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ABSTRACT 

The statistics of pupil performance at grade 12 shows that the performance of pupils in grant-

aided secondary schools is generally better than the non-grant aided secondary schools in 

Southern Province. This study sought to explore the factors contributing to excellent Grade 12 

performance in mission schools of Southern Province. This study used Concurrent mixed method 

design in which the researcher merged quantitative and qualitative data in order to provide a 

comprehensive analysis of the research problem. The sample size was 45 altogether; 5 Head 

teachers and 40 teachers. Semi structured interview schedules were used to collect data from the 

Head teachers whilst questionnaires were used to collect information from teachers. The study 

yielded some important findings with respect to factors contributing to excellent grade 12 

performances in mission schools. It established in complete agreement with the literature 

reviewed that the reasons for the excellent performance include high teacher motivation, 

manageable classes, eclectic leadership, conducive and supportive working environment. The 

study established that motivated teachers are committed and dedicated, attend to the needs of 

individual learners, prepare adequately for teaching, effectively assess learners, and engage 

parents in the children‟s learning. Additionally, the study established that measures used by Head 

teachers use to achieve and maintain excellent performance at grade 12 include promoting a 

spirit of team work, supporting and empowering teachers. Following the study of findings, it is 

recommended that the School Managers should be proactive and engage all stakeholders to 

improve the physical working environment of teachers; and then in producing teaching and 

learning materials.  Furthermore, school managers should endervour to identify the specific 

needs of the teachers under their charge which if not met would lead to demotivation. 

 

Key words: Performance, motivation, team work, proactive. 
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CHAPTER ONE: INTRODUCTION 

1.1 Overview 

This study seeks to explore the factors contributing to excellent Grade 12 performance in mission 

schools of Southern province. In this chapter, an overview of the study is given. Among other 

things, the chapter outlines the background of the study, statement of the problem, purpose of the 

study, research objectives, research questions, significance of the study, limitations of the study, 

theoretical framework, conceptual framework and operational definitions. 

1.2 Background 

Historically, formal education in Zambia originated through the work of voluntary agencies, 

mostly Christian missionaries. To-date, religious bodies make a significant contribution to 

educational provisions in Zambia through their grant-aided schools and colleges. A grant-aided 

institution is one that receives from government a grant of 75% of the capital costs of approved 

projects and an annual grant in aid running costs. The government also pays the salaries of 

teachers and other approved personnel at these institutions. The partnership of the voluntary 

agencies is greatest at the secondary level. There are over 44 grant-aided secondary schools 

dotted across the country (MOE, 1996) supporting over 15% of the total secondary enrolment in 

the country. In addition, the religious bodies own four Primary Teachers‟ education colleges in 

Zambia. The regulations governing the grant-aided institutions were updated in 1993. The new 

regulations provide for the establishment at each aided institution autonomous boards of 

management which exercise extensive control over every aspect of educational provision at the 

school or college. A further significant feature of the new regulations is that the boards have 

been empowered to protect particular ethos through control over the appointment and retention 

of staff.  

The substantially independent boards of management in grant-aided schools appear to be 

managing their affairs very well. This is evidenced by the outstanding academic performance of 

pupils especially at grade 12 level. For some time now, Private and Catholic- run learning 

institutions have been known to provide quality education. According to the Ministry of 

Education (2003), in 2001, 65.7% of the pupils at grade twelve levels received their certificates 
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with far higher rates in private and grant-aided schools. Therefore, many parents including non-

Catholic members choose private and catholic- run learning institutions ahead of government 

schools for their children because of assured good examination performance provided the 

children are serious with their school work. Although teachers available in both grant- aided and 

non-grant- aided schools are trained from the same colleges, there are some marked and vivid 

discrepancies in as far as pupil performance is concerned. 

1.3 Statement of the problem 

The statistics of pupil performance at grade 12 shows that the performance of pupils in grant-

aided secondary schools is generally better than the non-grant aided secondary schools in 

Southern Province (MOGE, 2017). This picture is not peculiar to the Southern Province alone. 

The former Minister of Education, Dr. John Phiri, stated that he was saddened that most 

government schools were underperforming compared to mission (grant-aided) schools in the 

country. Meanwhile, very few studies have been conducted to establish the causal factors for this 

situation. For this reason, this study sought to explore the factors contributing to excellent Grade 

12 performance in mission schools of Livingstone District. 

 

1.4 Purpose 

The purpose of this study is to explore the factors contributing to excellent Grade 12 

performance in mission schools of Livingstone District. 

1.5 Research objectives 

The research objectives of the study were to;  

a) Review the academic performance of grade 12 pupils from selected mission schools in 

Southern Province.  

b) Explore the views from teachers, pupils and educational administrators on the factors 

supporting pupil performance in missionary secondary schools at grade 12 level.  

c) Explore the measures that government schools need to put in place to improve pupil 

performance at grade 12 level. 
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1.6. Research questions 

The research questions of the study will be;  

a) What is the academic performance of grade 12 pupils from selected mission schools of 

Southern Province? 

b) What are the views of teachers, pupils and educational administrators on the factors 

supporting pupil performance in missionary secondary schools at grade 12 level? 

c) What measures can government schools put in place to improve pupil performance at 

grade 12 level? 

1.7 Theoretical Framework 

The Sammons‟ model of an effective school in Ribbins and Burridge (2013) guided this study. 

According to Sammons, the first attribute of an effective school is that it should have a clear 

school vision and goal. The second attribute of an effective school as identified by Sammons is 

that such a school should have good and highly professional leadership. What he means here is 

that the school managers should be well qualified and experienced members of staff. He 

identifies positive school climate as the third attribute of an effective school. He further explains 

that a positive school environment does involve the availability of appropriate teaching and 

learning materials and competent and adequate teaching staff among other things: an atmosphere 

where teachers can interact freely professionally and share ideas without restrictions. 

The fourth attribute according to him is the active parental involvement in school matters. He 

suggests that in such schools the managers should use Open Days as a way of encouraging 

parental participation in the school affairs. The last and fifth attribute identified by Sammons is 

that an effective school should have a systematic assessment and evaluation procedure of 

learners‟ work and that the school managers should also be highly motivating to both the 

teachers and the learners. According to Carl (2013:183), a model may simply supply meaningful 

guidelines for the process which is undertaken. Models do, in fact, differ and are of value in 

specific circumstances. 
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1.8 Significance 

It is hoped that the study will provide information on factors affecting pupil performance in 

mission schools and non-grant aided secondary schools of Southern Province. This information 

may contribute to developing measures to enhance the performance of the learners in non-grant 

aided schools. This information will also be useful to educational administrators, teachers and 

policy makers. The study will also contribute to the existing body of knowledge on factors 

affecting pupil academic performance at grade 12 level. Furthermore, the information obtained 

would be cardinal as an entry point for researchers intending to pursue the topic of factors 

affecting pupil performance in schools. The study findings could also be used by agencies like 

the United Nations Children‟s fund (UNICEF) and some faith-based organizations as they design 

programmes to advise government on issues of education. 

1.9 Limitations 

This study focused only on five selected secondary schools of Southern Province. As a result, the 

study findings could not be generalized as the research did not cover the whole country. 

1.10 Operational definition of terms 

 

Grant-aided school: A school owned and managed by church organizations in partnership with 

the government. The government provides grants to these institutions in the form of funds and 

pays the teachers. 

 

Effective school: Is a school which treats every student fairly and equally and meets the needs of 

all the students whether they are at the top or bottom of the ability scale. It also encourages 

responsibility and ethical behavior among the learners. 

 

Academic performance: A student‟s involvement in the learning process and the application of 

his and her cognitive faculty i.e. reading, writing and general performance in school assignments. 

 

Non-grant-aided school: These are schools owned and run by the government 
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Passing: Obtaining a full certificate in grade twelve (12) which entails obtaining at least five 

(5) Subjects (including English) with at least a credit in two of them. 

 

Regular school: Any school operating within the conventional or traditional education system in 

Zambia. The classes in a school like that run from grades one (1) to twelve (12). 

 

Learner: A student or pupil in a secondary school 

 

1.11 Summary 

 

In chapter one the writer gave an overview of the study by looking at the background of the 

study, statement of the problem, purpose of the study, research objectives, research questions, 

significance of the study, limitation of the study, theoretical framework, conceptual framework 

and operation definitions. Clearly, the purpose of the study was to explore the factors 

contributing to excellent Grade 12 performance in mission schools of Livingstone District. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Overview 

This chapter looks at the relevant literature on the subject of education generally and factors that 

affect grade 12 pupils‟ performance in grant-aided and non-grant-aided secondary schools. The 

reviewed literature has been discussed under the following subheadings: Academic performance 

of grade 12 pupils; Factors supporting pupils‟ performance in mission secondary schools; 

measures Head teachers can use to improve grade 12 results in government schools.  

2.2 Academic Performance of grade 12 learners in Mission and Government Schools 

The significance of education to humanity can never be over-emphasized. Education does help to 

improve the living standards of people. For an individual and a nation to develop, there is dire 

need to pay special attention to education. An individual can only be successful through a well-

planned and managed educational system (Alder, 2015). The government has taken education as 

a pre-requisite for human as well as economic development. It, therefore, correctly puts people at 

the centre stage of all development. It as well considers the development of people, not things, to 

be of prime significance. The knowledge, skills, attitudes and let alone values that people acquire 

through the process of education or training are considered to be equipping its citizens in their 

own right as autonomous and active participants in the process of socio-economic change and 

improvement. These and other attributes enable citizens to make constructive impacts on the 

development of non-human resources, thereby leading to increases in the nation‟s wealth 

(Ministry of General Education-MOE- 2017). It is for this reason that upon attainment of 

independence in 1964, the Zambian government has been striving to increase the number of 

schools to provide quality educational chances to as many citizens as possible. Quality is, 

therefore, key in every form of education system as it promotes excellent academic performance. 

Performance is perceived to be the heart of every organization. Researchers and analysts have 

over the past decades investigated the influence of strategic planning on organizational 

performance but up to date the correlation between strategy and firm performance is an on 

ongoing debate (BODOCOL, 2010). Whereas some authors argue that there is quite minimal (if 

any) correlation between strategic planning and high firm performance, others argue that firms 

with well-conceived and excellently executed strategic plans have high probability of high 
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performance. For instance, Badenhorst (2012), reported that some twelve research papers from 

1950s to the early 1980s indicated that planning was positively correlated with better 

performance.  

Generally, literature showed that greater formality in strategic planning positively correlates to 

high firm performance. Although Maruatona (2016) cautioned that some studies have found out 

that too much formalization of the strategic planning process may actually result in reduced 

performance. Badenhorst (2012), however, noted that deliberate and systematic pre-planning or 

acquisition of strategy produced significantly better academic performance than unplanned 

opportunistic, adaptive approach.  

Maruatona (2016) established that mission schools in Malagasy produce good pupils‟ results at 

Senior Secondary. This is because formal strategic management systems significantly influenced 

organizational performance. On the other hand, other authors argued that it would be naive to 

conclude that strategic planning was the sole cause of success in educational institutions because 

schools may be using other management practices such as organization structure, good human 

resource practice, or corporate culture to steer high performance (Robin and Coulter, 2012).  

In the same vein, others such as Brooks and Kahn (2015), have argued for and against the 

concept that formal strategic planning was not suited solely for large firms and that it improved 

performance in both large and small firms. Of essence therefore, is the fact that there is an 

inherent knowledge gap in the relationship between strategic planning and pupils' academic 

performance. This was the basis on which this study was designed; to establish whether the 

practice of strategic planning in secondary schools influenced performance taking into 

consideration the specific strategic program areas which were: The Vision and Mission 

Statement, Continuous Assessment strategy. Improving Teacher Preparedness strategy and 

Leadership and supervision strategy (Maruatona, 2016). 

The Zambia National Education Coalition (ZANEC, 2019) commended the Ministry of General 

Education for releasing the 2018 Grade 12 examination results in good time. They were 

particularly pleased with the high pass rates in English, Mathematics, Social Sciences, Religious 

Education and Business Studies. The relatively high pupil performance recorded in technical 
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schools and ordinary government schools is also commendable as most of our vulnerable 

children are enrolled in these schools. 

However, ZANEC notes with great disappointment the increased number of candidates who 

were absent from the Grade 12 examinations estimated at 1,916, with North-western Province 

accounting for the highest number and poor performance especially in government schools. 

Mission schools had very good results. Most of them averaging between 60 and 100 percent. The 

ill preparedness of the pupils in government schools is due to lack of meaningful teaching and 

learning taking place in our classrooms. Most of our pupils are progressing to Grade 12 without 

acquiring the relevant educational competences and mastery of the various subject contents. The 

only reason they get to Grade 12 is that they have been in school for 12 years. As a result, very 

few of them are confident enough to face the examinations. 

The enhanced security during the 2018 examinations. The stringent security measures that the 

Ministry put in place during the 2018 Grade 12 examinations should be commended. The 

measures contributed to the significant reduction in suspected cases of examination malpractices 

from 217 in 2017 to 77 cases in 2018. The resultant effect of this was that pupils who were 

hoping to smuggle examination materials in the examination rooms as well as those who were 

planning to write for other pupils by way of impersonation had no option but to stay away from 

writing the examinations (ZANEC, 2019). 

The Coalition is also concerned with the decrease in performance by the Grade 12 Candidates 

who obtained certificates from 64.84% in 2017 to 63.44% in 2018 as well as the reduced mean 

performance in science from 43.58% in 2017 to 34.32 in 2018 (ZANEC, 2019). 

2.3 Factors supporting pupil’s performance in Mission Secondary schools 

Studies have indicated that Continuous Assessment (CA) in mission secondary schools has an 

influence on pupil academic performance. Brandes and Ginns, (2010) stipulated that, in a global 

economy, assessment of students‟ achievement is changing mainly because in an ever- changing 

knowledge-based society, students would not only be required to learn and understand the basics 

but also to think critically, analyze and make inference for making decisions. Continuous 

assessment in most mission schools covers all areas of student learning, that is why Mbozi 
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(2008) stressed that evaluation should not only be based on recalling of facts but also on the 

affective and psychomotor domains. Sometimes assessment of student could be in form of 

project; personal observation by the teacher; take home assignment and class test. Whichever 

form it might take, assessment activities takes much time of the teachers and has an important 

place both in teachers and students' performance. It is, therefore, critical that CAs could utilize 

strategies that are able to measure the changing students' abilities and attitudes (D‟souza, 1994). 

Wirth and Perkins (2013), suggested that CA is the pivot on which the wheel of teaching and 

learning process rotates. Also as cited by Brandes and Ginns, (2010) the use of CA is the most 

significant aspect of influence for students' effective performance. Thus, the availability of CA in 

the learning process has the potency for motivating and focusing learners' attention on what is 

being taught. Yabs (2007, further indicated that a good CA is not merely testing. It is a process 

through which the quality of an individuals' work or performance is judged. Yabs (2014), thus 

defines assessment as any procedure or activity that is designed to collect information about the 

knowledge, attitude, or skills of the learner or group of learners. When carried out as an on-going 

process, assessment is known as Continuous Assessment (CA). CA is a formative evaluation 

procedure concerned with finding out, in a systematic manner, the over-all gains that a student 

has made in terms of knowledge, attitudes and skills after a given set of learning experience. 

According to Aggarwal (1999), motivated teachers conduct meaningful Continuous Assessment.  

CA is not simply continuous testing as it does not solely depend on formal tests. Meaningful CA 

is more than giving a test; it involves every decision made by the teacher in class to improve 

students‟ achievement. CA may take different forms such as formal questions given to students 

during class, take-home assignments/exercises and recapitulation exercises.  

Assessment is either internal or external. Internal assessment refers to school-based assessment, 

which includes class assignments, teacher-made tests, recap exercises, projects, field studies and 

all these tools form part of the classroom continuous assessment strategies. A continuous 

assessment strategy, therefore, refers to the different tools/procedures used in the classroom to 

understand the academic achievement levels of learners in terms of their knowledge, attitudes 

and values. Also, a strategy in assessment is a purposefully conceived and determined plan of 

action. It is a pattern of assessment that seems to attain certain outcomes and to guard against 

others  like Tanzania and Nigeria; continuous assessment is being practiced in many Ugandan 
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secondary schools (Akinsolu, 2010). It is not uncommon for teachers to carry out day to day 

testing of learners. In many schools, regular testing takes place on weekly, fortnightly, monthly, 

midtermly, termly and yearly basis.  

This is further evidenced with what Etienne (2007) noted in Mauritius that, only for purely 

organizational reasons, some teachers might be brought to do continuous assessment during the 

beginning of first term. Besides testing, assignments and recap exercises, projects are other forms 

of continuous assessment strategies sometimes used in A ' level secondary schools to improve 

learner performance. According to Porter (2008), assessment involved the systematic collection 

of data on all aspects of an educational endeavor. This means that the data collected about 

students' academic achievement is used on a continuous basis in a systematic way, to make 

meaningful decisions on what should happen. In Kenya, a study carried by Kwaka, Dennis and 

Kirima (2012) on teachers' assessment practice in enhancing preference mathematics among 

secondary school students in Mombasa districts, revealed that teachers assessed students mainly 

for formative and summative reasons and those who used diagnostic assessment produced better 

scores at the end of term examination, hence recommended that it should be used continually but 

with class average of 45. It is tedious for teachers to conduct meaningful assessment with big 

classes (50 learners and above). 

In addition, Kellaghan and Greany (2003) further noted that, when continuous assessment has 

important consequences attached to performance, they are likely to impact directly on teaching 

and learning and so merit consideration as a mechanism for improving student achievements. 

Onuka (2006) also found out that in Nigeria there was a comprehensive implementation of 

continuous assessment and feedback for the improvement of the education system for the 

accomplishment of learning objectives effectively according to students. This concurred with the 

finding of Onuka (2006) that there was a significant remediation for poor performance as a result 

of the application of the feedback mechanism resulting from formative evaluation of learners 

Like other African countries CA is being practiced in many Zambian secondary schools. Studies 

by Phiri and Chileshe (2014) showed that in many schools, regular testing takes place on weekly, 

fortnightly, monthly, mid termly, termly and yearly basis. Besides testing assignments and recap 

exercises, projects are other forms of CA strategies sometimes used in Zambian secondary 
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schools. However, these studies did not state the extent to which Continuous Assessment as a 

strategic program area of the strategic plan influenced pupils' academic performance. 

There are debates over the best way to prepare teachers to improve outcomes for the students 

they teach. Some argue that easing entry into teaching is necessary to strong candidates. Others 

argue that investing in high quality teacher preparation will better serve the nation's children. 

Even among those who believe that high quality preparation is important, there are sharp 

contrasts concerning the best approach (Forrest and Parkay, 2011).  

Most agree, however, that there is lack of a strong research basis for understanding how to 

prepare teachers to meet the challenges in schools.  Literature further indicated that there is 

statistically a significant relationship between teacher preparedness and student academic 

performance. Finger and Asun, (2015), asserted that availability of qualified teachers and lesson 

preparation determined the performance of students in schools. It was further established that 

teachers who are committed to preparation are more effective in classroom as compared to those 

who do not prepare. Forrest and Parkay (2011) equally argued that teacher preparedness directly 

contributes significantly to student attention in a classroom and affect the student's attitude and 

performance. Therefore, it can be said that scholars and researchers generally are in agreement 

that school variables and strategies which include teacher preparedness perform a critical role in 

educational achievement. The important role of the teachers is unquestionable.  

Teachers have a lot of influence on their classroom practices and must apply specific abilities 

without which their influence may not be reflected in their students' performance. For learners to 

be able to make connection between what is taught in school and its application in problem 

solving in real life, the teacher has to be prepared and effective in their teaching.  

 

Another strategy being reviewed as to whether it had influence on learner performance was 

school leadership and monitoring of teaching and learning. Schools are judged by their results 

and the quality of learners they produce. The quality of learners depends, among others on the 

amount of knowledge and skills he or she acquired at school. Literature revealed that school 

leadership was crucial to the academic performance of learners. It determines the quality of 

leaner performance and a high standard of performance is necessary because the effectiveness of 

the school leadership is measured by the academic performance from the learners. School 
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leadership shapes the manner in which people go about their tasks in the school. Finger and 

Asun, (2015), stipulated that the head teacher in a school plays a major role in setting the tone for 

the school. He or she is the one who directs and monitors the school activities. Thus, the success 

of the school depends, to a large extent on the effective leadership. It is thus critical that learners, 

on the one hand, are informed about the head teacher's educational intentions for them and head 

teachers, on the other, create opportunities to understand and satisfy the needs of the learners.  

The school leader has to have a strategic vision about the direction the school should take, and be 

skilled at drawing learners actively into the pursuit of the school's goals. However, the head 

teacher's formal leadership does not necessarily ensure that learners will be responsible to his 

initiates but needs to satisfy the various learners' needs that have a bearing on learning to ensure 

that they follow him or her. It also turns out that leadership not only matters: it is second only to 

teaching among school related factors in its impact on student learning according to the evidence 

compiled and analyzed by Yabs (2014). The impact of leadership tends to be greatest in schools 

where the learning needs of students are most acute. High-quality leaders achieve this impact by 

setting directions, that is; charting a clear course that everyone understands, establishing high 

expectations and using data to track progress and performance. Also, developing people by 

providing teachers and others in the system with the necessary support and training to succeed. 

And by making the organization work; ensuring that the entire range of conditions and incentives 

in schools fully support rather than inhibit teaching and learning.  

Robbins and Coulter (2012), indicated two aspects of the strategic planning that are critical to 

dramatically improving the performance of the country's largest schools. The first is talent per se. 

One of strategic planning's primary objectives is to identify how the highest quality human 

capital talent can be recruited and retained as teachers, principals, and human capital 

management leaders in the nation's schools. Schools need top talent at all levels, from teachers to 

leadership positions in schools, and to provide instructional leadership for every classroom and 

teaching context. Strategies to recruit, place, develop and retain top talent should be one prime 

emphasis of management strategies (Finger and Asun, 2015). 

Whereas, the second aspect being the different approaches used by leaders to implement strategic 

planning in schools. Forrest and Parkay (2011) stated that as different as the approaches to 

school reform may be, they all depend for their success on the motivations and capacities of local 
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leadership to strategically enroll pupils who can be catered for by the available staff and 

materials. Thus, the chance of any reform improving student learning is remote unless school 

leaders agree with its purposes and appreciate what is required to make it work. Local leaders 

must also, for example, be able to help their colleagues understand how the externally -initiated 

change might be integrated into local improvement efforts, provide the necessary supports for 

those whose practices must change and must win the cooperation and support of parents and 

others in the local community.  So "effective" or "successful" leadership is critical to school 

strategic planning and pupils' performance. 

At grade 12 level, the number of candidates sat increased from 126,474 in 2016 to 132,841 in 

2017 and the number of candidates that got full certificates increased from 78,337 to 86,133, 

thus, the percentage pass rates also increased from 61.94% to 64.84, though, (table 65) shows 

decline in pass rates for five (5) Provinces in 2017, that led to down ward shift on National 

percentage pass rate. For grade 12 pass rates in 2016, Lusaka Province had the highest rate at 

34.4% to 40.0% in 2017, an increase of 5.6% for the same Province. While Northern had the 

lowest pass rate at 24%. Provincial comparisons (table 65) show that Muchinga, and Northern's 

pass rate declined while that of Luapula, Eastern, Copperbelt, Western and North western 

slightly increased. Overall, boys consistently outperformed girls at both grade 9 and 12 levels. 

 

Examinations are the major assessment tool for the performance of the education system in 

Zambia. It is therefore worrying that the pass rate in our national examinations has continued to 

be poor. Mission or grant-aided schools have continued to record the best results in the country. 

This is because of good management. Mission schools spend most of the fees collected from 

pupils on improving infrastructure and purchasing of teaching and learning materials such as 

textbooks. This enables the pupils to have enough textbooks to use. In Government schools 

pupils are completing school without seeing the inside of a textbook. Furthermore, dilapidated 

school infrastructure demotivates both teachers and learners, ultimately leading to poor results 

(Milambo, 2016). 

 

The policy of spending 20 percent of school fees on textbooks and other learning materials has 

continued to be ignored due to lack of a proper monitoring mechanism in the education sector. 

Additionally, overcrowding in classrooms is now even encouraged in order to accommodate 
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whoever wishes to be in school. This has made it impossible for teachers to apply the child-

centered methodologies and also to give individual attention to learners. This disadvantages slow 

learners. 

 

Monitoring of teachers in class is a very important aspect in the education system. Teachers are 

supposed to be regularly checked by internal and external monitors. However, monitoring is 

extremely poor in government schools. Some teachers in their 15 years teaching experience, they 

have only been monitored once by a Headmaster. This is very dangerous. Internal monitoring is 

extremely very poor in most Government schools. The common method used in checking the 

files of teaching documents is not effective in any way. Teaching is in the delivery of content and 

the methods used. Furthermore, selection criterion at grade 8 and 10 level is very weak. We have 

a lot of pupils who qualify to the next level who do not deserve to be selected. It is unacceptable 

to have pupils at secondary school level who cannot even copy correctly what the teacher has 

written on the board (Milambo, 2016). 

 

The government has taken education as a pre-requisite for human as well as economic 

development. It, therefore, correctly puts people at the centre stage of all development. It as well 

considers the development of people, not things, to be of prime significance. The knowledge, 

skills, attitudes and let alone values that people acquire through the process of education or 

training are considered to be equipping its citizens in their own right as autonomous and active 

participants in the process of socio-economic change and improvement. These and other 

attributes enable citizens to make constructive impacts on the development of non-human 

resources, thereby leading to increases in the nation‟s wealth (Ministry of Education-MOE-, 

1992: xxii; MOE 1996: 2). It is for this reason that upon attainment of independence in 1964, the 

Zambian government has been striving to increase the number of schools to provide quality 

educational chances to as many citizens as possible.  
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2.4 Measures Head teachers use to Improve grade 12 results in Government Schools 

The principal‟s planning, development, and assessment activities begin by identifying the 

school‟s priority needs. These are usually the school‟s performance levels (typically test scores) 

and the school‟s culture (evidenced by the three levels of culture): the physical and social surface 

environment which can be easily discerned (artifacts); espoused values and beliefs which are 

conscious strategies, goals, and philosophies; and traditions, ceremonies, and underlying values 

that reinforce the school‟s values but exist at a largely unconscious level. Schools that have 

dysfunctional cultures and poor test scores likely suffer from systemic problems representing a 

failure at the top levels of school management. The clear goal is to establish priorities (plans) for 

improvement using the school work culture model. 

 

Different forms of leadership are described in the literature using adjectives such as 

"instructional," "participative," "democratic," "transformational," "moral," "strategic" and the 

like as stated by Forrest and Parkay (2011). But these labels primarily capture different stylistic 

or methodological approaches to accomplishing the same two essential objectives critical to any 

organization‟s effectiveness, that is, helping the organization set a defensible set of directions 

and influencing members to move in those directions. Leadership is both this simple and this 

complex. "Instructional leadership," for example, encourages a focus on improving the 

classroom practices of teachers as the direction for the school. "Transformational leadership," on 

the other hand, draws attention to a broader array of school and classroom conditions that may 

need to be changed if learning was to improve. Both "democratic" and "participative leadership" 

are especially concerned with how decisions are made about both school priorities and how to 

pursue them. It is further argued that the school leadership had to have a strategic vision about 

the direction the school should take and be skilled at drawing learners actively into the pursuit of 

the school goal. However, Milambo (2006) argued that the principal's formal leadership did not 

ensure that learners would be responsible to his initiates. He needed to satisfy the various 

learners' needs that have a bearing on learning.  

 

Furthermore, studies showed that school leadership was responsible for ensuring that the quality 

teaching and learning was high. Establishing clear, specific objectives and checking that all those 

involved make efforts to achieve these objectives would improve the quality of teaching and 
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learning and therefore academic performance of learners. Frequent monitoring keeps learners 

focused on their work. To that effect, Finger and Asun, (2015), further advised that frequent 

monitoring also focused the attention of both students and teachers on the established goals and 

objectives of the curriculum. It was therefore, incumbent upon the school administration to check 

the outcomes regularly as this gives an opportunity to monitor the achievement of learners and 

the entire school.  

 

Literature further indicated that frequent monitoring and evaluation of students' progress and 

their performance in general and as individuals, could contribute to achieving good results. The 

information obtained could be used to help students to improve their performance, to produce 

essential information to teachers and to address areas in need of improvement (Milambo, 2006). 

Schools that monitored and evaluated learners' performance and progress made learners and 

teachers accountable for poor performance and put them under pressure to improve the academic 

performance of the school. However, the extent to which leadership and monitoring influence 

pupil academic, as a strategic program area of the strategic plan is not known. Hence the need for 

the study on the influence of the school strategic plan on pupils' academic performance taking 

into consideration the individual strategic program areas such as leadership and supervision. 

 

Quality is, therefore, key in every form of education system. In the Zambian situation, the MOE 

aims at ensuring that learners attain the highest standards of learning through quality teaching. In 

the MOE‟s view, quality emanates from maximizing the efforts of those responsible for the 

education of learners at all levels of the education system so that learning institutions from pre-

schools all the way up to the university become places of effective teaching and learning to 

enhance the highest standards of achievement according to the ability of every learner (MOE, 

1996). Put differently, the government, through the MOE has an outline on how it intends to 

provide an enabling environment for quality education to be easily attained in the country. In the 

researcher‟s view, this approach to education is in line with the humanist stance on individual 

development. It is believed in this approach that individuals have inherent potentials to develop 

but the unleashing of such potentiality is dependent, to a large extent, on how enabling the 

teaching and learning climate is.  
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As Milambo (2006) observed, the human motivation to learn is related to the satisfaction of an 

individual‟s needs whose ultimate goal is self - actualization. The humanistic approach to 

development takes an individual to be at the centre of his or her learning. The proponents of the 

humanistic paradigm state that an individual has the freedom and ability to attain self-

development and is capable of directing his or her learning process provided the environment is 

conducive. They further argue that individuals have control over their own destiny and are free to 

act and choose a course of action and are also responsible for their own full potential 

development. The MOE‟s approach to educational provision, according to the researcher, is in 

line with the humanist theories. This is because the MOE also makes the learner central to the 

entire education process which exists solely for the sake of the learner. It equally recognizes that 

each learner is unique (MOE, 1996).  

 

School performance is a hot topic in education, with many educational reforms being 

implemented in an effort to enhance student learning. One means that institutions are using to 

focus these reform efforts is the development of mission statements (Maruatona, 2016). Many 

school districts and individual schools create unique mission statements to guide policies and 

procedures and to create opportunities for all students. School success requires a written mission 

statement which all professional staff incorporates into their daily curricular activities. 

 

Examinations are the major assessment tool for the performance of the education system in 

Zambia. It is therefore worrying that the pass rate in our national examinations has continued to 

be poor. For15 years, as a teacher, my reflection on the decline in pass rate is as follows. Mission 

or grant-aided schools have continued to record the best results in the country. This is because of 

good management. 

 

ZANEC (2019) states that in order address the problem of poor grade 12 results especially in 

public schools, government will need place a premium on the recommendations made by the 

stakeholders on the improvement of the quality of education in Zambia at the education 

transformation Conference launched by the two Ministers of General Education and Higher 

Education at Mulungushi International Conference center on 16
th

 January 2019. Just to mention a 
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few of the recommendations made are; the need to increase funding to the Education and Skills 

Development Sector to at least 27% of the national budget in order to ensure that all our schools 

are better resourced and equipped; there is also urgent need to review the relevance of the current 

curriculum which still promotes passing through memorization instead of promoting 

competencies relating to the acquisition of relevant practical skills; the Ministry also needs to 

urgently reduce the number of subjects that our children are taking as some of them do not add 

any value to the learners‟ future prospects of contributing to socio-economic development; the 

Ministry must improve the quality of school managements at primary and secondary school level 

by making appointments competitive, on merit and performance based. Currently, there is no 

clear career path towards one becoming a head teacher at secondary or primary school levels; 

there is also need to introduce continuous assessments that can help in assessing the 

competencies of pupils to either progress or not progress to the next Grade. 

2.5 Summary 

The chapter reviewed literature pertaining to factors contributing to excellent grade twelve 

performances in mission schools. The literature shows that in mission schools leaders have a 

strategic vision about the direction the school should take, and be skilled at drawing learners 

actively into the pursuit of the school's goals. The management thus ensures that teachers prepare 

adequately and have enough contact time with the learners.  Additionally, learners‟ assessment is 

seen to be very important. It was established that continuous assessment is the most significant 

aspect of influence for students' effective performance. Thus, the availability of continuous 

assessment in the learning process has the potency for motivating and focusing learners' attention 

on what is being taught. Schools that monitored and evaluated learners' performance and 

progress made learners and teachers accountable for poor performance and put them under 

pressure to improve the academic performance of the school.  
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CHAPTER THREE: METHODOLOGY 

3.1 Overview 

This chapter describes the methodology that was applied in carrying out this study. The chapter 

will be discussed under the following sub themes; research design, target population, study 

sample, sampling procedures, research instruments, data collection procedure, data analysis and 

ethical considerations. 

3.2 Research Design  

 

According to Kombo and Tromp (2006:71), “A research design can be thought of as the structure 

of research.” In this case, a research design is a plan that guides the researcher in collecting, 

analyzing and interpreting data. This study used a concurrent mixed method design. Young 

(2002) shows that concurrent mixed method procedures are those in which the researcher 

converges or merges quantitative and qualitative data in order to provide a comprehensive 

analysis of the research problem. In this design, the investigator collects both forms of data at the 

same time and then integrates the information in the interpretation of the overall results. Also, in 

this design, the researcher may embed one smaller form of data within another larger data 

collection in order to analyze different types of questions the qualitative addresses the process 

while the quantitative, the outcomes.  

3.3 Study Population  

Kasonde (2013:35) points out that, “A population is a group of individuals, objects or items from 

which samples are taken for measurement.” The study population in this study therefore 

comprised all public Primary schools head teachers, all teachers in the five selected Mission 

schools of Southern Province.  
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3.4 The Sample Size  

The sample size was 45 altogether; 5 head teachers and 40 teachers. Of the 40 teachers 20 were 

female and 20 males.   

3.4.1 Characteristics of Teacher Respondents  

Table 1: Gender of Teacher respondents per school sampled 

Name of School  Number of Girls Number of Boys Total 

A 4 4 8 

B 2 6 8 

C 6 2 8 

D 4 4 8 

E 3 5 8 

 20 20 40 

 

3.5 Sampling technique  

According to Kasonde (2013) sampling technique is a research plan that explains how the 

respondents for the study are to be selected from the population. It is also a process that will help 

the researcher select respondents, places or things to study on. This study therefore used 

purposive sampling for selecting five public primary schools five teachers because they were the 

only ones in the area possessing rich information for the study. Stratified random sampling was 

used to select the 40 teachers. However, in schools like B, C, and E where teachers of a certain 

gender were limited. All of those of the limited gender were picked followed by random 

sampling of the other gender. This was done to ensure there was gender balance in the sample 

population.  

 

3.6 Data collection instruments  

In this study, triangulation was used by employing three different methods of data collection 

namely; semi-structured interviews and questionnaires. This was done in order to ensure validity 

and credibility of the findings, (Gawel, 1997). Semi structured interview schedules were used to 
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collect data from the head teachers. This was to allow the respondents to open up and produce 

information motivational measures used by head teachers at their school. Questionnaires were 

used to collect information from teachers. Kombo and Tromp (2011) argue that questionnaires 

enable the researcher to collect unbiased data and cover a wide area within a short period of time.  

3.7 Validity and Reliability 

Reliability refers to the extent to which a particular measuring procedure gives equivalent results 

over a number of repeated trials (Bless and Achola, 1988). This research used internal 

consistency to measure the reliability of data. Internal consistency is a measure of reliability that 

is used to evaluate the degree to which different test items that probe the same construct produce 

similar results. To ensure consistency, this research asked logically related questions and the 

answers were checked for any contradictions. Validity refers to the extent to which empirical 

measures of a concept accurately represent the concept. Content validity was used to ensure 

validity of the data in this research. This involves the use of a research instrument which 

represents the full content of the subject under investigation (Bless and Achola, 1988). The 

research instruments were structured in a way that they covered all aspects of the phenomena 

under investigation. 

3.8 Trustworthiness 

Trustworthiness or rigor of a study refers to the degree of confidence and methods used to ensure 

quality of a study (Bless and Achola, 1988). In this study the researcher used inquiry audit in 

order to establish dependability. This required an outside person to review and examine the 

research process. 

3.9 Data collection procedure  

Ethical clearance was sought from the ethical committee of the University of Zambia and then a 

letter of introduction was obtained from the Directorate of Research and Graduate Studies of the 

University of Zambia and it was presented to the Provincial Education Officer – Southern 

Province in order to get permission to conduct research at School A, B, C, D, and E. Then the 

researcher visited the schools and got again permission from the Head teachers before making 

appointments on the days to collect data from the head and the sampled teachers. On the agreed 
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days, the researcher distributed questionnaires to the teachers. Lastly, interviews were conducted 

with the head teachers at each school. The process took two months. Voice recorder was used to 

record the interviews.  

3.10 Data analysis  

Qualitative data collected from semi-structured questionnaires, focus group discussions and 

interviews were analyzed using thematic categorizations for easy narrations while quantitative 

data was presented in tables and figures to generate frequencies and percentages.  

3.11 Ethical Consideration  

Ethical issues need to be anticipated and dealt with by the researcher (Gawel, 1997). To start 

with, clearance was sought from the ethical clearance of the University of Zambia. Then an 

introductory letter was collected from the Assistant Dean Post Graduate, School of Education, 

and then permission was gotten from the District Education Board Secretary to conduct research 

in the five mission schools of Southern Province. Furthermore, informed consent was sought 

from the respondents after indicating to them the study and its importance to the education 

sector.  In addition, respondents were assured of data confidentiality and that data would only be 

used for the academic purposes. The researcher also assured respondents that their names and 

those of the schools would be concealed unless permission was sought from them to have their 

identity disclosed as a show case for certain achievements made in their school. 

3.12 Summary 

This chapter described the methodology that was applied in carrying out this study. The chapter 

will be discussed under the following sub themes; research design, target population, study 

sample, sampling procedures, research instruments, data collection procedure, data analysis and 

ethical considerations. The study used concurrent mixed method design in which the researcher 

merged quantitative and qualitative data in order to provide a comprehensive analysis of the 

research problem. The sample size was 45 altogether; 5 Head teachers and 40 teachers. Semi 

structured interview schedules were used to collect data from the Head teachers whilst 

questionnaires were used to collect information from teachers. 
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CHAPTER FOUR: PRESENTATION OF FINDINGS 

4.1 Overview 

This chapter presents the findings of the study on factors influencing excellent grade 12 

performance in selected mission school of Southern Province. The findings are presented in line 

with the study objectives which are Academic performance of grade 12 pupils; Factors 

supporting pupils‟ performance in mission secondary schools; Measures head teachers can use to 

improve grade 12 results in government schools.  

4.2 Academic Performance in Mission Schools 

4.3 Student Performance in National Examinations in 2017 and 2018  

4.3.1 Students performance in National Examinations in 2017 

Figure 1: Students performance in National Examinations in 2017 

 

 

Figure 1 above shows the 2017 Student Performance in grade 12 national examinations. All the 

schools scored 95% and above. Specifically, School D scored 97%; School A scored 98%, while 

schools B, C and E had the highest score of 100%. 
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4.3.2 Students performance in National Examinations in 2018 

Figure 2: Students performance in National Examinations in 2018 

 

 

Figure 2 above shows the 2018 Student Performance in grade 12 national examinations. All the 

schools scored 95% and above. Specifically, School D scored 98%; while Schools A, B, C and E 

had the highest score of 100%. 

4.3 Factors contributing to excellent Academic performance in Mission schools 

4.3.1 Teacher motivation  

The teachers indicated that motivation affects how hard a person works and how productive they 

are. Ensuring that staff feel motivated to do their best at work is important in all workplaces. One 

teacher said that: 

 

Motivation can be thought of as the force that drives behavior. It is about the 

incentives which make people act. It is hard to explain and difficult to quantify. 
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The teachers indicated that motivation of employees in the work place still remains one of the 

sensitive subjects that determine the level of input that employees will put in the organization to 

commit to good performance.  

 

One other teacher argued that: 

 

Motivation either intrinsic or extrinsic contribute to employee satisfaction and thus 

enhances performance and productivity. 

 

The school managers talked of motivation as the activity of managers and leaders to induce 

others in order to produce results desired or outlined by the organization or by the manager 

which conforms to a relationship between motivation, ability and performance. The managers 

further revealed that motivation is about what a person wants and about his emotional state, 

which drives him in the direction of achieving what he wants.  

 

One School manager argued that: 

 

Motivation is the idea that individual needs or expectation results in the behavior or 

action that drives him or her to achieve desired goals which provide fulfillment in 

the individual. 

 

Another school manager indicated that: 

Motivation helps employees or workers to focus on their goals. People are used to 

feel that they are getting some rewarding from the situation. Some people are 

motivated by recognition for job well done, others by meeting a challenge, or having 

a sense of belonging to a team or by feeling that they are achieving something 

important. Therefore, motivation encompasses internal and external factors that 

stimulate desire and energy in people to be continually interested and committed to a 

job, role or to make an effort to attain goal. 
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School managers indicated that teacher motivation is a complex phenomenon which should 

involve a number of other stakeholders. It was indicated by a school manager from school A 

that: 

As a Head teacher, I try to create a conducive work environment for the teachers 

and award them where they deserve. However, there are certain types of motivation 

that teachers need which are beyond me such as salary increment and decent 

housing. 

 Figure 3: Need for motivated teachers 

 

The teachers indicated that highly motivated teachers are committed and dedicated, attend to the 

needs of individual learners, prepare adequately for teaching, effectively assess learners, engage 

parents in the children‟s learning engage fully in co – curricular activities, and motivate learners. 
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4.3.2 Creation of Supportive Learning Environment 

Figure 4: How the physical working environment demotivate teachers 

 

Figure 4 above shows that of the forty teachers who participated in the study most that is 16 and 

14 representing 40% and 35% indicated that poor physical working environment discourages 

learner‟s full participation and limits teacher‟s use of variety strategies respectively. Still 10 

representing 25% indicated that poor physical working environment limits teachers /pupil and 

pupil / pupil interaction. 

The School managers also showed that poor physical working environment limits the teachers‟ 

creativity and innovations. One school manager indicated that: 

In dilapidated classrooms with no window panes and doors, the teacher fails to 

create a talking classroom as the charts are brought down by the wind or pupils 

playing the classrooms after working hours. This is so demotivating looking at the 

time and energy involved in the creating teaching and learning aids. 

Another school manager argued that the state of a school‟s physical facilities affects teachers‟ 

morale. In this regard, good physical working conditions impact positively on teacher motivation 

and boost their self-image because one has the feeling that there are working in a newly-built 
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school and you feel proud to belong to such a school. Parents and local people regard you with 

appreciation. 

The School managers and teachers also agreed that schools need a Conducive Learning 

Environment. They contended that in a conducive working environment teacher‟s work closely 

with parents to inform them of their child's progress and suggest techniques to promote learning 

at home. They are involved in the students' behavioral, social, and academic development, 

helping the students develop emotionally, feel comfortable in social situations, and be aware of 

socially acceptable behavior. One school manager actually stated that: 

In a conducive and supportive work environment teachers’ work with minimal 

supervision, prepare adequately, communicate and work together with parents and 

other teachers to promote the well-being of the learners. 

Another school manager argued that: 

In a conducive working environment teacher have a positive impact on learner 

learning, are able to create an appropriate classroom atmosphere, have reasonable 

control of their work activities, are willing to accept responsibility and are 

personally accountable for outcomes. They endervour to put the interest of the 

learners first and find ways and means to attend to their diverse needs. 

4.3.3 Class Sizes 

Table 2:  Teacher Pupil Ratio 

SCHOOL A B C D E 

TEACHER / 

PUPIL 

RATIO 

1: 40 1:  41 1: 39 1: 39 1: 42 

 

Table 2 above from the document analyzed shows that the teacher pupil ratio at school C and D 

is 1: 39; while at school A, B and C it is 1:40, 1:41 and 1: 42 respectively. The standard teacher 

pupil ration is 1: 40. 
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Talking about class size all the school managers sampled showed that the small class sizes 

encourage teachers as they are able to attend to the individual needs of the learners. One school 

manager indicated that: 

Handling small classes makes the teachers identify and assist learners who need 

remediation. 

4.3.4 Staff Development 

Figure 5: How frequent are the staff development programmes in the school. 

 

The study findings as shown in figure 5 above shows that staff development programmes in the 

sampled schools are frequent as indicated by 90% of the participants. Only 9% said the staff 

development programmes are not and 1% indicating that they are non-existent.  

As regards staff development programmes school managers agreed that they are frequent in 

mission schools. Among other things the school managers indicated that most teachers in 

mission schools are sponsored by their schools to pursue studies in line with identified school 

needs. One school manager indicated that: 

Even continuous professional development programmes in school carried out as 

planned. Therefore, teachers are not kept abreast with developments in the teaching 

fraternity in terms of pedagogical approaches. 
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4.3.6 Supervision 

Table 3: Are you motivated or demotivated by the school managers style of supervision 

 

 Frequency Percentage 

MOTIVATED 35 88% 

DEMOTIVATED 3 7% 

NOT SURE 2 5% 

Total 40 100% 

 

Table 3 above shows that most of the participants 35 representing 88% are not motivated by the 

school managers‟ supervision style.  They indicated that the supervision of most school 

managers use eclectic leadership, in which all teachers are engaged and consulted.  One teacher 

indicated that: 

Un like at my former government school where only few privileged teachers had 

their say in the school affairs, here every one is considered important and feels to be 

an integral part of school management. 
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4.4 Measures Government School Managers should use to Improve Pupils Performance at 

Grade 12 

4.4.1 Views of Teachers  

Table 4: Measures that can be used to improve Pupils Performance 

Motivational measure Frequency Percentage 

Recognition and giving constructive feed back 5 11% 

Improve the physical working environment 6 15% 

Involve teachers in decision making 6 15% 

Support and empowerment of teachers in their professional 

practices 
7 18% 

Establish and maintain positive relationships with the 

teachers 
5 11% 

Organize educational and social tours for the teachers 4 10% 

Promote a spirit of team work 8 20% 

Total 40 100% 

 

The study findings as shown in table 4 above shows that promoting a spirit of team work, 

supporting and empowering teacher, improving the physical working environment of teachers, 

and involving teachers in decision making represented by 20%, 18%, 15% and 15% respectively 

are the top four measures school managers use to motivate teachers. The other measures 

mentioned were recognition and feedback, establishing positive relationships with teacher, and 

organizing educational and social tours for the teachers. 

The teacher participants indicated that when school managers respect human dignity and ensure 

rational trust, it encourages teachers to pursue increased excellence creatively. For example, a 

teacher from school B explained: 
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I feel proud to have a principal who understands and supports me. It boosts up my 

enthusiasm to work in my classes and to innovate my teaching activities. I feel free in 

my instructional practice, free to use methods that I feel best suit my learners. This is 

encouraging. 

 

It was clear from the interviews with teachers that when principals adopt democratic leadership 

styles characterized by the human touch, teachers experience greater stimulation at work and 

high levels of work motivation. When principals are autocratic, teachers lose their self-

confidence and become less enthusiastic about working towards school goals. 

4.4.2 Views of School Managers  

One measure mentioned by the school manager is empowering teachers. The fact that teacher 

empowerment assures staff that they are valued as reliable, not only encourages them to live up 

to such expectations, but also motivates them to take initiative in their pursuit of 

teaching/learning excellence. One school manager argued that: 

 

The school manager gives the teachers responsibilities and hence it means power to 

solve learners’ problems with parents personally at our level… teachers feel happy 

to be reliable persons for their school manager. Such responsibilities constitute a 

challenge for them and they try their best to shoulder them… additionally, they are 

more willing to take initiatives on their own in the learners’ interests. 

 

It is clear that the empowerment of teachers leads to higher self-esteem, increased knowledge of 

pedagogy, improved collegiality and increased breakthroughs in curriculum initiatives. Teacher 

empowerment enhances teacher self-esteem which leads to increased motivation. An interesting 

phenomenon relating to teacher empowerment that also emerged from the interviews with school 

managers was that principals delegate power and responsibilities mainly to a few privileged 

teachers. Participants felt that these teachers tend to „backbite‟ other teachers in the presence of 

the principal or they are the senior teachers who form part of the School Management Team 

(SMT). A participant school manager from school E called these teachers „favorites’ and 
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emphasized that their existence results in feelings of inferiority and marginalization amongst 

excluded teachers.  

 

The school managers further indicated that one other cardinal motivational measure in delegation 

of responsibilities. It was indicated among other things that the school, by its nature, is a 

complex organization. There is always a lot to be done towards achieving an all-round 

development or the socialization of the youth that neither the head teacher as the chief executive 

at school level, who is the accounting and reporting officer, can undertake alone. Apart from the 

intellectual development of the learners, he or she has to see to their social, moral and physical 

development, attend to parents and other visitors as well as demands from his own superior 

officers from the Ministry of General Education. Hence, the need to delegate some tasks and 

duties to subordinates. However, it was indicated that delegation has to go with clear 

instructions.  

One school manager indicated that in effective delegation: 

The employee must understand the assigned task. The manager must possess the 

ability to communicate tasks unambiguously. Clearly, defining the boundaries of a 

task, without defining the method, allows the employee some creative leeway to 

accomplish tasks. 

Another school manager from school C indicated that: 

Subordinates given responsibilities should be given commensurate authority to 

execute them. Without the necessary authority the delegates will continually rely on 

their superiors and that will make it difficult for them to perform the duties they have 

been assigned diligently. The authority delegated to the employee is often implicit in 

the desired outcome but rarely stated explicitly. It typically includes the ability to 

organize and use resources to accomplish the task. The best managers mentor the 

employees, when necessary, to ensure the employees’ success. 

All school managers talked of need to create a conducive physical working environment for 

teachers and the learners. School Manager A indicated that: 
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The physical appearance of the school should be nice so that teachers may feel 

proud… I have invested in the best resources and facilities with the hope that my 

teachers will be motivated to work… when the teachers see the working environment 

and all the resources and facilities at their disposal, they should say to themselves 

that they should work to their best… The teacher is working in a dust-free area 

where he or she feels that his health is important and cared for by the management… 

For the staff room, I have provided them with a cleaner space for them to do their 

work well. 

 

From the data collected in the interviews with principals it was clear that principals perceive the 

maintaining of discipline as one of their important leadership tasks since disciplinary problems 

are major causes of demotivated teachers. Teachers become discouraged when they have to use 

their teaching time to discipline learners. To enhance teacher motivation, school managers in the 

sampled schools in the Livingstone District adopted the following strategies with regard to 

discipline. They develop a school discipline policy that clearly states the rules and regulations 

and disciplinary actions in cases of the non-compliance with school rules. School manager of 

school A called it a “school handbook”. They also empower teachers to take disciplinary actions 

because, “the teacher may give the learner a written warning, write a note in his/her notebook 

for parents’ intention, call the parent to school and may give him/her a detention class.” (School 

Manager E). In addition, they intervene when classes are disruptive to remind learners of their 

responsibilities with regard to achieving school goals and they share their expectations of learner 

behaviour with the learners. They intervene when classes are disruptive to remind learners of 

their responsibilities with regard to achieving school goals. They share their expectations of 

learner behaviour with the learners. 

 

School managers not only have to know and go the way, they also have to show the way because 

“if the vision is not shown, teachers will not know what they have to do to achieve the schools’ 

goals.” (School Manager B). It was clear from the individual interviews with school managers 

that they all feel strongly about emphasizing and communicating the school‟s vision on a 

constant basis. They emphasized that the school‟s vision provides sense and meaning to the 

teacher‟s core function of educative teaching and is thus basic to teacher motivation. 
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School manager C emphasized that a school manager should be visionary by showing staff the 

way forward. Only when decisions are communicated and shared, do teachers feel committed to 

work collaboratively and inspiringly. In his own words he said: 

 

I always encourage the teachers to participate and voice out their opinions on issues 

I raise in staff meetings. So, we share what we think best for the school… I always 

try to make them feel comfortable… that there is a cordial relationship between the 

principal and themselves… I don’t want to make them feel that they are inferior 

parties. 

 

For the effective management of the instructional programmes of the school, resources must be 

made available to teachers. Resources help teachers to teach optimally so that teaching and 

learning take place in the most effective way. The principal is the resource provider who should 

also manage the resources optimally to enhance teacher motivation. 

 

Most school managers also talked of the need to organize in school training programmes. The 

school manager, together with either the school In- service Coordinator or an invited expert who 

plans, organizes and conducts workshops on professional development programmes held at the 

end of the school term or at the end of the year. In these workshops, DVD films on latest 

teaching strategies in other places are discussed. The teachers are given the opportunity to 

interact, respond and discuss to what extent the latest teaching strategies may be adopted in their 

teaching for improvement and enhanced effectiveness. The weaknesses of the teachers are also 

discussed, without naming and shaming, and strategies for improvement are proposed. 

4.5 Summary 

The study findings revealed among other things that schools need motivated teachers as they are 

committed and dedicated, attend to the needs of individual learners, prepare adequately for 

teaching, effectively assess learners, engage parents in the children‟s learning engage fully in co 

– curricular activities, and motivate learners. 
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On the factors influencing teachers‟ motivation in mission schools it was established that the 

teachers‟ interaction with the learners, colleagues and principal; professional development; 

collegiality, remuneration, recognition and feedback associated with supervision, and the 

school‟s culture of teaching and learning, class size and physical working conditions influence 

teachers‟ motivation.  

Regarding the measures head teacher use to improve learners‟ performance it was found that 

promoting a spirit of team work, supporting and empowering teacher, improving the physical 

working environment of teachers, and involving teachers in decision making are the top four 

measures school managers use to motivate teachers according to teachers. The other measures 

mentioned were recognition and feedback, establishing positive relationships with teacher, and 

organizing educational and social tours for the teachers. The school managers not very different 

from teachers talked of effective delegation, creation of a conducive working environment, 

effective management of the instructional programmes of the school, and maintenance of 

discipline in the school. In the following chapter the writer discusses the findings in line with the 

literature reviewed and the theory adopted. 
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CHAPTER FIVE: DISCUSSION OF FINDINGS 

5.1 Overview 

This chapter presents a discussion of the findings of the study on factors influencing excellent 

grade 12 performance in selected mission school of Southern Province. The findings are 

presented in line with the study objectives which are Academic performance of grade 12 pupils; 

Factors supporting pupils‟ performance in mission Secondary Schools; Measures head teachers 

can use to improve grade 12 results in government schools.  

5.2 Pupils Performance in national examinations in 2017 and 2018 

The study findings revealed that in 2017 Student Performance in grade 12 national examinations 

all sampled mission schools scored 95% and above. Specifically, School D scored 97%; School 

A scored 98%, while schools B, C and E had the highest score of 100%. The study findings also 

revealed that in 2018 all the schools scored 95% and above. Specifically, School D scored 98%; 

while Schools A, B, C and E had the highest score of 100%. It can be seen that all the schools are 

consistent or showing an improvement in performance. School A and D improved from 98% and 

97% in 2017 to 100% and 98% respectively in 2018. The excellent performance in Mission 

Schools was also established by Maruatona (2016) in a study conducted in Malagasy. This was 

attributed to Mission Schools formal strategic management systems which were found to be 

significantly influencing organizational performance. On the other hand, Robin and Coulter 

(2012) other argued that it would be naive to conclude that strategic planning was the sole cause 

of good performance in mission schools.  These schools may be using other management 

practices such as organization structure, good human resource practice, or corporate culture to 

steer high performance. 

5.3 Factors contributing to Excellent Academic Performance in Mission Schools 

5.3.1 Teacher motivation  

One factor brought out was teacher motivation. Both teachers and head teachers indicated that 

teacher motivation is key to achieve academic success. The teachers indicated that motivation of 

employees in the work place still remains one of the sensitive subjects that determine the level of 

input that employees will put in the organization to commit to good performance. The school 
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managers talked of motivation as the activity of managers and leaders to induce others in order to 

produce results desired or outlined by the organization or by the manager which conforms to a 

relationship between motivation, ability and performance. School managers argued that 

motivation encompasses internal and external factors that stimulate desire and energy in people 

to be continually interested and committed to a job, role or to make an effort to attain goal. 

Similarly, Aggarwal (1999) established in his study that motivated teachers conduct meaningful 

Continuous Assessment.  CA is not simply continuous testing as it does not solely depend on 

formal tests. Meaningful CA is more than giving a test; it involves every decision made by the 

teacher in class to improve students‟ achievement. It should take different forms such as formal 

questions given to students during class, take-home assignments/exercises and recapitulation 

exercises that give individualized attention to all learners. 

The study further established that motivated teachers in mission schools are committed and 

dedicated attend to the needs of individual learners, prepare adequately for teaching, effectively 

assess learners, engage parents in the children‟s learning engage fully in co – curricular 

activities, and motivate learners. In agreement with this Johnson (2004) argued that teachers 

have a lot of influence on their classroom practices and must apply specific abilities without 

which their influence may not be reflected in their students' performance. In fact, for learners to 

be able to make connection between what is taught in school and its application in problem 

solving in real life, the teacher has to be prepared and effective in their teaching.  

5.3.2 Creation of Supportive Learning Environment 

The study findings revealed that of the forty teachers who participated in the study most that is 

16 and 14 representing 40% and 35% indicated that poor physical working environment 

discourages learners‟ full participation and limits teachers‟ use of variety strategies respectively. 

Still 10 representing 25% indicated that poor physical working environment limits teachers 

/pupil and pupil / pupil interaction. The School managers also showed that poor physical 

working environment limits the teachers‟ creativity and innovations. This is in tandem with what 

Milambo (2016) established in a study conducted in Western Province. He found that in 

Government schools pupils are completing school without seeing the inside of a textbook and 

that dilapidated school infrastructure demotivates both teachers and learners, ultimately leading 

to poor results (Milambo, 2016). 
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They contended that in a conducive working environment teachers work closely with parents to 

inform them of their child's progress and suggest techniques to promote learning at home. They 

are involved in the students' behavioral, social, and academic development, helping the students 

develop emotionally, feel comfortable in social situations, and be aware of socially acceptable 

behavior. In a conducive and supportive working environment teachers work with minimal 

supervision, prepare adequately, communicate and work together with parents and other teachers 

to promote the well-being of the learners. Furthermore, teachers have a positive impact on 

learners learning, are able to create an appropriate classroom atmosphere, have reasonable 

control of their work activities, are willing to accept responsibility and are personally 

accountable for outcomes. They endervour to put the interest of the learners first and find ways 

and means to attend to their diverse needs. Similarly, Malambo (2016) established that Mission 

or grant-aided schools have continued to record the best results in the country. 

This is because of good management. Mission schools spend most of the fees collected from 

pupils on improving infrastructure and purchasing of teaching and learning materials such as 

textbooks. 

5.3.3 Class Sizes 

The study findings revealed that the teacher pupil ratio at school C and D is 1: 39; while at 

school A, B and C it is 1:40, 1:41 and 1: 42 respectively. The standard teacher pupil ration is 1: 

40.   Talking about class size all the school managers sampled showed that the small class sizes 

encourage teachers as they are able to attend to the individual needs of the learners. One school 

manager indicated that handling small classes made the teachers to identify and assist learners 

who need remediation. In support of these findings, a study carried by Kwaka, Dennis and 

Kirima (2012) in Kenya on teachers' assessment practice revealed that teachers assessed students 

mainly for formative and summative reasons but those who used diagnostic assessment produced 

better scores at the end of year examination. Diagnostic assessment however should be used with 

classes of 45 and below. It is tedious for teachers to conduct meaningful assessment with big 

classes (50 learners and above). 

 



40 
 

5.3.4 Staff Development 

The study findings revealed staff development programmes in the sampled mission schools are 

frequent as indicated by 90% of the participants. Only 9% said the staff development 

programmes are not and 1% indicating that they are non-existent.  Similarly, school managers 

agreed that staff development and Continuous Professional Activities are frequent in mission 

schools. Among other things the school managers indicated that most teachers in mission schools 

are sponsored by their schools to pursue studies in line with identified school needs. One school 

manager indicated that teachers are not kept abreast with developments in the teaching fraternity 

in terms of pedagogical approaches. In agreement with the foregoing, Wirth and Parkay (2011) 

stated that as different as the approaches to school reform may be, they all depend for their 

success on the motivations and capacities of local leadership to strategically enroll pupils who 

can be catered for by the available staff and materials. 

5.3.5 Supervision 

The study findings revealed that most of the participants (35) representing 88% are motivated by 

the school managers supervision style.  They indicated that most leaders in mission schools use 

eclectic leadership, in which all teachers are engaged and consulted.  One teacher indicated that 

unlike at his former government school where only few privileged teachers had their say in the 

school affairs, at the mission school everyone is considered important and feels to be an integral 

part of school management. The need for effective leadership in relation to excellent academic 

performance in mission schools was also established in a study conducted by Finger and Asun 

(2015) in South Africa. This study established that the head teacher in a school plays a major role 

in setting the tone for the school. He or she is the one who directs and monitors the school 

activities. Thus, the success of the school depends, to a large extent on the effective leadership. It 

is thus critical that learners, on the one hand, are informed about the head teacher's educational 

intentions for them and head teachers, on the other, create opportunities to understand and satisfy 

the needs of the learners.  

Similarly, Yabs (2012) indicated established that the impact of leadership tends to be greatest in 

schools where the learning needs of students are most acute. High-quality leaders achieve this 

impact by setting directions, that is; charting a clear course that everyone understands, 
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establishing high expectations and using data to track progress and performance. Also, 

developing people by providing teachers and others in the system with the necessary support and 

training to succeed. And by making the organization work; ensuring that the entire range of 

conditions and incentives in schools fully support rather than inhibit teaching and learning. 

5.4 Measures Government School Managers should use to Improve Pupils Performance at 

Grade 12 

5.4.1 Views of Teachers on measures used by school managers to improve learner’s 

performance 

The study findings revealed that the measures used by school managers include promoting a 

spirit of team work, supporting and empowering teacher, improving the physical working 

environment of teachers, and involving teachers in decision making represented by 20%, 18%, 

15% and 15% respectively are the top four measures school managers use to motivate teachers. 

The other measures mentioned were recognition and feedback, establishing positive relationships 

with teacher, and organizing educational and social tours for the teachers. The teacher 

participants indicated that when school managers respect human dignity and ensure rational trust, 

it encourages teachers to pursue increased excellence creatively. It was clear from the interviews 

with teachers that when head teachers adopt democratic leadership styles characterized by the 

human touch, teachers experience greater stimulation at work and high levels of work 

motivation. When school managers are autocratic, teachers lose their self-confidence and 

become less enthusiastic about working towards school goals.  

The study findings are in agreement with Belle (2007), Nyakundi (2004) and Mwanza (2010) 

who among other things argued that the most effective strategies for the heads school managers 

to use were; provision of teaching and learning materials and resources, involving teachers in 

decision making, creating a conducive physical work environment. Maslow‟s theory of human 

motivation similarly contends that if lower needs are unmet the higher-level needs cannot be 

fulfilled. Thus every work place should have conditions to satisfy human needs starting with the 

lower needs. 

The study findings are at variance with the works of Adeyami (2010) who argued that autocratic 

style is the best style of leadership that can improve productivity and performance of teachers in 



42 
 

schools. On the contrary the study established that school managers need to adopt an eclectic 

leadership style such that they could apply autocracy in certain situations where it is applicable 

while in some situations, they could use the democratic style. 

5.4.2 Views of School Managers on Measures they use to improve pupils Performance 

One measure mentioned by the school manager is empowering teachers. The fact that teacher 

empowerment assures staff that they are valued as reliable, not only encourages them to live up 

to such expectations, but also motivates them to take initiative in their pursuit of 

teaching/learning excellence. One school manager argued that: 

 

He gives the teachers responsibilities and hence it means power to solve learners’ 

problems with parents personally at our level… teachers feel happy to be reliable 

persons for their school manager. 

 

This is consistent with Onuka (2006) who found that principals‟ leadership positively influenced 

the teaching competence of teachers. This means that whenever there is an increase in school 

leadership, it can improve the teaching competence to teachers. The principal as a leader must be 

able to encourage improvement of teaching competences of teachers through teacher 

empowerment potential. 

 

An interesting phenomenon relating to teacher empowerment that also emerged from the 

interviews with school managers was that principals delegate power and responsibilities mainly 

to a few privileged teachers. Participants felt that these teachers tend to „back bite‟ other teachers 

in the presence of the principal or they are the senior teachers who form part of the School 

Management Team. A participant school manager from school E called these teachers „favorites’ 

and emphasized that their existence results in feelings of inferiority and marginalization amongst 

excluded teachers. There is therefore, need for school managers to appreciate everyone‟s efforts 

in the school and not only selected few or favorites. That would breed confusion and division. 

 

The school managers further indicated that one other cardinal motivational measure in delegation 

of responsibilities. It was indicated among other things that the school, by its nature, is a 
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complex organization. There is always a lot to be done towards achieving an all-round 

development or the socialization of the youth that neither the head teacher as the chief executive 

at school level, who is the accounting and reporting officer, can undertake alone. One school 

manager indicated that in effective delegation: 

The employee must understand the assigned task. The manager must possess the 

ability to communicate tasks unambiguously. Clearly, defining the boundaries of a 

task, without defining the method, allows the employee some creative leeway to 

accomplish tasks. 

 The aspect of delegation is consistent with the findings of Abdo (2001:117) and Masitsa 

(2005:185) who argued that delegation of authority in a way gives enough room and space to the 

subordinates to flourish their abilities and skill. Through delegating powers, the subordinates get 

a feeling of importance. They get motivated to work and this motivation provides appropriate 

results to a concern. Job satisfaction is an important criterion to bring stability and soundness in 

the relationship between superior and subordinates. Delegation also helps in breaking the 

monotony of the subordinates so that they can be more creative and efficient. 

The study findings further established that there is need to create a conducive physical working 

environment for teachers and the learners to be motivated. School Manager A indicated that the 

physical appearance of the school should be nice so that teachers may feel proud. These findings 

are in tandem with Maslow‟s theory of human motivation which emphasizes the issue of safety 

at a work place. The findings are also consistent with Abdo (2001:115); Lethoko et al 

(2001:316); Kloep and Tarifa (1994:170) and Young (2002:20) argued that both teachers and the 

community value new, attractive and properly maintained facilities and infrastructure. 

 

School manager C emphasized that a school manager should be visionary by showing staff the 

way forward. Only when decisions are communicated and shared, do teachers feel committed to 

work collaboratively and inspiringly. In support of the issue of the school manager sharing his 

vision with the teachers in the school Belle (2007) found that the principal as a visionary leader 

communicates the school vision, mission and goals through a school hand book or a school 

development plan that provides a framework for short- and long-term strategic planning.  
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The study went on to reveal that for the effective management of the instructional programmes 

of the school, resources must be made available to teachers. Resources help teachers to teach 

optimally so that teaching and learning take place in the most effective way. The school manager 

is the resource provider who should also manage the resources optimally to enhance teacher 

motivation. In agreement with the study findings the study findings Nyakundi (2007) 

recommended that school managers should ensure transparent and transformational leadership 

and equitable distribution of resources which will motivate teachers to work hard in their service 

delivery. 

 

Furthermore, the study findings revealed that there is need to organize in school training 

programmes to enable teachers to keep abreast with pedagogical changes in the education 

system. The school manager, together with either the school In- service Coordinator or an invited 

expert who plans, organises and conducts workshops on professional development programmes 

held at the end of the school term or at the end of the year. In these workshops, DVD films on 

latest teaching strategies in other places are discussed. The teachers are given the opportunity to 

interact, respond and discuss to what extent the latest teaching strategies may be adopted in their 

teaching for improvement and enhanced effectiveness. The weaknesses of the teachers are also 

discussed, without naming and shaming, and strategies for improvement are proposed. As 

established by Masitsa (2005:184) staff development motivates teachers in making them feel 

confident and prepared for their task, with the ability to develop new ideas and techniques. This 

is what many teachers have to forego merely because it is not available to them. In line with the 

conceptual framework adapted the school manager has a mammoth task to identify the needs of 

the teachers, identify the demotivating factors in their environment and craft measures to 

motivate teachers.  

5.5 Summary 

The study findings established among other things that schools need motivated teachers as they 

are committed and dedicated, attend to the needs of individual learners, prepare adequately for 

teaching, effectively assess learners, engage parents in the children‟s learning engage fully in co 

– curricular activities, and motivate learners.  
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Regarding the measures Head teacher use to improve learners‟ performance it was found that 

promoting a spirit of team work, supporting and empowering teacher, improving the physical 

working environment of teachers, and involving teachers in decision making are the top four 

measures school managers use to spur learners‟ academic performance according to the teachers. 

The other measures mentioned were recognition and feedback, establishing positive relationships 

with teacher, and organizing educational and social tours for the teachers. The school managers 

not very different from teachers talked of effective delegation, creation of a conducive working 

environment, effective management of the instructional programmes of the school, and 

maintenance of discipline in the school.  
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CHAPTER SIX: CONCLUSIONS AND RECOMMENDATIONS 

6.1 Overview 

This chapter presents a conclusion drawn from the whole study that was conducted by 

highlighting the major findings. The conclusion will be followed by recommendations to the 

Ministry of education and the School Managers.  

6.2 Conclusions 

The study yielded some important findings with respect to factors contributing to excellent grade 

12 performances in mission schools. It established in complete agreement with the literature 

reviewed that mission schools have continued to challenge government schools in terms of 

academic performance. The reasons for the excellent performance include high teacher 

motivation, manageable classes, eclectic leadership and conducive and supportive work 

environment. The study established that motivated teachers are committed and dedicated, attend 

to the needs of individual learners, prepare adequately for teaching, effectively assess learners, 

and engage parents in the children‟s learning.  

Additionally, the study established that measures used by head teacher use to achieve and 

maintain excellent performance at grade 12 include promoting a spirit of team work, supporting 

and empowering teacher, improving the physical working environment of teachers, and 

involving teachers in decision making are the top four measures school managers use to motivate 

teachers according to teachers. The other measures mentioned were recognition and feedback, 

establishing positive relationships with teacher, and organizing educational and social tours for 

the teachers. Clearly, School managers being the overall supervisors of school organizations 

have a mammoth role to play in as far as improvement of learners‟ performance is concerned. 

There is however still need to establish measures some government schools use to compete 

favorably with mission schools in as far as academic performance is concerned. 
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6. 3 Recommendations  

The Government through the Ministry of Education should:  

i. Organise more workshops and seminars to equip teachers with latest pedagogical 

practices for them to be empowered with relevant skills and knowledge in line with 

technological advances.  

ii. Ensure that teachers are given substantial salary increment to cope with high cost of 

living in their respective work stations. 

iii. Facilitate the rehabilitation of schools and construction of descent teachers‟ houses.  

 

The School Managers should: 

i. Be proactive and engage all stakeholders to improve the physical working environment of 

teachers. 

ii. Involve the teachers and support staff in creating the school vision, mission statement and 

values as they are an integral part of the school system. 

iii. Managers should recognize that teachers are major contributors to the efficient academic 

achievement of the learners. There is need to recognize teachers‟ efforts through giving 

awards or simply letters of appreciation. 

iv. Endeavour to create conducive and supportive working environments in which teachers 

can operate and work towards the achievement of organization goals. 

v. Ensure that there is rational allocation of resources. They should not escape their roles as 

resource providers since teachers need to be well equipped with instructional resources 

and materials. They should also encourage the sharing of available resources between and 

among the various subject departments to ensure the efficient use. 

vi. Endervour to identify the specific needs of the teachers under their charge which if not 

meet would lead to demotivation. Engage the relevant stakeholders to address the 

teachers‟ needs to the greatest extent possible. 

vii. School managers should be exemplary in the discharge of their duties. This will also be a 

motivation of the part of the teachers. 
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6.4 Suggestions for Further Research 

 

The study was conducted in Southern Province there is however need to explore factors 

contributing to excellent grade 12 performances in other provinces. There are also selected 

government schools competing favorably with mission schools. Another study can be conducted 

to establish measures school managers in these government schools use to achieve excellent 

academic performance. 
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APPENDICES 

APPENDIX A: TEACHER’S QUESTIONNAIRE 

 

 

Dear respondent, 

 

I am carrying out a study on the factors affecting pupil performance in grant-aided and non–grant 

aided secondary schools. The information from you will be treated as confidential. Do not write 

your name 

 

SECTION A (BIODATA) 

1. Sex (a) Male ( ) 

(b) Female ( ) 

(c) Other (specify) 

2. Age (a) 20-30 years ( ) 

(b) 31-40 years ( ) 

(c) 41-50 years ( ) 

(d) 51 and above ( ) 

3. Marital status (a) Single ( ) 

(b) Married ( ) 

4. Professional Qualification 

(a) College certificate ( ) 

(b) College Diploma ( ) 

(c) Advanced Diploma ( ) 

(d) University Degree ( ) 

5. Period as a teacher? 

(a) One to five years ( ) 

(b) Six to ten years ( ) 

(c) Eleven to 20 years ( ) 

(d) More than 20 years ( ) 
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6. Does your school have a homework policy? 

(a) Yes ( ) 

(b) No ( ) 

7. Does your school have adequate and appropriate teaching and learning materials? 

(a) Yes ( ) 

(b) No ( ) 

8. How often do you give homework to your pupils? 

(a) Fortnightly ( ) 

(b) Everyday ( ) 

(c) Weekly ( ) 

(d) Not at all ( ) 

9. How do you consider the teaching standards at this school? 

(a) Excellent ( ) 

(b) Good ( ) 

(c) Fair ( ) 

(d) Satisfactory ( ) 

(e) Bad ( ) 

10. How does your school recognize pupils who do well academically? 

(a) By giving them prizes ( ) 

(b) Nothing is done ( ) 

(c) Other ways specify………………………………………………………….. 

11. Does your school have a library? 

(a) Yes ( ) 

(b) No ( ) 

12. How is the response of parents towards academic work at your school? 

(a) Excellent ( ) 

(b) Good ( ) 

(c) Fair ( ) 

(d) Bad ( ) 

13. Are most parents able to support their children with school requisites? 

(a) Yes ( ) 
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(b) No ( ) 

14. Does your school have INSET activities? 

(a) Yes ( ) 

(b) No ( ) 

15. How often are teachers‟ professional group meetings held? 

(a) Once per week ( ) 

(b) Once per month ( ) 

(c) Not held at all ( ) 

16. How often do your supervisors check your teaching instruments? 

(a) Once per week ( ) 

(b) Once per month ( ) 

(c) Never checked ( ) 

17. How does your school acknowledge good performers amongst the teaching staff? 

(a) By giving them prizes ( ) 

(b) Nothing is done to them ( ) 

(c) By rebuking them ( ) 

18. What do you think are the factors responsible for pupil performance from 2000 to 2010 in 

grade 12 at your school? 

(a) …………………………………………………………………………………… 

(b) …………………………………………………………………………………… 

(c)……………………………………………………………………………………. 

19. What are your school‟s plans towards the improvement of its academic performance? 

(a) ……………………………………………………………………………………… 

(b) …………………………………………………………………………………….. 

(c) ……………………………………………………………………………………… 

20. What is your school‟s policy on academic work? 

……………………………………………………………………………………………… 

……………………………………………………………………………………………… 
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APPENDIX B: HEAD TEACHER’S INTERVIEW GUIDE 

 

 

1. How many teachers does your school have? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

2. At grade twelve level, what factors affect pupil performance at your school? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

3. Does this school have a homework policy? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

4. Do you have open days at this school? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

5. How often do you check your teachers‟ teaching documents? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 

6. What is the academic policy of your school? 

………………………………………………………………………………………………

……………………………………………………………………………………………… 
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APPENDIX C: FOCUS GROUP DISCUSSION GUIDE FOR THE TEACHERS 

 

 

1. How is the performance of your learners at this school at grade twelve level? 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

2. What factors affect your learners‟ academic performance at grade twelve level at this 

school? 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

3. What measures can help to enhance the performance of learners at this school? 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

 

 

 


