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ABSTRACT

The purpose of this study was to establish how the negative outcomes of career
plateau affect productivity. The general objective of the study was to determine how
career plateau has an influence on the academic productivity of public secondary
school teachers in Kikuyu District. The specific objectives were to detennine; how
stress and burnout, absenteeism, conflict with administrators, and the desire to leave

the teaching profession have affected the academic productivity of teachers.

The Study was conducted in Kikuyu District, which is one of the 10 districts in
Kiambu County. The other districts in this county are: Gatundu, Githunguri, Kiambu,
East Kiambaa, Kiambu West, Lari, Ruiru, Thika East and Thika West. There were 26
public secondary schools in Kikuyu district. The target population consisted of 563
teachers from the 23 public secondary schools in the district. The researcher used
stratified random sampling and simple random sampling to get the sample size of 141

teachers out of whom 110 teachers participated by responding to the questionnaire.

The research utilized descriptive design; Frequency counts, percentages, bar graphs,
and charts were used in data analysis. The study established that, majority of the
teachers 69 (63%) were last promoted between 2 — 15 years ago. This revelation
clearly indicates that very many teachers have been experiencing career plateau in
their profession. The results on teachers’ assessment on job productivity show clearly
that teachers who are exhibiting characteristics of career plateauing are among those
teachers who are citing reasons for average and below average performance. The
study leads to the conclusion that career plateau has caused many teachers to desire to
leave the teaching profession. The sfudy recommends that teachers should be

motivated and good promotion policies developed.
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a career where the likelihood of additional hierarchical promotion is very low”

Ference et al (1977). Another definition of career plateau is by Veiga (1981) who
said, “It is the point at which future career mobility, including both upward and lateral
moves, is in reasonable doubt because the length of time in the present position has

been unduly prolonged.”

Productivity, according to the Cambridge Advanced Learners Dictionary, is “to
result in or provide a large amount or supply of something; having positive results. In
this study, teacher productivity refers to the extent to which the teacher’s work results
in a large supply of a high mean in the Kenya Certificate of Secondary Education

examination and co-curricular activities.

District Education Officer refers to the officer in charge of all educational matters in

a district.

Public Secondary School refers to an institution for the middle level of Kenya’s

formal education. This level consists of forms one to four.
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Productivity of public secondary school teachers in Kenya leaves one with many

questions as one looks at the performance in the KCSE exams. Beyond the veneer of
celebrations by the best performing schools and students in the Kenya Certificate of
Secondary Education examinations that were done in the year 2010, statistics
released by the Kenya National Examinations Council mirror a different image, an
indication of the direction in which secondary education is heading to. Whereas the
examination was sat by 357,488 candidates, only 27 per cent obtained mean grade of
C+ and above, which is considered the minimum university entry benchmark. A
massive 154,830 students representing 43 per cent of the total candidature obtained
D+, D, D- and E, the lowest grades in the KCSE ranking. To make the matter worse
the number of candidates who obtained grades of D- and E last year stood at 47,405,
compared to only 8,131 students who obtained the first two top grades of A and A-.

Kigotho (2011).

With this dismal performance it was imperative to look at the input of teachers and
how career development contributes to the performance of students in the national
examination. It is interesting that after joining a career, one reaches a time in life

where he/she loses interest in his/her once desired career. At this level, productivity

dips. That is when it is said that such an individual has reached a career plateau “the
point in a career where the likelihood of additional hierarchical promotion is very
low,” Ference et al (1977). This original meaning is derived from the behavioral
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as the stage whereby the individual finds the work boring and provides no

opportunities for knowledge and skills advancement.

There are negative outcomes associated with plateauing. Several scholars came up
with findings that showed some of the consequences as higher absenteéism, less
satisfaction with supervisors, health problems, stress, intention to leave the
organization, low level of work satisfaction and organizational commitment, Ismail
(2008).

Career plateau has a great effect on the productivity of employees. Holbeche, (1998)
explains that many people may have been ambitious in the traditional sense but have
reached the point when there is no longer an opportunity to progress up the hierarchy.
This may have nothing to do with the person’s skill or potential value to the
organization. It may simply reflect the fact that few organizations even relatively
hierarchical ones have senior positions for the majority of employees. As such, career
plateaus have long been a structural reality. She further explains that in the past,
plateauing tended to occur when people were in their forties, by which time they had
usually achieved gradual progression and the signs of success that went with
progression.

The previous studies show how career plateau has had negative effects on employees’
performance and so this study has the intent of discovering how career plateau affects

~ given after the findings will enable the Ministry of Education and the Teachers

Service Commission come up with strategies and policies that will enable teachers

~evelop thetrcareerand-bemore fruitfulin theirwork———————7— 77— —



of Secondary school examinations in the year 2011 as published in the Daily Nation

Newspaper of March 1, 2012 indicated, schools that were top 10 in the nation. They




Examples of those scholars are Patrick Chang Boon Lee (2003) in “Going beyond

Career Plateau.” Ronald J. Burke and Aslaug Mikkelsen (2006) on ‘Examining the

Career Plateau among police officers.” Ismail (2008) has carried out research on the

constructs, consequences and coping Strategies in relation to career plateau. There

4




What is the consequence of absenteeism on the academic productivity of

public secondary school teachers in Kikuyu District?
What is the effect of conflict with administrators on the academic productivity

of public secondary school teachers in Kikuyu District?




students. The study will also kindle the interest of future researchers to carry out

further investigation in this field.







direction in which secondary education is heading to. Whereas the examination was

sat by 357,488 candidates, only 27 per cent obtained mean grade of C+ and above,
which is considered the minimum university entry benchmark. A massive 154,830
students representing 43 per cent of the total candidature obtained D+, D, D- and E,
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but are unable to do so due to limited job openings. Structural plateau refers to

position immobility. Content plateau occurs when an employee has mastered all of

the tasks of his or her job. This form of plateau is more in the control of the employee

rather than in the functions of the organization. Content plateau may be one of the




comers-individuals seen as having high potential for advancement but presently

performing below standard. The most obvious examples are trainees who are still

learning the ropes. Longer service managers recently promoted to new positions they

10




~ outstanding work. The combination of economic, social, and demographic pressures

is causing plateaus to occur largely for managers considered as stars. Solid Citizens-

individuals with present performance rated satisfactory to outstanding with little

chances for future advancement. They are, perhaps, the largest group in most

independent. A person who has reached a “terminal level” in an organization can be a
good performer or a poor one. Similarly, people with continued advancement
potential can also show strong or weak performance. The critical point is not that
there will be an increase of plateau-ing in the future, but that growth and learning

continues when a person has plateau-ed (Hall, 1985).

The lack of flexibility in terms of promotion and task variety leads to poor results in

terms of satisfaction and commitment. This is even worse if the only perspective is to

11




the acquisition of influence and power — and thus the approach of a power centre —
may occur as a career. Again, life-long tenure is questionable. Andreas et al (2002)
In schools, objective structural plateau-ed performers report more dissatisfaction with
their task than others do, though not significant. Andreas et al (2002)

2.4 Effects of Career Plateau

Although the findings of research into career plateauing are not always consistent,

commitment to the organization, work performance, and psychological well-being

Chay et al (1995). In their research, Lapalme et al (2009) looked at the negative
relationship between career plateauing and the employees’ psychological health and
affective commitment to the organization. Recent organizational restructuring has
placed increasing pressure on employees and this has caused previously loyal workers
to question their commitment to the organization and has challenged them to perform
under stress, Hunter and Thatcher (2007). Research studies on career plateauing have
in effect highlighted the influence of both types of career plateauing on employees’
level of stress, depression and organizational commitment Allen et al. (1998), For
example, some authors have shown that the more strongly employees believe they
have reached a plateau, whether in terms of structure or content, the less committed

they feel to their organization, Chay et al (1995). Empirical research has also

12




The consequences of ignoring Career Plateau can harm the employee and the

organization. The ineffective person who is plateaued can be a source of difficulty for
superiors, peers, and subordinates. In addition to direct costs of poor job
performance, this individual may provide inadequate support to superiors; create
additional work for peers and subordinates who must pick up the slack and work
around the plateaued employee; block the promotional opportunities of others, and
provide inadequate support to subordinate and/or peers. In contrast, the effective
plateau-ee or solid citizen often receives little or no attention Stoner et al., (1980).
2.4.1 Stress and Burnout

McCormick et al (2011) conducted a study on teacher’ attribution for stress and their

relationship with burnout. They noted that whereas contexts like homes could

13




condition for accomplishment of other goals in the classroom, like effective teaching

of content. Generally, the greater the stress these participants attributed to their

personal inadequacy as teachers, the lower their sense of personal accomplishment,

and vice versa.




inadequate training, lack of information on contemporary educational issues,

continuous changes in the curriculum and excessive demands from school
administration and difficulty in interacting with parents, constitute serious sources of

stress and exhaustion for teachers, Traverset-al (1997).

15




consequences of this behavior. Absent employees often, tend to be poor performers.
Often, absentee employees expect colleagues to substitute and fill in, Martocchio
(1994), thus becoming exposed to overload and other job-related stresses.
Alternatively, recruitment of external substitute personnel, increases human resource

costs. Absenteeism might reflect negative work norms, such as social loafing, and

16




tasks, Bourdieu (1986). For example, Edwards et al (1999) found that employees’

work attitudes and well-being would improve as actual relationships approach and

even exceed the preferred state. The relationship among actual relationships,
preferred relationships, and well-being shows primarily the effect of ‘conversation’ or

‘carry-over’ because good relationships at work can be conserved as a long term

17




resource to benefit employees work attitudes and wellbeing, and it also may help them

the same position (with the same job description) as a measure of mobility

Researchers have tended to take what appears to be the average time that a person




satisfaction with the task is surprising, they found it interesting to see the major

plateau with no effect of the objective dimension. They assumed the influence of

19




Norway. Their study examined the career plateau in a large sample of police officers.

Plateauing has been identified as a significant concern in police forces Cooper,

(1982); McGinnis, (1985a, b), a problem compounded by the fact that upward

20




employees and organizations since the phenomenon brings implications to terms of

strateie to manae the emloees. Everonc reaches a career lateau at an time of

plateauing while still at the lower or middle level of the job hierarchy. Her article

aimed at examining the constructs of career plateau since the understanding of those
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in managing career plateaumg. _‘

factors likely to mitigate or reduce the negative influences of career plateauing Chao

(1990). The perception of support in the work place may be one important factor in
explaining the negative effgcts of career plateauing. Theoretical research has shown
that managers, because of their limited resource, tend to concentrate their attention on
the organization’s rising starts and problem employees, Ference et al (1977). As a

result, most plateaued employees, who generally continue to perform well at work,

end up being pushed aside. Bardwick (1986) has suggested that the resulting sense of

— abandonment could be-a-source of declining motivation and psychological distress.

Smith (2009) conducted a study to explore career plateau as a multi-faceted
phenomenon and wanted to understand the types of career plateau experienced by
accounting professionals in Australia. The participants in her study highlighted that
they experienced all three types of Bardwick’s (1986) career plateauing: structural,

content, and life plateauing. The type of plateau experienced by participants was

of the life and content plateau related to subjective conceptualizations of success, i.e.,

~a lack of work-life balance or personal growth and development. Ihe research

22

tage in life and their stage in career, and on their definitions



reenergize and redirect their career paths.
2.6 Conceptual Framework

Figure 2.1: the Effect of Career Plateau on Academic Productivity

Stress and Burnout
—_—
Absenteeism
—
Academic
Productivity
Conflict with of Teachers
—
Administrators
Desire to Leave the
—

Profession

contlict with administrators an

have an effect on the academic productivity of teachers.




The Study used a descriptive design to determine how the outcome of career plateau
influences the academic productivity of public secondary school teachers. The
researcher chose this design because it would allow the researcher to describe what
outcomes of career plateau lead to low academic productivity.

3.3 Target Population

set of people, events, or objects to which a researcher wishes to generalize the results

and one Quality Assurance and Standards Officer. The researcher used stratified

random sampling and simple random sampling since it was not feasible to cover all

the 563 teachers. Fowler (2002) explains that stratification means that specific

characteristics of individuals represented in the sample and the sample reflects the




to compute the numbers. The researcher chose 50% of the schools in each stratum and

randomly selected 25% of the population of teachers in each stratum as shown in the
table below.

Table 3.1 Sample size from each stratum

Stratum Teachers’ Population 25% Sample Size
Boys Boarding 137 34

Girls Boarding 158 40

Girls Day 16 4

Mixed Day 217 54

Mixed Day/Boarding 35 9

Total 563 141

~ Source: Kikuyu District Education Officer’s Office (2012)

Office, and the Kenya National Examinations Council. The researcher collected

primary data through:

25




Teachers filled questionnaires designed wit collecting

concerning their demography, training, experience, promotions, and dedication to
duty, examinations, and attitude towards the teaching profession. The researcher used
the questionnaire to collect data because it offers considerable advantagé in the

administration; it presents an even stimulus potentially to large numbers of people

simultaneously and provides the investigation with an easy accumulation of data. Gay

produce more candid answers than is possible in an interview.

3.5.1 Piloting

3.5.2 Validity

According to Borg et al (1989), validity is the degree to which a test measures what it

purports to measure. All assessments of validity are subjective opinions based on the

judgment of the researcher Wiersma (1995). Creswell (2009) suggests that, to use an

26




from past use of the instrument. The pilot study helped to improve face validity an
content of the questionnaire tool.

3.5.3 Reliability

Gay (1992) asserts that, reliability is the degree to which a test consistently ﬁeasures
what it measures, while Mugenda and Mugenda (1999) define reliability as a measure
of the degree to which a research instrument yields consistent results or data after
repeated trial. The pilot study was done enhance reliability. The researcher reviewed
the literature in the research done by other people, journals, and books to demonstrate
reliability for the authors quoted, report measures of consistency with the topic that of

study.

3.6 Data Collection Procedure

Kikuyu District Education Office to visit schools in the district to collect data. The

~ researcher personally administered the questionnaires to some schools and got a

researcher gave the respondents one week to respond.

3.7 Data Analysis
The researcher used Statistical Package for Social Sciences (SPSS) as an aid to

analyze data and utilized both qualitative and quantitative analyses to analyze the
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career plateau. Appropriate descriptive statistics i.e. frequency counts, and
percentages were employed. Data interpretation was done using frequency tables, bar

and line graphs, and pie charts.




DATA ANALYSIS, RESULTS, AND DISCUSSION

4.1 Introduction

This chapter presents the findings of the study on the effect of career plateau on the
academic productivity of public secondary school teachers in Kikuyu District in
Kenya. The first part of this chapter deals with the demographic characteristics of the
respondents. The second part presents the findings following the research questions
that informed the study. The researcher analyzed data statistically using Statistical
Package for Social Scientists (SPSS ver. 17) software and presented the results by

way of descriptive statistics such as frequency distribution tables, percentages, charts,

vi.  The effect of conflict with administrators on the academic productivity of

public secondary school teachers in Kikuyu District.
vii.  The effect of the desire to leave the teaching profession on the academic
productivity of public secondary school teachers in Kikuyu District.
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The demographic characteristics covered by the study were age, years of teaching in

secondary school, academic qualifications, and gender of the teachers.

4.2.1 Age of the teachers

A question was posed to the teachers to indicate their age in order to determine the
age of the respondents; the responses gathered are as shown in figure 4.1.

Figure 4.1 Distribution of respondents by age

# 30 AND BELOW
©31-40
41-50

-

Data depicted in figure 4.1 clearly shows that majority of the teachers 50 (46%) age is




%
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Number of years taught in secondary schools

Figure 4.2 clearly shows that majority of the respondents 36 (32.7%) had taught
~ between 16 — 20 years in secondary schools compared to 13 (11.8%) who indicated
R e B e T et i My
the teachers 66 (69%) had taught for more than 11 years in secondary schools.
4.2.3 Academic qualifications
A study of this nature requires information about the respondents’ academic
qualification in order to determine its effect on the academic productivity of teachers.

All respondents were asked to indicate their academic qualification and the data
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Academic qualification

From the figure above, majority of the teachers 64 (58.2%) were B.ED degree
holders, followed by 23 (20.9%) masters holders. PHD holders and SI qualifications
received 1 (0.9%) least qualification.

4.2.4 Gender of the teachers

In order to determine the gender of the respondents, the teachers were to indicate their

gender. The responses gathered are as shown in figure 4.4.

32




# MALE
- FEMALEL

MNoresponse

Figure 4.4 clearly shows that majority of the respondents 57 (52%) were female
compared to 51 (46%) who were male. These results show that the results were
representative.

4.3 Career plateau

4.3.1 Job group

Career plateau is an important component of career development that adds to the

33
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From the figure above, majority of teachers 40 (36.4%) were in job group L followed

closely by 38 (34.5%) in job group M. Only 1 (0.9%) was in job group P.
4.3.2 Year of promotion

In order to determine teachers’ hierarchical movement the period when the teachers

34




w1 YEAR AGO
12 -5 YEARS AGU
G- 10 YCARS AGO
®11-15YEARS AGQ

i Noresponse

Figure 4.6 above clearly shows that majority of the teachers 40 (37%) were promoted

to their respective job groups 2 — 5 years ago and then followed by 32 (29%)

promoted 1 year ago. This figure also indicate that majority of the teachers 69 (63%)

were last promoted between 2 — 15 years ago. This revelation clearly indicates that

very many teachers have been experiencing career immobility in their profession. A

11-15

16 -20

21 and above

Total

0 14
0 11
0 5
11 39

10

17

38

0 0
6 1
2 0
8 1
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Table 4.1 shows that most teachers who are in job group M, had taught for 6 - 10 years
before being promoted to their current job group. These results also indicate teachers’
progression to a higher job group where the number of years of teaching features
prominently.

The study further sought to establish whether teachers see a likelihood of being promoted
to the next job group the following year. Teachers were therefore asked to indicate
whether they saw a likelihood of being promoted to the next job group. The question
asked yielded the results summarized in the Figure 4.7.

Figure 4.7 Teachers’ responses on the likelihood of being promoted

G

50

= PErCEnt

hierarchical progression for teachers in the public secondary schools.
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A question was posed to the teachers to indicate whether they hold any other

responsibility in the school apart from classroom teaching. The following results were
realized in the figure below.

Figure 4.8 Teachers’ responses on holding other responsibilities

m YES
NO

S Noresponse

structured statements were incorporated with a scale ranging from Strongly Agree to

Strongly Disagree. For ease of analysis, Strongly Agree and Agree were combined as

Agree while Disagree and Strongly Disagree became Disagree. The respondents’

37



table 4.4.1 below:

Table 4.2 Teachers’ self-assessment on job productivity

~ Statements , BT S ~ Agree  Neutral Disagree

The discipline levels in my class are always
89 (80.9) 10 (9.1) 8(7.3)

high
My teaching subject always has an above

58(52.7) 19(17.3) 30(27)
average mean score

I rate myself as a high performer in my
92(83.6) 13(11.8) 2(1.8)

teaching job

From the table 4.2 above, majority of the teachers 89 (80.9%) indicated that the

discipline levels in their class is always high, 58 (52.7%) stated that their teaching

subject always has an above average mean score, 92 (83.6%) rate themselves as high




stipulated time. Teachers 93 (84.5%) observed that their relationship with other
teachers was above average, 71 (64.6%) indicated that they take keen interest in
students’ work after school hours and 63 (57.2%) were proud with the performance of
students in their subject. From these results, it is apparent that teachers had a positive

self-assessment, which boosts their academic productivity.

The study further sought to determine how teachers rated their productivity in the last

the teachers to ra i ductivity as a teacher in :

Teachers were further asked to give reasons for their answer. The teachers who

indicated that their performance was above average gave the following reasons: they
do use learner centered approaches in their teaching that caters for students needs and

builds a positive attitude in the subject, there has been a tremendous improvement in
39



subjects, the mean score performance in their subjects surpasses the school mean
score, teachers have attained the targets set and produced good results, students have
prepared adequately by ensuring syllabus coverage was done on time, teachers are
self motivated and go an extra mile by creating more contact hours outsi&e school
time with the students, the school administration has taken hid of the input given by
teachers and encourage them to attend in-service trainings, students are motivated to
perform, appreciation of teachers effort by the parents, good relations and team work
among colleagues, more enrollment into the subject and students who pursue courses

after school related to the subject. Those who indicated an average performance

attributed this to the following reasons: low scores and a discouraging trend in

in the Kenya Certificate of Primary Education is a contributor to the dismal

er!ormance !Hcr@ 1S yglue aﬂﬂgh n !He O = = -

to poor performance, low motivation among students and teachers, lack of role
models in the society, drug abuse among students and boy-girl relationships as the

main reasons.
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who are exhibiting characteristics of career plateauing are among those teachers who

are citing reasons for average and below average performance. To turn the tables
round and attain a positive academic performance all players should be brought on
board and work as a well-oiled engine of a machine.

4.5 The effect of stress and burnout on academic productivity

Career plateau has consequences on employees. Plateaued employees can exhibit
stress and burnout characteristics. The study sought to determine the effect of stress
and burnout on the academic productivity of public secondary school teachers in
Kikuyu District. Teachers were asked to give information on the effect of stress and
burnout on their academic productivity. Four structured statements were incorporated

with a scale ranging from Strongly Agree to Strongly Disagree. For ease of analysis,

_disagreement with the various statements are shown in table 4.3:

Most times [ do not feel like going to
teach 22 (20) 17 (15.5) 69 (52.8)

My work is overwhelming 59(53.6) 18(16.4) 32(29.1)
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is monotonous, 86 (70.2%) stated that they enjoy their teaching work, 69 (52.8%) feel
like going to teach and 59 (53.6%) observed that their work is overwhelming. These
results are in line with the findings of Chao (1990) who found out that plateaued
employees report low level of work satisfaction and organization commitmeﬁt.

4.6 The consequence of absenteeism on academic productivity

The study sought to determine the consequence of absenteeism on the academic
productivity of public secondary school teachers in Kikuyu District. Teachers were
asked to give information on the consequences of absenteeism on the academic

productivity. Four structured statements were incorporated with a scale ranging from

Strongly Agree to Strongly Disagree. For ease of analysis, Strongly Agree R ITE 03 TR

school early

I have often been reprimanded about 10 (9.1) 10(9.1) 87(79.1)

missing class
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come to school on time, 55 (50%) stated that they had missed class that term, 83
(75.4%) stated that they do not change their lessons so that they leave school early
and 87 (79.1%) stated that they had not been reprimanded about missing class. From
these results, absenteeism has not taken toll on academic productivity of teachers in
the District.

4.7 The effect of conflict with administrators on academic productivity

The study sought to determine the effect of conflict with administrators on the
academic productivity of public secondary school teachers in Kikuyu District.
Teachers were asked to give information on the effect of conflict with administrators

on the academic productivity. Four structured statements were incorporated with a

scale ranging from Strongly Agree to Strongly Disagree. For ease of analysis,
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Statements Agree Neutral  Disagree
f (%) f (%) f (%)

School administrators appreciate my work 66 (60) 23 (20.9) 14 (12.7)

School administrators have their ‘favorite’ 48 (43.7) 25 (22.7) 33 (30)
teachers
I have never received a warning memo(s) from 65 (59.1) 8(7.3) 36 (31.7)

the school administrators

From this table, majority of the teachers 66 (60%) stated that school administrators

The study sought to determine the effect of the desire to leave the teaching profession

on the academic productivity of public secondary school teachers in Kikuyu District.
Teachers were asked to give information on the effect of the desire to leave the

teaching profession on the academic productivity. Four structured statements were
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of analysis, Strongly Agree and Agree were combined as Agree while Disagree and
Strongly Disagree became Disagree. The respondents’ percentages of agreement and

disagreement with the various statements have been worked out as shown in table 4.6:

Table 4.6 The effect of the desire to leave the teaching profession on academic

productivity
Statements Agree Neutral  Disagree
f (%) f (%) f (%)
Teaching is a fulfilling profession to me 62 (56.4) 20(18.2) 25(22.7)

I have done other courses not related to 62(56.4) 12(10.9) 32(29.1)

teaching

I have applied for a job in a different field 51(46.4) 8 (7.3) 48 (43.7)

into other professions.
The study further sought to determine other effects of career plateau teachers have
witnessed in their schools. Teachers made the following suggestions: teachers from study

leave decline to take additional responsibilities, teachers are more contented even with
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intimidation from school administrators, teachers engaging in non-teaching activities to
earn extra money, demoralization among teachers due to poor results over the years,
mistrust among the teachers, low self-esteem among teachers due to poor pay resulting to
quitting, strained relationships between colleagues, overstaying in | one station,
complacency and indispensability attitude among teachers, desertion of duty that results
to dismissal performance.

The study further sought to establish recommendations that could lessen career plateau
among teachers. The question yielded the following recommendations: teachers as well
as students should be motivated and appreciated for their excellent performance, refresher

courses, capacity building, in-service trainings, workshops and seminars should be

organized by the Ministry of Education and the school to equip teachers with new skills

factors teachers’ promotion on the basis of merit, recognize certificates that are issued in

remuncration, bencIits, and allowances. 1scourage

victimizing teachers who pursue further studies, improve teachers working environment

in schools. School heads should organize motivational talks to teachers to build their self-

esteem. Teachers need scholarships for educational advancement. Experienced teachers
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profession. The Teachers’ Service Commission should recruit more teachers

47




SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents summary, conclusion, and recommendations based on the
findings. The summary presents each part of the study in brief, there are conclusions
for each research question, and recommendations are given on the general findings of
the study.

5.2 Summary of the Study

The purpose of the study was to investigate the effect of career plateau on the
academic productivity of public secondary school teachers in Kikuyu District in

Kenya. The study sought to determine the effect of stress and burnout, absenteeism,

On the issue of career plateau, majority of teachers were in job group L. A majority of

the teachers was promoted after 2 — 15. This revelation clearly indicates that very

many teachers have been experiencing career immobility for a very long time. Many

teachers who are on job group M had taught for 6 - 10 years in the previous job group.
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teaching for many years.

On the assessment of teachers’ productivity, majority of the te‘achers indicated that,
their teaching subject always has an above average mean ScCOre; tea(‘;hers rate
themselves as high performers in their teaching jobs. Teachers take keen interest in
students’ work after school hours and were proud with the performance of students in
their subject. Teachers rated their productivity at above average due to the learner
centered approaches they use that caters for students needs and builds a positive
attitude in the subject, a tremendous improvement in the Kenya Certificate of

heir subjects, teachers attained the

overburdened with work, the effort put in by teachers is not proportional to the poor
results attained. Teachers who indicated below average performance attributed this to

the low entry marks among students that lead to poor performance, low motivation
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students and boy-girl relationships as the main reasons.

From these results on teachers’ assessment on job productivity it is clear that teachers
who are exhibiting characteristics of career plateauing are among those teac;hers who
are citing reasons for average and below average performance. On the effect of stress
and burnout, the study found out that teachers find their teaching work monotonous,
though most of them enjoy their teaching work, they feel like going to teach, yet
majority find their work overwhelming. On the consequence of absenteeism on the
academic, teachers indicated that they always went to school on time, many had not
missed class that term, and the

_not change their lessons to leave school early.

other courses not related to teaching and had applied for a job in a different field

while some said they will not retire a teacher. These results show that teachers have
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professions.

The study also found other effects of career plateau that teachers have witnessed in their
schools like, high teacher turnover, high tendencies to pursue further studies to get out of
teaching. Teachers engage in non-teaching activities to earn extra money, démoralization
among teachers due to poor results over the years, low self-esteem among teachers due to
poor pay and complacency and indispensability attitude among teachers.

On the recommendations that could be put in place to enhance academic productivity and
discourage career plateau the study found out that teachers should be motivated and
appreciated for their excellent performance, refresher courses, in-service trainings,

_workshops and seminars should be organized by the Ministry of Education and the school

to equip teachers with new skills and interventions in addressing major challenges

experienced in the education sector, the Teachers’ Service Commission should come up

further studies, improve teachers working environment in schools. School heads can

organize motivational talks to teachers to build their self-esteem. Teachers should be

51



novice teachers on school matters and issues pertaining to the teaching profession.

5.3 Conclusions

The researcher made the following conclusions based on the findings of the study:
majority of the teachers stated that teachers experience a career plateau sin;:e several
of them have stagnated on one job group for more than three years. Most of the
teachers assessed themselves as above average in performance because of the high
mean scores in the subjects they teach. Stress and burnout affects the academic
productivity of teachers due to work that is monotonous and overwhelming.
Absenteeism has not taken toll on the academic productivity of teachers in the district.
Conflict with school administrators could influence academic productivity especially
when they expect too much from teachers and when a teacher is not their favorite.

Many teachers have a strong desire to leave the teaching profession due to the absence

of job safisfaction. B i T A L S—

5.4 Recommendations

In order to ensure that career plateau does not affect teachers’ academic productivity
negatively, there is need to implement the following:

5.4.1 School level

Teachers as well as students should be motivated and appreciated for their excellent

performance, school administrators should improve the working environment in

and learning. School heads can also organize motivational talks to teachers to build
their self-esteem. Experienced teachers should guide novice teachers on school

matters and on issues pertaining to the teaching profession. School heads should be
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| et e ot i i s e
from their study leave.
5.4.2 Government policy
The Government through Ministry of Education should iniﬁate refresher courses,
capacity building programs, in-service trainings, to equip teachers with new.skills and
interventions in addressing major challenges they experience in the education sector,
the Teachers’ Service Commission should come up with a teachers’ promotion

scheme that factors teachers’ promotion on the basis of merit, recognize certificates

that are issued in in-service trainings, seminars, workshops and other courses during

teacher promotions, there should be competitive selection for promotion through

i. A study on the effect of career plateau on the productivity of employees in

parastatal organizations.




teachers in rural areas and primary schools.
iii.  Similar studies should be conducted in other parts of the country to find out

whether the findings in this study can be generalized to the entire country.
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Appendix A

Letter to Respondents

Dear Respondent,

This study seeks to investigate the effect of career plateau (the point in a career where
the likelihood of additional hierarchical promotion is Very low”) on the academic
productivity of teachers in public secondary schools, in Kikuyu District. The research

intends to recommend the most appropriate remedial factors to arrest carcer plateau,

which would enhance and sustain teachers’ academic productivity. The study assumes

Given the significance of the study in enhancing the productivity of teachers, reflected

in the performance of students in the Kenya Certificate of Secondary Education

examinations, you are¢ an important part in the study. Please sparc some of your
B T T et

precious time t0 provide information relating 10

response will be confidential and used for academic research only. Thank you for

your co-operation.

Sincerely,

Esther N. Azinga
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TEACHERS’ QU

This questionnaire intends to collect information on the effect of career plateau on the
academic productivity of teachers. Kindly provide answers 1o these questions as
honestly as you can. Responses 1o all the questions will be treated with utmost
confidentiality.

Part 1: Background Information

Teaching subjects

Please tick [V] the appropriate answer

1. Your age in years

a. 30 and below ()
b. 31-40 ()
c. 41-50 ()
d. 51 and above )

2. How many years have you taught in secondary school?

a. 1-5 ()
b. 6-10 ()
c. 11-15 ()
d. 16-20 ()
e. 21 and above ()

b. Diploma ()
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*
d. B.Ed
e. Masters ()
f.  Any other [SPECIfY]. . ovvvvmmmrreeesmemmmennneeess
4, Gender:
a. Male( ) b. Female ( )
Part 2: Career Plateau

5. Which Job Group are you currently in?

a. K 0)
b L O)
c. M O)
d. N 0)

e. Any other [Specify]..ccvvreenseeereees
6. When were you promoted to this Job Group?

b. 2-5 years ago ()
¢. 6-10 years ago ()
d. 11-15 years ago ()

7. Do you see a likelihood of being promoted to the next job group in the next

one year?

teaching?

a. Yes() | b.No ()
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Part 3: Self-Assessment of Job I'To

The table on the next page presents various statemen

as a teacher. Indicate the extent to which you agree or disagree Wilh caciT staterrents

using the following scale.

SA-Strongly Agree A-Agree N-Neutral D-Disagree SD-Strongly Disagree

Statement

9. The discipline levels in my class arc

always high

10. My teaching subject always has an above

: averagemrn@an,ﬂf‘ote,, —

1.1 rate myself as a high performer in my

teaching job

13. My relationship with other teachers is

above average

t in students” work after

14. 1 take keen interes

school hours

15. The performance of

students in my subject
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16. How would you rate your productivity as= teacher in the last 5 years

a. clow average

b. Average
c. Above average

17. Give reasons for your answer in the above question.

.............................................................................................
.............................................................................................
.............................................................................................

..............................................................................

Part 4: Effects of Career Plateau
In the table below, various statements are provided regarding effects of career plateau.

Please indicate the extent to which you agree or disagree with each statement by

placing a tick [\] where appropriate. Use the following scale to respond.

SA-Strongly Agree A-Agree N-Neutral D-Disagree SD-Strongly Disagree

18. Stress and Burnout SA|A|N

a. My teaching work is monotonous

F b. 1enjoy my teaching work

c. Most times I do not feel like going to teach

Qe dVAY. WOILK :, S O ,‘x: E—
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Sson so that T feave schoot-eatty | I !

I often change my le

School administrators have their ‘favorite’ teachers
d. 1 have never received a warning

administrators

21. Desire to Leave the Profession

2. Teaching is a fulfilling profession to me

b. 1 have done other courses not related to teaching

.1 have applied for ajobina different field

22. Please indicate any other effect of career plateau that you may have

witnessed in your school
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Part 5: Recommendations

o
3. What do your i eotes

....................................................................................

and cooperation

Thank you so much for your time




Appendix C

R T

[ Activity Date (2012) T
Correction of Proposal 14™ 17" March
Piloting of Questionnaire 19™ -23™ March
Data Collection 26™ March-5th April
Data Analysis 9™ — 13™ April
Writing the report 16™ -17" April
Submission of report to the supervisor 18™ April
Submission of final research project 19th April J
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Appendix D
W

Activity Kshs

Proposal Writing

Printing 53 pages @ Kshs 15 per page 795

Photocopy 5 Booklets @ Kshs 2.50 per page 662

Spiral Binding 6 Booklets @ Kshs 70 420

Transport and Miscellaneous 1,000

Final Project

187

ires 15%5 pages @ Kshs 2.50

Data Analysis

Transport and Miscellaneous

M 80 Pages @ Kshs 15

—r ihotocoai 680 pas @ Kshs 2. = — 00

Binding Final Copies
30, S14

GRAND TOTAL

70




