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ABSTRACT

The main purpose of the study was to investigate the status-quo regarding formal orientation of
novice teachers and its implication on the catholicity of selected Catholic Secondary Schools in
Livingstone District, Zambia. The objectives of the study were: To investigate the status-quo
regarding formal orientation of novice teachers in selected Catholic Secondary Schools in
Livingstone District; To establish the implication of the status-quo regarding formal orientation of
novice teachers on the catholicity of selected Catholic Secondary Schools in Livingstone District; To
determine the types of formal orientation practices of novice teachers needed to promote the
catholicity of selected Catholic Secondary Schools in Livingstone District and To establish the
benefits of formal orientation practices of novice teachers to the desired catholicity levels in selected
Catholic Secondary Schools in Livingstone District. A qualitative methodology was used to gather
data for this research and used a semi-structured interview guide and Focus Group Discussion. The
study used a qualitative approach and descriptive design. The research was guided by the cognitive
transaction theory. Research participants included head teachers, guidance teachers and novice
teachers.

In terms of the findings of the study, it was clear that there was orientation of novice teachers which
was being done in the schools where the study was done. As for implications of the status-quo
regarding formal orientation, the results indicated that the orientation of new teachers in these
schools was not adequate and as such it fell short of the ability to instill values of catholicity in
novice teachers. The desired orientation practices to promote catholicity included a series of
meetings with the management, orientation committee, workshops and active involvement of the
office of the chaplain. The benefits of formal orientation practices included promotion of change of
attitude by new teachers, creation of a sense of belonging to the institution and promotion of unity
among teachers. The study makes the following conclusions: The extent to which orientation is done
is very low; increasing period of orientation will enable non-Catholic teachers assimilate the values
of catholicity. A variety of formal orientation practices is needed to produce the desired values of
catholicity and the benefits of formal orientation of novice teachers can be realized through various
measures such as orientation committees, workshops and chaplain’s office. The study recommends
that the orientation period of novice teachers should be increased to enable the new teachers
understand and assimilate their new roles in the environment of catholicity. For future research, a
comparative study must be carried out to find out if teachers of Catholic faith produce better results
than non-Catholic teachers in the same school.

Key words: Status-quo, Orientation, Novice teachers, Catholicity, Catholic.
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CHAPTER ONE: INTRODUCTION
1.0 Overview

This chapter focuses on the background to the study, statement of the problem, purpose of the
study, objectives of the study, research questions and significance of the study. Furthermore, it
covers the theoretical framework as well as the conceptual framework, delimitation of the study,
limitation of the study and operational definition of terms that will be used in this study.

1.1 Background to the study

Transition involves passage from one place or status to another (Gregory, 1998). It brings about
circumstances often arising from social and biological events that disrupt previously existing
social equilibria. One such example is tertiary to the world of work transition which refers to the
period during which novice teachers or any employee moving from one environment to embark

on their world of work with unique expectations from their supervisors.

Measor and Woods (1984) assert that transition from tertiary to the world of work marks the ‘rite
de passage’ or ‘status passage’ which marks a time of change in a person’s life and is a passage
in status from being one kind of a person with certain rights and expectations to another.
Transition into the world of work can be particularly traumatic, nerve-wracking and stressful

because it involves not only one status passage but many.

The first year of teaching is difficult. Novice teachers recognize that each year. The most
difficult part of the first-year orientation process is not by having communicated the tangible
procedures, but rather not communicating the morass of undocumented rules and attitudes that
comprise institutional culture (Gregory, 1998). During this orientation phase, employers and
employees begin relationships that are of fundamental importance in setting standards and
behavioral patterns. Orientation requires “far more than just a traditional information dump” if it

is to be successful (Gregory, 1998).

Successful formal orientation practices have three main objectives which include: to help new
employees settle into their environment; help them understand their responsibilities and ensure

that the organization receives the benefits of a well-trained and highly motivated employee as



quickly as possible (Gregory, 1998). Towards this end, many workplaces appoint a “guide”,
“peer-coach” or “buddy” for the first few weeks. These identified individuals can be significantly
more effective if they make a genuine commitment to the values of the institution and the well-
being of the new teachers. When considering the teacher orientation process, it is important for
one to delineate among the various components. For example, the "guides™ are usually called
mentors and beginning teachers are typically referred to as novices. This mentor-novice
relationship is often the focal point of many state and local orientation programmes. The
orientation process typically involves three common evolutionary stages: preparation, orientation
itself and practice. Although these three stages have similar meanings in educational settings,

they often have different connotations (Shton, 2008).

The orientation process significantly impacts one's overall success during the beginning years of
the teaching career and it can be an enormously challenging and stressful period. Often times,
this is the first time that new teachers are expected to be in complete control of their classrooms
where they face the ever-changing demands of youths and parents and they must continuously
prepare every subject every day. Teachers must handle a myriad of challenges apart from direct
instruction including professional roles and responsibilities (Sykes, 1996).To be successful,
beginning teachers must meet these challenges with perseverance, hard work and quality
assistance from experienced teachers and administrators who are willing to provide and
recognize extensive support for novice teachers during the first year or two of their teaching
careers. Successful beginnings are critical to teachers' overall career. When novice teachers are
deemed unsuccessful, everyone loses (Gregory, 1998).

Clearly, the success of first-year (novice) teachers is of concern to all (Brock, 1997). Alan
Fowler, as reported by Gregory (1998), believes that "employees are far more likely to resign
during their first few months than at any subsequent time, particularly during times of high
employment. This phenomenon can be largely attributed to employees having trouble "fitting
in". Gregory (1998) asserts that "people often raise unrealistic expectations at the interview about
pay rates, overtime and training which allows disillusion to set in even sooner. The most hopeful
approach to improve education is to shift school improvement metaphors and to think about
school improvement as a process simultaneously involves re-culturing and teacher development
(Bullough, 1997).



Improved schooling for youths will result only when schools are deemed to be better places for
teachers to learn about teaching and where more support of teachers' efforts exists to improve
their professional practices and to enrich their overall lives. The importance of orientation is
evident throughout all areas/aspects of education. Adult education programmes have also
incorporated orientation as a component of hiring and training processes (Smith, 1992). Adult
education practitioners report that orientation programmes enable them to feel more connected
with one another which gives them more confidence in knowing that what they are doing in their
classrooms and with various programmes is effective (Rebore, 1995).

The educational importance of new teacher orientation programmes is critical for school
administrators and supervisors to understand (Kiplangat, 2013). Since employees' initial sets of
experiences have lasting impacts, individuals charged with orientation experiences have
increasingly important responsibilities in this era of school reform. The orientation process, a
component of staff development directly links to a number of critical school improvement issues
including individual teacher performance, teacher retention and overall student success and
school climate. Each school has its own unique culture as does the community in which it is
located. The school's Principal or Head teacher, the educational leader is charged with the
responsibility and task of educating the youths of the community. In order for Principals or Head
teachers to maximize teachers' effectiveness, it is imperative that they be adequately trained and
be gradually immersed into the schools' climates and cultures (Robinson, Alka, Bock and
Weaver, 1997).

No college classroom experience can match or supplement the experience one gains by
personally stepping into a classroom and assuming responsibility for all that transpires. The
initial teaching experiences an educator has are critical in his/her establishment of a firm
foundation for quality instruction, effective classroom management and development of
appropriate human relations (Yates, 1999). A teacher's success is directly related to the successes
he/she fosters with students especially during initial classroom experiences. School
administrators must be cognizant of these dynamics and must foster and develop programmes
that maximize all of the school's personnel resources for the benefit of all the students who are
served (Summerfield, 1986).



Continuous supervision, nurturing, modeling, mentoring and monitoring are essential
cornerstones of all new teacher orientation and staff development programmes. The
comprehensive manual in school administration titled, Principals for our Changing Schools
published by the National Policy Board for Educational Administration (Thomson, 1993),
stresses the need for staff development and training. Thomason (1993) states that staff
development programmes are effective only to the extent that faculty and staff put their new
knowledge and skills to use. Mentoring, modeling and coaching are an essential part of this
process. When these roles are left unstructured or when they are not a part of the school's culture,
new knowledge and skills often fail to become incorporated. Orientation and staff development
require changes in individual and group knowledge, skills and attitudes (Mish, 1986). As such,
Principals should develop procedures for familiarizing new employees with the school's culture,
climate and values; citing the necessity of all new staff members meshing in the school. It is
against this background that this study investigates the formal orientation practices of novice
teachers and the catholicity of Catholic schools in three selected Catholic Secondary Schools in

Livingstone District of Southern Zambia.
1.2 Statement of the problem

Teacher orientation programmes in schools play a vital role in integrating novice teachers into a
working environment. It appears that orientation of novice teachers is unstructured in most
Zambian schools. Multiple studies done have concentrated on pupils’ orientation practices as
they progressed from primary schools to secondary schools and pointed out transitional
challenges (Mubita, 2017; Mackenzie, McMaugh and O’Sullivan, 2012; Pratt and George,2005;
Young minds, 2011; Kiplangat, 2013; Longaretti , 2006; Howard and Johnson, 2008; Watt,
2003; Ashton, 2008; Coffey, 2009; Mizelle and Irvin, 2000; Clayton and Tailor, 2001).
However, there is inadequate information on whether there is formal orientation practices of
novice teachers in Catholic schools or not and how this affects the catholicity of the Catholic
schools. It is due to this important current status quo that it is vital or important to investigate
this one particular aspect specifically in selected Catholic Secondary Schools in Livingstone

District of Zambia’s Southern Province.



1.3 Purpose of the study

The purpose of the study was to investigate the status-quo regarding orientation of novice
teachers and its implication on the catholicity of selected Catholic Secondary Schools in
Livingstone District, Zambia.

1.4 Specific objectives

1. To investigate the status-quo regarding formal orientation of novice teachers in selected
Catholic Secondary Schools in Livingstone District

2. To establish the implication of the current status-quo regarding formal orientation of
novice teachers on the catholicity of selected Catholic Secondary Schools in Livingstone
District.

3. To determine the types of formal orientation practices of novice teachers needed to
promote the catholicity of selected Catholic Secondary Schools in Livingstone District.

4. To establish the benefits of formal orientation practices of novice teachers to the desired

catholicity levels in selected Catholic Secondary Schools in Livingstone District.
1.5 Research Questions

1. What is the status-quo regarding formal orientation of novice teachers in selected
Catholic Secondary Schools in Livingstone District?

2. What is the implication of the current status-quo regarding formal orientation of novice
teachers on the catholicity of selected Catholic Secondary Schools in Livingstone
District?

3. What are the types of formal orientation practices of novice teachers needed to promote
the catholicity of selected Catholic Secondary Schools in Livingstone District?

4. What are the benefits of formal orientation practices of novice teachers to the desired
catholicity levels in selected Catholic Secondary Schools in Livingstone District?



1.6 Significance of the study

It was anticipated that through this study, greater knowledge on the realities of the current status quo
of formal orientation practices of novice teachers particularly on the catholicity of the Catholic
Secondary Schools may be made known to the general population.

It was also envisaged that the findings of the study could be of great value to policy makers in
the Ministry of General Education (MoGE) and other stakeholders as it may enlighten them on
formal orientation practices in schools. This is because formal orientation practices enhance
knowledge and imparts skills on the know-how aspects and are compulsory for participation in a

more global and international society.

Furthermore, it was hoped that the findings of the study could add value to the existing literature
by providing information on the implications of the current status-quo regarding formal
orientation practices of novice teachers, on the types of formal orientation practices of novice
teachers needed to promote the catholicity and on the benefits of formal orientation practices of
novice teachers to the desired catholicity and further make recommendations and provide
valuable information for further and future academic research because other researchers may

build on the knowledge gaps and limitations of the current study.
1.7 Theoretical Framework

This study was anchored on the cognitive transactional theory by Lazarus (1968). The theory
considers the appraisal of a particular situation as a challenge, threat or loss as being the most
influential component of the stress associated with that situation. It further contends that it is the
interaction of the person and environment that creates a felt stress for the individual. Stress is not
a property of a person or of the environment, but arises when there is conjunction between
particular kinds of a person that leads to a threat appraisal (Lazarus, 1968).This means that
individuals influence the stress experienced around the situation and vice versa. The perception
of the event changes the outcome of the situation. For instance, if a situation is perceived as
being threatening or damaging, psychological stress would follow as a result of anxiety about a
harm or loss. If the situation is appraised as an opportunity for growth, then a positive and well

balanced emotional response will follow. Transition into the world of work has been shown to be



a stressful event in the lives of employees (Rice, Frederickson and Seymour, 2010). Lazarus’
cognitive transactional theory is therefore, suitable for this study because novice teachers may

perceive transition as a challenge and they would appraise it as an anticipated harm or loss.
1.8 Conceptual framework

A conceptual framework is an image or symbolic representation of an abstract idea. Chinn and
Kramer (1999) define a conceptual framework as a complex mental formulation of experience.
While the theoretical framework is the theory on which the study is based, the conceptual
framework is the operationalisation of the theory. Formal orientation is a mechanism used in
organisations to try and make new employees to come to terms with the culture and new
environment of their work place. In an event where formal orientation lacks, it may lead to
undesired levels of understanding the required pattern of behaviour. In this case, the culture of
catholicity may not be cultivated in the practices of novice teachers. On the other hand, if formal
orientation is conducted and encouraged in a school, its benefits may be transferred to the novice
teachers as they will fully understand the pattern of behaviour one should exhibit when operating

in the environment of a Catholic Secondary School as illustrated in the diagram below:

|
\

=
____

Figure 1.1: Conceptual Framework



1.8.1 Relation of the Cognitive Transactional Theory to the current study

Therefore, the applicability of this theory to the current study was based on the assumption that
in order to cope with these appraisals, formal orientation practices of the novice teachers on
transition into the world of work may be adopted as a coping strategy to bridge the perceived

challenges and demands of the new environment.
1.9 Delimitation of the study

The scope of the study was restricted only to three selected Catholic Secondary Schools in
Livingstone District which included teachers on teaching practice.

1.10. Limitations of the study

Msabila and Nalaila (2013) postulate that, limitations of a study include potential challenges
anticipated or faced by the researcher. Likewise, this study had limitations. Therefore, since the
participants that were sampled for this research were a small number compared to the target
population of the province and the nation at large, the findings of this study may not be

generalised to other Catholic Secondary Schools in the Southern Province and Zambia at large.
1.11. Operational Definition of terms

Mentor: A mentor is the glue that helps bind all the inner-

workings of the teacher orientation process together.

Novice teacher: A new, beginner or trainee teacher who does not have an
experience of teaching because of not being exposed to

teaching regularly.

Orientation: This is the direction or introduction to an unfamiliar
situation, an activity of a new kind; a programme set up
for the benefit of new employees. In other words,
orientation is the adjustment or aliment of oneself or

one’s ideas to surroundings or circumstances.



Practice: This is defined as skill gained by experience; the action
or process of doing something; the exercise or pursuit of
a profession or occupation; the business of a professional

man.

Preparation: This is primarily concerned with the “act of making

something ready for use or service.”

Teaching: This is a complex and idiosyncratic process, developed

over time in the context of a school environment.
1.12 Summary of the Chapter

This chapter gave the background to the study on formal orientation practices of novice teachers
and their catholicity in educational schools. The chapter also presented the statement of the
problem, purpose of the study, research objectives and questions, significance of study,
theoretical and conceptual frameworks, delimitation of the study, limitations of the study and
operational definition of terms that will be used in the study. The next chapter endeavours to
review various literatures deemed relevant to the study based on the Global, African and

Zambian contexts.



CHAPTER TWO: LITERATURE REVIEW
2.0. Overview

This chapter reviews some important literature on formal orientation of novice teachers in the
education system. The literature was presented based on a Global, African and Zambian
contexts. The presentation of literature proceed by addressing what formal orientation is, types of
formal orientation and ends by suggesting measures employed to enhance formal orientation of
workers in social institutions. This was followed by selected studies related to the current study
based on a Global, African and Zambian contexts.

2.1. What is orientation?

Orientation is the planned introduction of new employees to their jobs, their coworkers and
culture of the organization (Cook, 1992, quoted in Blackwell, 1997). Most organizations offer an
employee orientation training programme coordinated by the Human Resource Department
(Blackwell, 1997). New employee orientations serve many purposes and have many meanings
from both an organizational and an employee perspective. Researchers have found that
successful new employee orientation programmes help new employees become familiar with
their organizational environment and help them understand their responsibilities (Robinson,
1998). They have also been found to be positively related to job satisfaction (Gates & Hellweg,
1989) and employee socialization (Klein, 2000) and have been recommended to aid in employee
job enrichment and morale building (Kanouse & Warihay, 1980). Staff orientation is a
continuous process that begins when a person accepts appointment to a post. If effectively
planned and implemented, staff formal orientation will have effective and efficient integration of
new and experienced staff in their respective roles in the organization system (lvan Deventer,
2003).

Employee orientation is highly valued in organizations because it is through this process that an
organization makes the newly employed person get acquainted with core company values,
understand the job functions, meet new colleagues and ask any burning work-related questions
they might have about the job (Goodboy & James, 2007). Orientation prepares new employees to

their new workplace. It provides the basic organizational information employees need to feel

10



prepared for their new team, department and role within the company. Effective employee
orientation makes employees aware of company policies, vision, mission and expectations. It is
argued that during orientation, the new employees must feel welcomed, appreciated and
productive from day one. To help employees feel welcomed, avoid overwhelming them with
facts, figures, flowcharts and new faces on their first day. Make sure their office and equipment
such as phone, laptop and email account are set up and ready to go and that someone is prepared

to show them how everything works (Goodboy & James, 2007).

James (2004) argues that during employee orientation, it is vital to have an employee orientation
checklist. This is a list which describes a formalized orientation process to make sure each new
employee receives an adequate introduction to the company, meets the right people and has the
correct tools to quickly become a productive employee. According to James (2004), typically
employee orientation at a new job begins on day one of employment. Because of this, employees
are typically paid their agreed-upon wage or salary for the time they spend training. Because
there are costs associated with training new employees, it is crucial to create a streamlined
process that welcomes new colleagues and empowers them to become comfortable and

productive as soon as possible.

James (2004) further argues that the correct amount of time to spend on employee orientation
varies from organization to organization. Different industries require different levels of training
and briefing before new employees can fully participate in their responsibilities. An orientation
session could take a day or more. Goodboy& James (2007) state that the orientation session
helps new employees to assimilate comfortably into their new roles. Studies also reveal that new
employees who have undergone a well-structured orientation are more likely to stay longer in the

organization as compared to those who did not have adequate orientation (Papa, 2008).

Because orientation is such a necessary activity in the success of an organization, the organisers
of the orientation programme must make sure they know who will be handling the orientation
and how it will be done. Apart from providing guidance to the new employee, the orientation
must also provide motivation to the employee. Motivation is necessary at this point because it
provides the new employee with a good start in the new job. While motivation is vital for the

employee’s performance, it is also necessary for the achievement of the goals of the
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organization. The higher the motivation of the employee, the greater the productivity (Papa,
2008). Hence orientation of employees is vital as it makes an initial contribution towards the

achievement of the goals of the organization.
2.2. Benefits of orientation to employees

Research has also shown that employers benefit from new employee orientations in that they
receive well-trained, highly motivated new employees as quickly as possible so that productive
contribution can be made as soon as possible (Robinson, 1998). How effective is the new
employee orientation process in conveying organization-wide issues like quality? Do employees
learn from new employee orientations and is that learning carried back to the workplace? It is
difficult to address these questions because of the dearth of research on the topic. Wanous and
Reichers (2000) note that “orientation programmes have rarely been the subject of scholarly
thinking and research” (p. 2). They continue by noting that “the current body of research work
(on new employee orientation programmes) is too small for meta-analysis” and as a result they
changed the methodology used in their 2000 study to descriptive summary (Wanous & Reichers,
2000). Other researchers have come to similar conclusions. While most organizations use formal
orientation training, “there is surprisingly little in the academic literature examining the impact

or most appropriate structure of these programmes” (Klein, 2000).

Chatora, (2008) defines formal orientation as new hires that are directly put on the jobs and they
are expected to acclimatize themselves with the work and the company. In contrast, orientation
can be formal too. In formal orientation, the management has a structured programme which is
executed when new employees join the firm (Benner & Graham, 2009). This entails that the
choice between formal and informal orientation will depend on the management’s goals. The
more formal the programme, the greater the likelihood that the new hire will acquire a known set
of standards. That is, the new member is more likely to think and act like an executive, a
management trainee or a management professor. But an informal programme is desirable to
maintain individual differences. Orientation aims at getting the new staff to fit in and adapt as

soon as possible to their new work environment (lvan Deventer, 2003).
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Orientation serves as an important element of the recruitment and retention process. The benefits
of orientation to employees are glaring. Tibbles (2008) states that an important purpose of
orientation is to inform new employees about the nature of the organization. A general
organizational overview might include a brief review of the organization; the history, structure,
key executives, vision, purpose (mission), products and services of the organization; how the
employee’s job fits into the big picture and other general information. If the employer prepares

an annual report, a copy may be given to a new employee.

Tibbles (2008) further asserts that orientation is important because it signifies the beginning of
the relationship between employee and employer. The first day of work is the most important as
new employees are seeking to affirm their decision to accept the offer of employment. Therefore,
a smooth transition into a new role benefits the new employees. By clearly communicating
expectations and responsibilities to a new employee, they can start being productive quickly.
Additionally, a clear policy for employee orientation will ensure that all new team members

receive the same training and information.

In addition, orientation enables new employees to receive fundamental information about the
organization. Orientation gives the employer an opportunity to introduce the new employees to
its business fundamentals and objectives, company polices, vision, mission, work culture, etc
along with making it clear what role they will play towards achieving overall organizational
goals. To achieve this Papa (2008) argues that after the initial session where the most important
elements are covered, the rest is conveyed to the new employee over a period of time. This is
important to avoid feeding the employee with too much information at a time thus,

overwhelming him or her.

The other benefits of orientation to the employee as espoused by Russ (1994) are as discussed
below: Orientation gives the new employee a feeling of belonging and creates a friendly work
environment that paves way for positive work relationships. Thus, the new employee finds it
easier to settle down in his or her new role and work productively. Because of this, orientation
prepares a new employee for the job and makes him or her relaxed and confident to some extent,
knowing he or she has people to help or guide whenever there is need. Since relaxed and

confident employees make fewer mistakes, the company can benefit from better productivity.
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Orientation also helps to fulfill psychological obligations. It helps to reduce anxiety. Any
employee when put into a new strange situation will experience anxiety that can impede his or
her ability to learn to do the job. Proper orientation helps to reduce anxiety that results from
entering into an unknown situation and helps provide guidelines for behaviour and conduct, so

the employee doesn’t have to experience the stress of guessing what to do (Russ, 1994).

All in all, orientation is important because it provides the new employee with concise and
accurate information to make him/her more comfortable in the job; encourages employee
confidence and helps the new employee adapt faster to the job; contributes to a more effective,
productive workforce; improves employee retention and Promotes communication between the
supervisor and the new employee (Russ, 1994). The net benefits of this accrue to the employee

and to the organisation.
2.3. Types of orientations

Orientation or induction is into two types namely; formal and informal orientation. These are
processes of ‘formal” and ‘informal’ orientation where the latter is also sometimes referred to as
‘non-formal’ orientation (Eraut, 2000, 2001). Formal learning is defined as structured learning
that takes place ‘off the job’ and outside of the working environment, typically in classroom-
based formal educational settings (Marsick& Watkins, 1990, 2001). It is also conceptualized as a
‘standard paradigm’ of learning: a form of learning within traditional ‘educational’ pedagogical
frameworks based on didactic interaction (Beckett & Hager, 2002; Hager, 2004a, 2004b). In the
workplace, formal orientation is composed of planned learning activities that are intended to help
individuals acquire specific areas of knowledge, awareness and skills useful to perform their job
well. Formal orientation mostly involves institutionally sponsored and endorsed programmes
which would include almost all training and development programmes that organizations offer.
Implicit in this understanding is that formal training occurs in a context specifically intended for

learning, which mostly suggests that the learning occurs away from the actual work setting.

As stated, formal training is assumed to be planned in nature relying on the use of the systems
approach to design the learning experience in such a way so that the outcomes can be achieved.
Eraut (2000) outlines how formal learning has the following characteristics: a prescribed learning

framework; an organized learning event or package; the presence of a designated teacher or
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trainer; the award of a qualification or credit and the external specification of outcomes.
Conversely, informal orientation as pointed out by Colley et al. (2002), tends to be ‘defined in
relation to what is not formal. In informal orientation, new employees are instructed to report to
the Human Resource Department for an explanation of company policies before being referred to
the immediate supervisor for an on-the-job briefing on specific work procedures. Informal

orientation tends to be brief- lasting one hour or even less.

There are various types of employee orientation explained by Goodboy& James (2007). These

argue that employee orientation can take one or more of the following types:

Formal or informal: In informal orientation, new employees are directly put on the jobs and they
are expected to acclimatise themselves with the work and the company. In contrast, orientation
can be formal too. In formal orientation, the management has a structured programme which is
executed when new employees join the firm. The choice between formal and informal
orientation will depend on the management’s goals. The more formal the programme, the greater
the likelihood that the new employee will acquire a known set of standards. Informal orientation
tends to be brief, lasting one hour or even less. But an informal programme is desirable to
maintain individual differences. Formal orientation is elaborative and is spread over a couple of
weeks or months. Most formal programmes consist of three stages: (i) a general introduction to
the company, often given by the Human Resource department; (ii) specific orientation to the
department and the job typically given by the employee’s supervisor and (iii) follow-up meeting
to verify that the important issues have been addressed and employee questions have been
answered. This follow-up meeting usually takes place between a new employee and his or her

supervisor a week or so after the employee has begun working (Goodboy & James, 2007).

Individual or collective: Goodboy & James (2007) argue that another choice to be made by the
management is whether the new employees should be inducted individually or in groups. The
individual approach is likely to develop less homogeneous views than collective orientation.
Individual orientation is more likely to preserve individual differences and perspectives.
Orienting each person separately is an expensive and time consuming process. It also denies the
new employee the opportunity of sharing anxieties with fellow appointees. Collective orientation

of the new employees solves the problems stated above. Most large organizations tend to have
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the collective orientation approach. But small firms which have fewer new appointees to
socialize frequently use the individual approach. Individual socialization is popular even with

large firms when they hire executives whose number is small.

Serial or disjunctive: According to Goodboy & James (2007), orientation becomes serial when
an experienced employee inducts a new employee. The experienced employee acts as a tutor and
model for the new hire. When new employees do not have predecessors available to guide them
or to model their behaviour upon, the orientation becomes disjunctive. Each option has its own
advantages and pitfalls. Serial orientation maintains traditions and customs. Consistent use of
this strategy will ensure a minimum amount of change within the firm over time. But
maintenance of status quo itself may breed resistance to change. Goodboy & James (2007)
caution that if the experienced employee is frustrated and apathetic towards work and the firm, it
is likely that he or she would pass on the same to the new hire. Disjunctive orientation almost
stands on the other side of the spectrum. Such induction is likely to produce more inventive and
creative employees because the new hire is not burdened by traditions. But this benefit needs to
be weighed against the potential for creating deviants, that is individuals who fail to understand
how their job is to be done and how it fits into the grand scheme of the company due to an
inadequate role model.

2.4 Measures put in place to enhance formal orientation of workers

There are numerous measures that should be put in place to enhance formal orientation of
workers in social institutions and among others the following are; Organizations should continue
to teach employees about quality-related topics on an ongoing basis. Both upper level
management and Human Resource professionals in the organization should work together on
these efforts to ensure that issues of quality management efforts are understood at all levels
within the organization. New employees should learn a lot about quality in new employee
orientation. Workers should also identify the workplace environment as a possible cause of the
changed attitude over time and we suggest that the organization explore the current organization
climate and investigate how employees in general view quality management and how their
overall view differs from that of the organization’s. Organizations should build on that learning

by continuously teaching employees about quality management. This could be done through
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ongoing training of both a formal and informal nature that specifically addresses these topics or
by weaving them through existing training and development initiatives within the organization
(Bacdayan, 2001; Hansson, 2001; Mandal et al., 1998).

According to McCroskey, et.al. (2005), there are a number of measures that can be put in place

to enhance formal orientation of workers. These include:

Having an orientation programme in place: It is important to have an orientation programme
which stipulates what will be done, who will do it and when it will be done. During orientation,
the following topics can be covered: Introduction, explanation of job duties which involves job-
related information like job location, job tasks, job safety requirements, an overview of the job,
job objectives, relationship to other jobs, etc. The programme should also contain organizational
issues which cover information about the overall organization such as the history of the
employer, organization or employer name and titles of a key executive, employee’s titles and
departments, the layout of physical facilities, probationary period, an overview of the production
process, company policies and rules, disciplinary regulations, employee handbook, safety
procedures, etc. Further, orientation can also cover employee benefits. This part provides
information about the benefits that are offered by the organization like; pay scales and paydays,
vacations, rest break, training and education, benefits, counseling, housing facilities, insurance
benefits, retirement programme, employer-provided services for employees, rehabilitation

programme and many other issues (McCroskey, et.al., 2005).

Delegation of orientation duties: Orientation duties do not necessarily have to fall on one person
alone. Delegation is actually highly recommended. Usually, new employees are met by someone
in the Human Resources department who will talk to them about the company, their benefits and
other general information. Then the orientation duties will shift to someone who can provide
orientation that is more work-specific. Usually, this is done by the new employee’s supervisor or
someone who belongs to the same department that the new employee will be assigned to. It is
also a fact that there are some aspects of the job that the supervisor may not be aware of. In this
case, the supervisor should consider delegating job-specific orientation duties to other employees
that are more experienced and knowledgeable when it comes to actual performance of the job. In

other cases, departmental mentors are also tasked to aid in the orientation process. Their main
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function is to assist in answering any questions that the new employee may have during his first

few weeks of working.

Introduction of new employee to the supervisor: It is important to introduce the new employee to
the supervisor. The new employees should meet their supervisor on their first day at work
because they will be working closely together in the future and the new employee will report to
the supervisor, so they have to establish a relationship early. It will be the supervisor that will
primarily induct the new employee into his job, so even if he delegates the rest of the orientation
duties to someone else later on, it is still important for him to meet with the new employee on the
first day.

Orientation is a process: McCroskey, et.al. (2005) argue that orientation does not end when you
think you have explained everything to the new employee. It is a continuous process maybe
lasting even months. Along the way, the employee may have some queries that you will still
need to answer. You should also check in on them from time to time, ask them how they are
doing and what they are feeling about their job and the company as a whole and try to address
any concerns or issues they may have. It goes without saying that you should encourage your
new employee to ask questions. There is a tendency for some new employees to refrain from

asking questions due to the fear of being thought of as ignorant or incompetent.

Tibbles (2008) further states that by assuring employees that you will always welcome their
questions and that you will be available to answer them at any time, you will give them the
confidence to ask and in the process they learn more. There’s a lot of information to share and
trying to cram everything into one day will make it harder for the new hire to absorb all the
necessary information. It therefore, makes sense to schedule orientation information sessions

across several days or even weeks breaking employee orientation into sessions.

Physical tour of the work place: McCroskey, et.al. (2005) further assert that new employees
should have a physical tour of the work place. It is important for a new employee to be treated to
a tour of the facilities of the company as well as the work areas where he/she will be working
from. This is so because in the process he/she will also be introduced to the other employees of
the organization. In other words it is one way of beginning the socialization of the new employee

with the old employees.
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2.5 Global literature on formal orientation and practices in education

Over the past decade, the world has increasingly adapted to the innovation of implementing
orientation in education systems through schools. The idea of having orientation as a platform
permeates the enormous expanse of teaching and learning skills that move the ever-greater
volumes of understanding and possessing of skills, knowledge and competencies among teachers
and the general populace around the world (Faith, 1979; Arthur, 1995). This idea of Orientation
in the educational system prompted a number of scholars to venture into research for better
understanding of the phenomena and this consideration was given by the work of Chatlain
(2002) who conducted a study aimed at exploring the status of diocesan or districts sponsored
orientation for teachers in Catholic schools. The purpose of the study was to explore current

programmes and future needs for new teacher orientation in Catholic schools.

This study reveals that beginning teachers who experience formal orientation have higher
retention rates and are more likely to understand the mission of Catholic schools and become a
part of the school community (Taymans, 2007). Additionally, the growing number of state
mandates requiring and/or linking teacher orientation with licensure is impacting Catholic

schools in both the United States and Canada.

During this study, the orientation programmes varied widely in terms of delivery and the depth.
Some programmes were managed and delivered entirely by the diocese. Other programmes were
developed and managed by the diocese with much of the delivery delegated to local schools. In
the majority of United States dioceses, induction involvement was limited to providing the
format for the induction programme and delivering an orientation in the full. Other activities
such as mentorship, socialization and training in classroom management were delegated to
individual schools. The Canadian responses indicated that induction programming may be
somewhat more formalized and developed. However, only those districts that are publicly funded
chose to respond. The state of induction programming in the parochial Catholic schools remains

unknown.
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The study reviewed that all of the dioceses reported similar goals for their teacher orientation
programmes: orienting new teachers to the mission and values of Catholic education; improving
the quality of new teacher performance and improving retention of new teachers. Topics relating
to the Catholic dimension were identified as important and were evident in substantial numbers
in all of the programmes. The religious dimension and support for the ongoing faith formation of

new teachers appeared to provide a foundation for the induction programmes.

Furthermore, this study reviewed that new teachers in Catholic schools face the complexity of
learning the art and craft of teaching with the added challenge of the religious dimension which
increases the importance of having a mentor to guide them. Respondents reported that mentor
programmes were regarded as important and widely used. All of the dioceses reported criteria for
mentor selection and training for mentors. Compensation for mentors varied widely. Although
half of the United States respondents reported compensation for mentors, only 3 dioceses
reported a designated monetary compensation that included $500 stipends between $400 and
$1,000 per year per teacher mentored and state compensation for mentors. In most dioceses,
compensation was the responsibility of individual schools and took the form of appreciation
stipends, free time and points toward license renewal. This is in contrast to the Canadian context
where apart from a little release time, virtually no districts compensated mentors (Weiss &
Weiss, 1999).

Another study by Kearney (2011) was conducted in New South Wales (NSW) on the
effectiveness of orientation programmes in Catholic Independent High Schools. Researchers
point out that the support and guidance in the first year of teaching is critical in arresting growing
attrition rates and enabling the capacity to establish beginning teachers as valuable members of
the profession (Smith & Ingersoll 2004, Wong 2004).

This study underlined difficulties beginning teachers face in commencing their career as failure
to receive mentoring and supervision, receiving support for behavior management, excessive

responsibilities and lack of recognition for professional growth.
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The study found a correlating link between orientation and a 20% increase in retention of
teachers who were inducted into their workplace. The research confirmed that induction is
successful at retaining teachers. However, through Smith and Ingersoll (2004) pointed out that in
many cases beginning teachers are left on their own, “to either succeed or fail in their own

classrooms” (p.682)

In the study, administrative supervisors reported that 82.6% of teachers were mentored while
only 39.9% reported that they received mentoring. The overall findings in this study indicated,
“Variation and inconsistency in the management of orientation” (Wong 2004 p.16). The
Australian Education Union has been conducting surveys of beginning teacher over the past few
years and they have found that in each of the past three years, there has been an increase in the
number of beginning teachers who report not having participated in either on-going induction or

formal mentoring.

The findings by the study about the discrepancy between what is reported and what is actually
happening suggests that orientation is not fully understood by administrators or inductees. The
research also reveals that many systems fail to differentiate between the terms mentoring and

orientation and often use the terms interchangeably (Wong, 2004).
2.6 African Literature on formal orientation and practices in education

Africa as a whole also responded positively to the phenomena of promoting formal orientation
amongst its countries and this prompted so many countries within Africa to rise to the occasion
and scale-up their education systems. The response was witnessed by massive undertaking of
research and one such example is a study by Nantanga (2014) on the effects of employee
orientation on performance in Ghanaian Education Service (GES) — Greater Accra. The
methodology that was used in collecting the research data was a survey design that used a
purposive random sampling technique where questionnaires were distributed. The results
indicated that the organization needs quality orientation programmes for its employees. It also
pointed out that an orientation practice in the institution is facing many problems. However,

there are certain factors that affect orientation practices in the Ghanaian Education Service.
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Based on the findings of this study, a number of recommendations have been made. Among
these include, frequent orientation programmes with improved quality should be organized for
GES employees alongside the provision of suitable working environment and motivation such as
promotion for high performance should be used to enhance effectiveness of the programmes on
employee performance in the Ghanaian Education Service to adopt a more comprehensive
approach to orientation and the Ghanaian Education Service should provide information in a way
that can be engrossed, helpful and retained. In the same way, GES can use the orientation
programme to enhance employee performance and to develop a team atmosphere and to ensure
that orientation is effectively and efficiently carried out and managed for the realization of the

purpose and objectives of Ghanaian Education Service.

According to this study, there appears to be several benefits of employee orientation. It is widely
accepted that organizational performance depends at least partly on the behavior of employees
and that these behaviors can constitute a source of sustainable competitive advantage. The results
of empirical studies are for and against the proposition that a company’s performance is
positively related to its employee orientation. Employee orientation affects organizational
performance through its effects on employee learning and behavior. Employee orientation
determines the type of skills and motivation of these employees, the opportunities and incentives
that these employees have to design new and better ways of doing their jobs. This orientation
promotes skills development, motivation and discretionary effort is often labeled as high-

involvement employee orientation (Msabila & Nalaila, 2013).

Furthermore, another study conducted by Gitonga (2015) aimed at establishing the perception of
teachers on the effectiveness of induction and orientation of newly employed teachers - a case of
secondary schools in Githunguri Sub County of Kenya. Through data analysis, the study
established that 28(50%) of the teachers were not aware of the existing TSC policy on induction
and orientation of the newly recruited teachers. This hampers the programmes of inducting and
orientating newly recruited teachers. However, 28(50%) of the teachers were aware of the policy.
For the principals overwhelming majority 26(86%) of them were aware of the policy but 4(14%)
were not aware of the policy an indication that even the agents of the TSC who are bestowed
with the responsibilities of implementing the TSC policies were not aware of some policies such

as the policy on induction and orientation.
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On the importance of the induction and orientation of the newly recruited teachers, the teachers
and the Principals said that the programme plays a key role such as helping newly recruited
teachers to adjust to the school environment quickly, helps in building confidence in the newly
recruited teachers and enhances the social relationship between the new teacher and the old
teachers. The study also revealed that roles such as enabling the newly recruited teacher to
understand the community and its culture and retaining competent teachers in the profession

were not important in relation to induction and orientation (Gitonga, 2015).

As can be seen, the above study basically addresses the mere significance of induction and
orientation to new teachers. This study however, goes on the actual ground to realistically find

out if at all this orientation is even there in the first place.
2.7 Zambian literature on formal orientation and practices in education

Zambia is no exception to the world’s call of preparing both teachers and learners through formal
orientation (MoE, 1996). In this regard, empirical evidence has been put forward and one such
study is that of Munkombwe (2016) on the orientation process of new teachers, its constraints
and possible benefits to new teachers in selected primary schools in Choma District. The study
adopted a descriptive survey design in which both qualitative and quantitative methods were
used.

Quantitative findings revealed that a good number of schools did not conduct the new teacher
orientation programmes because of various reasons. Some indicated that some schools had
financial constraints while others gave other reasons for example, majority 26 (34.3%) of
respondents amongst new teachers said that there was resistance to change by new teachers
hence constraining the process. The study also revealed that 22 (29.3%) of respondents indicated
that there was lack of administrative will to undertake the programme while the qualitative
findings obtained from the SESOs, ESOs and Head teachers revealed that what was so prominent
in all responses was the lack of administrative will, time and lack of funding, lack of knowledge
by the school managers, resistance to change by new teachers, lack of sensitisation and lack of

policy guidelines. These were singled out as the main constraints to new teacher orientation.

On the possible solutions to the constraints experienced in new teacher orientation, the

quantitative findings revealed that majority 25(33%) of respondents indicated that there was need
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for a standardised policy on new teacher orientation. The other 20 (27%) of respondents

indicated that there was need for an administrative will for such programmes.

Qualitative findings obtained suggested that there should be more sensitisation on new teacher
orientation to Head teachers so that they could take the orientation programmes seriously and
avoid the casual approach. Some respondents also suggested that there should be an introduction
of a standardised orientation policy which would operate as a guide for Head teachers. It was
further revealed that school managers should develop a positive attitude towards teacher

orientation. It was also indicated that an allocation of funds for such programmes be made.

The quantitative data of the study revealed that majority 64 (85%) of new teacher respondents
indicated that the orientation programme was of benefit whereas 11(15%) of the respondents
indicated that the orientation programme had no impact to them as new teachers. They indicated
that new teacher orientation in schools helped to improve communication between teachers and
the school administration; they explained that new teacher orientation helps in educating new
teachers. They further stated that it was a programme which helped reduce conflicts in schools as
teachers would be vested with their professional ethics.

The respondents felt that teacher orientation was instrumental in guiding new teachers and that it
helped in improving their teaching. The qualitative data showed that new teacher orientation was
important for teachers as it helped them settle down quickly. The respondents also indicated that
participating in new teacher orientation sharpened teachers’ skills in designing lessons and
implementing school policies. Respondents further attested to the fact that new teacher
orientation worked as a guide and helped teachers to have that sense of togetherness and regard

each other as one which smoothers the schools’ operations.

Finally, the findings established that there was no standardised policy on new teacher orientation
in primary schools. The challenges to new teacher orientation such as lack of cooperation among
teachers and lack of administrative-will among others were established. The possible solutions to
the challenges such as need for administrative-will and need for a standardised policy to new
teacher orientation among others were revealed. The possible benefits to new teacher orientation
such as educating new teachers and improving teaching among others were established. This

particular study basically looks into the orientation process with interest to its constraints and
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benefits in selected primary schools in Choma district. However, the current study looks further
to the core situation on the ground of whether orientation is really done to the novice teachers in

selected Catholic schools of Livingstone.

Another local study is one by Mubita (2019) which soughts to examine the formal induction
practices of grade 8 pupils in three selected secondary schools in Mongu District. Formal
induction of grade 8 pupils in secondary schools would help to integrate them into the new
environment. However, this formal induction is unstructured hence fails to meet its intended
purpose adequately. A sample of 3 Head teachers, 3 School Guidance and Counselling Teachers
(SGCTs), 15 grade 8 teachers and 30 grade 8 pupils were purposively drawn from three
secondary schools in Mongu District. A descriptive case study design was employed for this
study. Data were collected through face-face interviews with Head teachers and SGCTs, an open
ended questionnaire for grade 8 teachers and focus group discussion guide for grade 8 pupils.
Data were analyzed thematically. The study found that formal induction lacked formal structure

and the participation of various stakeholders such as parents, teachers and pupils.

The study further established that grade 8 pupils faced challenges on transition to secondary
school due to the organizational and physical differences that existed between primary and
secondary schools among them; many specialist teachers, challenging academic work, school
rules and routines, bullying from older pupils, displacement from the social hierarchy, concern
with making new friends and being accepted by others. In addition, the study found that the
current school induction did not sufficiently guide the new pupils to cope with the academic,
personal, social, physical and safety demands of their new environment. Similarly, the current
study will also use a descriptive research design and analyze the data thematically with the help
of face-face interviews and focus group discussion guide. However, the two studies are at
variance as the current seeks to involve teachers only as the main participants in selected
Catholic schools in Livingstone District as opposed to the aforementioned study which involved

Head teachers, teachers and pupils as its main participants in public schools in Mongu District.
2.8 Synthesis of literature knowledge gap

The identified research gap is that other studies looked at how difficult it is for any country to

attain its objectives of adopting formal orientation through the teaching and learning in the
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education system aimed at providing quality education to the 21st century teachers and learners
in the absence of qualified teachers, appropriate educational materials, proper funding, suitable
school infrastructure and community participation. These studies also basically looked at the
general orientation process, what it entails, its constraints and merits for new teachers and were
conducted in different countries at global (USA and Canada), Africa (Ghana and Kenya) and
Zambia (Choma and Mongu districts) levels while the current study looked at formal orientation
practices of novice teachers in Catholic Secondary Schools and how this affected the catholicity
in the selected catholic Secondary Schools in Livingstone District of Zambia’s Southern

province.
2.9 Summary of Literature Review

This chapter discussed the literature review. It began by reviewing studies done at global level.
This was followed by studies conducted within Africa with an exception of Zambia. Eventually,
studies done in Zambia were reviewed. From the foregoing review of literature, it was observed
that at global, African and Zambian levels, the importance of formal orientation practices of
novice teachers in schools was recognized. This was clearly demonstrated by the various
findings that had been revealed in this chapter. It was also observed in Zambia, particularly
Livingstone District that studies on formal orientation practices of novice teachers in Catholic
Secondary Schools had been inadequate thereby creating knowledge gap that the current study

intends to address. The next chapter discusses the methodology that was employed in this study.
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CHAPTER THREE: METHODOLOGY
3.0 Overview

The previous chapter gives a review of some important literature on formal orientation practices
of novice teachers in schools from a Global, African and Zambian contexts. The current chapter
presents the methodology that was used in the study which includes the research design, target
population, sample size and sampling techniques. The chapter further explains the research
instruments, data quality assurance as well as data collection and analysis procedures. This
section ends with ethical considerations.

3.1. Research design

Kombo and Tromp (2006) and Hambulo (2016) define a research design as glue like structure
that holds all the elements in a research project together. Orodho (2003) defines it as the scheme,
outline or plan that is used to generate answers to the research problem. This study utilized a
descriptive research design with the intention of conducting a “direct exploration, analysis and
interpretation of a particular phenomenon emphasizing the richness, breadth and depth

investigation as interpreted by participants in detail (Creswell, 2009).

With descriptive research design therefore, the researcher was able to tap into teachers’ views
and experiences regarding formal orientation practices of novice teachers in Catholic Secondary
Schools and how this affects the catholicity by bracketing or applying the principle of “epoche”,
his own understanding thereby taking the information as it was reported from participants
through verbatim reporting. Since the study focused on formal orientation practices of novice
teachers in Catholic Secondary Schools and how this affected the catholicity in secondary
schools, the said design was appropriately to guide the generation of interpreted information on
formal orientation practices of novice teachers. Therefore, the study was purely qualitative in
nature and took the form of a case of three selected Catholic Secondary Schools in Livingstone
District.

According to Kombo and Tromp (2006) a qualitative approach involves interpretation and
description; it seeks to interpret, describe and analyse the culture and behaviour of humans by
collecting verbatim statements from participants in view of the fact that open-ended questions
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allow participants to offer responses within their unique context and the value of the information
provided can be exceptionally high. This approach was appropriate for this study because it
soughts information on formal orientation practices of novice teachers in Catholic secondary
schools and how this affected the catholicity of selected Catholic Secondary Schools in

Livingstone District of Zambia’s Southern Province.

3.2 Target population

Target population is defined as a group of individuals and objects from which samples are taken
for measurement (Kasonde-Ng’andu, 2013). The population for this study consisted of all Head
teachers, teachers and novice teachers from three selected Catholic Secondary Schools in

Livingstone District of Zambia’s Southern Province.
3.3 Sample Size

Kothari (2011) indicates that sample size refers to the number of participants selected from the
population with common characteristics, know-how and accessible to help in the study under
investigation. However, Sandeloski (1995) points out that in determining the sample size in
qualitative research, there is no specific formula. It is ultimately a matter of judgment and
experience on the part of the researcher and researchers need to evaluate the quality of the
information collected in light of the uses to which it will be applied. Therefore, the researcher
used his own personal judgment to determine the sample size in this study. Cohen, Manion and
Marrison (2000) explain that in a qualitative study, a small number of sample size suffices. In
view of the above, the researcher selected 30 participants to constitute the sample for the study.
This sample size comprised three (3) Head teachers, three (3) Guidance teachers, twenty four
(24) novice teachers — Eight from each school including student teachers on teaching practice
and new teachers who worked for less than one year in the selected three Catholic Secondary

Schools in Livingstone District.
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Table 3.1: Composition of the study sample

POSITION OF PARTICIPANTS TOTAL NUMBER OF PARTICIPANTS

Head teachers 3

Guidance teachers 3
Novice teachers 24
TOTAL 30

3.4 Sampling Technique

Sampling techniques are classified into non-probability and probability. However, this study
applied non-probability sampling techniques with the intention of selecting individual
participants for the sample that does not give all the individuals in the population equal chances
of being selected (Msabila and Nalaila, 2013).

3.4.1. Purposive Sampling

The study employed purposive sampling which involves purposely handpicking individuals from
the population based on the researcher’s knowledge and judgment (Msabila and Nalaila, 2013).
However, to be specific, the study used typical sampling among other types of purposive
sampling because the study sample involved Head teachers, new serving teachers, student
teachers and novice teachers who are potentially familiar with formal orientation practices of
novice teachers in Catholic secondary schools and how this affects the catholicity of the schools.
Orodho and Kombo (2002) state that the power of purposive sampling lies in selecting
information rich in cases for in-depth analysis related to the central issues being studied. Black
(1999) observes that purposive sampling ensures that those people who are unsuitable for the
sampling study are already eliminated, so only the most suitable candidates remain. This means
that the results of purposive sampling are usually expected to be more accurate than those

achieved with an alternative form of sampling (Orodho and Kombo, 2002).
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3.5 Research Instruments

Kasonde-Ng’andu (2013) defines research instruments as tools that researchers use in collecting
the necessary data. In view of this, the researcher used semi-structured interview guides and

focus group discussion guide to collect data.
3.5.1. Semi-Structured Interview Guide (SSIG)

On the interview guide, questions are asked orally (Kombo and Tromp, 2006). One to one
interviews were used to collect data from teachers on the basis that qualitative inquiry usually
produces in-depth data. It is from the description that the researcher was able to understand on
formal orientation of novice teachers. Kombo and Tromp (2006) state that semi-structured
interview guides are based on the use of an interview guide which is a list of questions or topics
to be covered by the interview. Semi-structured interviews are flexible because they consist of
both open and closed-ended questions. They are important because they gather in-depth
information which gives the researcher a complete and detailed understanding from open ended
questions. Therefore, using semi-structured interviews enabled the study to get first-hand
information from teachers on formal orientation practices of novice teachers in Catholic
secondary schools and how this affected the catholicity of selected Catholic Secondary Schools

in Livingstone District of Zambia’s Southern Province.

3.5.2 Focus Group Discussion Guide (FGDG)

Focus Group Discussion (FGD) guide is designed to obtain information on participants’
experiences, beliefs and perceptions on a defined area of interest (Kombo and Tromp, 2006).
Focus group discussion as an instrument was used in this study to collect data from teachers. The
rationale for choosing the FGDG for teachers is to help them feel comfortable to express their
opinions. Due to this, the researcher decided to categorise them into focused groups as the only
way to elicit information as they would socialize and interact amongst themselves in a simplistic
manner. According to Black (1999), a focus group discussion is a group discussion of 5-12
persons guided by a facilitator during which members talk freely and spontaneously about a
certain topic. The purpose of focus group discussion is to obtain in-depth information on
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concepts and ideas of the group due to its open endedness that enables it to collect subjective

views from participants.

3.6 Data Quality Assurance (DQA)

The state of acceptability in terms of it being true and unique, academic product was done using
Guba’s four trustworthy strategy which is ideal for all qualitative studies. In this study,
credibility was ensured through the correct plan from the beginning to the end which is
descriptive design that coincides with the study title; hence quality of data was assured.
Transferability was ensured through contextualizing with other studies in which similar
information was found and new information was added on to the body of knowledge hence data
quality was assured. Dependability was also employed through making research instruments
reliable by conducting a pre-testing or pilot study on one of the three selected Catholic secondary
schools and Confirmability was used through “Bracketting” or “Epoche” taking the information

as it came from participants through verbatim reporting (Guba and Lincoln, 1994).
3.7 Data Collection Procedure

Data collection is the gathering of specific information aimed at proving and refuting some facts
on how a researcher collects data and with what instruments (Kasonde-Ng’andu, 2013).
Therefore, in trying to follow the data collection procedure, clearance and introductory letters
were sought from the University of Zambia ethical committee to allow the researcher to go for
data collection and written permission was sought from the District Education Board Secretary
(DEBS). At the school level, verbal permission was obtained from the Head teachers of
respective schools to use their facilities before proceeding with data collection. After the
researcher was given permission to go ahead with data collection by the respective Head
teachers, he went on to administer focus group discussions among the teachers which lasted for
60 minutes and semi-structured interviews with Head teachers on different days each taking 40
minutes and translating into 1 hour 20 minutes. However, before collecting data from the
participants, the aim of the study was thoroughly explained to them and assurance was
guaranteed that data to be collected would be purely for academic purposes. During data
collection, a voice recorder was used to record the conversations to capture opinions and views

of the participants in order to help the researcher with data analysis.
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3.8 Data Analysis

Kasonde-Ng’andu (2013) defines data analysis as a manipulation of the collected data for the
purpose of drawing conclusions that reflect on the interest, ideas and theories that initiated the
study so as to uncover the underpinning structures and extracting cardinal variables thereby
testing any underlying assumptions. However, the appropriate methods of data analysis are
determined by the data type, variables of interest and the number of cases. Therefore, the data
collected from the field through semi-structured interviews and focus group discussion on formal
orientation of novice teachers in Catholic secondary schools and how this affects the catholicity

in schools was qualitatively analysed using themes.

Smith and Eatough (2006) argue that themes method is a suitable approach for analysing
qualitative data when one is trying to find out what views and experiences individuals have
towards a particular situation they are facing and how they make sense of their personal and
social world. The method is especially useful when one is concerned with the complexity,
process and novelty of a phenomenon; in this regard formal orientation and practices of novice
teachers in the education system. This method of analysis allows the researcher to categorise the
collected raw data and generate themes from it in line with the objectives of the study. Therefore,
the analysis of raw data enabled the researcher transform it into meaningful information.

3.9 Ethical Considerations

Cohen, et’ al. (2000) explained that ethical issues are matters which are highly sensitive to the
rights of others. In this regard, ethical issues were upheld in the study. First and foremost, a
clearance letter was obtained from the Directorate of Postgraduate Studies and the researcher
sought consent from the University of Zambia ethical committee, District Education Board
Secretary (DEBS), school managers from the respective secondary schools and participants to
find out whether they would be willing to participate in the study. The researcher ensured that
participation by the Head teachers and teachers were voluntary. This was done by explaining to
them the procedure, relevance and purpose of the study. Participants were assured that data to be
collected will be kept confidential and only be used for research purposes. Furthermore, the

researcher assured the participants that names and personal details would not be revealed or

32



published and that the data collected would be kept confidential and only be used for academic

research purposes.
3.10 Summary of the Chapter

This chapter presented the methodology that was employed in this study. Under methodology,
the following items were captured: the research design, target population, sample size and
sampling techniques, research instruments, data quality assurance, data collection procedure,

data analysis and ethical consideration. The next chapter presents the findings of the study.
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CHAPTER FOUR: PRESENTATION OF FINDINGS
4.0 Overview

The previous chapter focused on the research methodology used in the study. However, this
chapter presents the findings of the study. The chapter begins with demographic information of
participants and then presents data following specific research objectives. These objectives cover
the status quo regarding formal orientation of novice teachers in selected Catholic Secondary
Schools in Livingstone; Implications of the status quo regarding formal orientation of novice
teachers on catholicity of selected Catholic Secondary Schools in Livingstone; Types of formal
orientation practices of novice teachers needed to promote the catholicity of selected Catholic
Secondary Schools in Livingstone and Benefits of formal orientation practices of novice teachers

to the desired catholicity levels in selected Catholic Secondary Schools in Livingstone.
4.1 Demographic information of participants

This section gives a presentation of demographic information of all the participants who took
part in the study. The table below shows the demographic information concerning gender of

participants.

Table 4.1: Gender of participants

GENDER
RESPONDENTS MALE FEMALE
Head teachers 2 1
Guidance teachers 2 1
Novice teachers 13 11
TOTAL 17 13

The demographic information shows that males accounted for 17 (57%) while females accounted
for 13 (43%). Further, 13 (54%) of the novice teachers were male while 11 (46%) were female.
Male guidance teachers were 2 while there was only one female guidance teacher included in the
study. This represented 67% and 33% respectively. In addition, out of the 3 Head teachers

included in the study, 2 (67%) were male while 1 (33%) was female.
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The other demographic information is summarized in Table 4.2 below.

Table 4.2: General demographic information of participants (n=30).

Characteristics of participants Description

Number

Age (Range) 23-55 years
Gender Male

Female
Educational level Degree holders

Diploma holders

Certificate holders

Years of service Below 1 year
1 year
2 years
3 years

Above 3 years

30

17

13

13

15

24
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4.2 Status quo regarding formal orientation of novice teachers in selected Catholic

Secondary Schools in Livingstone

The objective investigated the status quo regarding formal orientation of novice teachers in
selected Catholic Secondary Schools in Livingstone. The main question asked concerning the
status quo was: Do you practice orientation of novice teachers at this school? If Yes, how often is
it practiced in a term? The findings of this study showed that there was orientation which was
being done in the schools where the study was done. All participants (100%) agreed that there

was orientation for novice teachers being done.

Table 2.3 Orientation of novice teachers

Yes | No
Do you practice orientation of 30 |0
novice teachers?
TOTAL 30 0

The view that orientation was being done in the schools was overwhelming.
A participant observed:

We orient new teachers who come to join us. The orientation
covers those who come on transfer, teachers on first appointment
as well as students on teaching practice. New teachers are oriented
on the expected behavior pattern as teachers in a Catholic School.
New teachers are also oriented on the conditions for accessing

accommodation in the school.

The results also indicated the extent to which orientation was being done. Although all
participants agreed that orientation of novice teachers was being done, there were four ideas that
were generated regarding how often orientation was being done. Some felt that it was done every
term (5%), others said it was done every year (20%), some (majority) had the view that it was
done whenever there was a new teacher (55%), while others (25%) felt that orientation was done

as need arose.
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Figure 4.1: How often orientation is done

Despite the observation that there was orientation of novice teachers going on in schools, there were
views that the extent to which orientation was provided was not enough. The results indicated that

60% of the participants described the orientation as inadequate and 18% as very inadequate.

60 -

40 -

30 - B How adequate is the
orientation?

20

N IIIII

Very Inadequate Adequate Very
inadequate adequate

Figure 4.2: How adequate is the orientation?
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One participant said:

The orientation of new teachers in the school is not adequate. Most
of the time, new teachers are made to read through a number of
documents and then sign to agree that they will abide by the
contents of those documents. Usually they just sign because they
want the job but there is no deliberate slow process of orienting

them into the expected culture of the school.

According to the results, there are a variety of ways in which orientation is being done. One view
was that orientation was largely limited to do’s and don’ts. However, there was little emphasis
on the orientation of teachers with regard to subjects they were teaching, the school environment,
the pupil behavior and other areas. The focus on do’s and don’ts was regarded as partial
orientation as the other aspects vital to teacher performance were usually left out. Moreover, the
idea of letting new teachers get oriented through observing other teachers was seen as not very
helpful to the novice teachers as some old teachers may not be good examples worthy emulating
by novice teachers. Hence that system was communicating bad culture to new teachers.

One participant had this view:

Although new teachers are taken round the school, it is just done
briefly. The main focus of orientation is the code of ethics which
new teachers are made to sign if they are to be allowed to be in
school. However, there is little attention paid to orientation into the
social and spiritual life of the school. This should have been done
by the church.

The other way of orientation was through document study.
One participant observed that:

A new teacher is given a number of documents to read through
before they sign. Through reading these documents they get
oriented to the demands of the school as well as the demands of

their job.
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The results further indicated that mentors are allocated to new teachers to ensure that they are
taken through the process of orientation to equip them to be effective teachers in the school.
However, usually this is only done at departmental level and not the school as a whole. The
results also indicated that the Head teachers play a vital role in the orientation process as they sit
with each individual new teacher and explain the code of ethics which the teacher finally signs to
promise that they will abide by it. This binds the teacher to the school norms, culture and ethos.

However, student teachers are not exposed to this process.

The results also indicated the observation that orientation also focuses on the expected format of
the lesson plans and this was accomplished through observing other teachers.

A participant observed that:

For student teachers and newly appointed teachers, the orientation
process involves observing other teachers for a while before they

can be given classes to teach.

4.3 Implication of the status-quo regarding formal orientation of novice teachers on

catholicity of selected Catholic Secondary Schools in Livingstone

The second objective focused on the implication of the status quo regarding formal orientation of
novice teachers on the catholicity of these schools. The Catholic Church in these schools
provides ethical standards that every teacher is expected to abide by so that the culture of
catholicity is not compromised. Ideally, orientation of new teachers is expected to bring
understanding regarding what is expected of teachers in a Catholic school such as general
behavior and teaching competence so that the high standards do not come down. For example, all
teachers are expected to attend opening and closing masses, attending morning devotion every
Tuesday and Thursday from 07 00 to 07 15 hours for all grades. Furthermore, there is a liturgical
committee of Catholic teachers which organises masses in the school.

However, the results have indicated that the orientation of new teachers in these schools is not
enough to promote values of catholicity. Hence the orientation falls short of the standards needed

for the transmission of values of catholicity among new teachers.
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Table 4.4: Status quo and values of catholicity

Yes No
Does the status-quo regarding | 12 (40%) 18 (60%)
formal orientation promote
values of catholicity?
TOTAL 12 (40%0) 18 (60%0)

Further the results indicated the view that because orientation is not adequate, many teachers forget

about their orientation easily and it becomes difficult to uphold catholicity hence, it makes it very

challenging for the schools to achieve the spiritual objective that mission schools aim at. This is

made worse by the fact that orientation of new teachers is usually done within a day for a few hours

and never repeated to remind these teachers of the expected conduct except for brief

announcements during staff brief meetings. This creates little impact towards the promotion of

values of catholicity. As such some teachers are found on the wrong side and face disciplinary

action.

A participant had this view:

The orientation that we undergo is not enough. This is because
some of us are non-Catholics and it takes time to get used to the
Catholic way of doing things. As such we break some rules not
because we want to but because we don’t know many things needed
in a Catholic school and we get summoned to appear before the

administration.

Another participant said:

The catholicity of the school is not up to date because members of
staff are not all Catholics and they are not taught Catholic values.
Some new teachers would just want space in a Catholic school and
as they get used they ignore the Catholic values because they are

not used to them. Moreover, with emphasis on academic
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performance and not the values of catholicity, many non-Catholic
teachers are not even making efforts to abide by the Catholic
doctrine in school. What makes things worse is the fact that there
are fewer Catholic teachers than non-Catholic teachers in the
school. The net effect is that teachers ignore values of catholicity

in school.

The above views were also observed by other teachers who felt that in addition to orientation not
being adequate, most new teachers oriented were not of Catholic faith. As such it was a challenge

for them to uphold catholicity in school. This diluted values of catholicity in school.
However, one participant observed that:

Non-Catholics are also involved in the organizing of the mass in
the school. Some are even more committed than Catholic teachers.

The above statement indicates that the orientation that goes on, though considered inadequate has

also positive results in certain instances. Another participant added that:

Through orientation, new teachers get transformed even though
they may be of a different denomination. They come to understand
what is expected of them and how a Catholic School operates so

that the standards are not compromised.

Despite this observation, the results indicated an opinion that it would have been better if the
schools were given the right to recommend to the office of the District Education Board Secretary
(DEBS) on the posting of teachers as it was in the past when the Catholic Secretariat was involved.
The observation was that if three quarters of the teachers were Catholics in these schools, we would
avoid conflicting ideas on Catholic doctrine. Because of the various religious denominations of
teachers in the Catholic Schools, there seems to be conflicts as far as doctrinal issues are concerned

and many teachers seem to have negative attitude towards values of catholicity in Catholic schools.

41



4.4 Types of formal orientation practices of novice teachers needed to promote the

catholicity of selected Catholic Secondary Schools in Livingstone

The third objective focused on types of formal orientation practices of novice teachers needed to
promote the catholicity at these schools. According to the results, the formal orientation practices
of novice teachers needed to promote the catholicity of selected Catholic Secondary Schools in
Livingstone are various. These include meeting with school management (10%), strengthening
the role of the office of the chaplain (15%), orientation committee (25%) and having a workshop
(50%) as shown below:

45 -~
40 +
35 1
30 A

25 1 B Formal orientation practices
20 A needed

15 -~
10 A

Meeting Office of  Orientation Workshop
with school  chaplain committee
mgt

Figure 4.3: Formal orientation practices needed

The results indicated that there is need for a friendly meeting between the school management
and the new teacher who comes for the first time to provide initial orientation. This should not be

done only once.
A participant observed that:

Individual teachers should not only be met once when they just

report. Many Orientation meetings are needed with the school
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management instead of just making new teachers sign the school

policy document.
Another participant stated that:

A deliberate effort should be made by the school to orient new
teachers on both church activities and academic work. The
chaplain can orient novice teachers on the church life of the school

while school management should intensify on the academic part.

The other view was that orienting new teachers can be made more beneficial if they are oriented
by many people as opposed to one person who receives them when they report. The view was
that while the Head teacher or the Deputy Head teacher was obliged to see and know which
teacher had reported at the station, the orientation process was not supposed to end at the office
of the Head or the Deputy. Instead a committee was necessary to ensure proper and beneficial

orientation whose result would create positive impact on the catholicity of schools.
There was an observation that:

We need to have an orientation committee deliberately structured
to orient new teachers. To ensure holistic orientation which meets
the academic as well as the spiritual part, this committee should

comprise the Priest (chaplain), sisters and teachers.

The view was that the above committee should also provide data to new teachers on the history
of the school and explain why certain things are done they way they are done. This would help to

increase compliance levels to adherence to the values of catholicity.

The results also indicated that to ensure effective orientation of new teachers, there was need to
have the whole day workshop. This workshop should be well planned for and funded to ensure
that quality time is dedicated to the orientation of new teachers. The focus of the orientation
should be broad based and cater for vital areas such as values of catholicity as well as the

academic component.
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Furthermore, the results indicated the view that the office of the chaplain needed to be more
active in the formal orientation of novice teachers. The argument was that the office of the
chaplain was well placed to transmit the desired values in line with catholicity. Hence the
chaplain needed to take a more prominent role when it came to orienting new teachers in school.
The view was that the chaplain can have a series of orientation activities with the new teachers to

ensure that they understand the catholic doctrine and run with it.

In addition, the results also indicated that there was a gap between the teachers and the chaplain.
This gap affected the role of the priest in the orientation of new teachers. To reduce this gap the
chaplain should be allocated an office within the school and draw up a time table when new
teachers can see him for continuous orientation until the orientation period is over. This office
should also facilitate reorientation of old teachers whenever need arises. This was seen as a way

of making the orientation process more formal and beneficial to the new teachers and the school.
Adding to the above views, a participant had this observation:

The formal orientation practice we need for novice teachers to
promote the catholicity of our school is to have a time table which
the chaplain and teachers must follow and the chaplain’s office
must be the custodian of the orientation and reorientation

programme.

4.5 Benefits of formal orientation practices of novice teachers to the desired catholicity
levels in selected Catholic Secondary Schools in Livingstone

The objective focused on benefits of formal orientation practices of novice teachers to the
desired catholicity levels at these schools. According to the results, there are three main benefits
of formal orientation practices of novice teachers to the desired catholicity levels in catholic

secondary schools.
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Figure 4.4: Benefits of formal orientation practices

The results showed that one of the benefits is that formal orientation practices promote change of
attitude by new teachers. Some teachers who join Catholic schools are not of Catholic faith.
Therefore, orientation helps them to change their attitude by adopting the new ethos in line with

the demands of the Catholic doctrine. This creates a sense of belonging to the institution.
A participant said:

Orientation removes fear and inferiority complex in new teachers
as the process of orientation they undergo makes them feel
accepted even if they may not be of Catholic faith. This makes the
new teachers fit in the new environment under the culture of

catholicity.

The other benefit revealed in the results was that formal orientation of novice teachers promotes

unity among teachers.
Another participant said:

Orientating new teachers helps to make them understand the
Catholic doctrine and how it is applied in schools. Hence although
teachers may be of different faith, the process of orientation helps

to synchronize their beliefs or at least understand the basic
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Catholic doctrine applied in Catholic schools. This in turn helps to
promote unity among teachers as the orientation helps them to

develop a common focus.

The other benefit is that as the new teachers understand what is involved in catholicity, they are
able to adjust to suit the new values upheld by the school. This way, orientation helps to create
room for adjustment and the long lasting effect is that the new teacher will be part and parcel of

the promotion of the values of catholicity. Hence it creates a sense of belonging to the school.
A participant said:

Orientation helps new teachers to adjust and suit into the catholic
doctrine in the new environment. As teachers adjust, they feel

accepted and get settled as quickly as possible.

As they embrace these values, the new teachers perform their duties according to the expected
pattern. This uniformity is necessary for the desired catholicity levels in Catholic secondary
schools. Moreover, the results also indicated that with uniformity and unity of purpose, the

desired goals can be easily achieved.
4.6 Summary of the chapter

In summary, data has been presented in line with research objectives. The findings have been
presented using narratives, graphs, tables and verbatim from participants. Information
concerning the first objective which investigated the status-quo regarding formal orientation of
novice teachers in selected Catholic Secondary Schools in Livingstone District is on page 31-34,
the second objective on page 34-36, the third objective on page 37-39, and the last objective on

page 39 - 41. The next chapter discusses these findings.
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CHAPTER FIVE: DISCUSSION OF FINDINGS
5.0 Overview

This chapter discusses the findings according to the objectives of the study. The discussion
follows the objectives in the following order: To investigate the status-quo regarding formal
orientation of novice teachers in selected Catholic Secondary Schools in Livingstone District; To
establish the implication of the status-quo regarding formal orientation of novice teachers on the
catholicity of selected Catholic Secondary Schools in Livingstone District; To determine the
types of formal orientation practices of novice teachers needed to promote the catholicity of
selected Catholic Secondary Schools in Livingstone District and to establish the benefits of
formal orientation practices of novice teachers to the desired catholicity levels in selected
Catholic Secondary Schools in Livingstone District. The discussion is supported by other studies
concerning employee orientation. The discussion also relates objectives to Lazarus’s cognitive

transaction theoretical framework.

5.1 Status quo regarding formal orientation of novice teachers in selected Catholic
Secondary Schools in Livingstone

The orientation of novice teachers is important for the achievement of values of catholicity in
Catholic schools. The cognitive transaction theory of Lazarus considers the appraisal of a
particular situation as a challenge, threat or loss and this leads to the stress associated with that
situation. Therefore, the manner in which orientation is done can either increase or reduce the
stress associated with a novice teacher’s adjustment to the new values of catholicity in school. As
such, the status quo regarding formal orientation of novice teachers in selected Catholic
secondary schools in Livingstone must be created within an environment where novice teachers
have appropriate conditions to facilitate the evaluation of the school environment as favourable
for the learning of values of catholicity in the school and not perceived as being threatening or
damaging and causing psychological stress. James (2004) argues that employee orientation at a
new job begins on day one of employment and during employee orientation, it is vital to have an
employee orientation checklist to ensure broad coverage of necessary areas of orientation. This is

a list which describes a formalized orientation process to make sure each new employee receives
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an adequate introduction to the company, meets the right people and has the correct tools to

quickly become a productive employee.

In this study, the status quo regarding formal orientation of novice teachers in selected Catholic
secondary schools in Livingstone District showed that there was orientation which was being
done in all the schools where the study was done. Having orientation in Catholic schools is very
important because it provides the new employee with concise and accurate information to make
him/her more comfortable in the job. How quickly a teacher will settle down in a new Catholic
culture of a school depends on the quality of orientation done. Therefore, in view of our
theoretical framework, stress reduction approaches to orientation of novice teachers are

necessary for the assimilation of values of catholicity.

The importance of orientation for new employees has been acknowledged by other studies which
state that orientation is important because it signifies the beginning of the relationship between
employee and employer. Tibbles (2008) observed that the first day of work is the most important
as new employees are seeking to affirm their decision to accept the offer of employment.
Therefore, a smooth transition into a new role benefits the new employees. By clearly
communicating expectations and responsibilities to a new employee, they can start being
productive quickly. Tibbles (2008) adds that a clear policy for employee orientation will ensure
that all new team members receive the same training and information and this is important for
the achievement of the goals of an organization. However, Lazarus’s cognitive transaction
theoretical framework suggests that whatever policy is used, it must not be perceived as
threatening, challenging or causing a loss. Otherwise it will result into stress and affect the

desired outcome of the orientation.

It was further revealed that orientation enables novice teachers to socialize with other teachers.
Novice teachers saw this as very important. Socialization of new teachers into the school
environment has far reaching benefits as far as the achievement of the goals of the school is
concerned. Socialization enables new teachers to fit into the school and take part in its activities.
Socialization introduces the new teachers into their roles in school. As such, good socialization
has the potential to increase output of new teachers as it acts as a motivation factor. This
generates benefits which accrue to the school. Klein (2000) adds that staff orientation if

effectively planned and implemented can be positively related to employee socialization which
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could contribute towards job satisfaction. From the views of Klein above, we can argue that
socialization of novice teachers into the culture of catholicity in schools is vital for their
adjustment. However, this must be done over a reasonable period of time if it is to be effective in
inculcating desired values of catholicity in schools as the cognitive transaction theory of Lazarus

suggests.

There was evidence that orientation in the Catholic schools is done through both formal and
informal ways. Informal orientation is done informally where teachers learn the culture of the
school from their friends in their departments. Informal ways of learning the values of the school
also involve direct observation of what is happening in the school. This is important for the
school because not all orientation can be exhausted in formal orientation. Moreover, there are so
many things about the school that novice teachers can enquire from old teachers without using
formal processes. Therefore, informal orientation is a vital component of the orientation of
novice teachers. The above implies that informal orientation practices are a vital component
needed in the process of inducting novice teachers in school as they are able to acquire more
knowledge about the catholicity culture of the school. Other studies such as that of James (2004)

also agree to this view.

The perspective of Lazarus’s cognitive transaction theory advocates for orientation practices that
are not antagonistic to the people being oriented. In this study, it was revealed that formal
orientation was done through mentors. The use of friendly mentors can help to achieve the goals
of orientation. This study found out that mentors were allocated to new teachers to ensure that
new teachers were taken through the process of orientation to equip them to be effective teachers
in the school. Although allocating mentors to novice teachers was seen as vital, other studies
such as that of Goodboy & James (2007), noted that the idea of letting new teachers get oriented
through allocating them mentors was seen to be unhelpful to the novice teachers as some old
teachers may not be good examples worthy emulating by novice teachers. The study observed
that such a practice could be a channel through which bad culture could be transmitted to new
teachers. The argument is that if the experienced employee is frustrated and apathetic towards
work, it is likely that he or she would pass on the same to the new employee. However, although

the study of Goodboy & James above suggests a contrary view, this study revealed benefits of
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using mentors in the orientation of novice teachers especially as a method of orienting the novice

teachers into values that promote a culture of catholicity in secondary schools.

The other way in which orientation is done is by focusing on do’s and don’ts. This study
observed that there was little emphasis on the orientation of teachers with regard to subjects they
were teaching, the school environment, the pupil behavior and other areas. Focusing on do’s and
don’ts has the potential to instill fear in the novice teachers as opposed to building courage in
them. As such it may affect their performance in class. Other studies argue that a friendly
environment is vital for a successful orientation process (D’Souza, 2004). In view of this,
Catholic schools could be losing on maximum benefits from the novice teachers due to the
environment do’s and don’ts which is created during orientation which is inimical to maximum
functionality of novice teachers and could affect their adherence to values of catholicity in

school.

The study found out that orientation done was narrow focused. The emphasis of orientation was
on how teachers should conduct themselves with regard to their job description and relate to one
another and the pupils. The narrow coverage of orientation has potential to leave out important
areas needed for the building of the culture of catholicity in the novice teachers. If orientation of
new teachers is to be effectively done, the process of orientation must touch all relevant areas of
concern. Similar ideas have been expressed by other studies such as that of James (2004) who
argues that the breadth of the orientation process for new employees must cover many areas to

ensure that the employee is well inducted into the culture of the new organization.

From the perspective of Lazarus’s cognitive transaction theory, orientation of new employees
needs to be given adequate time and attention so that the process of adjustment to the new
situation is not evaluated in negative terms by the people being oriented. When orientation is not
given enough time and attention, it may end up being stressful and causing resentment. Evidence
from this study shows that the extent to which formal orientation of novice teachers is done in
selected Catholic secondary schools in Livingstone is low because the orientation that goes on in
the Catholic schools is not adequate. The study showed that 60% described the orientation as
inadequate and 40% described it as very inadequate. This is because of inadequate formal
procedures of orientation. Because the extent of formal orientation is very low, the chances of

novice teachers to abide by the demands of the values of catholicity are compromised. This could
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lead to a situation of dual culture in the school; the catholic culture followed by those who have
accepted the values of catholicity and those opposed to this culture. That is why some studies
have recommended long periods of orientation to ensure that new employees assimilate the
culture of the organization (D’Souza, 2004). Inadequate orientation can cause stress on the part

of the novice teachers and this can affect adherence to values of catholicity.

5.2 Implication of the status quo regarding formal orientation of novice teachers on
catholicity of selected Catholic Secondary Schools in Livingstone.

Ideally, orientation of new employees is expected to bring understanding regarding what is
expected of them in a new environment and embrace the culture of the organization (Robinson,
1998). According to the study, under the informal arrangement novice teachers learn the culture of
the school through informal socialization processes. For example, novice teachers learn about
school culture as they chat with old teachers in the staffroom or in their departments. The
implication of this is twofold: firstly, it may socialize the novice teachers into undesirable practices
contrary to the requirements of the values of catholicity as argued by Goodboy & James (2007).
However, the other implication is that informal orientation may result into the generation of
information necessary to understand the values of catholicity which may not easily be obtained
through formal means as argued by James (2004). This agrees with Lazarus’ cognitive transactional
theory which argues that individuals make an evaluation of the expected transition and make
perception of how it will stress them and cause harm or loss. As novice teachers interact informally
with other teachers, they learn more about the new values of catholicity desirable in the school. This
helps to reduce stress of adjustment to the new values and increases chances of adherence to the
new values. Informal means of communicating to novice teachers in Catholic schools are vital for
the inculcation of values of catholicity in a less stressful manner. Therefore, while informal means
of orientation could be useful, they must not be the main source of information for novice teachers.

Formal means of orientation must be prioritized.

Although the Catholic Church in these schools provides ethical standards that every teacher is
expected to abide by so that the culture of catholicity is not compromised, nevertheless the results
of this study have indicated that the orientation of new teachers in these schools is not adequate and

as such falls short of the standards needed for the transmission of values of catholicity among
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novice teachers. Because orientation is not adequate, many teachers have not assimilated the culture
of catholicity. As a result this makes it a big challenge for Catholic schools to achieve the spiritual
objective that mission schools aim at. This is made worse by the fact that orientation of new
teachers is usually done within a day for a few hours and never repeated to remind these teachers of
the expected conduct except for brief announcements during staff brief meetings. This creates little
impact towards the promotion of values of catholicity. As such some teachers become deviants as
far as the upholding of the values of catholicity is concerned. The inability of Catholic schools to
provide orientation to new teachers to a level where they promote catholicity is hindered by some
factors such as the majority of teachers not being of Catholic faith. This has a bearing on the
promotion of values of catholicity in the schools. The study by Cibulka (1982) also found out that
there were challenges of promoting the values of catholicity in schools. Cibulka (1982) observed
that despite the external academic indicators of success, Catholic schools were losing their
distinctive sense of mission. The study revealed that Catholic schools were losing their
distinctive sense of mission because most of the people in the schools were non-Catholics. Like in
the current study, most of the teachers are not of Catholic faith hence it gives challenges to promote
the values of catholicity in Catholic secondary schools. Because of the challenges of having non-
Catholic teachers in the schools, the view in the current study was that the office of the District
Education Board Secretary (DEBS) should allow the schools to recommend teachers they need in
their schools. The observation was that if the majority of the teachers were Catholics in these
schools, we would avoid conflicting ideas on Catholic doctrine. This is vital for the preservation of
values of the Catholic Church as observed in the study of Cibulka (1982) above.

From the perspective of Lazarus’s cognitive transaction theory, effective orientation is that which
enables the transmission of the desired values in a manner that will not cause stress on the
employees being oriented. Therefore, from this understanding, shorter duration of training may not
provide enough room for adjustment and assimilation of new values. According to this study,
formal orientation was done within a short period of time. The duration of orientation was of
concern because orientation of novice teachers was usually done within a day for a few hours and
never repeated to remind novice teachers of the expected conduct except for brief announcements
during staff brief meetings. This affected the expected results of the orientation process and it
watered down the ability of new teachers to adhere to values of catholicity. At the end new teachers

are seen as not abiding by the values of catholicity.
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Other studies also agree with the above findings. For example, a study by Goodboy & James (2007)
observed that formal orientation needs to be elaborative and be spread over a couple of weeks or
months. Most formal programmes consist of various stages such as a general introduction to the
company, specific orientation to the department and the job and follow-up meetings to verify that
the important issues have been addressed and employee questions have been answered. These
follow-up meetings usually take place between a new employee and his or her supervisor a week or
so after the employee has begun working. Moreover, McCroskey, et.al. (2005) argue that
orientation is a process and this process does not end when you think you have explained

everything to the new employee. It is a continuous process maybe lasting even months.

In view of the above studies, the revelations of our current study suggest that the short duration
under which teachers are oriented in Catholic schools in Livingstone could be a contributing factor
to the inadequacy in the transmission of values of catholicity in these schools. Therefore, many
teachers are unable to abide by the required standards in line with values of catholicity in the
schools. This is because the orientation process seems not to provide for measures to ensure that the
values of catholicity are not appraised as a threat, loss or harmful by novice teachers as argued by

Lazarus’s cognitive transaction theoretical framework.

5.3 Types of formal orientation practices of novice teachers needed to promote the

catholicity of selected Catholic Secondary Schools in Livingstone.

Lazarus’ cognitive transactional theory is essential in the understanding of the role of types of
formal orientation practices of novice teachers needed to promote the catholicity of selected
Catholic secondary schools in Livingstone. Because novice teachers are psychological beings,
they make an appraisal on how a transition to a new set of values would affect them, cause stress
or harm. Therefore, the types of orientation practices designed to orient novice teachers must be
accommodative enough to ensure that the adjustment process does not cause much stress on the
novice teachers. No wonder some studies have argued that the duration of orientation could even
go up to several weeks (Papa, 2008; and D’Souza, 2004). This is important to allow for
adjustment of values among novice teachers. This helps to reduce stress of adjustment and
possible resentment to the new values. As such, formal procedures used to orient novice teachers

such as the use of the orientation committee and the use of the office of the school chaplain
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should be deliberately structured to provide an opportunity for novice teachers to appreciate the
values of catholicity from diverse dimensions without causing too much stress in the transition

process to new values.

Formal and informal orientation are the two types of orientation for novice teachers in Catholic
schools in Livingstone District. Informal orientation gives control to the novice teachers to
choose the learning content from various sources based on their interest, preferences and
relevance. This is done at the teacher’s pace. Informal orientation is not structured and it can
happen any time as the new teacher interacts with his/ her colleagues. The implication of this is
that informal orientation creates a platform for the generation of knowledge necessary to
understand the values of catholicity in a Catholic school. Informal orientation could be a very
good avenue for the transmission of values of catholicity in Catholic schools without stressing
novice teachers. Because of informality, this could even increase adherence levels to the new
values as the environment is stress free. However, the school management has no control over
the process of informal orientation. Hence the benefits of informal orientation may not be
quantified by the school authorities. Because of this, we cannot rely on informal orientation
practices. Moreover, informal orientation practices may be unreliable as there is no monitoring

of its content to see if it is promoting the desired values as argued by Goodboy & James (2007).

Although informal orientation is used and has benefits as discussed earlier, our focus is formal
orientation because formal orientation is deliberately planned and structured. The orientation of
new employees on the job is expected to be deliberately formal and well-structured to ensure that
it achieves its purposes (McCroskey, et.al, 2005). Formal orientation is important because it lays
a foundation for the new employee’s entire career with the department. First impressions are
important since they establish the basis for everything that follows. Without orientation, a new
employee sometimes feels uncomfortable in his/her new position and takes longer to reach
his/her full potential. Formal orientation involves provision of new employee with concise and
accurate information to make him/her more comfortable in the job. With this information, the
new employees know what is expected of them. Formal orientation therefore, serves multiple
purposes such as encouraging employee confidence and helps the new employee adapt faster to
the job; contributes to a more effective productive workforce; Improves employee retention and

Promotes communication between the supervisor and the new employee (D’Souza, 2004).
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The view of Lazarus’s cognitive transaction theoretical framework is that how a situation is
appraised will determine how stressful it will be for the individual who needs to make
adjustment. In line with this theory, we can argue that the more the formal orientation practices,
the broader the opportunity for novice teachers to make a more positive appraisal of the need to
adjust to new values of catholicity hence the less the stress. This study has revealed that the
formal orientation practices of novice teachers being done to promote the catholicity of schools
under study are minimal. The formal orientation practices mainly involve a meeting of the
novice teachers with the school management especially the Head teacher, reading and signing of
the school policy and assigning of a mentor to orient the novice teacher. The study revealed the
view that the orientation process was not helping to achieve the desired values of catholicity. For
example, this study has revealed that the procedure of reading the contents of the code of ethics
and signing to promise acceptance of the same is not adequate to instill the needed values of
catholicity to new teachers. Equally the meetings with the Head teachers are not adequate and as
a result they do not help the novice teachers to acquire and assimilate the values of catholicity.
Moreover, the mentors who are assigned to help the novice teachers are not accountable to
anyone. This puts into question the effectiveness of the mentorship done towards the

achievement of the values of catholicity in the schools.

In view of the above weaknesses of the existing formal orientation practices, the study made
suggestions for orientation practices of novice teachers needed to promote the catholicity of
Catholic secondary schools. These suggestions included, having an orientation committee,
strengthening the role of the office of the school chaplain, having workshops as well as a series
of meetings with school management. This was seen as vital to increase compliance levels of
adherence to the values of catholicity. According to the cognitive transaction theory, transition
into new values may cause stress therefore, opportunities such as workshops are vital to allow for
closer interaction with novice teachers. The interaction in the workshops could reduce the stress

levels and improve acceptance and adherence levels of new values by novice teachers.

Other studies have observed that the orientation committee should have a well stipulated
programme to ensure effectiveness of the orientation. McCroskey, et.al., (2005) observe that it is
important to have an orientation programme which stipulates what will be done, who will do it

and when it will be done. Their study suggests that the orientation team should focus on topics
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such as introduction, explanation of job duties which involves job-related information like job
location, job tasks, job safety requirements, an overview of the job, job objectives, relationship to

other jobs and other important areas.

Further the results also indicated the view that the office of the chaplain needed to be more active
in the formal orientation of novice teachers. The argument was that the office of the chaplain was
well placed to transmit the desired values in line with catholicity. Hence the chaplain needed to
take a more prominent role when it came to orienting new teachers in schools. The view was
that the chaplain can have a series of orientation activities with the new teachers to ensure that
they understand the Catholic doctrine and run with it.

While many studies have not looked at the role of the school chaplain in the orientation process,
many studies agree that orientation must be a process that involves members from various
departments. This is seen as vital for the provision of an overall picture of the work environment
to the new employee. According to McCroskey, et.al., (2005), departmental mentors were also
tasked to aid in the orientation process. Their main function is to assist in answering any
questions that the new employee may have during his/her first few weeks of working. Therefore,
from the above discussion we can deduce that active involvement of the office of the chaplain in
the formal orientation practices of novice teachers is vital to promote the catholicity of Catholic
secondary schools in Livingstone as it broadens the avenues for understanding of the role of
values of catholicity in Catholic schools and this lessens the stress of the novice teacher as

suggested in Lazarus’ cognitive transaction theory. .

In addition other studies such as those done by Bacdayan (2001); Hansson (2001) and Mandal, et
al., (1998), have recommended that orientation of new employees needs to be ongoing. There
should be ongoing training of both formal and informal in nature that addresses necessary topics
of orientation or the ongoing training can be interwoven in the existing training and development
initiatives within the organization. However, the duration of the orientation is perceived
differently by various scholars. While some may opt for a day’s training, others recommend a
longer period. Goodboy & James (2007) argue that different industries require different levels of
training and briefing before new employees can fully participate in their responsibilities. They

further state that an orientation session could take a day or more to help new employees to
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assimilate comfortably into their new roles. Other studies also argue that the duration does not
really matter but what matters in the orientation of new employees is to ensure that new
employees have undergone a well-structured orientation to enable them stay longer in the
organization. However, Lazarus’ cognitive transaction theory advises that when the desired
change is not evaluated as a loss or threatening it causes less stress. Therefore, the argument of
other studies that duration of orientation does not matter can only hold if we contextualize

orientation, as duration may matter in some orientations while in others it may not.

In our study, a longer period of training was advocated for. This was seen as better way of
ensuring that the culture of catholicity is transmitted into the novice teachers. Other studies agree
with this view. For example, Papa (2008) seems to advocate for a longer period of orientation
and also argues that after the initial session where the most important elements are covered, the
rest is conveyed to the new employee over a period of time. This is important to avoid feeding
the employee with too much information at a time thus, overwhelming him or her. From the
above views, we can argue that the implication of long training is that it has the potential to
create long lasting effects on the novice teachers. Because the period is long, more can be learnt
and much time can be allowed to assimilate what has been learnt. The net effect would be novice
teachers adhering to the values of catholicity. This agrees with the cognitive transaction theory
which recognises that transition to the new set of values may cause stress and as such the longer
it takes to orient novice teachers, the less the stress that is likely to be encountered by them.

5.4 Benefits of formal orientation practices of novice teachers to the desired catholicity

levels in selected Catholic Secondary Schools in Livingstone.

Orientation of new employees is essential for the employee and for the organization. However,
for the benefits of formal orientation practices of novice teachers to achieve the desired
catholicity levels in selected Catholic secondary schools in Livingstone, we need to appreciate
the role of Lazarus’ cognitive transactional theory. The benefits could only be reaped if novice
teachers are oriented in such a way that they overcome their cognitive perception of orientation
and transition into values of catholicity as a challenge that could cause harm or loss. Therefore,
the use of various methods to orient novice teachers such as the use of the orientation committee,

assigning of mentors and the use of the office of the school chaplain provide an opportunity for
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novice teachers to appreciate the values of catholicity from diverse dimensions without causing

too much stress in the transition process to new values.

Many studies have applauded the role of orientation. For example, Robinson (1998) argues that
orientation results into highly motivated new employees and helps them to settle down as quickly
as possible and participate effectively in the activities of the organization. This study has
revealed that benefits of formal orientation practices of novice teachers to the desired catholicity
levels in Catholic secondary schools include promotion of change of attitude by new teachers to
suit the new school values and culture; promotes sense of belonging to the school and it also
promotes unity among teachers. These benefits are perceived through the works of the
orientation committee, office of the school chaplain, workshops as well as a series of meetings

with school management.

The orientation committee has the potential to play a very significant role in the inculcating of
values of catholicity to novice teachers in Catholic schools. From the point of view of Lazarus’
cognitive transaction theory, having an orientation committee is vital for the inculcation of
values of catholicity because the orientation committee focuses on acclimating novice teachers to
the school values from day one. Through the orientation committee, novice teachers are able to
understand various aspects pertaining to the school such as its structure, vision, mission, rules,
regulations, policies and procedures and how these are embedded in the values of catholicity.
What makes the orientation committee more relevant to the cognitive transaction theory is that
the committee is not ad-hoc but permanent. This provides more experience to members of the
committee to understand what factors could cause negative appraisal of the values of catholicity
and deal with such factors to avoid stress on the novice teachers which could negatively affect
their conformity to the values of catholicity.

The study of Russ (1994) agrees with the above statement and states that organizations that value
a culture of teamwork see orientation as helpful in imparting these team values and cooperation
to new employees. Organizations can use the orientation committee to build confidence in the
employees and help them to feel comfortable and begin establishing good working relationships
with colleagues. By inculcating common values in the employees, the committee helps the
organization to move in unity. Further, Tibbles (2008) states that another primary advantage of

the orientation committee is that it helps avoid the confusion that results when employees are
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inadequately educated as to how the organization operates. By explaining the critical policies,
procedures, vision, mission and other cultural values of the organization, the orientation
committee helps to clear up any confusion or concerns that new employees may have about their
new employment and the work environment. This could help to promote change of attitude by
novice teachers to suit the new school values and culture and promote unity of purpose among

teachers.

The study observed that the office of the school chaplain was strategic in inculcating values of
catholicity in the novice teachers. The enhanced office of the chaplain was seen as vital in the
promotion of change of attitude by novice teachers to suit the new school values and culture,
promotion of sense of belonging to the school and in the promotion of unity among teachers. The
chaplain’s strategic position in the transmitting of values of catholicity among the novice
teachers was viewed as vital because he understood the catholic doctrine very well hence he
would be best suitable to undertake the orientation role in the promotion of the desired

catholicity of the schools.

The study revealed the challenge of office space which was limiting the presence of the chaplain
in the school. This limited his access to teachers. However, with the strengthening of the office
of the chaplain in Catholic schools, the chaplain can be a very vital institution for the promotion
of values of catholicity among novice teachers through the provision of guidance and
counselling. Moreover, with the increase in the number of non-Catholic teachers in Catholic
schools, the role of the school chaplain is even more needed. Without strengthening this office,
Catholic values would be eroded and Catholic schools would end up losing their values of

catholicity and their distinctive sense of mission as argued by Cibulka (1982).

The use of workshops is an important tool towards the promotion of the values of catholicity in
Catholic schools. Workshops can help to inculcate the values of catholicity and also change the
attitude of novice teachers. By dedicating time for the workshops, novice teachers would have an
opportunity to learn from various presenters on how they should conduct themselves in a school
run by Catholic principles. The study saw workshops as necessary because they would allow
novice teachers to ask questions freely unlike when they are met by the Head teacher during their

first reporting where they are more on the receiving end.
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The study of Papa (2008) agrees that orientation can be done through workshops. This study
recommends a longer duration for orientation. The argument is that with a longer duration, more
aspects of the organization can be covered from preliminaries to core issues which impact on the
culture of the organization. While the workshop is an important method of orientation for novice
teachers in schools, this can only be successful if adequate preparation is made. Therefore, all
aspects pertaining to the hosting of an orientation workshop must be well taken care of. Aspects
such as finances needed, materials and personnel. With good preparation, a workshop can be a
vital avenue for the promotion of change of attitude by novice teachers to suit the school values
and culture of Catholicity, promotion of sense of belonging to the school and promotion of unity

among teachers as they pursue common values.

In addition, the study also found out that having series of meetings with school management was
necessary to inculcate values of catholicity among novice teachers. The argument was that such
meetings would provide the novice teachers with concise and accurate information to make them
more comfortable in the job; encourage teacher confidence and help the new teacher to adapt
faster to the job and also contribute to a more effective, productive workforce. McCroskey, et.al.,
(2005) add that meetings with the management also help to promote employee retention. The net
effect is that these would help to promote the adoption of a positive attitude by novice teachers to

suit the values of catholicity.

However, in view of Lazarus’ cognitive transaction theory, the benefits of the orientation
practices can only be reaped if the process of orientation takes cognizance of the fact that novice
teachers may be from a different environment and many are not of Catholic faith as the study
observed. Therefore, the various avenues of orienting novice teachers must be flexible enough to
accommodate adjustment of new teachers to the new environment and new culture of the school
which may be strange to them. As such, the use of avenues of orientation such as the orientation
committee, assigning of mentors to novice teachers, use of meetings with the school
management and the use of the office of the chaplain must be friendly to novice teachers and not
cause much stress. If this is not taken into account novice teachers may not adjust well to the

desired levels of catholicity in catholic schools.
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5.5 Summary of the chapter

The chapter looked at the discussion of findings in line with the research objectives.The
discussion concerning the first objective which investigated the status-quo regarding formal
orientation of novice teachers in selected Catholic secondary schools in Livingstone District is
on page 43-46, the detailed discussion for the second objective is on page 47-49, the third
objective on page 49-53, and the last objective on page 53-56. The next chapter presents the

conclusion and recommendations of the study.
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CHAPTER SIX: CONCLUSION AND RECOMMENDATIONS
6.0. Overview

This chapter concludes and gives recommendations of the study based on the findings of the
study. The study was conducted to investigate the status-quo regarding orientation of novice
teachers and its implication on the catholicity of selected Catholic secondary schools in
Livingstone District, Zambia. The conclusion will be made in line with the research objectives.

Further, the study recommendations and suggestions for future research will be provided.
6.1 Conclusion

From the findings of the study discussed in chapter five, several conclusions were arrived at
based on research objectives and reflective research questions. On the first objective that was
“To investigate the status-quo regarding formal orientation of novice teachers in selected
Catholic secondary schools in Livingstone District”, it was clear that there was orientation which
was being done in the schools where the study was conducted. However, the study also
established that the orientation that goes on in the catholic schools is not adequate to inculcate
the values of catholicity in novice teachers because of lack of serious formalized processes.
Going by the findings of this study, it was very evident that the extent to which orientation of

novice teachers is done to fulfill the desired purpose is very low.

On the implication of the status-quo regarding formal orientation of novice teachers on the
catholicity of selected Catholic secondary schools in Livingstone District, the study established
that the inadequacy of orientation made it very challenging for the schools to achieve the
spiritual objective that mission schools aim at. This was made worse by the fact that orientation
of novice teachers was usually brief and the majority of teachers were not of Catholic faith.
Therefore, the study concludes that the orientation of novice teachers fell short of the standards

needed for the transmission of values of catholicity among new teachers.

On the types of formal orientation practices of novice teachers needed to promote the catholicity
of selected Catholic secondary schools in Livingstone District, the study revealed that formal
orientation practices of novice teachers in these schools were minimal. The common practices

were reading and signing of the school policy documents, meeting with the school authorities
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and assigning of a mentor to orient a novice teacher. In view of this, this study called for more
formal orientation practices and these included having a series of meetings with school
management, strengthening the role of the office of the chaplain, formation of an orientation
committee and having workshops. This was seen as vital to increase compliance levels of
adherence to the values of catholicity. Therefore, the study concludes that a variety of formal

orientation practices is needed to produce the desired values of catholicity.

The last objective was “To establish the benefits of formal orientation practices of novice
teachers to the desired catholicity levels in selected Catholic secondary schools in Livingstone
District.” The study observed that the benefits of formal orientation practices of novice teachers
to the desired catholicity levels included the promotion of change of attitude by novice teachers
to suit the new school values and culture; promotion of sense of belonging to the school and
promotion of unity among teachers. However, the study concludes that for these benefits to be
realized, orientation committees, workshops, series of meetings with school management and the

strengthening of the role of the school chaplain should be prioritized in catholic schools.
6.2. Recommendations

Avrising from the above findings and discussions that addressed all objectives, this study makes

the following recommendations:

I. The orientation period of novice teachers should be increased to enable the new teachers
understand and assimilate their new roles in the environment of catholicity.

ii. The orientation process in schools should use multiple strategies to appeal to a variety of
novice teachers. The study recommends the use of series of meetings between the novice
teachers and the school management, strengthening the role of the office of the chaplain
in the orientation of new teachers, formulation of orientation committees as well as
orienting novice teachers through workshops.

iii. The process of orientation should be made more formal with a mentor assigned to each
novice teacher. These mentors should provide a report of the orientation done to the
school management and how the new teacher has adjusted to the new environment of

catholicity. This will ensure accountability in the orientation process.
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iv. To preserve the culture of catholicity, government should allow school authorities to
recommend teachers they need in their schools. This will help to reduce the challenges of
adjustment for teachers who are not of Catholic faith who are in the majority and this

causes friction with the school management.
6.3 Recommendation for future research

This study was centered on investigating the status-quo regarding orientation of novice teachers
and its implication on the catholicity of selected Catholic secondary schools in Livingstone
District. While investigating the above aspects, this study noticed some gaps which could be

issues for future research:

i For future research, it is recommended that a comparative study be carried out to find
out if teachers of Catholic faith produce better results than non-catholic teachers in
the same Catholic school. The results of this study may provide justification for the
recruitment of teachers of Catholic faith in Catholic schools.

ii. A study can also be done on teacher motivation and how it influences adherence to

values of catholicity in Catholic schools.
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APPENDICES
Appendix A: Interview Guide
Part 1: Demographic data
1.SeX: o
2. AQE. i

3. Highest level of education: .............ccccoviiiiiiiiiiiiiiiiiiiene

A, Y TS OF SOTVICE: oottt

Part 2: Questions for the interviews

1. Do you practice orientation of novice teachers at this school? If Yes, how often is it
practiced in a term?

2. What do you think is the implication of the current status-quo regarding formal
orientation of novice teachers on the catholicity of this school?

3. What types of formal orientation practices of novice teachers do you know and are
needed to promote the catholicity at this school?

4. What are the benefits of formal orientation practices of novice teachers to the desired
catholicity levels at this school?

Thank you for your time!!
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Appendix B: Focus Group Discussion Guide

Part 1: Demographic data

1. SEX: o

2. AQE:

3. Highest level of education: .............ccccoviiiiiiiiiiiiiii i

4. Y ears Of SEIVICE: ooviiiiiiit ittt

Part 2: Questions for the focus group discussion

1.

Do you practice orientation of novice teachers at this school? If Yes, how often is it
practiced in a term?

What do you think is the implication of the status-quo regarding formal orientation of
novice teachers on the catholicity of this school?

What types of formal orientation practices of novice teachers do you know and are
needed to promote the catholicity at this school?

What are the benefits of formal orientation practices of novice teachers to the desired
catholicity levels at this school?

Thank you for your time!!
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Appendix C: Information to the Participants

THE UNIVERSITY OF ZAMBIA
IN COLLABORATION WITH

ZIMBABWE OPEN UNIVERSITY

MASTER OF EDUCATION (EDUCATIONAL MANAGEMENT)

Dear Participants

| am a postgraduate student of Zimbabwe Open University in collaboration with the University
of Zambia pursuing a master of education Degree in Educational Management. 1 am conducting
a research entitled, “The status-quo regarding formal orientation of novice teachers and its
implication on the catholicity of selected catholic secondary schools in Livingstone district,
Zambia. Kindly feel free, open and be honest in your responses as all answers you give will be
treated confidentially. Further, should you feel at any point of the study that you cannot continue,

you are free to withdraw. However, | would greatly appreciate your participation in this study.

Thank you

Godwin Mtonga
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Appendix D: Consent Form

Dear participant,

| am a postgraduate student of Zimbabwe Open University in collaboration with the University
of Zambia pursuing a master of education Degree in Educational Management. 1 am conducting
a research entitled, “The status-quo regarding formal orientation of novice teachers and its
implication on the catholicity of selected catholic secondary schools in Livingstone district,
Zambia. Kindly feel free, open and be honest in your responses as all answers you give will be
treated confidentially. Further, should you feel at any point of the study that you cannot continue,

you are free to withdraw. However, | would greatly appreciate your participation in this study.

Your signature below indicates that you have read the above information and agreed to
participate in this study.

SIONATUIE: ...ttt Date: ...................
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