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ABSTRACT 

Most organizations have been reporting their inability to achieve the set objectives. Several factors have been pointed out to be 

the major cause. Apart from other external factors such as adequate finance, political goodwill and conducive environment, there 

seem to be other factors related to the intergroup cohesion that affect goal achievement. This study was done in schools in 

Lang’ata Sub County and it sought to establish the intergroup cohesion on employee performance in public schools in Lang’ata 

Sub County. The study had three objectives, to access how intergroup cohesion affects members’ commitment during performance 

of duties, to examine the effects of intergroup cohesion on task performance and to evaluate various effects of training on 

employee performance. 

It focused on employees who were be selected purposefully. After the study, it was found that intergroup cohesion and its aspects 

like training, commitment and workload affect employee performance.  This implies that intergroup has a lot of effects when it 

comes to employee’s performance and that there is need to improve the team cohesion if we were to enjoy the benefits of 

teamwork. The study recommends that; there is need for institutions to have a strategic plan to enable it work towards a certain 

goal while committing themselves in work. This will help employees to remain focused to a certain goal and remain committed 

into realizing that goal or objective, there is need for institutions to have a well laid program that guides on how tasks should be 

administered to each group in an organization and need for institutions to take into consideration the new trends in job 

performance and bring in resource persons who will help train the members for better productivity. Finally, that there is need for 

institutions to have an elaborate plan which will work towards improving cohesion if maximum performance is to be realized.  
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________________________________________________________________________________________________________ 

 

1. INTRODUCTION 

Various studies have been done about organizational settings and majority have shown an increasing emphasis on team processes,  

systematic structures of leadership, efficient and success in attaining a goal.
 [1]

 Group work has been increasing in most 

organization and it is being taken to be the main cause of success and progress.  Indeed, studies shows that group and teamwork 

have continued to post positive results and outcomes bearing in mind that it increases service delivery, commitment among 

employees and goal realization. Group cohesion is normally seen as a product of linking people of different social aspects into one 

group unified under one goal. Cohesion can be seen in four phases being the social, task, unity and emotions. [2] Studies shows 

that indeed, teams that are cohesive may lead to a high rate of productivity. Austin, (2013) in his study says that cohesiveness in a 

team leads to greater output meaning that cohesiveness is directly proportional to performance and goal accomplishment.  There is 

a need however to distinguish between group related terms and bear in mind the different areas at which they occur. With this in 

mind, we can make a difference of cohesiveness in different organizations such as sports. [3] 

  

BACKGROUND OF THE STUDY 

According to a study on oil company workers in UAE [4] proposed in their study in Kuala [5], on matters on entertainment 

established that group cohesion could influence performance in a certain direction. This implies the need to focus on context of the 

group. According to a study in Accra Metropolitan [6], companies sometimes are able to enhance their employee rate of 
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undertaking a task through team building. [7] In a study in private banks in Mogadishu Somalia, wrote that various effects of 

intergroup cohesion in increasing performance of the employees during this time of increased rate of competition can -not be 

assumed. Cohesion in groups improves group’s efficiency and rate of performance. He adds that cohesion allows members to have 

the spirit of possession, and this improves their commitment in task delivery. Teamwork also brings or gives member an 

opportunity to mix different skills together which has a positive effect of performance. [7] 

 

Group pride plays a positive role in situations where the relationship between performance and cohesion are positive and often 

dependent on success in past performances [8]. Overall, the relationship between cohesion and performance has been found to be 

positive in some studies and negative in other studies, this seeming contradiction confirms the complexity of research in group 

cohesion (Hornaday, 2014). A group can deploy its togetherness to fight organizational objectives or to support them [2] in their 

study established that group cohesion could influence performance in a positive or negative direction contingent on the context. 

This implies the need to focus on context of the group. Casson [3] establishes that cohesion had a negative moderating effect at 

individual levels but a positive one at group level in competency-performance relationships thus showing that there is need to take 

a review on the group context. This implies that group cohesion can lead to otherwise high performing members reducing their 

effort to conform to the group. Within and without the organization (Mulika, 2010). [2] Cited that managers in the current business 

world are trying as much as possible to assign tasks to employees who have significant opportunities to strengthen and develop 

their knowledge and relevant skills. [9] Also urged that for optimally task performance, members in a team to respect each other 

and have trust among them as they still appreciate each one’s contribution.  

 

Employee performance can be measured in different dimensions like productivity, job satisfaction, motivation among workers, 

ability to use new technology and also to adopt to it effectively. The overall management of an organization and its leadership 

structure should conduct evaluation on its employees on different basis like weekly, monthly etc. to ensure there is continuity in 

positive performance. [10] Employee performance is concerned with how employees perform their duties in firms or organization. 

These has to do with various aspects that relate directly or indirectly to the firm’s or organizational objectives or the work to be 

accomplished. [11] Performance appraisal can be used to monitor employee’s performance on different basis. This majorly promote 

the realization or achievement of a goal or objective with effectiveness being considered. Progressive improvement of employees 

is a goal of every firm and managers do a lot to ensure it succeed in promoting employee’s performance. Employees’ performance 

can be seen in terms of teamwork and cooperation, understanding and most importantly, goal realization. [12]  

 

Social union in urban areas implies making social orders where individuals have the chance to live respectively with every one of 

their disparities and then again, the best approach to move toward solidarity and decent variety, and the edges in question, is 

obscure to authorities [13]. Larsen explains cohesion as the popular belief that people in a certain country can share or shares a 

similar moral direction which eventually turns to be a common trust reference point [2]. Cohesion can then be explained and 

determined by the total number of people who trust one another in a social set up and some extent of degree which can be taken to 

be like nationality. [9],13] cites that people explores how governmental issues, religion, family, instruction, and financial aspects are 

utilitarian for a general public, and take into account social union levels of request and solidness set up by the common shared 

standards and qualities in the public eye. These empowers people to distinguish and add to shared objectives, and offer good and 

social standards that work as a base for relational connections.  

 

STATEMENT OF THE PROBLEM 

Performance in any organizational set up should always look at involving the employees to offer a suitable forum for them also to 

understand it and its significance at the workplace. When employees understand the systems of appraisal and also its role, there is 

a bigger possibility of getting the best performance from the employees. According to Kumar and Kesari 2016, This 

understanding will help employees in concentrating on the major performance areas keeping in mind the main Key Performance 

Indicators. Employees need to be guided on how to utilize the scarce available resources with an aim to achieve the set objectives 

being delivery of various services efficiently. Management of employee’s performance need to be a progressive process of being 

able to manage various activities of different employee so as to make sure performance is realized. (2009/10, 2010: 4).  

Various researchers who studied teaching teams found that indeed, there exist a greater evidence that cohesion among members 

such as educationist groups is associated with enhanced grade results outcomes as well as a higher teacher, student and parent 

satisfaction [13]. Although the prior literature reveals that more focus was on diversity of aspects of performance, it is still 

important to note that all these greater cohesions also lead to individual fulfillment.  Owing to the fact that organizations conduct 

their roles in an environment which is more complex in structure, dynamic, more competitive and also volatile in nature, it is 

advised that Human Resource managers should be systematic in their approach to human resources [14]. Human Resource 

managers need to be keen on what they do and not do as everything affects the working environment which can further go into 

affecting groups and performance of group members in the workplace, motivation, organizational commitment and engagement 
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levels amongst other behaviors. This is the background against which this research is founded on, trying to establish, examine and 

discuss various effects of intergroup cohesion on task performance. 

 

OBJECTIVES OF THE STUDY 

 

i. To assess effects of commitment on performance in schools in Nairobi city county.  

ii. To examine effects of workload performance of employees in schools in Nairobi city county. 

iii. To evaluate effects of training on employee performance in schools in in Nairobi city county. 

 

THEORETICAL LITERATURE REVIEW 

 

The study was anchored on the relational cohesion theory and group process theory.  The relational cohesion theory answers 

questions on cohesion and total commitment in a social set up or social mutual interactions set up. It is important to note that any 

joint activity carried out has an implication. Relational cohesion theory further brings to light that any structural environment has a 

way of affecting group emotions and those relations which are cohesion in nature lead to awareness and total commitment.  [15] 

The theory proposes that every member in a unit will seek exchanges that that will in one way improve their gain or output. It 

proposes that this interaction begins as a single interaction where individuals seek to get an exchange with just one another then it 

grows to a bigger group. The relational cohesion theory further shows that if exchanges are repeated, they affect emotions, and 

finally personal commitment. Human beings are self-centered in nature and they will always struggle to make a gain out of others. 

As they struggle to make the gain, some basic life principles get anchored in a group. This exchange leads to affective and 

cognitive effects in a group thus increasing the groups interactions as one aim to get more exchanges from one another. More 

understanding is created, harmony and commitment towards goal achievement.  

 

Group process theory is based upon the group ability to change to various environments both external and internal always 

provides a perfect understanding on group growth and development. The overall group structure, its nature and the overall group 

interaction in organizations need to be developed from time to time. A social group is formed through the interactions of one 

another during the process of service delivery. [16]. Continual interaction between employees the day-to-day relationship that are 

made by offering support to each member in an organization, making valuable decision regarding the development of the 

organization, solving various argument as well as helping each other in the issues and also complement one another [17].   

 

Group interaction keeps on changing depending on the behavior of the employees. This means that, the external behaviors of the 

employees in a big way affect the general team interactions. According to Mbinya [18], the change that is manifested in the 

behaviors of the employees can be accounted for majorly two types of interactions which are relationship type interactions and 

task type interactions. Task type interaction mainly focuses on the behavior in a certain group which are mainly based on the set 

goals, strategic plans various projects and the related work. On the other hand, relationship type of interaction is majorly focused 

on those social and interpersonal aspects of a group life. Group dynamic theorists affirms that indeed, there is a great connection 

between team behavior and the task intended. In firm or organization point of view, the group interaction that is based on 

relationship bears and advantage when it comes to the cost and on the other side, the one which is task -oriented bears many 

benefits.  

 

EMPIRICAL LITERATURE REVIEW 

 

On stakeholders’ commitment, every employee is expected to be committed at work. Commitment may be internally or externally 

motivated depending on the environment. Intergroup cohesion then plays a big role in ensuring a high commitment among 

employees. This can happen through mutual communication, encouragement and togetherness. O’Malley, [19] further studies 

shows that intergroup cohesion affects employee’s commitment in several ways.  From the moral commitment point, intergroup 

cohesion aims to look at how employee’s cohesion increases morals in an organization which in return affect self -esteem among 

the members. This means that a strong and positive cohesion will lead to increased commitment and hard work. Employees will 

have a sense of belonging and as morality increases, other workplace diversity that could have worked in a negative way get 

eliminated.  

 

Research shows it is through intergroup cohesion that affective commitment arises through sharing, working in groups and 

supporting one another in the whole process of running an organization. Positive intergroup cohesion will lead to improved 

affective commitment and hence reduce issues like job absenteeism which will result into improved performance of the 
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employees. All of the above studies done reflects on cases on different contexts and none points to specifically Lang’ata Sub 

County or rather primary schools found in in Lang’ata Sub County which are public as well. Therefore, this research comes in to 

fill the research gap identified above and open up room for future studies similar to this in different contexts. 

 

Globally, research studies have shown employees have a tendency of adapting to a certain attitude in the organization as derived 

from the perfection that comes from the task assigned to them in an organization. [20]. Employees can as well deal with ambiguous 

work by having or developing an adaptive schedule of performance. 
[21]

. 

In Nigeria for example, innovation and growth requires employees to take up new lessons in developing skills to be able to adapt 

to the new changes in and effective way, [22].  

 

Research have been carried out in the developed and the developing nations to investigate the various effects of teamwork on 

performance of employees. The success of the goals, plans need to be clear, and employees need to be self-motivated and be 

accountable at every aspect. The above also will guide the researcher in identifying various aspects of workload and link them to 

the specific context of employees in government owned schools in Lang’ata Sub County. 

 

Globally, various research studies show that indeed, training is normally developed and enhanced by use elaborate programs and 

means aimed imparting employees with the best skills essential in the current job market. World Bank, (2011). This means 

therefore, that it is critical to keep in mind that needs of the employees need to be considered during stages of planning to get the 

best results. Farooq in his study shows that training to foster development of the performance of employees need to be facilitated 

since they help improve workplace projects. It also shows various advantages of offering training to the development of 

workplace. He affirms and stresses on the use of technology in an organization if the organization has to fulfill its objectives.  

 

Regionally, various research studies show a similar aspect as at the global perspective whereby employees are taken to be a vital 

resource of any organization, for the achievement or success and failure of institution relates to how the employees perform their 

tasks.  This should therefore be a key reminder of the role played by training in ensuring performance is a success, [23] 

 

The above research will be of more importance to the researcher since it will help in identifying training aspects in the changing 

world. Due to globalization and growth in technological advancement, there is need for employees to get in service training on 

various technological and digital skills and therefore our research will aim to look at how the training affect cohesion which 

affects productivity at the end. This research will also be different in that it will be conducted in Kenya and specifically in 

Lang’ata Sub County and this will give a good comparison of what have been studied in other areas and our areas as well. 

 

CONCEPTUAL FRAMEWORK 

 

Independent variables                                                       Dependent Variable 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1 Conceptual Framework 

 

 
 
Employee performance 

 Ability to perform in different areas 

 Creativity and innovation 

 Consistency  

 Good time management 

 

 

Employees’ Workload 

 Quantity of workload 

 Ratio of teachers to students 

 Group stability 

 Desire for group success 

 
Employees’ Training 

 On job skills  

 Materials for training 

 Training in use of technology 

 training on peace and stability. 

 

Employees’ Commitment 

 Affiliative  

 Moral 

 Stakeholders e.g. Parents, non-teaching 

staff and students 

 Affective 
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RESEARCH METHODOLOGY 

 

The study applied the descriptive research design. Research design helps the researcher during the process of explaining or rather 

describing the data collected and this can be done using pie charts, tables, inferential analysis among others. The use of descriptive 

research design enabled the researcher to be able to describe various characteristics and features of objects, people, target groups, 

organizations, institutions, or environments. It further looks at the different questions concerned in research. The location of the 

study area was Lang’ata Sub County in the County of Nairobi. Nairobi County has an estimate of 4.23 million people. (KNBS, 

2019), distributed in an area of 696 square kilometers. Lang’ata Sub County is located at approximately 1°22’S and 36°44’E, in an 

area of 197.80 Km2. The study was selected because it will help in improving human capital as a resource in different teams 

which is essential for the best performance in organizations in the same or different lines and no other study of this nature had 

been carried out in this study location. In the process of data collection, the study used different techniques to collect data such as 

the use of interview guides and semi structured questionnaires.  The two were used to ensure there is quality results after the 

results. The population for this study consisted 265 employees from government owned public schools in Lang’ata Sub County. 

 

Both quantitative and qualitative data were simultaneously collected, analyzed separately for the purpose of establishing the facts. 

After collecting data, it is important to edit the data with the intention of obtaining the best and accurate data. When this is done, 

errors which may have occurred during the research may highlighted and corrected, [24]. Before the analysis of the data, we took a 

keen interest on its completeness as well as its correctness. This study applied inferential and descriptive technique to analyze data 

collected. The results were then presented using tables of frequencies, graphs, and pie charts. Data analysis was aided using (SPSS 

v. 24). 

 

The collected data was tabularized and categorized according to their shared features. Secondary data were acquired from an 

assortment and review of unpublished and published materials, academic papers, periodicals, and journals. A multiple regression 

model of the form below was used: Y= β₀ + β₁ X₁ + β₂ + X₂+ β₃ + X₃ + ↋ 

 

RESEARCH FINDINGS 

 

The background of respondents indicates that they covered a variety of characteristics of employees in public schools. This study 

sought to establish and analyze how intergroup cohesion affects employee’s performance in schools in Lang’ata Sub County. The 

researcher aimed at a population of 249 accounting for (100%). During the actual research, 19 questionnaires were not returned, 

and this made the total respondents to 230.  

 

 

Descriptive analysis of Commitment on employee performance 

The research study sought to identify or establish how commitment affect the general employees’ performance in schools in 

Nairobi City County as the first objective.  A good number of the respondents showed that indeed commitment has a positive 

effect on employees’ performance. It was also noted that members of an organization tend to be more committed when working as 

a team or when working in a group. This can be clearly reflected in a study on how teamwork impact performance who clearly 

shows that if a group work together, [4] productivity increases due to the increased rate of commitment. As represented in the 

figure below, when there is team work, there is an 85% possibility of desired outcomes as opposed to individual commitment 

which only results to 15% of desired outcome. 
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Figure 1: Response Rate on commitment and performance 

 

The question sought to establish the respondents’ views on effects of team work commitment on performance in schools in Nairobi 

city county. 

 

Table 1: How commitment influences group productivity 

Source: Researcher 2021. 

 

The above clearly show what [25] identified in his research on group productivity. His research established that group productivity 

is directly proportional to group’s commitment, more studies point out that teamwork affects commitment. They all established 

that when people work in groups, they tend to be more motivated since they have a common ground and tasks are broken down 

easily. On the other hand, the question on how members resolve issues had an almost equal number of employees taking each 

side. This means that resolving issues in an institution is not an easy task, [7]. Most group members also feel more comfortable 

when working in teams since they get to address issues together, this improves their commitment, [26]. 

 

Leadership and performance 

 

 Question.  Yes No 

1. Have you participated in a workshop pertaining to commitment in 

the last year? 

202 (88%) 28 (12%) 

Source: Researcher 2021 

 

 

 

 

 

 

 

 

 

 

[VALUE],  

15% 

commitment and performance. 

group commitment

individual commitment

 Question  Yes No  

1. Commitment in our group is open and honest. 200 (87%) 30 (13%) 

2. Do you commit yourself effectively in your work? 167 (72%) 63 (28%) 

3. Do group members decide to resolve various issues pertaining 

to commitment without necessarily involving the group leader. 

130 (57%) 100 (43%) 

4. Are group members proud to be part of your team? 200 (87%) 30 (13%) 
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Table 2: Table on leadership and performance 

Source: Researcher 2021 

 

The above table clearly shows that school administrators are always up to task together with other stakeholders. A 49% 

representing 113 members strongly agreed on this and 14% representing 32 members moderately agreed on the same. It was only 

6% of the members who neither agreed nor disagreed and 16 members representing 7% moderately disagreed. Surprisingly, 56 

members strongly disagreed with the statement.  On the issue of communication, it was realized that no common ground was 

realized since members were evenly distributed across all the responses with all responses scoring more than 15%. Also, 168 

(73%) members were passionate and the strongly agreed but only 30 (13%) strongly disagreed on members passionate to the 

realization of school objectives. On the issue of the role of leadership and growth of professionalism, 195 (85% strongly agreed 

that leaders enhance its growth. It is only 10 (4%O of the respondents who strongly disagreed. 

 

Descriptive analysis of how Workload influences group productivity 

The objective was to assess and evaluate how workload or amount of workload affect employee performance in schools in Nairobi 

City County in Kenya. The results were as follows depending on the various questions asked under the topic workload; 

On the question on members giving support to one another during task performance, 200 workers agreed that they do get the 

required support and only 30 disagreed. This led to an 87% number of workers who said yes and only 13% of those who said no. 

the table below represents the other questions asked and how the respondents responded to them. 

 

Table 3: How workload influences group productivity 

 Question  Yes No 

1. Do you receive support from group members when needed? 200 (87%) 30 (13%) 

2. Have you experienced improved morale while working with your 

group? 

167 (73%) 63 (27%) 

3.  Is there a difference in working with members in your group? 188 (82%) 42 (18%) 

4. Our team members take into consideration each other’s specific 

capabilities. 

150 (65%) 80 (35%) 

5 When we work in our teams, we inspire others to do their best. 200 (87%) 30 (13%) 

6. We have adequate skills needed to perform tasks effectively. 123 (53%) 107 (47%) 

Source: Researcher 2021 

Specific Statement Strongly agree Moderately 

agree 

Neither agree 

not disagree 

Moderately 

disagree 

Strongly 

disagree 

School Administrators and 

other stakeholders are always 

up to task. 

[113-49%] [32-14%] [13-6%] [16-7%] [56-24%] 

Group members get 

communication on the school 

mission and vision constantly. [67-29%] [35-15%] [44-19%] [23-10%] [61-27%] 

Each member is passionate 

and is engaged in the 

realization of the school 

objectives.  

[168-73%] [12-5%] [10-4%] [10-4%] [30-13%] 

Leaders in our school always 

enhance growth and 

professionalism among the 

staff.  

[195-85%)] [20-9%] [5-2%] [0-0%] [10-4%] 
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The above shows that out of 230 (100%) of the respondents, 200 (87%) agreed to receive support from their fellow members 

when in need. This was a positive finding which go hand in hand with studies on supporting one another through communicating 

well when faced with a challenge, [27]. The above also shows that there is increased morale when members work together in a 

group. This was represented by 167 (73%) as opposed to 63 (27%). This means that teamwork improves morale, and this is a 

confirmation of Al Salman & Hassan studies on teamwork and morale rate, [5]. On the other hand, 123 (53%) agreed that they 

have skills required to perform various duties. This was slightly more than half and on the other side, 107 (47%) did not agree. 

The high number of those who did not agree can be better understood, by looking at the study on resources availability and their 

effects on the number of members who get trained, [1]. 

 

Descriptive analysis of how Training influences group productivity 

The researcher aimed at identifying the relationship between training and employee performance. The researcher posted various 

questions to the respondents on how training is related to performance. The table below represents the first part of the questions 

posted to the respondents. 

 

Table 4: How training influences group productivity 

Source: Researcher 2021 

 

The above shows that schools use different forms of training to keep skills up to date. This is well represented by 145 (63%). It is 

only 28 (12%) who strongly disagree with it. [28] On methods of assessment and curriculum issues, it is evident that this research is 

similar to it in a number of ways. On the other side, 149 (65%) employees strongly agreed that working in team makes members 

to be progressive in all undertakings. This is a result of motivation they get as a team [12] agrees in his research on effects of 

motivation on employee performance.  Team flexibility did not show a significance connection to employee performance as the 

table above shows. Also, members know their expectations with 149 (65%) strongly agreeing on the statement on member’s 

expectations and 45 (20%) strongly disagreed. This can be better understood when looking at [29], A study on teamwork 

paradoxes.  

 

Table 5:  Responses on how training influences group productivity 

 Question Yes No 

1. Does your organization consider training as part of the organizational strategy? 207 (90%) 23 (10%) 

2. Is the induction training a well-planned process in the organization? 167 (73%) 63 (27%) 

3.  Does the training offered help to enhance employees versus employer’s relationship? 130 (57%) 100 (43%) 

4.  Does the training offered improve the motivation for employees? 189 (82%) 41 (18%) 

5. Does the training offered enables employees to be productive? 177 (77%) 53 (23%) 

6. Does the training course at the organization involve special and specific challenges 

faced by teams? 

150 (65%) 80 (35%) 

7. Have you ever been trained in social cohesion? 160 (70%) 70 (30%) 

Statement 

 

Strongly 

agree 

Moderately 

agree 

Neither agree 

not disagree 

Strongly 

disagree 

Moderately 

disagree 

We normally use different forms of 

training to keep our skills up to date. [145-63%] [34-15%] [13-6%] [28-12%] [10-5%] 

Our team normally works in flexibility to 

be able to adapt to changing needs [105-46%] [34-15%] [23-10%] [48-21%] [20-9%] 

Our team members know what is expected 

of them and do it with pride [129-56%] [26-11%] [12-5%] [45-20%] [18-8%] 

Group members shows progressive 

improvement in day- to day life activities.  
[149-65%] [43-19%] [9-4%] [18-8%] [11-5%] 
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Source: Researcher 2021 

 

The above clearly shows that training is paramount although it is not well undertaken in schools in Nairobi County. This shows 

that there is a challenge in how training is conducted, [10].  as noted in their studies. Whereas the above shows that training courses 

enables employees to be productive, training does not really enhance the relationship between employee and employers. This can 

be understood better because there is no close connection between employee training and employers.  [10], Most employees 160 

(70%) agreed that they have been trained in matters to do with social cohesion. This again shows that training should be 

conducted to all employees to improve results, [10]. According to group process theory, training is a key aspect in ensuring that a 

group remain one and remain focused in its undertaking. On the other issue of training methods used and the training methods 

preferred by the respondents, the following table clearly shows what the respondents had to say. 

 

Table 6: Methods used in training 

 Methods of training preferred Methods of training used. 

1. In service training 80 (35%) In service training 152 (66%) 

2. Off jobs training   150 (65%) Off job training 78 (34%) 

Source: Researcher 2021 

 

The above table shows that although many employees prefer off job training method, the organization mostly uses in service 

training which according to the results, it accounted for 66% as compared to off job training which accounted for only 34%. This 

Can be better understood by considering what was found in their research on the effects of training on the performance of 

employees [11]. Administrators like to use in service training as they see it as a way of cutting cost as well as ensuring maximum 

benefits due to the nature of learning. On the hand, employees dislike the method because they see it as not being sufficient as 

shown; [30]  

 

Table 7: How resources were availed for training 

Source: Researcher 2021 

 

The above table clearly shows that 132 employees accounting for 57% strongly agreed that there are resources allocated for 

training. The rest responses were distributed evenly with those strongly disagreeing talking only 13% which was equal to those 

undecideds on the issue. It is only 11% and 6% who moderately agreed and moderately disagreed respectively. Surprisingly, on 

the aspect of hiring of outside trainers, the research found that hiring was poorly done with only 29% strongly agreeing and the 

rest evenly distributed. This meant that most schools in Nairobi County did not hire or did not see the significance of hiring an 

external trainer. This was however the opposite of expectations especially in a school setting where external trainers would also be 

used as agents of motivation, [31]. 

Table: 8 How often was training carried out 

1. Weekly 0 (0%) 

2. Monthly 5 (2%) 

3. Semiannually 0 (%) 

4. Annually  225 (98%) 

Researcher 2021 

Specific Statement 

 

Strongly 

agree 

Moderately 

agree 

Neither agree 

nor disagree 

Moderately 

disagree 

Strongly 

disagree 

Resources are allocated to training and 

development 132-(57%) [25-11%] [30-13%] [14-6%] [29-13%] 

Technology infrastructure has been set 

for training 
[99-43%] [21-9%] [34-15%] [12-5%] [ 64-28%] 

There is hiring of outside trainers  
[67-29%] [32-14%] [56-24%] [23-10%] [52-23%] 
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On how often the training is carried out in table 8, the researcher found that the training mostly took place semiannually. And it 

was only in few circumstances that it was undertaken in monthly periods. The table below confirms that it is only in five 

occasions that training was done on a weekly basis as compared to the 98% rate of occasions. This points to the fact that most 

organizations do not have the adequate resources to keep on conducting training but normally undertake training during critical 

moments like technological change, [30]. 

 

Educational Administrators 

On educational administrators, the researcher found profound responses from them concerning various key areas related to 

employee performance. They are represented below: 

Administrators agreed that the main challenge they face in performing their duty was the dynamic changes that occurs in the labor 

industry ranging from technological advancements as well as diversities among members. One of the administrators said: 

…  The main challenge affecting our schools is the changing technology. It is rendering most employees jobless as those who 

cannot get the skills ends up being vulnerable to the organization. As a matter of fact, employees fail to understand the new trends 

in technological advancement. This poses a challenge when required to step in and attend to a problem requiring technological 

skills. (respondent 2021) 

The question on how educationist enhance performance of a group was responded in various ways. A good number of 

administrators said that they normally use motivation as the main way to improve performance. One of the respondents had this to 

say. 

To promote group performance, there is need to motivate the employees. Extrinsic motivation helps them to work hard as a group. 

In my school, I engage my members in visiting game parks during midterms and during holidays. This improves teamwork and 

enhance performance. (respondent, 2021) 
[23] The statement concurs with what was identified in the study on the effects of motivation on employee’s performance. They 

both agree that motivation plays a big role in determining performance and they go ahead to even suggest some forms of 

motivation that can aid in improving employee’s performance. They suggest use of incentives and proper working environment.  

On the question on whether the group gives the administrators adequate chance to improve, most administrators agreed that that is 

the case in all the organizations and that the employees are patient enough to wait for positive results. This is also what Phina and 

others [17] found out in their research on teamwork and its effect on employee performance.  

The question on stakeholders from the community was also well answered with administrators agreeing to receive stakeholders 

like Nongovernmental Organization among others. This is what one respondent had to say concerning the stakeholders. 

…Yes, we normally get stakeholders who help us in various ways. Others come in to help us pay the non- teaching staff or even 

help in giving the students some resources. Some stakeholders decide to help in training among others. (respondent 2021) 

The administrators also agreed that group work continue to play a major role in enhancing performance. One administrator gave 

an example of how his school was able to perform well and improve in each class due to the members working together. 

… It was during those moments when you need an improvement then we decided that all teachers and other members will be 

working hand in hand. Towards the end, you could see members helping one another without any fear nor doubt. Last year. We 

posted the best improvement ever seen in this school. For me, there is power in working in groups. Apart from improving 

performance, it also helps us as administrators in delivering our duties… (researcher, 2021) 

The above not only points to the importance of group work and team cohesion but also the results it yields as Richter &Dawson 

2011 suggests. 

 

Regression coefficients  

This study applied the regression analysis model to determine and establish the main effects the independent variables on 

performance of employees in public schools in Nairobi County. 

 

Table 9: Regression Coefficients. 

Variables Unstandardized Coefficient* 
Standardized 

Coefficients 

 

t 

 

Sig. 

  B Std. Error Beta   

(Constant)  0.645 0.403  4.420 .000 
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The findings show that commitment has a positive association or relationship of (β=0.575, P-value = 0.002) on employee 

performance.  Workload, as a factor affecting employee performance on the other hand had a positive association too of (β=0.560, 

P-value = 0.003) thus confirming studies on employees’ performance and teamwork as general, [32], . Training too had a positive 

relation of (β=0.450, P-value = 0.005) on the performance of employees in schools in Nairobi City County. 

 

CONCLUSION 

In conclusion, the research study confirms that intergroup has a lot of effects when it comes to employee’s performance and that 

there is need to improve the team cohesion if we were to enjoy the benefits of teamwork. 

 

RECOMMENDATIONS 

(i) The findings of this research can be summed up as; commitment has a positive effect on employees’ performance. It was also 

noted that indeed, members of an organization tend to be more committed when working as a team or when working in a group 

and that there is need for employees to bring efforts together if they are to make maximum productivity in each area of concern 

and that training is a major aspect in determining performance and they go on to give the recommendations on how organizations 

should address the issue. 

(ii) The researcher came up with the following recommendations after the study was done. There is need for institutions to have a 

strategic plan to be able to work towards a certain goal while committing themselves in work. This will help employees to remain 

focused to a certain goal and remain committed into realizing that goal or objective. 

There is need for institutions to have a well laid program that guides on how task should be administered to each group in an 

organization.  

There is need for institutions to take into consideration the new trends in job performance and bring in resource persons who will 

help train the members for better productivity.  

 

(iii) Further Research can be carried out to compare the above findings with other counties in different geographical areas. Other 

research should also be conducted in other institutions apart from the school institutions in order to see how various organizations 

would compare. 
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