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Abstract
The aim of this article is to examine the dynamics of employee competencies and well-being,
which are today considered as critical in retaining teachers during Covid19. It is an area that has
received little attention in teaching profession. This study was guided by Equity Theory of
motivation developed by John Stacey in 1963. The study adopted a mixed method design.
Stratified random sampling technique was used to select a sample of 34 head teachers, 210
teachers and one sub county officer. Data was collected using questionnaires and interview
schedule. Quantitative data was analyzed through descriptive and inferential statistics (person
correlation and regression analysis) while qualitative data done according to themes. The
findings indicated a significant relationship between training and development (r=0.202,
p=0.008, <0.05) and well-being management (r=0.539, p=0.047, <0.05) on sustaining teachers’
performance. The study recommends that the Teachers Service Commission (TSC) to mount
mandatory sponsored regular professional development programs at least once a term to keep
abreast with current changes in order to sustain their performance. Furthermore, The TSC should
come up with a clear policy governing the wellbeing of teachers and provide good wages to
reduce seeking transfer to other school with adequate resources or movement to more attractive
jobs. The should also insure compliance to cove19 regulations in all aspects.
Key terms: Monetary reward, Professional development programs, teacher’s wellbeing,
performance, Teachers, motivation
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for Teachers Performance during Covid19 in Kenya
By
Petronilla Mutinda Kingi & Susan Kwanya
Introduction
Covid-19 has had great impact on the teachers’ professional development programs and
wellbeing. The tremors of the pandemic were felt in teachers’ social, psychological, professional,
and wellbeing spheres. According to Ungvarsky (2019) well-being relates to teachers’ perception
of certain situation. It refers to the overall feeling of physical, emotional, and spiritual health and
is closed related to competencies (Sutcher, Darling-Hammond & Carver-Thomas, 2016;
Ungvarsky (2019). Professional development programs play a very significant role in
technological advancement for teacher effectiveness during Covid19 (Ungvarsky, 2019). For
example, the 21st Century skills require planning, designing, developing and digital competency
for classroom teaching (Ocaña, Valenzuela and Morillo (2019). Negassa and Engdasew (2017)
indicated that professional development in pedagogical skills had an effect on lesson planning,
continuous assessment and classroom management. According to König, Jäger-Biela, and
Glutsch (2020) teachers and students were confronted with the need to adapt to online teaching
during covid19. The challenge of the pandemic required information and communication
technologies (ICT) particularly digital competence. This points out to the need for training to
work better in a globalized digital age (Lawrence and Tar, 2018). According to Ngala & Odebero
(2010) knowledge of school management, instructional leadership, evaluation, subject content
and guidance and counseling had positive impacts on students’ achievement (Ngala & Odebero,
2010). However, many teachers drew on outdated existing skills and resources to support
students’ learning.
Teacher well-being is best understood as a psychosocial model in which teachers’
experiences interact within the contexts in which they work and live (UNESCO, 2016). For
example, teacher well-being is a combination of many factors including overall physical, mental
and social environment (Sutcher, Darling-Hammond, & Carver-Thomas, 2016). It involves
mentorship, support and healthy engagement (Inceoglu, Thomas, Chu, Plans, & Gerbasi (2018).
Other indicators of well-being encompass good life, enthusiasm, opportunities for growth, job
security and achievement. According to organizational psychology individuals get meaning from
their work that extends beyond financial compensation (Rosso, Dekas and Wrzenewski 2010).
For example, during Covid 19, home schooling was supplemented by distance learning through
technology to reach students. While there was considerable interest in the effects of the pandemic
and school closures on students (Kuhfeld & Tarasawa, 2020 and Weidmann et al., 2021) less
attention was given to the wellbeing of teachers.
Moreover, Jellis, Williamson and Suto (2021) identified three main areas of wellbeing,
namely; organizational, workload and student interaction. The organizational and teacher
workload wellbeing is viewed as the most prominent based on individual contexts. Fox,
Tuckwiller, Kutscher & Walter (2020) argues that teachers’ job contexts can shift to experiences
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which may be connected to overall well-being. This is because the nature of the individual
wellbeing is depended on interpersonal relationships and job context. In addition, school
leadership, shared values and emotional environment may facilitate well-being. They are also
exposed to high risk of stress and burnout mount to a crisis (Sutcher, Darling-Hammond, &
Carver-Thomas, 2016). Burnout is associated with disengagement, exhaustion, and
depersonalization which leaves teachers emotionally unavailable to connect with students and is
correlated with lower levels of self-efficacy (Skaalvik & Skaalvik, 2010). Other studies report
stress factors that comprise of poor working conditions, isolation, challenging students’ behavior,
low salaries, and lack of administrative support (Player, Youngs, Perrone & Grogan (2017).
According to Conley and You (2017) teacher shortages have continued to threaten stability of the
profession.
In Kenya, the Teachers Service Commission (TSC), under Article 237 of the Constitution
has the responsibility to attract, develop and retain high quality teachers. The Commission has
developed a policy for in-service training, recognizing and motivating teachers who demonstrate
exemplary performance. However, teacher professional development programs are not well
planned, lack systematic implementation and coordination including Kisumu Sub-County. In
2019, TSC lost 1591 primary school teachers nationally through different causes. Kisumu county
lost 45 teachers (TSC Report, 2019). In 2018, the government employed 28,843 primary school
teachers due to the new policy of 100% transition of pupils from primary to secondary school.
The total recruitment for this period was only 30% of the estimated teacher shortage of 96,345 by
June 2018. The purpose of professional development programs and teacher wellbeing was
largely aimed at easing shortages emanating from retirement, deaths and those leaving the
profession to take up jobs in other sectors. A study by (Wandia, 2015) also reports that teaching
as a profession is demanding, stressful and challenging that comprises of high turnover, strikes
absenteeism and early retirement. This includes imbalances attributed to budgetary constraints,
insecurity in certain regions, teacher preferences for stations, desire to be with families and
health issues (Teachers Service Commission, 2019). Furthermore, Covid19 brought new
challenges that required digital transformation in teaching and learning (Hodges, Moore, Lockee,
Trust, & Bond (2020). This required professional development programs that involves
asynchronous, synchronous or a combination of both skills. Such unforeseen changes lead to
adverse effects over students and teachers (Hoang et al., 2020). TSC concentrate on the memberbased rewards rather than the performance-based rewards. Universities and educational
institutions have put in place different platforms, resources, and guidelines to fill this gap.
However, the problem still persists. Literature reveals scarce evidence of efforts curb issues of
competences and wellbeing especially during covid19 pandemic. Since this area has
inadequately explored, this study therefore sought to establish influence of TSC professional
development programs and well-being management during Covid19 in sustaining primary
teachers’ performance in Kisumu Central Sub-County.
The study sought to test the following hypotheses:
HO1: There is no significant relationship between TSC professional development programs
management and sustaining teachers’ performance during Covid19 in Kisumu Central.
HO2: There is no relationship between TSC well-being management and sustaining teachers’
performance during Covid19 in Kisumu County.
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Review of the related literature
Global study on employee engagement report, 2013 ranked career opportunity and training as the
highest driver of employee engagement. Professional development programs refer to the
activities that help individuals’ teachers attain new knowledge and skills that are necessary for
their personal growth. According to Jiang, Lepak, Han, Hong, Kim & Winkler, (2012) there is a
positive relationship between training, study leaves, on job training and motivation of employees.
Professional development programs improve the new skills and knowledge by enabling teachers
to perform hard tasks more easily and to achieve positive outcomes. For example, AL-Qudah,
Osman, Ab Halim, and Al-Shatanawi (2014) stated that there is a significant relationship exists
between in-service training, skills improvement and organizational performance. In Kenya, TSC
link career progression to a teacher’s performance and professionalism conduct. The commission
encourage teachers to be responsible over their career progression (Teachers Service Career
progression guideline, 2018). On the other hand, (Robert, 2014) states that training of workers
may not necessarily raises the ability and productivity.
Teacher wellbeing has attracted attention in the human resource management (HRM)
over the past 25 years (Van De Voorde and Beijer, 2015). For example, many studies report
positive relationships between healthy, safe environment and job commitment (Grammar, 2016).
Others studies show that physical, mental, and emotional health is likely to boost teacher
wellbeing including school improvement (Wanjala, Wamalwa, & Egessa (2014). This may mean
that high quality life style translates to lower risk of diseases and injury, increased work
productivity, and greater engagement local community activates. However, there are few studies
on teacher’s wellbeing (Day & Gu 2014) and lack of consensus regarding the best approach to
operationalizing teacher wellbeing and performance (McCullough, 2015). However, there are
various hiccups relating to teacher’s wellbeing (Wanjala, Wamalwa & Egessa, 2014). According
to Pham, Thi Phan, Nguyen, & Hoang (2021) Covid19 presented issues such as inadequate
support from stakeholders, lack of preparedness to digital use, anxiety and dissatisfaction
teachers among teachers. In addition, incorporating new pedagogical and technological skills did
not improve teachers’ satisfaction and wellbeing especially during the covid19 pandemic. The
Teachers Service Commission Sector plan (2018-2023) indicates that the Commission has
experienced a high turnover of teachers even in the private sector.
Theoretical Framework
The study was guided by Equity Theory by Adam (1965). He argues that the worker
performance and satisfaction depend on the equity and inequity that persons perceive in their
work environment. Equity is determined by comparing owns own situation with the others of the
same level. Inequity is realized when the input (education, working hours, experience, social
status and seniority) and output (salary, well-being, promotions, recognition, training and
development) ratio is out of balance. Workers can deduce strategies of balancing the output/input
ratio through constant absenteeism, less productivity, sick leaves, turnover and prolonged strikes.
The theory is relevant to the study because primary school teachers compare themselves with
rewards in other professions. This, may lead to movement to other sectors which are more
attractive. The study therefore sought to establish the influence of professional development
programs and well-being on teacher’s performance.
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Research Methodology
This study adopted a mixed method design that combines both qualitative and quantitative data.
Mixed methods design provides a rigorous approach to answering research questions by
strengthening the study’s conclusions (Creswell 2014). The study sample consisted of 172
teachers, 34 head teachers and 1 TSC county director. The study employed stratified random
sampling technique. Data was collected using questionnaires and interview schedule. The
questionnaire contained statements based on five -point Likert scale whereby 5: represents
strongly agree, 4 : agree, 3: Neutral and 2: Disagree, 1: Strongly Disagree. The questionnaire was
divided in five sections A, B, C, D and E Sections. Instrument was tested in order to assess
reliability using test-retest. Pearson Product Moment Correlation Coefficient formula was used to
determine the correlation coefficient (r). The correlation was accepted when the r values were
above 0.7. Quantitative data was analyzed through descriptive and inferential statistics (person
correlation and regression analysis) while qualitative data was analyzed according to themes.
Findings
TSC Professional Development Programs and Teachers Performance
Pearson correlation was used to establish the relationship between the two variables. The
hypothesis stated, “there is no significant relationship between TSC professional development
programs and sustenance of performance was tested”. The findings are presented in Table 1.
Table 1: Professional development programs and teachers Performance
Teachers
Training &
Performance
Development
Teachers
Pearson Correlation
1
.202**
Performance
Sig. (2-tailed)
.008
N
172
170
**
professional
Pearson Correlation
.202
1
development
Sig. (2-tailed)
.008
programs
N
170
170
**. Correlation is significant at the 0.05 level (2-tailed).
Source: Field Data 2021
The findings in Table 1 shows that professional development programs had a significant
relationship in sustaining of teachers’ performance (r=0.302, p=.008). The p< 0.05 level of
significant. The null hypothesis was rejected since there is a significant relationship between
professional development programs and sustainability of teachers’ performance
Regression analysis was then used to establish the extent of the association between
professional development and teacher performance as shown in the following Table 2.
Table 2: Model Summary
Model
R
R Square
Adjusted R Square
Std. Error of the
Estimate
a
1
.202
.241
.335
.47411
a. Predictors: (Constant), professional development programs
Source: Field Data 2021
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According to Table 2, the R2 is 0.241, which meant that the TSC professional
development programs, as a predictor variable indicates that 24.1% of the variation in sustaining
the performance of teachers. This showed that the study could predict to a greater extent, effects
of professional development programs on sustaining the performance of teachers.
Table 3: Annova
Model

Sum of
df
Mean
F
Sig.
Squares
Square
1
Regression
1.603
1
1.603
7.133
.008b
Residual
37.764
168
.225
Total
39.367
169
a. Dependent Variable: sustainability of teacher performance
b. Predictors: (Constant), TSC professional development programs
Source: Field Data 2021
Table 3 showed that professional development programs was a significant predictor of
sustaining Teacher Performance (F=4.891, p< 0.05).
Table 4: coefficients
Model

Unstandardized
Standardized
Coefficients
Coefficients
B
Std. Error
Beta
1
(Constant)
2.679
.262
A
.202
.076
.202
a. Dependent Variable: sustainability of teacher performance
Source: Field Data 2021

t

Sig.

10.242
2.671

.000
.008

Table 4 indicates that professional development programs has a positive coefficient when used as
a predictor of sustaining teacher performance in the regression model (β = 0.202; t = 2.671;
p=0.008 < 0.05) at 5% level of significance indicating that training and development would have
a positive effect on sustaining teacher performance in primary schools. This shows that a unit
increase in professional development programs would lead to an increase in sustaining teacher
performance by 0.202 units. Thus, the regression equation was: Y =2.679 +.202X1, meaning that
when TSC professional development programs increased by 1 unit, teachers’ performance
increased by 0.202 units.
However, according to the TSC county director, teachers were reluctant in attending
capacity building programs such as in-service courses since they were of the view that they are
not rewarded fully. For instance, the TSC director said that:
The teachers are competent and have enhanced self-conﬁdence in their own skills,
knowledge and capacities. They are also empowered with the skill of assisting the
learners, however, they are reluctant in attending capacity building programs because
they believe that they are not rewarded fully (TSC County Director 1). Another head
stated: I can attest that seminars and educational workshops have really made my
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school to improve in various subjects since some of the subjects have recorded an
improved on mean performance (Head teacher 8).
TSC Well-Being Management and Sustaining Performance of Teachers
Findings from Pearson correlation is presented in Table 5.
Table 5 Correlation between well-being Management and Performance
Teachers’
Performance
Sustaining
Pearson Correlation
1
Teachers
Sig. (2-tailed)
Performance
N
172

Well-Being
Management
.539
.047
172

TSC Well-Being
Management

Pearson Correlation
.539
1
Sig. (2-tailed)
.047
N
172
172
*. Correlation is significant at the 0.05 level (2-tailed).
Source: Field Data 2021
Table 5 indicated that there was a strong positive and significant relationship between
teacher’s well-being management and sustaining teachers’ performance (r=0.539, p=.047).
Hence, according to the above findings, if teachers’ issues were considered, then the teachers
would perform effectively in school. This means that this lack of healthy relationships,
motivation and consideration of other factors of great concern would to discouraging
performance.
The study further sought to establish the extent of the relationship through the use of
regression analysis.
Table 7: Model Summary
Model
R

R Square

Adjusted R Square

Std. Error of the
Estimate
.48253

1
.247a
.362
.454
a. Predictors: (Constant), TSC wellbeing management
Source: Field Data 2021
Table 7 shows that wellbeing management accounted for 36.2% of the variation in
sustaining performance of teachers.
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Table 8 Anova
Model

Sum of
df
Squares
1
Regression
.088
1
Residual
39.582
170
Total
39.671
171
a. Dependent Variable: Sustaining Teacher Performance
b. Predictors: (Constant), TSC wellbeing management
Source: Field Data 2021

Mean
Square
.088
.233

F

Sig.

4.379

.047b

The ANOVA results in Table 8 revealed that TSC wellbeing management was a significant
predictor of sustaining teacher performance (F=4.379, p=0.047< 0.05).
Table 9 Coefficients
Model

1

Unstandardized
Coefficients
B
Std.
Error
3.214
.254
2.053
.086

(Constant)
Wellbeing
management
a. Dependent Variable: sustaining teacher performance
Source: Field Data 2021

Standardized
Coefficients
Beta

2.047

T

12.676
.615

Sig.

.000
.047

The findings further established that there is a significant relationship between teacher’s
wellbeing and sustaining teacher performance (β = 2.053; t = .615; p=0.047 < 0.05). Therefore,
the regression equation Y = 3.214+ 2.053X4, showing that when teachers wellbeing increased by
1 unit, teachers’ performance increased by 2.053 units. The above findings showed that teachers
well-being management involve interpersonal relationships, good environment considerations as
well as motivation. This impacts immensely on whether a teacher would continue working in the
same school or not. Therefore, conducive working environment, adequate resources, quality
relationships with colleagues creates high morale. This in return impacts on teacher’s decision
making to seek or not to seek transfers to other destinations.
Findings from the interviews from the head teachers and TSC county director concurred
with the above findings since the head teachers also felt that teacher wellbeing management
influences the sustainability of the teacher performance to some extent. This was affirmed by
head teacher number 6 who stated that:
My good relationship with the teachers has helped in retaining them in the school and
increasing their morale to improve on their performance.” The school has also a good
conducive environment which is safe making the teachers improve their performance
at work. (Head teacher 6). The TSC sub county directors also commented that, “The
TSC has a policy that caters for the wellbeing of teachers and the presence of this
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policy has ensured that teacher performance is improved. With a well-structured
mentoring programme, schools’ pairs more experienced teachers in a discipline with
another less experienced teacher in a similar area, with the goal to develop specific
competencies, provide performance feedback, and design an individualized career
development plan and commitment to work”.
Discussions
The first objective established that professional development programs had a significant
influence on sustaining teachers’ performance. The findings concur with Ahadi, Bower, Singh,
and Garrett (2021) that the professional learning that was shifted into online in response to
COVID-19 brought significant improvements to professional learning outcomes. This means that
teacher seminars and in-service programs is effective in improving student learning and
performance. Teachers were exposure to new and relevant pedagogy through in-service
education which made them efficient and effective in classrooms leading to high test scores. The
findings concur with Dweikat and Zyoud (2021) that the teachers were able to cope with the new
situation through online professional development programs. They were able to adopt new
methods of content delivery and communication. Teachers used online technologies such as
facebook, youtube, and microsoft teams to engage students and attract their attention. However,
there were challenges relating to financial situation and internet connectivity. Under these
conditions, teacher training programs are in demand for using appropriate technologies that
engage the students and attract their attention.
The second objective further established that there is a significant relationship between
teachers’ wellbeing and sustaining management and performance. The findings concur with
James and Amy (2015) who found a positive relationship between teacher rewards, performance
and retention. The findings are in line with Ladislaus and Philbert (2016) that schools with less
safety and security concerns are more vulnerable to violence and other vices. Good relationship
provides positive working environment for teachers’ hence encouraging good performance
between teachers and students in such schools. The findings concur with Horváthová, Kashi,
Štverková, and Mikušová (2021) that that there is a positive correlation between well-being and
the organizational performance. Satisfied and healthy employees contribute to the prosperity of
the company through higher work productivity, efficiency, through reduced wastage. Hostility
and strikes provide favourable conditions that encourage positive output. The study findings
concur with Dinh, Nguyen, and Phan (2021) The findings showed that satisfaction with
education service such as access to critical services, facilities and teaching equipment,
educational activities, and educational outcomes. Therefore, adequacy and quality of physical
materials have great impact on teacher motivation, retention and performance. The findings are
consistent with previous studies which state the importance of school facilities in relation to
educational outcomes (Dawabsheh et al., 2020; Nguyen et al., 2020).
Conclusion
The specific purpose of the study was to examine the influence of professional development
programs and well-being management in sustaining teachers’ performance during Covid19. The
study established that TSC professional development programs had a significant influence on
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sustaining teachers’ performance. Majority of the respondents indicated that teachers were given
opportunities to advance their courses within teaching subjects. It was revealed that TSC
professional development programs helped teachers to perform their duties and to handle
students with ease and effectively leading to improvement students’ performance. However,
some teachers were reluctant to participate in on line professional development programs during
Covid19.
The study also established that teacher’s well-being management has a significant
influence on sustaining teachers’ performance during Covid19. It was clear that the necessary
facilities and resources are important in promoting teacher’s well-being and performance. The
study found that the good interpersonal relationship helps in retaining them in the school and
increasing their morale and performance. The TSC county director also indicated that TSC has a
policy that caters for the wellbeing of teachers and the presence of this policy has ensured that
teacher performance is improved. However, there was need to observe the ministry of health
Covid 19 regulations.
Recommendations
In light of the above findings, the study recommends that:
i. The (TSC) to mount mandatory sponsored professional development programs at least
once a term to ensure they keep abreast with current changes in curriculum in order to
sustain their performance during Covid19.
ii. The TSC should come up with a clear policy governing the wellbeing of teachers and
provide good wages to reduce seeking transfer to other school with adequate resources or
movement to more attractive jobs. The should also insure compliance to Covid19
regulations in all aspects
Suggestions for Further Research
The study recommends further research should be carried out in the following areas:
i. First, the study suggests that further studies to be done on the same problem and
concentrate in other schools such as secondary and tertiary institutions of learning in
order to make a comparison during Covid19.
ii. Explore the other factors influencing sustaining teachers’ performance in primary schools
such as the effects of Covid19.
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