equitable. Additionally, the study results on mean and standard deviation revealed the 

respondents agreed that they believe that the current contracting conditions are fair and 

equitable. (Mean=3.64, standard deviation=1.34). According to the study done by Rao, Min 

and Mastrucci (2019) reveals that our estimates fall within these countries’ energy demand 

projections in global scenarios of climate stabilization at 2 °C, but to different extents.  
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Lastly, 88(69.2%) of the response agreed that they are motivated to perform their job well under 

the current contracting conditions while 35(27.5%) disagree that they are motivated to perform 

their job well under the current contracting conditions. Similarly, the standard deviation and 

mean rating reveals that the respondents agreed that they are motivated to perform their job 

well under the current contracting conditions (mean=3.61, standard deviation=1.32). According 

to a study conducted by Niati, Siregar and Prayoga (2021) it has been demonstrated that both 

training and motivation play roles in enhancing job performance. It is believed that when 

employees receive training and are adequately motivated their career development can greatly 

benefit within the workplace.  

4.3.1 Linear Regression Model of the Condition of Contracting Influence on Employee 

Performance  

The linear regression analysis examines how the performance of employees, which is the 

dependent variable, is influenced by the independent variable condition of contracting. The 

subsequent sections present the outcomes of this analysis 

Table 10 Model Summary  

R R Square Adjusted R Square Std. Error of the Estimate 

.854a .730 .727 .45606 

 

The correlation coefficient (R). Coefficient of determination (R2) indicate the level of 

association, between the influence of Contracting Conditions and employee performance in 

secondary schools located in Nandi county. The findings from Table 10 reveal that R2 = 0.730 

and R = 0.854. The strong linear relationship denoted by the R value showcases a connection 

between contracting conditions and employee performance in secondary schools within Nandi 

county. Moreover the R2 value indicates that 73.0% of the variation in Employee Performance 
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can be explained by the variables related to contracting conditions. This suggests that 

Contracting Conditions have an impact on employee performance within secondary schools 

situated in Nandi county. These results align with Sintemas findings (2020) which state that if 

the COVID 19 epidemic is not promptly controlled and considering the closure of schools 

nationwide there is a likelihood of a decline in pass rates for secondary school students, during 

this years examinations. 

The analysis of variance was employed in the study to determine if the model's predictive 

capabilities surpassed those of the mean, as illustrated in Table 11. 

Table 11 Regression Model Fitness Results 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Regression 70.123 1 70.123 337.147 .000b 

Residual 25.999 125     .208   

Total 96.122 126    

 

Based ion ithe idata, iin iTable i11 ithe iF itest iprovides ian iassessment iof ithe isignificance iof ithe iregression 

imodel ithat iwas iestablished. iThe iF ivalue iindicates ithe iimportance iof iall ithe ivariables iincluded iin 

ithe iequation iconfirming ithat ithe iregression iis iindeed isignificant. iThe iresulting iF istatistics i(F i= 

i337.147) iwere ihighly isignificant iwith ia ip ivalue iof i0.000 iwhich iconfirms ithat ithe imodel iis ia ifit. 

iTherefore iwe ican iconclude ithat ithere iis ia irelationship ibetween ithe iinfluence iof icontracting 

iconditions iand iemployee iperformance, iin ipublic isecondary ischools ilocated iin iNandi icounty. 

Table 11 Regression Model Coefficients   

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .595 .170   3.497 .001 

Condition of 

Contracting  
.849 .046 .854 18.362 .000 
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The istudy iresults iin iTable i11 irevealed ithat ithere iwas ipositive ilinear iinfluence iof iinfluence iof 

irecognition ion iemployee’s iperformance. iSince i(β1=0.595, ip=0.000<0.05), ithe istudy irejected ithe 

ifirst inull ihypothesis iH01 iand iconcluded ithat ithe iConditions iof icontracting ihas ia isignificant 

iinfluence ion iemployee’s iperformance. iHowever, ithis ireveals ithat ian iincrease iin icondition iof 

icontracting iincreases iemployee iperformance iby i0.849 iunits. iTherefore, ithe icoefficients igenerated 

ithe iregression iequation ias iexpressed iby; 

Y =0.595 +0.849X1 ………………………………………………. Equation 4.1  

4.4 Nature of Contracting on Employee performance  

The study sought to assess the nature of contracting on employee performance in public 

secondary schools in Nandi county, a case of Mosop sub county. Participants were requested 

to express their viewpoints using a 5-point Likert scale that spanned from 1 to 5. The scale's 

values denoted different levels of agreement: 1 for "strongly disagree," 2 for "disagree," 3 for 

"neutral," 4 for "agree," and 5 for "strongly agree." An evaluation of the average scores derived 

from the responses was conducted on a continuous spectrum. Ratings below 1.5 were 

categorized as "strongly disagree," while scores falling between 1.5 and 2.4 were classified as 

"disagree." Similarly, scores ranging from 2.5 to 3.4 were interpreted as "neutral," those 

between 3.5 and 4.5 were considered "agree," and ratings surpassing 4.5 were designated as 

"strongly agree." A total of seven statements were utilized to assess the Nature of Contracting 

on Employee Performance in public secondary schools in Nandi county, and participants' 

responses were collected using a 5-point Likert scale as shown in Table 12. 
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Table 12 Nature of Contracting on Employee performance 

Statement   SA A N D SD Mean Sd 

1. Long term or short-term 

employees’ contract does not 

influence their performance 

F 

% 

41 

32.3 

56 

44.1 

7 

5.5 

14 

11.0 

9 

7.1 

3.83 

 

1.20 

 

2. Written contract is more 

secure than unwritten contract 

F 

% 

35 

27.6 

67 

52.8 

8 

6.3 

10 

7.9 

7 

5.5 

3.89 1.07 

3. I am clear about my roles and 

responsibilities. 

F 

% 

43 

33.9 

53 

41.7 

6 

4.7 

18 

14.2 

7 

5.5 

3.84 1.20 

4. I feel that my work is 

meaningful and contributes to 

the organization's goals. 

F 

% 

36 

28.3 

49 

38.6 

7 

5.5 

20 

15.7 

15 

11.8 

3.56 1.36 

5. I trust my manager to be fair 

and supportive 

F 

% 

36 

28.3 

56 

44.1 

9 

7.1 

19 

15.0 

7 

5.5 

3.75 1.18 

6. I feel that I have a voice in the 

decision-making process. 

F 

% 

43 

33.9 

53 

41.7 

6 

4.7 

16 

12.6 

9 

7.1 

3.83 1.23 

7. I am satisfied with my 

compensation and benefits. 

F 

% 

44 

34.6 

47 

37.0 

10 

7.9 

17 

13.4 

9 

7.1 

3.79 1.25 

 

Table 12 shows that 97(76.4%) of the respondents agreed that Long term or short-term 

employees’ contract does not influence their performance. However, 23(18.1%) of the 

respondents disagreed that Long term or short-term employees’ contract does not influence 

their performance. As per the survey results, the participants agreed in terms of mean and 

standard deviation that long term or short-term employees’ contract does not influence their 

performance (Mean, =3.83, Std. dev=1.20). Based on the research conducted by Visnjic 

Wiengarten and Neely (2016) it is suggested that the interaction, between service business 

model innovation and product innovation leads to long term performance advantages despite 

some short term performance trade offs.  
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On top of the above findings, other findings indicated majority of the respondents 102(80.4%) 

agreed that written contract is more secure than unwritten contract. However, 10(8.7%) of the 

respondents disagreed that written contract is more secure than unwritten contract. Further, the 

study findings also indicated, in terms of mean and standard deviation the respondents agreed 

that written contract is more secure than unwritten contract (Mean=3.89, standard 

deviation=1.07). The study done by Bernstein, (2022) merchant-court system established by 

the NGFA presents a unique chance to practically investigate and reassess the Code's quest for 

inherent business standards. This occurs within a setting where the issues of legal expenses and 

institutional capability, which have primarily dominated discussions about the Code's legal 

method, are noticeably not present.  

However, 96(75.6%) of the responders agreed and 25(19.7%) disagreed that they are clear about 

their roles and responsibilities. The study results showed in terms of mean and standard 

deviations that the respondent agreed that they are clear about their roles and responsibilities, 

(mean=3.84, standard deviation=1.20). According to a study conducted by Johnson and Butcher 

(2021) the research findings align with the notion that doctors should be supported in their 

response, to the pandemic by meeting the increasing demand for assistance. However it is 

important to recognize that those who go above and beyond, in making sacrifices and putting 

in effort deserve obligations in return. 

However a majority of the respondents (66.9%) expressed agreement, with the notion that their 

work holds significance and contributes effectively to the goals of the organization. On the hand 

a smaller percentage (27.5%) disagreed with this statement. The statistical analysis, based on 

standard deviation indicates that most respondents were in favor of believing that their work is 

meaningful and contributes to objectives (mean=3.56, standard deviation=1.36). According to 
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a study conducted by Vaccaro, Jansen, Van Den Bosch and Volberda in 2012 both leadership 

behaviors play a role, in driving management innovation. 

Furthermore, 92(72.4%) of the respondents agreed that they trust their manager to be fair and 

supportive. While 26(20.5%) of the respondent disagreed that they trust their manager to be fair 

and supportive. There standard deviations and mean reveals that the respondents agree that they 

trust their manager to be fair and supportive is, (mean=3.75, standard deviation =1.18). 

According to Lee, (2021) indicated that feelings like unease, tension, perceived injustice, a 

sense of being lesser, and susceptibility are elicited by the perception of unfairness and by 

comparing one's own decisions or resources with those of higher-level reference individuals, 

such as the management (emotion arising from upward social comparison). 

Further, 96(75.6%) of the respondents agreed with the statement they feel that they have a voice 

in the decision-making process. However, 25(19.7%) of the respondents disagreed that they 

feel that they have a voice in the decision-making process. From mean and standard deviation, 

the respondents agreed that they feel that they have a voice in the decision-making process, 

(Mean, =3.83, Std. dev=1.23). However, a study by Porumbescu and Grimmelikhuijsen, (2018) 

reveal that participants are least inclined to voice opposition when a decision-making process 

is fair and transparency high.  

Lastly, 91(71.6%) of the response agreed that they are satisfied with their compensation and 

benefits while 26(20.5%) disagree that they are satisfied with their compensation and benefits. 

Similarly, the standard deviation and mean on the statement that they are satisfied with their 

compensation and benefits. is (mean=3.79, standard deviation=1.25). The findings by Hur, 

(2018) motivators identified in prior research had a favorable impact on the job contentment of 

public managers. Additionally, contrary to Herzberg's study predictions, the presence of 

hygiene factors did not influence the job satisfaction of these public managers. 
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4.4.1 Linear Regression Model of Nature of Contracting on Employee Performance  

The linear regression analysis examines how the employee performance, which is the dependent 

variable, is influenced by the independent variable Nature of Contracting The subsequent 

sections present the outcomes of this analysis 

Table 13 Model Summary  

R R Square Adjusted R Square Std. Error of the Estimate 

.887a .786 .785 .40534 

 

The R squared (R2) and correlation coefficient (R) provide insight, into the relationship between 

the nature of contracting and employee performance in schools located in Nandi county. 

According to Table 13 the linear regression results reveal an R2 value of 0.786 and an R value 

of 0.887. The strong R value indicates a linear relationship between the nature of contracting 

and employee performance in secondary schools within Nandi county. Additionally the R2 

value suggests that 78.6% of the variation in employee performance can be explained by the 

regression models variables. In terms this means that the nature of contracting has influenced 

employee performance in secondary schools, within Nandi county. These results agreed 

with Kagema and Irungu, (2018) discovered that teacher evaluations had an impact on teacher 

performance. Overall, educators perceived that government regulations were disadvantageous 

for their professional growth, and they held negative views about the implementation of these 

policies. 

The analysis of variance was employed in the study to determine if the model's predictive 

capabilities surpassed those of the mean, as illustrated in Table 14. 
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Table 14 Regression Model Fitness Results 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Regression 75.584 1 75.584 460.024 .000b 

Residual 20.538 125     .164   

Total 96.122 126    

 

From iTable i14 ithe iF-test ioffers ia icomprehensive ievaluation iof ithe isignificance iof ithe iestablished 

iregression imodel. iThe iF ivalue iindicates ithe isignificance iof iall ithe ivariables, iin ithe iequation 

iverifying ithe iimportance iof ithe iregression. iThe iF istatistics igenerated i(F i= i460.024) iwere 

isignificant iat ip=0.000 ithus iconfirming ithe isuitability iof ithe imodel iand iestablishing ia iconnection 

ibetween iContracting iNature iand iEmployee iPerformance iin ipublic isecondary ischools, iin iNandi 

icounty. 

 iTable i15 iDisplays ithe iβ-value iestimates iand iillustrates ithe ipredictor's icontribution ito ithe imodel. 

Table 15 Regression Model Coefficients   

 Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

(Constant) .370 .156   2.371 .019 

Nature of Contracting .911 .042 .887 21.448 .000 

 

The istudy iresults iin iTable i15 irevealed ithat ithere iwas ipositive ilinear iinfluence iof iinfluence iof 

irecognition ion iemployee’s iperformance. iSince i(β2=0.370, ip=0.000<0.05), ithe istudy irejected ithe 

isecond inull ihypothesis iH02 iand iconcluded ithat ithe iNature iof iContracting ihas ia isignificant 

iinfluence ion iemployee’s iperformance. iHowever, ithis ireveals ithat ian iincrease iin iNature iof 

iContracting iIncreases iEmployee iPerformance iby i0.911 iunits. iTherefore, ithe icoefficients 

igenerated ithe iregression iequation ias iexpressed iby; 
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Y =0.370 +0.911X2 ………………………………………………. Equation 4.2  

4.5 Type of Contracted Job Influence on Employee Performance  

The study sought to assess the type of contracted job influence on employee performance in 

public secondary schools in Nandi county, a case of Mosop sub county. Participants were 

requested to express their viewpoints using a 5-point Likert scale that spanned from 1 to 5. The 

scale's values denoted different levels of agreement: 1 for "strongly disagree," 2 for "disagree," 

3 for "neutral," 4 for "agree," and 5 for "strongly agree." An evaluation of the average scores 

derived from the responses was conducted on a continuous spectrum. Ratings below 1.5 were 

categorized as "strongly disagree," while scores falling between 1.5 and 2.4 were classified as 

"disagree." Similarly, scores ranging from 2.5 to 3.4 were interpreted as "neutral," those 

between 3.5 and 4.5 were considered "agree," and ratings surpassing 4.5 were designated as 

"strongly agree." A total of five statements were utilized to assess the Type of Contracted Job 

influence on Employee performance in public secondary schools in Nandi county, and 

participants' responses were collected using a 5-point Likert scale as shown in Table 16. 
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Table 16 Type of Contracted Job Influence on Employee Performance 

Statement   SA A N D SD Mean Sd 

1. Contracted job offers a higher 

salary. 

F 

% 

39 

30.7 

50 

39.4 

7 

5.5 

19 

15.0 

12 

9.4 

3.67 

 

1.31 

 

2. Contracted job offers more 

flexibility in terms of hours 

and location. 

F 

% 

38 

29.9 

52 

40.9 

8 

6.3 

21 

16.5 

8 

6.3 

3.72 1.23 

3. Contracted job offers the 

opportunity to learn new skills 

and advance my career. 

F 

% 

45 

35.4 

47 

37.0 

9 

7.1 

17 

13.4 

9 

7.1 

3.80 1.25 

4. Contracted job that offers a 

good work-life balance. 

F 

% 

39 

30.7 

47 

37.0 

9 

7.1 

22 

17.3 

10 

7.9 

3.65 1.29 

5. Contracted job is familiar with 

me and have a good 

reputation. 

F 

% 

54 

42.5 

42 

33.1 

6 

4.7 

17 

13.4 

8 

6.3 

3.92 1.26 

 

According ito iTable i16, i89(70.1%) iof irespondents iagreed ithat icontracted ijob ioffers ia ihigher isalary. 

iHowever, i31(24.4%) iof irespondents idisagreed ithat icontracted ijob ioffers ia ihigher isalary. 

iFurthermore, ithe isurvey iresults irevealed, iin iterms iof imean iand istandard ideviation, ithat 

irespondents iagreed ithat icontracted ijob ioffers ia ihigher isalary i(Mean=3.67, istandard 

ideviation=1.31). iAccording ito ia istudy, iby iLeibbrandt iand iList, iin i2015 iit iwas idiscovered ithat iin 

isituations iwhere iit iis inot iexplicitly istated ithat iwages ican ibe inegotiated imen itend ito inegotiate ifor 

iwages iwhile iwomen iare imore iinclined ito iindicate itheir iwillingness ito iaccept ia ilower iwage. 

Also, i90(70.8%) iof ithe irespondents iagreed, iand i31(22.7%) idisagreed ithat icontracted ijob ioffers 

imore iflexibility iin iterms iof ihours iand ilocation. iFurther, iresults ialso ishowed ithat iin iterms iof imean 

iand istandard ideviation, ithe irespondents iagreed ithat icontracted ijob ioffers imore iflexibility iin iterms 

iof ihours iand ilocation i(Mean=3.72, istandard ideviation=1.23). iThese ifindings iagree iwith iSpurk 

iand iStraub, i(2020) idiscovered ithat ilevels iof iauthenticity iof icommitment i(AOC) iand ifulfillment iof 
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icompetency ineeds iremained iconsistent, iwhile isatisfaction iwith iautonomy iand 

iinterconnectedness ineeds igrew, iand iemotional iexhaustion ideclined. iAdditionally, ia icorrelation 

iwas iobserved iwhere igreater iinter-individual iAOC icorresponded ito ia islower igrowth irate iof iintra-

individual icontentment iwith iautonomy iand iinterconnectedness ineeds. 

Further, i92(72.4%) iparticipants iagreed ithat icontracted ijob ioffers ithe iopportunity ito ilearn inew 

iskills iand iadvance imy icareer. iHowever, i26(20.5%) iof ithe irespondents idisagreed icontracted ijob 

ioffers ithe iopportunity ito ilearn inew iskills iand iadvance imy icareer. iFurther, ithe istudy iresults ialso 

ishowed imean iand istandard ideviation; ithe irespondents iagreed icontracted ijob ioffers ithe 

iopportunity ito ilearn inew iskills iand iadvance imy icareer i(Mean=3.80, istandard ideviation=1.25). 

iThese ifindings iagree iwith iDuggan, iSherman, iCarbery iand iMcDonnell, i(2020) iintroduces ia ithree-

variant iclassification iof igig iwork, iprimarily icentered ion itechnological ifeatures, iand iexamines iapp-

work's inuanced idimensions, ishedding ilight ion iemployment irelationships, ihuman iresource 

imanagement, iand ithe iinfluence iof ialgorithmic imanagement iin ithe igig ieconomy. i 

The istudy ifurther inoted ithat i86(67.7%) iof ithe iparticipants iagreed, iand i32(25.2%) idisagreed ithat 

icontracted ijob ithat ioffers ia igood iwork-life ibalance. iFurther, ithe istudy iresults ialso ishowed, iin iterms 

iof imean iand istandard ideviation, ithat ithe irespondents iagreed iwith ithe istatement ithat icontracted ijob 

ithat ioffers ia igood iwork-life ibalance i(Mean=3.65, istandard ideviation=1.29). i iAccording ito ithe 

istudy idone iby iRodríguez-Rivero, iYáñez, iFernández-Aller iand iCarrasco-Gallego, i(2020) iindicate 

ithat ithe igreat imyths iof igender iinequality iare istill ialive iin iSpain, iand ithat ia icrisis iof ithis inature ican 

iperpetuate ithem. i 

Finally, iit iwas inoted ithat i96(76.6%) iof ithe iparticipants iagreed ithat icontracted ijob iis ifamiliar iwith 

ithem iand ihave ia igood ireputation. iOn ithe icontrary, iit iwas inoted ithat i25(19.7%) idisagreed ithat 

icontracted ijob iis ifamiliar iwith ithem iand ihave ia igood ireputation. iFurther, iresults ialso ishowed, iin 

iterms iof imean iand istandard ideviation, ithat ithe irespondents iagreed iwith ithe istatement ithat 
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icontracted ijob iis ifamiliar iwith ithem iand ihave ia igood ireputation i(Mean=3.92, istandard 

ideviation=1.26). iThese ifindings iagree iwith iAladwani iand iDwivedi, i(2018) ireveals ithat ithe 

iexpected iquality iof igovernment isocial imedia icontent iimpacts ithe idevelopment iof iestablished 

itrust, isubsequently iaffecting ithe idegree iof iaccepted iadjustment.  

4.5.1 Linear Regression Model of Contracted Job influence on Employee Performance  

The linear regression analysis examines how the employee performance, which is the dependent 

variable, is influenced by the independent variable Contracted Job. The subsequent sections 

present the outcomes of this analysis 

Table 17 Model Summary  

R R Square Adjusted R Square Std. Error of the Estimate 

.933a .870 .869 .31594 

 

The R squared coefficient (R2) and correlation coefficient (R) depict the level of association, 

between the Nature of Contracting and employee Performance in schools located in Nandi 

county. According to the findings presented in Table 17 the linear regression results indicate an 

R2 value of 0.870 and an R value of 0.933. The strong linear relationship suggested by the R 

value highlights a connection between the contracted job influence and Employee Performance 

within secondary schools in Nandi county. Furthermore the R2 value indicates that 87.0% of the 

variation in contracted job influence, on Employee Performance can be accounted for by the 

regression model utilized in this study. 

This implies that contracted job had an influence on employee performance in public secondary 

schools in Nandi county. These results agreed with County and Nandi County (2018) revealed 

that students’ attitudes towards biology and career preference were significantly related to 

performance in the subject. 
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The analysis of variance was employed in the study to determine if the model's predictive 

capabilities surpassed those of the mean, as illustrated in Table 18 

Table 18 Regression Model Fitness Results 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Regression 83.645 1 85.645 837.982 .000b 

Residual 12.477 125     .100   

Total 96.122 126    

 

Based ion ithe iresults ipresented iin iTable i18 ithe iF itest iprovides ian iassessment iof ithe isignificance iof 

ithe iregression imodel ithat iwas iestablished. iThe iF ivalue iindicates ithe iimportance iof iall ivariables 

iconsidered iin ithe iequation ithereby iconfirming ithe isignificance iof ithe iregression. iThe icalculated iF 

istatistics i(F i= i837.982) iwere ifound ito ibe isignificant, iat ip=0.000 ithus iaffirming ithat ithe imodel ifits 

iwell. iConsequently ithere iexists ia irelationship ibetween ijob iinfluence iand iemployee iperformance 

iin ipublic isecondary ischools, iwithin iNandi icounty. 

Table i19 iDisplays ithe iβ-value iestimates iand iillustrates ithe ipredictor's icontribution ito ithe imodel. 

Table 19 Regression Model Coefficients   

 Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

(Constant) .105 .125   .837 .404 

Contracted job influence .978 .034 .933 28.948 .000 

 

The istudy iresults iin iTable i19 irevealed ithat ithere iwas ipositive ilinear iinfluence iof iinfluence iof 

irecognition ion iemployee’s iperformance. iSince i(β3=0.105, ip=0.000<0.05), ithe istudy irejected ithe 

isecond inull ihypothesis iH03 iand iconcluded ithat ithe icontracted ijob ihas ia isignificant iinfluence ion 

iemployee’s iperformance. iHowever, ithis ireveals ithat ian iincrease iin icontracted ijob iinfluence 



 

53 

 

iIncreases iEmployee iPerformance iby i0.978 iunits. iTherefore, ithe icoefficients igenerated ithe 

iregression iequation ias iexpressed iby; 

Y =0.105 +0.978X3 ………………………………………………. Equation 4.3  

4.6 Expected Contractual Output of performance contract on Employee’s Performance  

The istudy isought ito iassess ithe iexpected icontractual ioutput iof iperformance icontract ion iemployee’s 

iperformance ipublic isecondary ischools iin iNandi icounty, ia icase iof iMosop isub icounty. iParticipants 

iwere irequested ito iexpress itheir iviewpoints iusing ia i5-point iLikert iscale ithat ispanned ifrom i1 ito i5. 

iThe iscale's ivalues idenoted idifferent ilevels iof iagreement: i1 ifor i"strongly idisagree," i2 ifor 

i"disagree," i3 ifor i"neutral," i4 ifor i"agree," iand i5 ifor i"strongly iagree." iAn ievaluation iof ithe iaverage 

iscores iderived ifrom ithe iresponses iwas iconducted ion ia icontinuous ispectrum. iRatings ibelow i1.5 

iwere icategorized ias i"strongly idisagree," iwhile iscores ifalling ibetween i1.5 iand i2.4 iwere iclassified 

ias i"disagree." iSimilarly, iscores iranging ifrom i2.5 ito i3.4 iwere iinterpreted ias i"neutral," ithose 

ibetween i3.5 iand i4.5 iwere iconsidered i"agree," iand iratings isurpassing i4.5 iwere idesignated ias 

i"strongly iagree." iA itotal iof isix istatements iwere iutilized ito iassess ithe iExpected iContractual iOutput 

iof iperformance icontract ion iEmployee’s iperformance iin ipublic isecondary ischools iin iNandi 

icounty, iand iparticipants' iresponses iwere icollected iusing ia i5-point iLikert iscale ias ishown iin iTable 

i20. 
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Table 20 Expected Contractual Output on Performance Contract 

Statement   SA A N D SD Mean Sd 

1. I am satisfied with the quality 

of the contractual output. 

F 

% 

38 

29.9 

56 

44.1 

7 

5.5 

16 

12.6 

10 

7.9 

3.76 

 

1.23 

 

2. The contractual output meets 

my expectations. 

F 

% 

37 

29.1 

56 

44.1 

10 

7.9 

15 

11.8 

9 

7.1 

3.76 1.20 

3. The contractual output is 

delivered on time and within 

budget. 

F 

% 

39 

30.7 

50 

39.4 

11 

8.7 

16 

12.6 

11 

8.7 

3.71 1.27 

4. I am confident that the 

contractual output will meet 

my needs. 

F 

% 

37 

39.1 

45 

35.4 

12 

9.4 

19 

15.0 

14 

11.0 

3. 57 1.34 

5. I am satisfied with the level of 

communication from the 

contractor. 

F 

% 

39 

30.7 

61 

48.0 

8 

6.3 

11 

13.4 

8 

6.3 

3.88 1.13 

6. I am satisfied with the level of 

support from the contractor. 

F 

% 

27 

21.3 

61 

48.0 

12 

9.4 

18 

14.2 

9 

7.1 

3.62 1.17 

 

Table i20 ishows ithat i94(74.0%) iof ithe irespondents iagreed iwith ithe istatement ithat ithey iare isatisfied 

iwith ithe iquality iof ithe icontractual ioutput. iHowever, i26(20.5%) iof ithe irespondents idisagreed iwith 

ithe istatement ithat ithey iare isatisfied iwith ithe iquality iof ithe icontractual ioutput. iFurther ithe istudy 

ifindings ishowed iin iterms iof imeans iand istandard ideviation ishows ithat ithe irespondents iagreed iwith 

ithe istatement ithat ithey iare isatisfied iwith ithe iquality iof ithe icontractual ioutput i(Mean=3.76, 

iStandard ideviation i=1.23). iThe ifindings idone iby iSimiyu, i(2015) ireveals ithat ithe iperformance 

icontract's iresource ielements ithat iwere iidentified iencompassed ivarious iaspects, isuch ias ithe iquality 

iof iessential ideclarations ilike ivision, imission, iand istrategic igoals; ithe ipresence iof iresources ifor 

idelivering iservices; ithe istructure iand iregulations iof ithe iorganization; iemployee iencouragement; 

ithe ieducational ibackground iof istaff; ithe ianticipations iof icrucial istakeholders iand icollaborations; 
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ias iwell ias iinvestment iprioritization. iThe iresearch ifound ia irobust iconnection iamong ireadability 

ievaluations iof ithe ivision, imission, iand istrategic iobjectives. 

Further, i93(73.2%) iof ithe irespondents iagreed iand ithose iwho idisagreed i24(18.9%) ithat ithe 

icontractual ioutput imeets imy iexpectations. iFurthermore, ithe istudy's ifindings irevealed ithat 

iparticipants iagreed iin iterms iof imean iand istandard ideviation i(mean=3.76, istandard 

ideviation=1.20) ithat ithe icontractual ioutput imeets imy iexpectations. iAccording ito ia iresearch  

iconducted iby iSeopa, iWöcke iand iLeeds i(2015) ibeing iincluded iin ithe italent ipool ihas ian iinfluence, 

ion ithe ipsychological icontract iand iorganizational icommitment. iHowever iit imay inot inecessarily 

iresult iin itrust ior ithe iinclination ito iremain iwith iorganizations. 

The istudy ifurther irevealed ithat i89(70.1%) iof ithe irespondents iagreed ithat ithe icontractual ioutput iis 

idelivered ion itime iand iwithin ibudget. i i iHowever, i27(21.3%) iof ithe irespondents idisagreed ithat ithe 

icontractual ioutput iis idelivered ion itime iand iwithin ibudget. iAdditionally, ithe istudy iresults ion imean 

iand istandard ideviation irevealed ithe irespondents iagreed ithat ithe icontractual ioutput iis idelivered ion 

itime iand iwithin ibudget. i(Mean=3.71, istandard ideviation=1.27). iThese ifindings iconcur iwith ithe 

istudy idone iby iBygballe, iDewulf iand iLevitt, i(2015) idemonstrate ithat ithe iprojects iheavily idepend  

ion iofficial iagreements iand iframeworks ito iencourage icooperation iamong iproject iteam imembers 

iand ito iimprove ithe iprocess iof iaddressing iissues. iNevertheless, iinformal imethods ialso ihold ia 

isignificant iposition iin ithis icontext. 

On itop iof ithe iabove ifindings, iother ifindings iindicated i82(74.5%) iof ithe iparticipants iagreed ithat 

ithey iare iconfident ithat ithe icontractual ioutput iwill imeet itheir ineeds. iHowever, i33(26.0%) iof ithe 

irespondents idisagreed ithat ithey iare iconfident ithat ithe icontractual ioutput iwill imeet itheir ineeds. 

iFurther, ithe istudy ifindings ialso iindicated, iin iterms iof imean iand istandard ideviation ithe irespondents 

iagreed ithat ithey iare iconfident ithat ithe icontractual ioutput iwill imeet itheir ineeds i(Mean=3.57, 

istandard ideviation=1.34). iThese ifindings iconcur iwith ithe istudy idone iby iSjödin, iParida, iJovanovic 
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iand iVisnjic, i(2020) iDiscover ithat ithe isuccess iof ibusiness imodel iinnovation irelies ion ithree 

isequential istages iof iinteraction iwith icustomers: idefining ivalue ipropositions, idesigning iways ito 

ideliver ivalue, iand iensuring ivalue iutilization iupon idelivery. 

However, imajority iof ithe irespondents i100(78.7%) iagreed iand i19(15.0%) idisagreed ithat ithey iare 

isatisfied iwith ithe ilevel iof icommunication ifrom ithe icontractor. iThe istudy iresults ishowed iin iterms 

iof imean iand istandard ideviations ithat iagreed ithat ithey iare isatisfied iwith ithe ilevel iof icommunication 

ifrom ithe icontractor i(mean=3.88, istandard ideviation=1.13). iThese ifindings iare iconsistent iwith ithe 

istudy idone iby iLiao, iXia, iWu, iZhang iand iYeh, i(2017) ireveals ithat icommunicating iand idisclosing 

icorporate isocial iresponsibility i(CSR) iproves ito ibe ian iefficient imethod ifor ishowcasing itheir iCSR 

iendeavors ito ithe ipublic. iThis ihelps ifulfill isocietal ianticipations iand ibuild ia ifavorable ireputation. i 

Finally, i88(69.3%) iof ithe irespondents iagreed iwith ithe istatement ithat ithey iare isatisfied iwith ithe 

ilevel iof isupport ifrom ithe icontractor. iHowever, i27(21.3%) iof ithe irespondents idisagreed iwith ithe 

istatement ithat ithey iare isatisfied iwith ithe ilevel iof isupport ifrom ithe icontractor. iFurther, ithe istudy 

ifindings ishowed iin iterms iof imeans iand istandard ideviation ithat ithe irespondents iagreed iwith ithe 

istatement ithey iare isatisfied iwith ithe ilevel iof isupport ifrom ithe icontractor i(Mean=3.62, iStandard 

ideviation=1.17). iAccording ito ithe istudy idone iby iTymvios iand iGambatese, i(2016) iIndicated ithat 

iarchitects iexhibited ithe ilowest ilevel iof iopenness ito ithe iconcept, iwhile ithe iremaining igroups iwere 

imore iinclined ito ioffer isupport, ialbeit iwith icertain ireservations.  

4.6.1 Linear Regression Model of Expected Contractual Output on Employee 

Performance  

The linear regression analysis examines how the employee performance, which is the dependent 

variable, is influenced by the independent variable Expected Contractual Output. The 

subsequent sections present the outcomes of this analysis 
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Table 21 Model Summary  

R R Square Adjusted R Square Std. Error of the Estimate 

.827a .684 .681 .493518 

 

The correlation coefficient (R). Coefficient of determination (R2) indicate the level of 

association, between employee performance and expected output in public secondary schools 

within Nandi County. The results from Table 21 demonstrate a linear relationship with R2 = 

0.684 and R = 0.827. This reveals that there is a connection between expected output and 

employee performance in these schools. The explanatory power of the variables is 0.684 

meaning that 68.1% of the variation in employee performance can be explained by the 

regression model within Nandi County’s public secondary schools. These findings support 

Cappelli and Conyons (2018) argument that the appraisal process aligns with an approach, to 

employment than solely relying on contractual obligations based on economic perspectives.  

The analysis of variance was employed in the study to determine if the model's predictive 

capabilities surpassed those of the mean, as illustrated in Table 22. 

Table 22 Regression Model Fitness Results 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Regression 65.718 1 65.718 270.189 .000b 

Residual 30.404 125     .243   

Total 96.122 126    

 

From Table 22 the F-test offers a comprehensive evaluation of the significance of the 

established regression model. The F value indicates the significance of all variables, in the 

equation validating the importance of the regression. The F statistics obtained (F = 270.189) 

were found to be significant at p=0.000 confirming the suitability of the model. Thus there is a 
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connection between expected contractual output and employee performance in public 

secondary schools, in Nandi county. 

 Table 23 Displays the β-value estimates and illustrates the predictor's contribution to the model. 

Table 23 Regression Model Coefficients 

 Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

(Constant) .582 .190   3.054 .003 

Expected Contractual 

Output 

.856 .052 .827 16.437 .000 

 

The study results in Table 23 revealed that there was positive linear influence of influence of 

recognition on employee’s performance. Since (β4=0.582, p=0.000<0.05), the study rejected 

the second null hypothesis H04 and concluded that the expected contractual output has a 

significant influence on employee’s performance. However, this reveals that an increase in 

expected contractual output increases employee performance by 0.856 units. Therefore, the 

coefficients generated the regression equation as expressed by; 

Y =0.582 +0.856X4 ………………………………………………. Equation 4.4 

 

4.7 Employee’s Performance in Public Secondary Schools in Nandi County. 

The study sought to assess the Employee’s performance in public secondary schools in Nandi 

county, a case of Mosop sub county. Participants were requested to express their viewpoints 

using a 5-point Likert scale that spanned from 1 to 5. The scale's values denoted different levels 

of agreement: 1 for "strongly disagree," 2 for "disagree," 3 for "neutral," 4 for "agree," and 5 

for "strongly agree." An evaluation of the average scores derived from the responses was 

conducted on a continuous spectrum. Ratings below 1.5 were categorized as "strongly 

disagree," while scores falling between 1.5 and 2.4 were classified as "disagree." Similarly, 

scores ranging from 2.5 to 3.4 were interpreted as "neutral," those between 3.5 and 4.5 were 
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considered "agree," and ratings surpassing 4.5 were designated as "strongly agree." A total of 

six statements were utilized to assess the Employee’s performance in public secondary schools 

in Nandi county, and participants' responses were collected using a 5-point Likert scale as 

shown in Table 24 

Table 24 Employee’s performance 

Statement   SA A N D SD Mean Sd 

1. The teacher has a deep 

understanding of the subject 

matter they teach. 

F 

% 

35 

27.6 

48 

47.8 

6 

4.7 

25 

19.7 

13 

10.2 

3.53 

 

1.35 

 

2. The teacher is able to clearly 

and concisely communicate 

with students, parents, and 

colleagues. 

F 

% 

34 

26.8 

56 

44.1 

8 

6.3 

24 

18.9 

5 

3.9 

3.71 1.17 

3. The teacher is able to motivate 

and inspire students to learn. 

F 

% 

36 

28.3 

46 

36.2 

9 

7.1 

23 

18.1 

13 

10.2 

3.54 1.34 

4. The teacher creates a positive 

and supportive learning 

environment for students. 

F 

% 

37 

29.1 

53 

41.7 

9 

7.1 

19 

15.0 

9 

7.1 

3. 71 1.24 

5. The teacher is willing to go 

the extra mile to help students 

succeed. 

F 

% 

40 

31.5 

49 

38.6 

9 

7.1 

13 

10.2 

6 

12.6 

3.66 1.35 

6. The teacher consistently meets 

or exceeds expectations in all 

areas of their job performance. 

F 

% 

38 

29.9 

48 

37.8 

10 

7.9 

17 

13.4 

14 

11.0 

3.62 1.33 

 

According ito ithe ifindings ipresented iin iTable i24, i83 irespondents i(65.4%) iexpressed iagreement 

iwith ithe inotion ithat iteachers ipossess ia iprofound icomprehension iof ithe isubjects ithey iteach. iIn 

icontrast, i38 irespondents i(29.9%) iexpressed idisagreement iregarding ithe iteachers' iprofound 

icomprehension iof ithe isubject imatter ithey iteach. i iIn iaddition, ithe istudy ifindings iindicated ithat ithe 

irespondents iconcurred iwith ithe iassertion ithat ithe iteacher ipossesses ia iprofound icomprehension iof 
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ithe isubject imatter ithey iinstruct, ias ievidenced iby ithe imean iscore iof i3.53 iand ia istandard ideviation iof 

i1.35. iThe istudy ifindings icorroborate ithe iresearch iconducted iby ivan iKiamba, iMutua, iand iMulwa 

i(2017), iwhich idemonstrates ithat ia iteacher's idepth iof iknowledge iin ia isubject ihas ia isubstantial 

iimpact ion istudents' iperformance iin ithe iKiswahili ilanguage. i 

The istudy irevealed ithat i70.9% iof ithe irespondents iagreed, iwhile i22.8% idisagreed, iwith ithe i6 

istatements iassessing iemployees' iperformances. iThese istatements ifocused ion ithe iability iof 

iteachers ito ieffectively icommunicate iwith istudents, iparents, iand icolleagues. iIn iaddition, ithe istudy 

ifindings iindicated ithat, ibased ion ithe imean iand istandard ideviation, ithe iparticipants iexpressed 

iconsensus iregarding ithe iability iof iteachers ito ieffectively iand isuccinctly icommunicate iwith 

istudents, iparents, iand icolleagues i(Mean=3.71, istandard ideviation=1.17). iThe istudy iresults 

icorroborated ithe ifindings iof iKim iand iAsbury i(2020), iindicating ithat iteachers' iaccounts iimply ithat, 

ifollowing ian iinitial iphase iof iambiguity, ithey iadapted ito ithe icircumstances iand idiscovered ia ipath 

iahead, ibolstered iby irobust iinterpersonal iconnections. 

According ito ithe istudy, i82 iparticipants, iwhich irepresents i64.5% iof ithe itotal, iexpressed iagreement 

iwith ithe inotion ithat iteachers ipossess ithe iability ito imotivate iand iinspire istudents ito iengage iin 

ilearning. iIn icontrast, i36 irespondents i(28.3%) iexpressed idisagreement iregarding ithe iability iof 

iteachers ito imotivate iand iinspire istudents ito ilearn. iIn iaddition, ithe istudy ifindings iindicated ithat, 

ibased ion ithe imean iand istandard ideviation, ithe iparticipants iexpressed iagreement iwith ithe iassertion 

ithat iteachers ipossess ithe iability ito imotivate iand iinspire istudents ito iacquire iknowledge 

i(Mean=3.54, istandard ideviation=1.34). iNevertheless, ithese ifindings iare iconsistent iwith ithe 

iresults iof iCakrawati i(2017), iwhich iindicated ithat ithe imajority iof iparticipants iheld ithe ibelief ithat 

iutilizing iEdmodo ior iQuipper ifor iEnglish iinstruction iand ilearning iyielded ipositive ioutcomes iand 

isaved itime. iAlthough iparticipants ifaced idifficulties idue ito isluggish iinternet ispeeds, imost iagreed 
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ithat ionline ilearning iplatforms ihelped ithem iimprove itheir ilanguage iskills, iacquire inew ivocabulary, 

iand ienhance itheir iunderstanding iof ilesson imaterials. i 

Similarly, i90 irespondents, iaccounting ifor i70.8% iof ithe itotal, iexpressed iagreement iregarding ithe 

iability iof iteachers ito iestablish ia ipositive iand isupportive ilearning ienvironment ifor istudents. iIn 

icontrast, i28 irespondents i(23.1%) iexpressed itheir idisagreement iregarding iteachers' iability ito 

iestablish ia ipositive iand isupportive ilearning ienvironment ifor istudents. iIn iaddition, ithe istudy 

ifindings iindicated ithat, ibased ion ithe imean iand istandard ideviation, ithe iparticipants iexpressed 

iagreement iwith ithe iassertion ithat iteachers iestablish ia ifavorable iand iencouraging ieducational 

iatmosphere ifor istudents i(Mean=3.71, istandard ideviation=1.24). iThe istudy's iresults icorroborate 

ithe ifindings iof iAldridge iand iFraser i(2016), ioffering ipractical iinsights ifor ienhancing ithe ischool 

iclimate. iThese ifindings isuggest ithat ischool iprincipals ishould icarefully iconsider ithe ivarious 

ifactors ithat icontribute ito ithe ischool iclimate iand iexplore iways ito iimprove ithem. i 

The istudy ifindings iindicated ithat i89 irespondents, iaccounting ifor i70.1% iof ithe itotal, iagreed iwith 

ithe inotion ithat iteachers idemonstrate ia iwillingness ito iexert iadditional ieffort iin iorder ito ifacilitate 

istudents' isuccess. iConversely, i29 irespondents, irepresenting i22.7% iof ithe itotal, iexpressed 

idisagreement iwith ithis inotion. iIn iaddition, ithe istudy ifindings iindicated ithat, ibased ion ithe imean iand 

istandard ideviation, ithe iparticipants iexpressed iconsensus ithat iteachers idemonstrate ia iwillingness 

ito iexert iadditional ieffort iin iorder ito ifacilitate istudents' iachievement i(Mean=3.66, istandard 

ideviation=1.35). iThe istudy iresults ialigned iwith ithe ifindings iof iGoodboy, iBooth-Butterfield, 

iBolkan, iand iGriffin i(2015), iwhich ishowed ithat ieven iafter iaccounting ifor ithe iinfluence iof istudents' 

ilearning iand igrade iorientations, ithe iuse iof ihumor iby iinstructors icontinued ito ibe ia isignificant 

ipredictor iof istudents' icognitive ilearning, iincreased ieffort, iactive iparticipation, iand 

icommunication ioutside iof iclass. 
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The istudy iadditionally ifound ithat i86 i(67.7%) iof ithe iparticipants iconcurred ithat ithe iteacher 

iconsistently ifulfills ior isurpasses iexpectations iin iall iaspects iof itheir ijob iperformance. iIn icontrast, 

i31 irespondents i(24.4%) iexpressed idisagreement iregarding ithe iteacher's iconsistent ifulfillment ior 

isurpassing iof iexpectations iin iall iaspects iof itheir ijob iperformance. i iIn iaddition, ithe istudy ifindings 

iindicated ithat, ibased ion ithe iaverage iand ivariability imeasures, ithe iparticipants iunanimously 

iacknowledged ithat ithe iteacher iconsistently ifulfills ior isurpasses iexpectations iin ievery iaspect iof 

itheir ijob iperformance i(Mean=3.62, istandard ideviation=1.33). iThe istudy ifindings iconcurred iwith 

iThibodeaux, iLabat, iLee iand iLabat, i(2015) iTeachers ideparting ifrom ithe iprofession imentioned 

ivarious ifactors, iincluding iinadequate iadministrative ibacking, iheavy iteacher iworkload, iand iissues 

iwith istudent ibehavior imanagement. iTeachers ialso ipointed iout iextra ifactors icausing iproblems, 

isuch ias iexcessive ipaperwork iand ithe istress iof istate-mandated itesting.  

4.8 Overall Regression Analysis  

Multiple regression analysis for the four specific objectives and service delivery were 

performed and the results are as presented in Tables below.  

Table 25 Model Summary  

R R Square Adjusted R Square Std. Error of the Estimate 

.956a .914 .911 .25988 

 

The icoefficient iof idetermination i(R2) iand icorrelation icoefficient i(R) ishows ithe idegree iof 

iassociation ibetween iexpected icontractual ioutput, icondition iof icontracting, inature iof icontracting 

iand ithe itype iof icontracted ijob iand iemployee iperformance iin ipublic isecondary ischools iin iNandi 

icounty. iThe iresults iof ithe ilinear iregression iin iTable i25 iindicate ithat iR2
 i=0.914 iand iR i= i0.956. iR 

ivalue iindicates ithat ithere iis ia istrong ilinear irelationship ibetween ithe iExpected iContractual iOutput, 

iCondition iof iContracting, iNature iof iContracting iand ithe itype iof iContracted iJob iand iEmployee 
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iPerformance iin ipublic isecondary ischools iin iNandi icounty. iThe iR2
 iindicates ithat iexplanatory 

ipower iof ithe iindependent ivariables iis i0.914. iThis imeans ithat iabout i91.4% iof ithe ivariation iof 

iexpected icontractual ioutput, icondition iof icontracting, inature iof icontracting iand ithe itype iof 

icontracted ijob ion iemployee iperformance iin ipublic isecondary ischools iin iNandi icounty iis iexplained 

iby ithe iregression imodel. 

This iimplies ithat iexpected icontractual ioutput, icondition iof icontracting, inature iof icontracting iand 

ithe itype iof icontracted ijob ihad ian iinfluence ion iemployee iperformance iin ipublic isecondary ischools 

iin iNandi icounty. iThese ifindings icorroborate ithe ifindings iof iAgarwal iand iGupta i(2018), iindicating 

ithat ipsychological icontracts ihave ivarying ieffects ion iwork ioutcomes. iLong-term iaffective iwork 

ioutcomes, isuch ias iprosocial iwork ibehaviors, ipsychological iownership, iand iengagement, iare 

iinfluenced iby irelational ipsychological icontracts. iThe iimpact iof itransactional ipsychological 

icontracts ion iturnover iintentions iand iattitude itowards iwork iwas imore ipronounced. 

The ianalysis iof ivariance iwas iemployed iin ithe istudy ito idetermine iif ithe imodel's ipredictive 

icapabilities isurpassed ithose iof ithe imean, ias iillustrated iin iTable i26. 

Table 26 Regression Model Fitness Results  

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Regression 87.882 4 21.970 325.297 .000b 

Residual 8.240 122     .068   

Total 96.122 126    

 

From iTable i26 ithe iF-test ioffers ia icomprehensive ievaluation iof ithe isignificance iof ithe iestablished 

iregression imodel. iThe iF-value isignifies ithe iimportance iof iall ithe ivariables iin ithe iequation, 

iconfirming ithe ioverall isignificance iof ithe iregression. iThe iF-statistics iproduced i(F i= i325.297) iwas 

isignificant iat ip=0.000 ithus iconfirming ithe ifitness iof ithe imodel iand itherefore, ithere iis istatistically 

isignificant irelationship ibetween ithe iexpected icontractual ioutput, icondition iof icontracting, inature 



 

64 

 

iof icontracting iand ithe itype iof icontracted ijob iand iemployee iperformance iin ipublic isecondary 

ischools iin iNandi icounty. 

Table 27 Displays the β-value estimates and illustrates the predictor's contribution to the model. 

Table 27 Regression Model Coefficients 

  Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

  Beta Std. 

Error 

 

(Constant) -.169 .107   -1.552 .123 

Condition of 

Contracting 

.155 .051 .155 3.027 .003 

Nature of Contracting .206 .061 .200 3.391 .001 

Type of Contracted .503 .067 .480 7.462 .000 

Expected Contractual 

Output 

.196 .046 .189 4.271 .000 

 

The istudy iresults iin iTable i27 irevealed ithat ithere iwas ia ipositive ilinear iinfluence iof iCondition iof 

iContracting ion iEmployee iPerformance iin ipublic isecondary ischools iin iNandi icounty i(β1=0.155, 

ip=0.003). iThis ireveals ithat ian iincrease iin icondition iof icontracting ileads ito iincrease iin iemployee 

iperformance iin ipublic isecondary ischools iin iNandi icounty iby i0.155 iunits. iIt iwas ifurther 

iestablished ithat inature iof icontracting ihas ia ipositive iand isignificant iinfluence ion iEmployee 

iPerformance iin ipublic isecondary ischools iin iNandi icounty i(β2=0.206, ip=0.001). iThis iimplies ithat 

ian iincrease iin inature iof icontracting ileads ito ian iincrease iin iemployee iperformance iin ipublic 

isecondary ischools iin iNandi icounty iby i0.206 iunits. i 

It iwas ifurther iestablished ithat itype iof icontracted ihas ia ipositive iand isignificant iinfluence ion 

iemployee iperformance iin ipublic isecondary ischools iin iNandi icounty i(β3=0.503, ip=0.000). iThis 
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iimplies ithat ian iincrease iin itype iof iContracted ileads ito iincrease iin iEmployee iPerformance iin ipublic 

isecondary ischools iin iNandi icounty iby i0.503 iunits. iFinally, iExpected iContractual iOutput iwas 

ifound ito ihave ia ipositive iand isignificant iinfluence ion iEmployee iPerformance iin ipublic isecondary 

ischools i(β4=0.196, ip=0.000). iThis igives ian iimplication ithat ian iincrease iin iexpected icontractual 

ioutput ileads ito ian iincrease iin iemployee iperformance iin ipublic isecondary ischools iin iNandi icounty 

iby i0.196 iunits. iThus, ithe iregression iequation ibecomes;  

Y =-0.169 +0.155X1 +0. 206X2 +0.503X3 +0.196X4………………. Equation 4.5  
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CHAPTER FIVE:   

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

This section gives an overview of the findings from the study, makes deductions based on those 

findings, and presents suggestions. Additionally, it suggests possible directions for further 

research in the following sections. 

5.1 Summary of the Study Findings 

In this segment, the study's outcomes are outlined in relation to the research objectives. 

5.1.1 Condition of Contracting influence on Employee Performance 

The respondents were asked to give their view on the condition of contracting influence on 

employees’ performance. They were asked about confidentiality in their ability to meet their 

performance goals under the current contracting conditions, they feel that the current 

contracting conditions provide me with the resources and support they need to be successful, 

they are satisfied with the level of communication they receive from their manager and other 

stakeholders under the current contracting conditions, they believe that the current contracting 

conditions are fair and equitable and finally they are motivated to perform their job well under 

the current contracting conditions. 

However, the respondents agree with the statement that they are confident in their ability to 

meet their performance goals under the current contracting conditions and also agreed that they 

feel that the current contracting conditions provide me with the resources and support they need 

to be successful. Similarly, they also agreed that they are satisfied with the level of 

communication they receive from their manager and other stakeholders under the current 

contracting conditions and also agreed that they believe that the current contracting conditions 
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are fair and equitable and finally agreed with the statement that they are motivated to perform 

their job well under the current contracting conditions. 

The findings of the survey reveal a consistent pattern of agreement among the respondents 

regarding various aspects of their working conditions. First and foremost, a notable consensus 

is observed in their confidence regarding their performance goals under the existing contracting 

conditions. The respondents’ express belief in their ability to meet these goals, indicating a 

positive self-assessment of their competencies and skills. 

Furthermore, it is evident that the current contracting conditions are perceived as conducive to 

their success. The respondents concur that the resources and support available to them are 

adequate, fostering an environment in which they can effectively execute their tasks and 

responsibilities. This perception aligns with their reported satisfaction with the level of 

communication received from both their manager and other stakeholders. The mutual 

understanding and effective exchange of information contribute to a collaborative atmosphere 

that enhances their work experience. 

Equally important, the respondents perceive the current contracting conditions as fair and 

equitable. This perception of fairness is crucial in maintaining their commitment and 

motivation. The belief that the conditions are just and impartial ensures a sense of security and 

respect, which in turn can positively influence their dedication to their roles. 

Lastly, the respondents' agreement regarding their motivation to perform well under the current 

contracting conditions is a significant indicator of their engagement and commitment. Their 

alignment with this statement suggests a strong internal drive to excel in their roles, potentially 

contributing to higher productivity and job satisfaction. 
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In essence, the respondents' consistent agreement across these various statements reflects their 

positive evaluation of the current contracting conditions. This collective sentiment of 

confidence, satisfaction, equity, and motivation underscores the overall effectiveness of the 

existing work environment in enabling their success and fostering their dedication to their roles. 

5.1.2 Nature of Contracting on Employee performance 

The respondents were asked on the Nature of Contracting on Employee performance. However, 

they were asked to give their view on, long term or short-term employees’ contract does not 

influence their performance, Written contract is more secure than unwritten contract, they are 

clear about their roles and responsibilities, they feel that their work are meaningful and 

contributes to the organization's goals, they trust their manager to be fair and supportive, they 

feel that they have a voice in the decision-making process and finally they are satisfied with 

their compensation and benefits. 

Furthermore, the respondents agreed that they were asked to give their view on and also agree 

that long term or short-term employees’ contract does not influence their performance. 

However, they agreed that written contract is more secure than unwritten contract and that they 

agreed with the statement that they are clear about their roles and responsibilities in the school. 

Similarly, the respondent however agreed that they feel that their work are meaningful and 

contributes to the organization's goals and also agreed that they trust their manager to be fair 

and supportive. Moreover, they also agreed with the statement they feel that they have a voice 

in the decision-making process and finally agreed that they are satisfied with their compensation 

and benefits. 

The responses provided by the participants in the survey highlight several significant 

perspectives regarding their work environment and conditions. Firstly, it's noteworthy that the 

respondents were given the opportunity to express their viewpoints, indicating a proactive 
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approach by the organization to gather employee input. This engagement with employees' 

opinions can foster a sense of inclusivity and value. 

Importantly, the agreement that the type of employment contract, whether long-term or short-

term, does not influence their performance suggests a level of professionalism and dedication 

among the respondents. This signifies that their commitment to their roles remains consistent 

regardless of the contractual terms, emphasizing their focus on delivering quality work. 

Another significant observation is the consensus on the perceived security of written contracts 

versus unwritten ones. The respondents' agreement in favor of written contracts indicates a 

desire for clear terms and conditions that safeguard their rights and expectations. This 

preference for written agreements reflects a need for transparency and protection in their 

professional relationships. 

Furthermore, the agreement that they have a clear understanding of their roles and 

responsibilities within the school highlights the importance of role clarity. This shared 

perception is essential for maintaining an efficient and effective work environment, where each 

employee knows their contributions and responsibilities, reducing confusion and improving 

overall performance. 

The acknowledgment that their work is meaningful and contributes to the organization's goals 

underscores their sense of purpose and alignment with the company's mission. This sentiment 

can have a positive impact on their job satisfaction and motivation, driving them to excel and 

make valuable contributions. 

Moreover, the agreement that they trust their manager to be fair and supportive signifies a 

healthy working relationship between employees and their superiors. Trust in leadership is 
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pivotal for a positive workplace culture, as it fosters open communication, cooperation, and 

mutual respect. 

Equally significant is the agreement that employees feel they have a voice in the decision-

making process. This reflects an inclusive approach to management, where employee input is 

valued, leading to more well-rounded and effective organizational decisions. 

Lastly, the agreement with their satisfaction regarding compensation and benefits is crucial for 

overall employee morale and retention. A contented workforce, in terms of compensation, is 

more likely to remain engaged and loyal to the organization. 

5.1.3 Type of Contracted Job influence on Employee performance 

The respondents were asked to give their view on Type of Contracted Job influence on 

Employee performance. However, they were asked about contracted job offers a higher salary, 

contracted job offers more flexibility in terms of hours and location, contracted job offers the 

opportunity to learn new skills and advance my career, Contracted job that offers a good work-

life balance and finally Contracted job is familiar with me and have a good reputation. 

The respondents however agreed that contracted job offers a higher salary and that also they 

agreed that contracted job offers more flexibility in terms of hours and location, on the same 

note they also agreed that contracted job offers the opportunity to learn new skills and advance 

my career. Similarly, the respondents also agree that contracted job that offers a good work-life 

balance and finally they also agreed that contracted job is familiar with me and have a good 

reputation. 

The significant of the respondents' consensus on several aspects of contracted jobs underscores 

their recognition of the benefits and advantages associated with this type of employment. 

Firstly, the agreement that contracted jobs offer a higher salary signifies a perceived financial 
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incentive that draws individuals towards such positions. This suggests that respondents are 

attuned to the potential monetary gains and are inclined to value compensation as a significant 

factor in their career choices. 

Moreover, the acknowledgment that contracted jobs provide more flexibility in terms of hours 

and location highlights a key advantage of this employment arrangement. This flexibility can 

lead to improved work-life integration, enabling individuals to tailor their schedules to suit 

personal commitments and preferences. This alignment with respondents' desires for a more 

adaptable work structure is indicative of the importance they place on achieving a harmonious 

balance between work and personal life. 

The agreement that contracted jobs offer opportunities for skill development and career 

advancement reflects a forward-thinking perspective among the respondents. Their aspiration 

to learn new skills and progress professionally suggests a proactive approach to career growth, 

aligning with the contemporary job market's emphasis on continuous learning and adaptability. 

Similarly, the recognition that contracted jobs can provide a good work-life balance showcases 

the respondents' emphasis on maintaining their well-being and quality of life. This sentiment 

indicates that they value a job that accommodates their personal needs while fulfilling their 

professional aspirations. 

Lastly, the agreement that contracted jobs are familiar and hold a good reputation underlines 

the respondents' consideration of the overall job environment and organizational culture. This 

awareness of reputation suggests that respondents are not only concerned with monetary 

compensation but also with the overall quality of their work experience, further emphasizing 

their discernment when evaluating job opportunities. 
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5.1.4 Expected contractual Output on performance contract. 

The respondents were asked about expected contractual Output on performance contract. They 

were asked to give their view on they are satisfied with the quality of the contractual output, 

the contractual output meets their expectations, the contractual output is delivered on time and 

within budget, they confident that the contractual output will meet their needs and finally they 

are satisfied with the level of support from the contractor. Majority of the respondents agreed 

that they are satisfied with the level of support from the contractor, and that also they agreed 

that they are satisfied with the quality of the contractual output. However, they also agreed that 

the contractual output meets their expectations and on the other hand they agreed that the 

contractual output is delivered on time and within budget and finally they agreed that they 

confident that the contractual output will meet their needs. 

The consensus among the majority of respondents on several aspects related to the contractor's 

performance and the quality of the contractual output provides valuable insights into their 

satisfaction and confidence in the contracted services. Firstly, the agreement that they are 

satisfied with the level of support from the contractor underscores a positive working 

relationship between the respondents and the contractor. This indicates effective 

communication, cooperation, and assistance, all of which contribute to a smooth collaboration 

and productive outcomes. Furthermore, the respondents' agreement that they are satisfied with 

the quality of the contractual output signifies the contractor's successful delivery of work that 

meets the expected standards. This alignment between expectations and results suggests that 

the contractor is proficient in understanding and fulfilling the respondents' needs and 

requirements. 

Interestingly, the respondents' agreement that the contractual output meets their expectations 

provides a valuable measure of the contractor's ability to accurately interpret and address their 
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specific demands. This suggests a high level of competence in tailoring their work to align with 

the respondents' envisioned outcomes. 

Additionally, the respondents' agreement that the contractual output is delivered on time and 

within budget speaks to the contractor's reliability and professionalism. Meeting deadlines and 

budget constraints reflects a disciplined approach to project management, contributing to a 

sense of dependability and efficiency. 

Lastly, the respondents' confidence that the contractual output will meet their needs further 

solidifies the positive perception they hold of the contractor's capabilities. This confidence 

indicates that the respondents not only appreciate the current performance but also trust in the 

contractor's ongoing ability to cater to their evolving requirements. 

5.2 Conclusions of the Study 

The study concludes that the comprehensive analysis of the survey responses sheds light on 

several pivotal aspects that significantly influence employee performance within varying 

contracting conditions. Across the dimensions explored, a consistent pattern of agreement 

emerges, demonstrating a shared sentiment among the respondents. 

In the realm of "Condition of Contracting," employees display a remarkable level of confidence 

in their ability to meet performance goals, emphasizing their self-assurance and competence. 

Moreover, the perception of current contracting conditions as supportive, fair, and equitable 

contributes to their satisfaction and commitment. Effective communication, coupled with the 

belief that their work contributes meaningfully to organizational goals, fosters a collaborative 

and motivated workforce. 

The "Nature of Contracting" dimension underscores the importance of role clarity, trust in 

leadership, and active involvement in decision-making. The respondents' alignment in valuing 
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written contracts for their security showcases a desire for transparency and stability, further 

underlining the significance of fair and just employment agreements. 

In terms of "Type of Contracted Job," the consensus on higher salaries, flexibility, skill 

development, and work-life balance highlights a strong recognition of the advantages inherent 

in such arrangements. The agreement that contracted jobs align with personal needs and 

aspirations reveals a workforce attuned to holistic job satisfaction. 

Lastly, in relation to "Expected Contractual Output," the respondents' satisfaction with quality 

and support, along with their confidence in meeting their needs, signifies a constructive 

partnership with contractors. Their acknowledgment of timely and within-budget delivery 

reflects the contractor's professionalism and reliability. 

Collectively, these findings depict a workforce that values transparency, fairness, support, and 

flexibility. The employees' positive evaluations across these dimensions affirm the 

effectiveness of the existing contracting environment in promoting their dedication, 

performance, and satisfaction. This comprehensive understanding of employees' perspectives 

serves as a valuable guide for organizations aiming to enhance employee engagement, optimize 

contracting conditions, and ultimately foster a productive and harmonious work environment. 

5.3 Recommendations of the Study  

The study recommended that; 

a) Enhance Communication and Supportive Atmosphere: The positive correlation 

between employees' satisfaction with communication and their performance suggests 

the importance of fostering clear and effective channels of interaction. Organizations 

should continue to prioritize open communication and provide adequate support to 

employees, enabling them to excel in their roles. Regular feedback sessions, one-on-one 
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discussions, and transparent communication platforms can contribute to a collaborative 

and motivated workforce. 

b) Promote Role Clarity and Trust in Leadership: The respondents' agreement on their 

understanding of roles and responsibilities, as well as their trust in managers, highlight 

the significance of effective leadership. Organizations should invest in clarifying job 

expectations, providing comprehensive job descriptions, and facilitating continuous 

training to ensure employees feel confident and empowered in their roles. Building trust 

through transparent decision-making and fair treatment can further enhance employee 

morale and performance. 

c) Emphasize Career Development and Skill Enhancement: The respondents' 

recognition of contracted jobs as avenues for skill development and career advancement 

underscores the need for organizations to offer opportunities for learning and growth. 

Companies should invest in training programs, mentorship initiatives, and skill-building 

workshops that align with employees' aspirations. This approach not only enhances 

individual capabilities but also contributes to higher job satisfaction and loyalty. 

d) Prioritize Flexibility and Work-Life Balance: The consensus on the importance of 

flexibility and work-life balance suggests organizations should consider adopting 

flexible work arrangements and policies. Enabling employees to manage their work 

hours and locations while ensuring a healthy work-life balance can contribute to 

increased motivation, reduced burnout, and improved performance. 

5.4 Recommendations for Further Research 

The main purpose of this study was to investigate the influence of performance contracting on 

employee performance in public secondary schools in Nandi County, A Case of Mosop Sub 

County. 
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The study recommends that: 

a) Contracting Conditions and Retention: Examine how different contracting conditions 

impact employee retention rates. Analyze whether the alignment of contracting 

conditions with employee preferences and values contributes to longer tenures within 

organizations. 

b) Influence of Contracting Conditions on Remote Work Performance: Given the rise 

of remote work, explore how contracting conditions impact employee performance in 

virtual work environments. Investigate whether different conditions are required to 

optimize performance in remote settings compared to traditional office environments. 

c) Contracting Conditions and Gender Disparities: Investigate whether contracting 

conditions affect men and women differently, potentially contributing to gender 

disparities in performance evaluations, opportunities for advancement, and overall 

career trajectories. 

d) Organizational Strategies for Optimizing Contracting Conditions: Conduct case 

studies on organizations that have successfully optimized their contracting conditions 

to enhance employee performance. Identify best practices and strategies that can be 

adopted by other companies seeking to improve their work environments. 
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APPENDICES 

APPENDIX I: INFORMED CONSENT FORM 

Study iTitle: iInfluence iof iPerformance iContracting ion iEmployee iPerformance iin iPublic 

iSecondary iSchools iin iNandi iCounty, ia iCase iof iMosop iSub iCounty 

Principal iInvestigator: iEliud iKiplimo iSang 

Introduction: 

You iare iinvited ito iparticipate iin ia iresearch istudy ion ithe iinfluence iof iperformance icontracting ion 

iemployee iperformance iin ipublic isecondary ischools iin iNandi iCounty, ia icase iof iMosop iSub 

iCounty. iThe ipurpose iof ithis istudy iis ifor iacademic ipurpose ionly iand ithe iinformation ito ibe igiven 

iwas iused ifor iacademic ionly. i 

Procedures: 

If iyou iagree ito iparticipate, iyou iwould ibe iasked ito icomplete ia isurvey ithat iasks iabout iyour 

iexperiences iwith iperformance icontracting. iThe isurvey iwould itake iapproximately i30 iminutes ito 

icomplete. 

Risks: 

There iare ino iknown irisks iassociated iwith iparticipating iin ithis istudy. 

Benefits: 

There iare ino idirect ibenefits ito iparticipating iin ithis istudy. iHowever, ithe iresults iof ithis istudy imay 

ihelp ito iimprove ithe iperformance iof iemployees iin ipublic isecondary ischools. 

Confidentiality: 
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Your iresponses iwould ibe ikept iconfidential. iYour iname iwould inot ibe iused iin iany ireports ior 

ipublications iabout ithe istudy. 

Withdrawal: 

You ican iwithdraw ifrom ithis istudy iat iany itime iwithout ipenalty. iIf iyou idecide ito iwithdraw, iplease 

icontact ithe iresearcher iat i[Eliud iKiplimo iSang, i+254 i720 i553722, iekiplimo87@gmail.com]. 

Consent: 

By isigning ithis iform, iyou iare igiving iyour iconsent ito iparticipate iin ithis istudy. iYou iunderstand ithat 

iyou iare ifree ito iwithdraw ifrom ithe istudy iat iany itime iwithout ipenalty. 

Signature of Participant: ___________________ 

Date: ___________________ 

Signature of Researcher: ___________________ 

Date: ___________________ 
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APPENDIX II: LETTER OF INTRODUCTION 

Eliud Kiplimo Sang’  

PO iBOX i673-30300 

Kapsabet i 

To: iWhom iit iMay iConcern 

Dear iSir/Madam, 

RE: iREQUEST iTO iFILL iACADEMIC iSURVEY iQUESTIONAIRES 

I iam icurrently ipursuing imy iMaster iof iArts, iin iPublic iAdministration iand iManagement iat iMount 

iKenya iUniversity. iAs ipart iof imy iresearch iI iam iconducting ia istudy ititled i"The iImpact iof 

iPerformance iContracting ion iEmployee iPerformance iin iPublic iSecondary iSchools." iI ikindly 

irequest iyour iassistance iin icompleting ithe iquestionnaire iattached. 

Your iparticipation, iin ithis iresearch isurvey iis ihighly. I assure you that your privacy and anonymity 

will be fully protected. The information collected through this survey will only be used for data 

analysis purposes ensuring that your individual identity remains confidential. All the data 

collected will be. Analyzed as a group. 

Thank you for considering to contribute to this research project. Your input is greatly 

appreciated. 

Regards, 

 

Eliud Kiplimo Sang’ 
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APPENDIX III: QUESTIONNAIRE  

SECTION iA: iDemographic iInformation 

1. iWhat iis iyour igender? 

 Male i[ i i] Female i[ i i i i] 

2. iWhat iis iyour ihighest ilevel iof ieducation? 

 Certificate/Diploma i[ i i i i] iUndergraduate idegree i[ i i i i] iMasters i[ i i i i] iPhD i[ i i i i i] 

3. iWhat iis iyour iage ibracket?  i 

 Below i25 i[ i i i i] 

 25-34 i[ i i i i] 

 35-44 i[ i i i i] 

 45-50 i[ i i i i] i 

 Above i51 i[ i i i i] 

4. iFor ihow ilong ihave iyou iworked iin ithis ischool? 

Below i5 iYears i[ i i i i] 

 5-10 iYears i[ i i i i] 

 11-20 iYears i[ i i i i] 

 21-30 iYears i[ i i i i] i 

 Above i31 iYears i[ i i i i] 
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Section B: Condition of Contracting influence on Employee Performance 

To iiwhat iiextent iido iiyou iiagree iior iidisagree iiwith iithe iifollowing iistatement iion iiCondition iiof 

iiContracting iiinfluence iion iiEmployee iiPerformance? iiPlease iiindicate iihow iistrongly iiyou iiagree iior 

iidisagree iiwith iithe iifollowing iistatements ii(Tick iiappropriate: iistrongly iiagree=5, iiAgree=4 

iiNeutral=3, iiDisagree=2 iiand iistrongly iiDisagree=1) 

Statement for performance 5 4 3 2 1 

1. I am confident in my ability to meet my 

performance goals under the current contracting 

conditions. 

     

2. I feel that the current contracting conditions 

provide me with the resources and support I need 

to be successful. 

     

3. I am satisfied with the level of communication I 

receive from my manager and other stakeholders 

under the current contracting conditions. 

     

4. I believe that the current contracting conditions 

are fair and equitable. 

     

5. I am motivated to perform my job well under the 

current contracting conditions. 

     

 

Section C: Nature of Contracting on Employee performance 

To iiiwhat iiiextent iiido iiiyou iiiagree iiior iiidisagree iiiwith iiithe iiifollowing iiistatement iiion iiiNature iiiof 

iiiContracting iiion iiiEmployee iiiperformance? iiiPlease iiiindicate iiihow iiistrongly iiiyou iiiagree iiior 

iiidisagree iiiwith iiithe iiifollowing iiistatements iii(Tick iiiappropriate: iiistrongly iiiagree=5, iiiAgree=4 

iiiNeutral=3, iiiDisagree=2 iiiand iiistrongly iiiDisagree=1) 
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Statement for performance 5 4 3 2 1 

6. Long term or short-term employees’ contract 

does not influence their performance 

     

7. Written contract is more secure than unwritten 

contract  

     

8. I am clear about my roles and responsibilities.      

9. I feel that my work is meaningful and contributes 

to the organization's goals. 

     

10. I trust my manager to be fair and supportive.      

11. I feel that I have a voice in the decision-making 

process. 

     

12. I am satisfied with my compensation and 

benefits. 
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Section D: Type of Contracted Job influence on Employee performance 

To iiwhat iiextent iido iiyou iiagree iior iidisagree iiwith iithe iifollowing iistatement iion iiType iiof iiContracted 

iiJob iiinfluence iion iiEmployee iiperformance? iiPlease iiindicate iihow iistrongly iiyou iiagree iior iidisagree 

iiwith iithe iifollowing iistatements ii(Tick iiappropriate: iistrongly iiagree=5, iiAgree=4 iiNeutral=3, 

iiDisagree=2 iiand iistrongly iiDisagree=1) 

Statement for performance 5 4 3 2 1 

13. Contracted job offers a higher salary.      

14. Contracted job offers more flexibility in terms of 

hours and location. 

     

15. Contracted job offers the opportunity to learn 

new skills and advance my career. 

     

16. Contracted job that offers a good work-life 

balance. 

     

17. Contracted job is familiar with me and have a 

good reputation. 

     

 

 

 

 

 

 

 

 



 

90 

 

Section E: Expected contractual Output on performance contract 

To iiwhat iiextent iido iiyou iiagree iior iidisagree iiwith iithe iifollowing iistatement iion iiExpected iicontractual 

iiOutput iion iiperformance iicontract? iiPlease iiindicate iihow iistrongly iiyou iiagree iior iidisagree iiwith 

iithe iifollowing iistatements ii(Tick iiappropriate: iistrongly iiagree=5, iiAgree=4 iiNeutral=3, iiDisagree=2 

iiand iistrongly iiDisagree=1) 

Statement for performance 5 4 3 2 1 

18. I am satisfied with the quality of the contractual 

output. 

     

19. The contractual output meets my expectations.      

20. The contractual output is delivered on time and 

within budget. 

     

21. I am confident that the contractual output will 

meet my needs. 

     

22. I am satisfied with the level of communication 

from the contractor. 

     

23. I am satisfied with the level of support from the 

contractor. 
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Section F: Employee’s performance 

To iiwhat iiextent iido iiyou iiagree iior iidisagree iiwith iithe iifollowing iistatement iion iiEmployee’s 

iiperformance? iiPlease iiindicate iihow iistrongly iiyou iiagree iior iidisagree iiwith iithe iifollowing 

iistatements ii(Tick iiappropriate: iistrongly iiagree=5, iiAgree=4 iiNeutral=3, iiDisagree=2 iiand iistrongly 

iiDisagree=1) 

Statement for performance 5 4 3 2 1 

24. The teacher has a deep understanding of the 

subject matter they teach. 

     

25. The teacher is able to clearly and concisely 

communicate with students, parents, and 

colleagues. 

     

26. The teacher is able to motivate and inspire 

students to learn. 

     

27. The teacher creates a positive and supportive 

learning environment for students. 

     

28. The teacher is willing to go the extra mile to help 

students succeed. 

     

29. The teacher consistently meets or exceeds 

expectations in all areas of their job performance. 
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APPENDIX IV: UNIVERSITY LETTER 
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APPENDIX V: ETHICS REVIEW COMMITTEE 
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APPENDIX VI: PLAGIARISM REPORT  

 


