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abstract

Few studies have examined job satisfaction and performance of workers in top management.
The primary purpose of this research project was to establish whether there is a relationship
between job satisfaction and performance of principals in secondary schools. The population
target was all the principals in both private and public secondary schools in Mombasa
District.

To realize the purpose of the research study, a survey was done to collect primary data by use
of structured questionnaires. Drop and pick method was used to collect the questionnaires. A
census of all the 37 schools was carried out in Mombasa District of which a total of 30

guestionnaires were responded to and returned.

The relationship between job satisfaction und performance was such that 63.3% of llic
respondents said job satisfaction affects their performance. The research further indicates that
majority who accounted for 36.8% of the respondents said that to a large extent they were
able to handle the challenges that emanate while performing their administration functions,

only 10.8% indicated that they arc not able to perform due to the prevailing challenges.

Also, the principals were dissatisfied as far as the remuneration and fair reward is concerned.
Other factor such as uncooperative parents and rampant student indiscipline was a cause of
dissatisfaction. Based on this findings it is recommended that the ministry of education and
other education stakeholders should formulate policies regarding merits and performance of
principals in secondary schools among others.

It is also recommended that greater attention on disciplinary procedures which arc fair, full

and quick should be agreed upon between the management and the principals.
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CHAPTER ONE: INTRODUCTION

|.1 Background of the study
1.1.1 Job Satisfaction

Job satisfaction is vital not only for employees but for employers as it increases productivity and
decreases employee turnover. According to Syptak (1999) report, job satisfaction is an important
element in a work situation and has been associated with improved performance as well as
increased commitment to the organization. Employee satisfaction has been an important issue for
academicians and scholars. High levels of absenteeism and stalT turnover have affected various
organizations as recruitment and retaining take their role. Very few organizations have made job
satisfaction a top priority, because of failure to understand the significant opportunity that lies in
front of them. Organizations that create work environments that attract, motivate and retain hard-
working individuals, shall be in a better position to succeed in a competitive environment that
demands quality and cost-efficiency.

An individual is said to be satisfied with his/herjob ifhe/shc likes more aspects of the work than
he dislikes others (Graven, 2002). Broom (1972) defines job satisfaction as a “positive
orientation of an individual towards the work role which he is presently occupied”. Specter (1997)
defines job satisfaction as the extent to which people like (satisfaction) or dislike (dissatisfaction)
theirjobs. Job satisfaction is a general or global effective reaction that individuals hold about their
jobs. Jobs satisfaction has a relationship with vurious variables such as achievement,
advancement, job enhancement, teamwork, promotion, cooperation, job stress, mentoring and

training needs, the development, management and recognition of success.

Job satisfaction level may be measured through employee's feelings about pay, work itself,
benefits, career advancement, coworkcr performance, supervisory consideration, supervisory
promotion of teamwork and communication, human resource/pcrsonncl policies, concern for
employees, productivity training and development Job satisfaction is important to all employees
in that it determines employee retention, motivation and productivity, happiness of customers and
revenue levels. It is with assumption that a person's attitude determines his/her behavior,

therefore, a happier employee has more returns that are positive. Mududa (1983) report, suggests



that there arc four dimensions of satisfaction, which include Work related, reward, self, and

supervision.

Factors that influence job satisfaction include among others: Achievement, recognition, work
itself, responsibility, advancement and possibility of growth. If the above arc addressed where
majority of the employees arc satisfied this later translates to good performance. Job satisfaction
is measured by. looking at employees* productivity, retention, and costs related to turnover, rates
ofabsenteeism, quality of work, output and commitment to the organization. Measuring the level
of job satisfaction is therefore an important task for an employer. There arc two types of job

satisfaction measures namely: - Single question and Multiple item measures

Single question measures typically ask a question such as; overall would you say you arc satisfied
or dissatisfied with yourjob (Quinn et al. 1974). A respondent may then be presented with a scale
of measure from satisfaction to dissatisfaction or vice versa. Multiple item measures, the
respondents’ rate of various aspects of their job on a scale running from say levels of
dissatisfaction to levels of satisfaction. According to Lawler (1967) report, the interest in job
satisfaction is of interest to scientists to Icam more due to absenteeism and turnover. There is need
to ensure employees arc satisfied with their jobs as this reduces the rate of absenteeism and
turnover in the organization, which is very costly and affects the overall performance of both the
employees and the organization. Performance is defined as how well an individual or individuals
fulfill the requirements on their job. Donncl ct al (1992) indicates that performance must be
measured accurately and systematically so that rewards arc equitably distributed. Principal's
performance may be assessed in terms ofhow close his or her school comes to accomplishing the
objectives. On many occasions, principals who arc satisfied and have high abilities attain higher
performance as opposed to those who arc less satisfied and have low abilities. This is noted
through the Unions, KNUT and KUPPF.T frequent agitations, which reveal that teachers urc not
well paid as they keep bargaining for wage increases for their members. This is so much so
especially when the principals themselves arc registered members and some among them are

union officials.



1.1.2 Performance
Performance is how well an individual (s) fulfill the requirements on their jobs. Performance is

also seen in terms of how well the objectives of a particular task are met. Looking at the quality of

the product when one look at performance, the concern is how much effort has been used.

The concept of performance management has been one of the most important and positive
edevelopments in the sphere of human resource management in the recent past. A principal's
performance can be assessed in terms of how close his or her unit comes to accomplishing
objectives. More than effort determines performance. Principals with high abilities attain higher
performance for a given level of effort as opposed to Principals with less ability. Similarly, effort
results in higher performance when employees clearly understand and are comfortable with their

roles (Kreitner. 1986).

1.1J Link between job satisfaction and performance of Administrative Functions.

Graham and Bennct (1998) report. noted that though common sense might lead us to expect that
a worker who finds a job satisfying would produce more than the one who is not satisfied.
Investigations have shown that performance and job satisfaction may be related, From the
employees’ point of view, work brings many kinds of rewards, money, friendship, status and
achievement among others. In some circumstances, working hard may increase these rewards; in

others, it may reduce them.

114 Education System In Kenya

11k modem education foundations in Kenya were laid down by the missionaries who came to the
country with the aim of spreading Christianity. In order to accomplish this, they taught the locals
how to read and write and later on taught practical subjects such as carpentry and gardening. In

1902, schools exclusively for European children started.

A British government sponsored study of education in East Africa; know as the “Frazer report of
1909". proposed that separate educational systems for Europeans. Asians and Africans be
retained. By 1910. the British government had started thirty-five mission schools. This pattern

continued until independence. After independence. Kenya reformed its education system to cater



for (he local African needs i.c. to trained for middle and upper level government service and for

the commercial and industrial section of the economy (Kaplan. 1976)

Beecher report (1949) saw the establishment of board of governors and education system changed
from 6-2-4 to 4-4-4 (Primary, Intermediate and Secondary) There was an introduction of school
fees in schools.

-The Omindc education commission (1964) laid the foundation of the pattern of education in
independent Kenya. It recommended that abolition of segregation in schools along racial lines and
standardization of national curriculum for all. It further recommended that education must serve
to foster national unity, and serve the needs of national development. Gachathi committee (1976)
report recommended the need to relate education to employment opportunities and the
requirements for rural development and the extension of education to upper levels. That is,
teaching class five to class 8 science and practical subjects.

Mackey (1981) report saw the establishment of a second university and a change from the 7-4-2
to 8-4-4 (Primary. Secondary, and University), later the second University was established which
is the Moi University. Eldoret. The presidential working party on Education and labor
development in the next decade and beyond Kamungc (1988) report recommended among other
things the teaching of environmental studies be emphasized at all levels of education system and
put more emphasis on vocational and technical education. In 1989, the 8-4-4 system (Primary.
Secondary, and University), was introduced to schools and it is in operation to date. The system

has incorporated technical education and teaching of H.I.V and AIDs in secondary schools.

The recommendation by Kocch (2000) report that the introduction of munagcublc curriculum
where examinable subjects were reduced from eight to five in Kenya Certificate of Primary
Education saw scrapping of the 8-4-4 system. K.C.P.E It also recommended the totally integrated
quality education and (raining (TIQET) approach and proposed a review of education Act. While

all the above recommendations were effected, the scrapping of 8-4-4 was not done.

In the management of education, the permanent secretary is the accounting officer and overall
administrative head, and the director of education is responsible for all professional matters in
education. In the field, there arc provincial directors of education. District and municipal

education officers in charge of administration and supervision of education in their respective

4



provinces, districts and municipalities. The national education advisory board, provincial and
district education boards have been established to manage education at their respective levels. ITie
above two bodies were established through legal notices number 16 and 17 of 1996 respectively,
while the district education board is provided for in the education Act Cap. 211. Educational
institutions are managed by boards of governors, school committees and administered by their
respective institutional heads who arc the principals. The principal is the secretary to the Board of
*Governors. The Parents Teachers Association (P.T.A) comprises of all parents and teachers. It is
responsible of approving the budget and the school development plan. Under the Principals arc
the deputy Principals in-charge of discipline and the secretary to staff meetings. There are also

senior teachers, class teachers and school prefects who help in the management ofschools.

1.2 Statement of Problem

job satisfaction is extent to which employees perceive their work. High job satisfaction indicates
a strong co-relation between one an employee’s expectation of the rewards accruing from the job
and two what the job actually provides. Satisfied workers will be co-operative and well
motivated. Those who are dissatisfied will be inclined than others to produce low quality output,

go on strike, be absent from work on even leave the organization.

The generally perception on performance is on how well an individual(s) fulfill the requirements
on their jobs. Performance is also perceived in terms of how well met are the objectives of a
particular task, (llartc, 1995). Job satisfaction has been one of the most extensively discussed and
studied concepts in organization and personnel management. Job satisfaction forms a
conservative in the inquiring into the psychologyjjf motivation, preference and attitudes whereby
over 3300 studies on the same have been published as per (Locke. 1963) report. The information
generated by research in this area has practical indications for both organizations and individuals.
As the employees strive for better quality of life, they face with ever-increasing challenge of

operating an efficient and effective organization using the resources available to them.

Understanding job satisfaction and performance of administrative functions, is not only desirable
but also a critical aspect for both organizations and individuals. Most studies in corporate

organization in Kenya have focused on the levels and factors affecting job satisfaction (Chanzu



,005: Okullu, 2005) others have linked job satisfaction to career development (Ukur, 2003) job
satisfaction to career development (Koech, 2005).

Mnlura (1993), probable causes ofjob satisfaction among university library workers.

Okoth (2003) on factors that determine the level ofjob satisfaction among teachers, in top ranking

private secondary schools in Nairobi.

Although am not aware of studies that have been earned out to measure the levels of job
satisfaction in the education sector, none has been done on the principals in secondary schools in
Mombasa as they perform their administrative functions. A gap exist in that as observed in
previous studies, senior managers or government officials are not perceived to be dissatisfied.
Lately there have been demonstrations and strikes by both teachers and students of public
secondary schools in Mombasa and the country at large.

This happenings simply points to the feet that their challenges have never been fully addressed.
These challenges may include among others; the lack ofadequate facilities in form of classrooms,
laboratory equipments, computers to mention but a few. There is also lack of sufficient funds to
run the schools yet the principals are expected to be creative and innovative in their work yet give
good results. The huge enrolment as a result of tree primary and secondary school has also
contributed to the huge workload in the teaching profession. Teachers are not able to cover the
syllabus in due time. The Ministry of Education directive to scrap extra tuitions has further
compounded this. Further, the lack of incentives and low pay has also demoralized the teaching
fraternity as opposed to their counterparts in other Government institutions. Finally, inadequate
labour force in terms of teachers and subordinates staffs posses a huge challenge to the principals
against high enrolment of students in secondary schools. Some principals have been involved in
protests against the employer especially because of low pay. Either most of them are in KNUT or
in KUPPET; others are officials of the said unions. Phis shows a cause of great dissatisfaction
among the principals. This study therefore seeks to establish the levels of job satisfactions

amongst them as they perform their administrative functions.

1*3 Research Questions
i) What is the relationship between Job satisfaction and performance of secondary school
principals in their administrative functions?
ii) Do the challenges the secondary school principals face affect their performance?

iii) Do different categories and type of school influence the performance ofthe principals?
6



Objective* of the study

The objectives of this study was:

j) To establish whether job satisfaction influences the performance of Principals in
secondary schools in their administrative functions,

i) To determine whether the challenges the principals face do affect their performance.

Significance of the Study

The findings of this study may be of significant use to the regulatory bodies, which may include
the ministry of education, the teacher's service commission, the school board of governors and
other schools administrators in formulating policies that may enhance job satisfaction among the
secondary school principals. The findings may also form part of the relevant educational data for

future research and references.



CHAPTER TWO: LITERATURE REVIEW

2.1 Job Satisfaction

Job satisfaction can be defined as. the favorablcncss or unfavorablcness with which employees
view their work (Lawler 111 1971).

Job satisfaction mainly looks at the extent to which employees have positive or negative attitude
towards their work.

An attitude is an individual employee feeling (Satisfaction, indifference or dissatisfaction)
towards a specific subject, situation, object or person.

Job satisfaction is the net result of the good or poor attitude held by an individual employee at a
given period. It is subject to swings from one extreme to the other but usually reverts to a stable
level that can be good or poor (Maurasm. 1993).

In recognition of this critical role ofjob satisfaction in the organization set up. numerous studies
have been done on the subject “over 3300 studies on job satisfaction have been published mainly
because it forms a cornerstone in the inquiry into the psychology of motivation, preference and

attitudes” (Locke, 1963)

2.1.1 Theories that explain Job Satisfaction

Theories that explain job satisfaction include-Maslow’s hierarchy of needs. Equity theory. Value
theory. Discrepancy theory, Vroom's expectancy theory and Hertzberg’s two-factor theory.
Hertzberg (1959) emphasized that he was researching on the overall satisfaction of the worker. He
concluded that workers derived satisfaction (and hence motivation) from achievements that arc
centered on job content such as: - Responsibility, Autonomy, Self-esteem or self-actualization.

Leadership and a challenging job.

Reward as a variable, has been introduced in the relationship between performance and job.
Presenting rewards to the workers are reflected as an added performance and satisfaction that
come later. There is evidence to support the proposition that high pay causes satisfaction
(Bouman, 1971). In his study. Bouman found that organizational factors that had a significant
impact on the pay satisfaction relationship could be considered into three aspects namely; Social
compassion. Actual pay. and Wage history i.e. the level of pay the worker was getting in his

previous jobs.



Abraham Maslow (1954) offered a theory of human motivation. He asserts that people are
motivated to satisfy a variety of different needs and that these needs tend to form a hierarchy in
terms of importance. He felt that certain needs he called lower-order needs, super cede others
until they art satislied and then other needs, called higher order needs, become significant. The
lower-order needs like food, water, air. shelter, clothing, medical care and safety must be satislied
before higher order needs which include social, selfesteem and needs to fulfill ones potentialities
or self fulfillment exercise any significant influence. Maslow (1959) theorized that a person could
not recognize or pursue the next higher needs in the hierarchy until the currently recognized need

was substantially or completely satisfied. Maslow’s hierarchy of needs is shown in the Figure 2.1.

FIGURE. 2:1 Maslow’s hierarchy of needs

Source: Maslow. Abraham (1954). Motivation and Personality. New York: Harper

Hertzbcrg (1959) followed the Maslow principle with evidence to support the lower level
(security) and the higher level (Job or motivational) factors affecting productivity and satisfaction

9



at work. In his two-factor theory, Hertzherg stated that there are some aspects of a job, which
provide positive satisfaction for employees. These he called motivators and they include
achievement, recognition, work, responsibility and advancement.

Some aspects however, cause dissatisfaction and are called hygiene factors or dissatisfiers and
they include company policy and administration, supervision, the technical aspects, salary,
interpersonal relations among supervisors and working conditions. According to Plunkett and
Attner (1994) an unmet need frustrates an employee and will continue to influence his/ her
behavior until it is satisfied. Managers can therefore effectively work with an employee by
indentifying the level of need which he or she is trying to satisfy and by attempting to build into

the work environment opportunities that will allow the individual to satisfy his/her needs.

Equity theory states that people make comparisons between themselves and others in terms of
what they invest in their work. It further states that when people perceive an equal situation, they
experience “requiting tension” which they attempt to reduce by appropriate behavior. This
behavior may be to act positively to improve their performance and/ or to seek improved rewards
or may be to act negatively e.g. working more slowly. This shows a sign of dissatisfaction to the

worker.

2.1.2 Job Satisfaction: A Contingency Approach

It has been established that employees want pay systems and promotion policies that they
perceive as being just unambiguous and in line with their expectations. Job satisfaction is
enhanced when workers see their pay as being fairly based on job demands, individual skill level
and the overall national pay standards. Insufficient pay or perceived inequitable pay is a more
decisive determinant of dissatisfaction than sufficient or equitable pay is of satisfaction.

Research studies have shown that people with higher-level occupations tend to be more satisfied
with their jobs. They are better paid; enjoy better working conditions and their jobs make fuller
use of their abilities. Evidence from this research shows that as we go up the hierarchy, we
generally find more satisfied employees. It seems likely that the satisfied employees get more
promotion than the dissatisfied. Workers are concerned with their work environment for their

personal comfort as well as for facilitating efficiency at work.

10



Ihc working environment should have clean, modem and adequate tools and equipments. Studies
have also shown that there is an increase in workers job satisfaction when they have friendly and
supportive co-workers and an immediate supervisor who understands, friendly und shows

personal interest in employees.

Hertzberg ct al averaged the findings of 16 studies involving 11,000 employees where workers
were asked to rank-onkr various aspects of working terms of importance. The first ranked factor
was security: Second, interest from intrinsic aspects of the job. Third, opportunity for
advancement; Fourth, considerate and appreciated supervision.

Sheppard and Herrick, carrying out research two decades alter Hertzberg found some changes in
the ranking of (lie job factors by workers. They ranked:- First. Interesting work, second, enough
equipment, third, information, fourth. Authority to gel the job done, fifth, good pay, and sixth. Job

security.

Okumbc (1998) carrying out research on levels of Job satisfaction among graduate teachers in
Secondary Schools in Kenya, asked respondents to rank order eight job factors in theit
importance. The results in this study showed close similarity with Hcrtzbcrg's. First Job security,
second. Working conditions and the work environment, third Remuneration, fourth, work content,
fifth. Promotion, sixth, interpersonal relationships, seventh. Management and supervision und

eighth Recognition.

2.1J Dimensions of Job Satisfaction

Job satisfaction has three dimensions. Firstly, it is an emotional response to a job situation. This
can only be inferred through observation of the employee’s behavior. E.g., the time they get to
work, how they work among others.

Secondly, it is determined by how well outcomes meet expectations. For example, if the salary i>
commensurate to work done and is equitable, die organization members arc likely to develop job
satisfaction. Thirdly, job satisfaction can be viewed as representing a combination of related
attitudes. Job satisfaction or motivation ut work can take place in two ways. One. people can
motivate themselves by seeking, finding and carrying out (or being given) work that satisfies
needs (Intrinsic motivation) and two people con be motivated by management through such

methods as pay. promotion, praise and so on (Extrinsic motivations).

NrotvKPsirrop”Ap'c e



Intrinsic motivation refers to the self-generated factors that influence people to behave in a certain
way such as responsibility, freedom to act. scope to use and develop skills and abilities,
interesting and challenging work and opportunities for advancement. Extrinsic motivation refers
to what is done to or for people to motivate them. This includes rewards such as increased pay,
praise or promotion while extrinsic motivations have an immediate and powerful effect though
not lasting as the intrinsic motivates which have a deeper and longer term because they or?
inherent in individuals.

Michel Oct (1999) observes that levels ofjob satisfaction lend to increase as one moves up the
hierarchy in the organization. While one cannot assume that professionals take responsibility for
their performance and satisfaction. It is a generally acceptable fact that professionals have the
ability to increase their skills and make that increase visible to their colleagues. They negotiate
acceptable salaries and benefits. Unskilled employees on the other hand often feel powerless
because they are not as marketable. They frequently resort to collective bargaining as a means of

attaining acceptable terms and conditions ofemployment.

2.1.4 Factors that influence Employee Job Satisfaction.

Organizational scholars have long been interested in why some people reports being satisfied with
their jobs, while others express much lower levels of satisfaction. First, the drive to understand
and explain job satisfaction has been motivated by utilitarian reasons (e.g. increased productivity
and organizational commitment, lower absenteeism and turnover, and ultimately, increased
organizational effectiveness) as well humanitarian interests (i.c. employees desire to be treated
with respect and have their psychological and physical well being maximized). Satisfied workers
also tend to engage in organizational citizenship behaviors. I.c. Behaviors that exceed the formul

requirements of the job.

Secondly, dissatisfied workers showed on increased prosperity for counter productive behaviors
e.g. withdrawal, burnout and work place aggression.

There are factors dial explain variation in job satisfaction among employees. They can be both
environmental variables and demographic factors. The environmental factors such as promotional
opportunities, pay and benefits satisfaction, performance appraisal satisfaction, equipment and
resources, training, workload, supervisory relationships and most important of all. departmental

esprit dc corps are significantly; and positively related to overall job satisfaction.
12



In contrast, demographic variables are relatively poor production ofjob satisfaction. There arc six
factors, which influence job satisfaction, which include: 1) Opportunity. 2) Stress. 3) Leadership.
4) Work Standards 5) Fair reward. 6) Adequate Authority. (Bavcndam. 2000).

Employees are more satisfied when they have challenging opportunities at work. For example,
chances to participate in interesting projects, job with satisfying degree of challenge and
opportunities for increased responsibility.

The actions have included promotions from within when possible, rewarding, promoting
employees with roles on interesting projects and lastly providing job into levels of increasing
leaderships and responsibility.

When negative stress is continuously high, job satisfaction is low. Jobs arc more stressful if they
interfere with employees personal lives or are a continuing source of worry or concern. The action
here include - promoting balance between work and personal lives, distributing work evenly and
fairly within work terms, reviewing work procedures, managing the number of interruptions and
utilizing exercise or “fun”.

Employees are more satisfied when their managers are good leaders. This includes motivating
employees to do a good job striving for excellence or just taking action. The actions may include
training all managers or leadership, attitudes and behavior, well responding to managers who can
be trusted and inspire to achieve meaningful goals.

Employees are more satisfied when the entire work group takes pride in the quality of its work.
The actions here include encouraging communication between employees and customers,
developing meaningful measures of quality that is celebrating achievement in quality. That is
being cautious ofslide, “Packaged campaigns that are perceived as superficial and patronizing”.
Employees arc more satisfied when they feel they arc rewarded fairly for the work they do;
consider employee responsibilities, the effort they have put forth, the work they have done well
and the demands of theirjob.

Fhe actions here arc making sure rewards arc for genuine contributions to the organization, being
consistent in the rewarding policies, offering competitive wages and including a variety of
benefits and perquisite other than money.

As an added benefit, employees who are rewarded fairly experience less stress.

Employees arc more satisfied when they have adequate freedom and authority to do their jobs.

The actions may include, letting employees make decisions, allowing employees to have input in
13



decisions that will afTccl them, establishing work goals but letting employees determine how they
will achieve those goals. However, each organization is different thus need to identify factors that

influence job satisfaction through an outcome analysis.

According to Hertzberg (1993) report, there arc five basic factors, which act as strong
determiners of job satisfaction; achievement, recognition, works itself, responsibility and
advancement. The last three factors are the most important for bringing about lasting changes of
attitude. It should be noted, that recognitions refer to recognitions in the human relations sense.
The two-factor theory ofjob satisfaction is based on all "the factors which make people happy,
and are related to what people do" the job context, and what makes people unhappy was related to
job environment, job context the way people arc treated that is Dissatisfaction (Hygiene) Other
determinants of job dissatisfaction are:- company policy, administrative policies, supervision,
salary and interpersonal relations, working conditions. The central theme of the satisfies (also

called motivators) is the relationship the employee has with his or herjob (job content)

12 Performance
Performance is how well an individual (s) fulfill the requirements on their jobs. Performance is
also seen in terms of how well the objectives ofa particular task are met. Looking at the quality of

the product when one look at performance, the concern is how much effort has been used.

The concept of performance management has been one of the most important and positive
developments in die sphere of human resource management in the recent past. Performance is
concerned with how well an individual(s) fulfill(s) the requirements of their jobs. It is also views
from perspective of how well objectives ofa particular task arc met. A more comprehensive view
of performance is achieved if it is defined as embracing both behavior and outcomes. Individual
ability to do a task and his/ her perception of what is required of him/her also greatly influences
performance.

In managing performance of teams and individuals, both behavior and results need to be
considered. llartcl. (1995) viewed this as the ‘mixed model’ of management performances.
Donnelly et al (1992) report indicates that for the rewards to be distributed equitably, performance
must be measured accurately and systematically. If they are non-expanding the necessary effort to

do the jobs seem senseless to employees. If no meaningful difference between high and low
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performing principals is made in rewards, then high performers lose motivational intensity and
probably cut back on their performance. For effort to lead to performance, the individual must

have a clear understanding of his /her expected role, abilities, need and other characteristics.

A principal's performance can be assessed in terms of how close his or her unit comes to
accomplishing objectives. More than effort determines performance. Principals with high abilities
attain higher performance for a given level of effort as opposed to Principals with less ability.
Similarly, effort results in higher performance when employees clearly understand and are
comfortable with their roles (Kreitner, 1986). Performance management is a means of gening
better results from a whole organization by understanding and managing performance within an
agreed framework of planned goals, standards and competence requirements. Performance
management concerns everyone in the organization not just top management. Performance
management is concerned with performance improvement, employee development, satisfying

needs and expectations of shareholders.

Armstrong and Baron. (1998) report has set out criteria for performance measurement.

Performance measures should provide a sound basis for feedback and actions, be comprehensive
and precise, be verifiable, focused on measurable outputs, be relevant to objectives and be related
to strategic goals and measures that are organizationally, significant and drive business

performance.

2J Administrative/Managcmeot Functions of Principals

According to Newman, management or administration is the guidance, leadership and control of
the efforts of a group of individuals towards some common goals. For the purpose of this
research, the researcher will take Administration to mean the same thing as management. This is
because according to Fayol (1924) all undertakings require the same functions and all must

observe the same principles.

There is one common science which can be applied equally well to public and private affairs. |he
distinction between management and administration is purely academic in actual practice. The
bvo terms are interchangeably used. The term administration is more popular in government and

other public organizations, while the word management is commonly used in the business world
IS



where economic performance is of primary importance. From the above discussion, we can
conclude that both management and administration are based upon the same set of principles and
(unctions. Management can be classified into two levels: One. administrative management, which
involves determination of objectives and policies. The second level is operative management,
which is concerned with the executions of plans for the achievement of the objectives. At every
level of management, an individual manager performs both types of functions. For the purpose of
this research, school principals can also be considered as managers. The debate continues as the
teacher service commission hxs directed that all principals, deputy principals, bead of
departments, should withdraw from unions as they arc supposed to be school managers. This will
force the Teacher Service Commission (TSC) to redefine the roles, duties and functions of
principals as opposed to those of Board of Governors. The boards of governors are the managers
according to education act. The unions have insisted that principals are not managers and the TSC
should withdraw the circular. The minister of F.ducation has promised to do so as reported in

education news magazine. March 2009.

2J.1 Functions of Principals in Secondary Schools

According to the revised code of regulation for Teachers (2004). the duties and responsibilities for
all principals are as follows: First, he/she is the overall Head of Institution under the direction of
the Board of Governors. Secondly, he/ she is the serving as the accounting officer for the
institution and being responsible for the preparation of the estimate for recurrent and development

expenditure for the institution.

Thirdly, interpreting and implementing policy decisions pertaining to vocational and technical
training and serving as the secretary to the managing authority of the institution.

Fourthly, overall organizer, coordinator and the supervisor of all the activities in the institution
and being responsible for improving and maintaining high training and learning standards.
Fifthly, he/ she arc responsible for the planning, acquisition, development and maintenance of
physical facilities at the institution.

Sixth, he/she coordinates the specific training and learning activities in the institution.

Seventh, he/she promotes positive linkages between the institution and the neighboring
community or other near by organizations. Eighth, he/she promotes good industrial relations.

Ninth, he/she promotes the welfare ofall staffand students within the institution
16



2J.2 Conceptual framework of the factors contributing to performance of principals
administrative functions
The conceptual framework showed the interrelationship between factors influencing job
satisfaction against performance of principals in public secondary schools in Mombasa District.
From the literature-studied job satisfaction was a variable dependant on various aspects rewarding
the employees for work well done improves the productivity and improves satisfaction of the
employees.
Most employees seem dissatisfied if their contribution is neither recognized nor rewarded. Borg
(1996) report demonstrated that rewarding the employee increases their commitment to the goals.
Other empirical research shows that, larger incentive rewards can be provided after an employee
has set more challenging or multiple goals, thereby reinforcing the importance of goals setting.
This may help an employee acquire job satisfaction hence, high productivity (performance.)
Working conditions is also a major factor that contributes to the level ofjob satisfaction. Poorly
ventilated or lit rooms, inadequate work space and bad relations some factors that will negatively
affect the satisfaction and performance by employees.

The conceptual framework for this study is presented in the Figure 22

Figure. 2.2: Schematic Diagram of the Conceptual framework

Independent variables Dependant variables

*Source: Researcher, (2009) Moderating variable
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2.4 Relationship between job satisfaction and performance of Administrative Functions.

Graham and Bennet (1998) report. noted that though common sense might lead us to expect that
a worker who finds a job satisfying would produce more than the one who is not satisfied.
Investigations have shown that performance and job satisfaction may be related. From the
employees’ point of view, work brings many kinds of rewards, money, friendship, status and

achievement among others.

In some circumstances, working hard may increase these rewards; in others, it may reduce them.
Status and achievement might be expected to favor high performance, which have little appeal to
some employees, or arc needs, which do not expect to be satisfied at work. Satisfied workers also
tend to produce high quality work than the discontented coworkers. Over 2000 studies on
humanizing the work place indicates that satisfied workers arc more productive and those
organizations with satisfied workers arc more effective (Clegg and Dninletlly 1980) Satisfied
employees are more likely to experience high internal work motivation, to give high quality work

performance and to have low absenteeism nnd turnover.

Itis possible for an employee to work hard in ajob hc/she dislike because he/shc fear dismissal,
or are attracted by a high level of puy, or simply find hard work the best way of making time go
quickly. On the other hand, many employees in particular professions and skilled workers plus
those who have a moral involvement in their jobs, combine job satisfaction with high
productivity, perhaps because they arc motivated by loyalty towards a professional and craft or

ideal rather than towards an employer.



CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Research Design

Research design is a plan or strategy for conducting research (Kathuri, 1993) it provides a
framework for planning and concluding a research. For the purpose of this study, descriptive
research design was used. This is because descriptive research design is used on preliminary and
exploratory studies to allow the researcher gather information, summarize, present and interpret
for the purpose of clarification (Gay. 1981). The study was intended to establish whether there is
a relationship between job satisfaction and performance of principals in secondary schools in

Mombasa district.

3.2 Population of Study

Population is defined as all the members of a real or hypothetical set of people, event or objects to
which a researcher wished to generalize the results of the study (Borg and Gall. 1989) the target
population for this study consisted of all the thirty seven (37) secondary schools in Mombasa
District. Ihc choice of the population target is because h can be a representation of schools in the

province where the study generalized. The list of schools has been obtained from the Mombasa
District Fducution Office:

3J Sampling and Sample Size

The acceptable minimum sample size is thirty. However, in this study a census was conducted.

3.4 Data Collection Procedure

The main instrument used in the collection of data for the study was a structured questionnaire. A
questionnaire is a carefully designed instrument for collecting data in accordance with the
specifications of the research question (Nkapa, 1997) Questionnaires arc commonly used to
obtain important information about the population. It consisted of both closed and open-ended
questions. The questionnaire was divided into three parts. Part 1 focus on the general information.
Part two on job satisfaction. Part three on performance of administrative functions by Principals
in Secondary Schools. The questionnaire is preferred in the study because all those who took part

*cre literate and capable of responding to the items on their own. The questionnaire was to be
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delivered in person and picked later. The follow up was to be by personal visits and use of

telephone services.

33 Data Analysis

Data analysis is the process of categorizing, manipulating, and summarizing of data in order to
obtain results to research questions (Kcrlingcr, 1986) the completed questionnaire is edited for
completeness and consistency. The data was then analyzed using descriptive statistics such as
tables, graphs, means, frequencies and percentages. Frequencies and percentages are obtained and
used to answer the research questions. Tables were used to represent the information from which

interpretation is done by comparing frequencies and percentages.
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CHAPTER FOUR: DATA ANALYSIS, PRESENTATION AND
INTERPRETATIONS

4.1 Introduction

The objective of this study was to establish whether job satisfaction influences performance of
principals in secondary schools in Mombasa District. To facilitate these data, 37 questionnaires
were distributed. However. 30 questionnaires, which represent 81.1%, were responded to. The
difference in number was due to the fact that some principals especially in private schools were
reluctant to fill the questionnaires. Some commented that job satisfaction was a sensitive issue
and were not ready to divulge their dissatisfaction due to fear ofbeing victimized by their seniors.
In one school, the principal said that students had gone on strike five times this year and that the
matter was still at the District Education Officer’s (D.E.O) office. Hence was reluctant to fill the

guestionnaire.
4.1.2 School Category
This section presents the description of the category of the schools sampled, with which a logical

background for the research findings was provided.

Table 4.1: Distribution of Principals by category of Schools

School Category Frequency Percentage (%)
District 15 50
Provincial 2 6.67
Private 13 43.33

Total 30 100

lable 4.1 above shows the distribution of principals in three categories namely; district,
provincial and private schools. Majority of the respondents accounting to 50% were drawn from
district schools category. While 6.67% were drawn from provincial secondary schools, and

43J3% were from private schools.
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41J) Schools type

Table 4.2: Types of Schools

School type
Mixed day
Girls day
rBoys day
Mixed day and Boarding
Girls boarding
Boys boarding
Total

As shown in table 4.2, the type of schools among the target group included: mixed day, girl’s day,
boy's day, mixed day and boarding, girl's boarding and boy's boarding. The data in table 4.2
above shows the school type of the respondents as follows; mixed day schools accounted for
43.34% while girl’s day and boy’s day accounted for 20% each respectively. Mixed day and

boarding accounted for 10% while both girl’s hoarding and boy's boarding schools accounted for

3.3% each respectively.

42 Contextual and personal data analysis

Frequency

13

6
6
3
1
1

30

Table 4J: Gender of the Respondents

Sex
Male
Female

Total

Among the 30 respondents. 60% who accounted for the simple majority were male principals

while 40% were female as indicated by the Table 4.3.

Frequency

18
12
30

22

Percentage (%0)
43.34%
20%
20%
10%
3.33%
3.33%
100%

Percentage (%)
60%
40%
100%



42.1 Principals ages

Table 4.4: Age of respondents

Years Frequency Percentage (%)
Below 29 0 0

IO -34" 1 3.33
35-39 3 10
40-45 12 40

45 - 49 5 16.67
50-54 6 20
Above 55 3 10

Total 30 100%

The data in table 4.4 above shows the age of the respondents. None of the respondents were 29
years and below. While 333% of the respondents were between ages 30 to 34 years, 10% were
between ages 35 to 39 years. The next 40 % were between ages 40 to 45 years, while 16.67% of
respondents were between ages 45 to 49 years. Only 20% of the next category was between ages

50 to 54 years, with another. 10% of the respondents with ages 55 years and above.

4.2.2 Principal's highest professional qualifications

Table 4.5: Level of education

Level ofeducation Frequency Percentage (%)
[Certificate 0 r

Diploma 1 3.33

Higher Diploma 1 3.33

Degree 25 83.4

Masters 3 10

Total 30 100%
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The data on table 4.5 indicates that, none had certificate level of education. While 3.33% had a
diploma level of education and another 3.33% had higher diploma. The majority of the

respondent had acquired a degree, which accounted for 83.34% and a significant number ofhad a

10% master degree.

4.2.3 Respondents’ demographies factors

Table 4.6: Years worked as a Principal

Years Worked As A Principal Frequency Percentage (%0)
lLess than one year 4 13J3
| 1to 5years 10 33.34
6 to 10 years 3 10
111 to 15 years 4 13.33
16 to 20 years 5 16.67
21 years and above 13.33
Total 340 100%

Ihc data in table 4.6 above indicates that 13.33% of the respondents worked as principals for less
than one year and 33.34% for | to 5 years. Only 10% ofthe respondents worked as principals for
6 to 10 years. The next category of respondents had worked for 11 to 15 years, which accounted
for 13.33%, while 16.67% of the respondents had worked as principals for 16 to 20 years. The last

category ofthe respondents, who accounted for 1333%, had worked for 20 years and above.

4.2.4 Attendance of educational management courses
Attendance of educational management courses is important to the principals because it equips
them with skills that help them to manage their institutions efficiently and effectively. This also

may influence their performance positively.
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Tabic 4.7: Attendance of education and management courses.

Attendance Frequency Percentage (%0)

Yes 27 90
No 3 10
Total 30 100%

Pic data in table 4.7 above indicates that a great majority of 90% of the principals had attended

education and management courses while only 10% ofthe respondents had not.

4J Factors influencing job satisfaction of secondary school principals.

Six factors that influence job satisfaction includes: job opportunities, stress, and leadership,

working conditions, fair reward and job security.

Table 4.8: Factors influencing job satisfaction

1 2 3 4 5
Factors Influencing job  F.itrcmcly ~ Very Somewhat  Not
satisfaction Satisfied Satinned Satisfied Satisfied Satisfied

Freq. % Frg. % Freg. % Frag. % Freq. %
Job opportunities

Current career 2 6.7 6 20 15 50 4 133 3 10
opportunities
Personal growth and 2 6.7 8 265 11 36.7 4 133 5 16.5

development.

Realization ofyour

aspirations and 2 6.7 7 23 13 43) 4 133 4 133
ambitions.

rbc feeling of

accomplishment you 0 0 4 133 21 70 4 133 1 3.4
jjet from the job

Stress

Communication and 0 0 14 46.6 1l 36.7 3 10 2 6.7
information flow in

jour school.

The quantity ofwork 0 0 7 23) 15 50 7 234 1 33
_jou do in a day.

Leadership

Manner in which your 3 10 10 333 12 40 3 10 2 6.7
efforts are valued by

mSixers above and
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below you. |
The conflict resolution 0 0 9 30 15 50 6 20 O 0
methods in the school.
AThc extent of
implementation of 3 10 7 233 18 60 3 10 1 34
important decisions.
"The degree to which 2 6.7 6 20 18 60 1 33 3 10
your skills arc
utilized.
the way education 0 0 5 16.7 17 56.7 3 10 5 16.7
Policies arc
interpreted.
Recognition by your 2 6.7 12 40 io 333 4 137 2 6.7
seniors
Work standards
Ihe implementation 0 0 5 166 14 46.7 9 30 2 6.7
methodology of
change and
innovation.
facilities available, 3 10 6 20 u 36.7 6 20 4 13.3
office size and the
conditions.
The school 6 20 9 30 8 26.7 5 166 2 6.7
Structure.
The working 0 0 6 20 16 53.3 3 rib 5 16.7
conditions
Fair reward 2 6.7 5 16.7 3 10 0 0 20 66.6
(remuneration)
Motivational from the
concerned job.
Ihe level of salary 0 0 2 6.7 10 33) 1 36.7 7 23J
with respect to
experience.
Job security

Ihe level ofjob 4 133 4 133 16 534 3 10 3 10
security
The data in table 4.8 above indicates that 6.7% of the respondents were extremely satisfied with
current career opportunities and 20% of the respondents indicated that they were very satisfied.
Approximately 50% of the respondents indicated that they were satisfied on average, while 13.3%
°f the sonic indicated that they were somewhat satisfied. The last category of the respondents.
"Ifich accounted lor 10%. indicated that they were not satisfied at all.

data further show that. 6.7% of the respondents were satisfied as (hr ns personal growth and

topment is concerned, while 26.5% of the respondents indicated that, they were very
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satisfied. The next category of respondents, which accounted for 36.7%, indicated that they were
averagely satisfied. With just, 13.3% of the respondents indicating that they were somewhat
satisfied. The next category of the respondents, who accounted for 16.5%, indicated that they

were not satisfied at all.

As far os realization of ones aspirations and ambitions is concerned, 6.7% of the respondents
indicated that they were extremely satisfied while, 23% of the same indicated that they were very
satisfied. The next category, which accounted for 433% of the respondents, indicated that they
were averagely satisfied with. 13.3% of the same indicating that they were somewhat satisfied.
Only. 133% of the respondents indicated that they were not satisfied as far as realization of their

aspirations and ambitions are concerned.

As far as the feeling of accomplishment that one gels from their job is concerned, none of the
respondents indicated that they were extremely satisfied while. 133% of the same indicated that
were very satisfied. 'Hie majority ofthe respondents, who accounted for 70%. indicated that they
were satisfied to the average The next category of the respondents, who accounted for 133%,
indicated that, they were somewhat satisfied and only 3.4% of the respondents indicated that they
were not satisfied as tar as the feeling of accomplishment one get from the job is concerned as
shown in figure 4.1. below.
Figure 4.1: A Bar Graph Showing Factors Influencing Job Satisfaction

FACTORS AFm- U-NOJOB PIRFOMMANCF.

Key: ai-t»i™~irsmmmm2- sb.w di-smmmm*- | »mmrim

Source Based on Table 48 % cf the respondents indicated that they were extremely satisfied

~ith how their efforts are valued by others above and below them. While 333% indicated that
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they were very satisfied, majority of the respondents who accounted for 40% indicated that they
were satisfied to the average. Only. 10% of the respondents indicated that they were somewhat

satisfied with the rest who accounted for 6.7% of the respondents indicating that they were not

satisfied.

As far as conflict resolution methods are concerned, none of the principals was extremely
satisfied while 30% of the respondents indicated that they were very satisfied. The majority of the
principals who accounted for 50% indicated that they were satisfied to the average. The next 20%

of respondents indicated that they were somewhat satisfied as far as conflict resolution methods

are concerned.

In implementation of important decisions, only 10% of the respondents were extremely satisfied
while 23.3% of the same were very satisfied. The majority who accounted for 60% of respondents
indicated that they were satisfied to the average. Meanwhile 10% o fthe respondents indicated that
they were somewhat satisfied with the remaining 3.4% of the same indicating that they were not

satisfied as far as implementations of important decisions were concerned.

On the degree to which the principals* skills are utilized, the data indicate that only 6.7% of the
respondents were extremely satisfied while 20% of the same indicated that they were very
satisfied. The majority who accounted for 60% of the respondents indicated that they were
satisfied to the average while only 3.3% of the respondents indicated that they were somewhat

satisfied. Only, 10% of the respondents indicated that they were not satisfied at all.

Interpretation of education policies is very important for harmonization of educational policy. The
datu regarding it indicated that, none of the respondents was extremely satisfied with 16.7% of the
same indicating that they were very satisfied. The majority who accounted for 56.6% of the
respondents indicated that they were satisfied to the average. Only 10% of the respondents

indicated that they were somewhat satisfied with 16.7% of the same indicating that they were not
satisfied at all.

Recognition by seniors accounted for 6.7% ofthe respondents who said that they were extremely
*®>*fied, while the majority who accounted for 40% of the same indicated that they were very

“stisfied. The next respondents who accounted for 33.3% indicated that they were averagely
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satisfied as tar as the recognition by their seniors arc concerned while, 133% of the same
indicated that they were somewhat satisfied. Only 6.7% of the respondents indicated that they

were not satisfied at all.

In working conditions in terms of implementation of change and innovation, none of the
respondents indicated that he/shc was extremely satisfied, only 16.6% of the same indicated that
they were very satisfied. Majority who accounted for 46.7% indicated that, they were satisfied to
the average, while the next who accounted for 30% of the respondents indicated that they were
somewhat satisfied. Only a small percentage 0f6.7% ofthe same were not satisfied with working

conditions in terms of implementation ofchange and innovations.

As far as availability of facilities, office size and working conditions arc concerned, only 10% of
the respondents indicated that they were extremely satisfied with 20% of the same indicating that
they were very satisfied. Meanwhile. 36.7% of the respondents indicated that they were satisfied
to the average while 20% said they were somewhat satisfied. The rest who accounted for 133%
of the respondents indicated that they were not satisfied at all with the facility, office size and

working conditions.

Fair reward and remuneration accounted for 6.7% of those respondents who indicated that they
were very satisfied, while 16.79% of the same indicated that they were very satisfied. A small
percentage of the respondents who accounted for 10% indicated that they were averagely
satisfied, while none of the respondents indicated that they were somewhat satisfied. Majority
accounting 66.6 of the respondents indicated that they were not satisfied as far as the level of fair

reward and remuneration is concerned

On the level of salary with respect to experience, none of the respondents indicated that hc/shc
Wbs extremely satisfied. Only 6.7% indicated that they were very satisfied, with a significant
majority accounting for 33.3% indicated that they arc averagely satisfied. Majority accounting for
36.7% indicated that they arc somewhat satisfied with 23.3% indicating that they were not
**tisficd with 233% indicating that they were not satisfied at all.

finally, in job security, a factor that influence job satisfaction of the principals. 133% of the
mspondents indicated that they were extremely satisfied while another 133% of the same
indicated that they were very satisfied. Majority of the respondents, which accounted for 53.4% of

29



the respondents, indicated that they were satisfied to the average. Finally, only 10% of the

respondents indicated that they were somewhat satisfied and not satisfied respectively.

4.4 Other factor* influencing job satisfaction of principals

There are other internal factors, that influence job satisfaction of principals, they include; work
itself, interpersonal relationships and advancement among others. ITic table below indicates the

responses of the same.

Table 4.9: Other factors influencing job satisfaction

1 2 3 4 5
Strongly Strongly
disagree Disagree Uncertain Agree agree

Statemeat
Freq. % Freq. % Freq. % Freq. % Freq. %
a) 1would be very

happy to spend the 7 233 8 26.7 4 133 I 36.7 0 0
test of my career in

this school

b) I talk about this

school to my friends

N

6.7 2 6.7 1 33 12 40 13 43.3
as a great school to

work in

c) I really feel as if

these school 0 0 6 2 3 10 16 53 5 167
problems arc my

own.

d) 1do not feel

emotionally attached 17 57 7 23 1 3 4 13 1 3

to this school

c¢) This school has a

great deal of 1 33 0 0 1 33 17 56.7 |l 36.7
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personal meaning for
me.

0 I do not feel a

great sense of 14 46.7 12 40 1 3J 1 3 2 6.7
belonging to this

school.

g) am not afraid of

what might happen if

1quit my job without 10 333 5 16.7 7 233 6 20 2 6.7
another one lined up.

h) It would be very

hard to leave my 10 33 6 20 4 13 9 30 1 3
school right now

even if 1wanted to.

i) Too much in my

life would be

disrupted if | decided 6 20 9 30 8 26.7 6 20 1 3
lwanted to leave my
job.

j) 1do not believe a
person must be 0 33 14 40 2 67 3 10 1 3]
always loyal to his or

her job.

k) Moving from one

schooltoanother 5 167 8 267 2 67 N 367 4 133
docs not seem

unethical to me.

i) If 1got a better

offer forajob

elsewhere. 1would 8 26.7 8 26.7 3 10 6 20 5 16.6
not feel it was right

to leave my

organization.

Ihc data in tabic 4.9 above indicate that 23.3% of the respondents strongly disagreed with the

Matement that they would be very happy to spend the rest of their careers in the school, while
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26.7% of the respondents disagreed with the statement only 133% of the respondents indicated
that they were uncertain. The majority who accounted for 36.7% agreed with the statement and

none strongly agreed with the same as shown in figure 42 below.

Figure 4.2: Bar Graph Showing Other Factors Influencing Job Satisfaction

Happyto It* fat TiaSdecJ ~ Not ~ S&xIhei Hmmdk low kraidbe Mykfe Oremus:  Itdoesoot Iraid Ml
spendthe  Ihasfal protfate Enotiulk — grot  cfbtfccgig ifraadtoquit Vtpbadto raidbe notihiays teens laltferi
tieresof mjews  niched  thanmg;0 nyjob b*M|j&danptaiifl beioyalto —metis*!to  job

a areer me lave  tierjob  neve  dseubere

OHRACIORS
Nev DI “SDsigeeal'Dwgall*UKenic |4 BA fee|5ESATK

Source Based on Table 4,9

According to the respondents, 6.7% strongly disagreed with the statement that they talk about
their school to their friends as a great school to work in. While the same percentage of 6.7%.
disagreed with the statement, only 33% of the respondents were uncertain The rest of the
respondents who accounted for 40% and 433% of the respondents indicated that they agreed and

strongly agreed to the statement respectively.

None of the respondent strongly disagreed with the statement that hc/she really feel as if the
school problems were their own. While 20% did disagree, only 10% of the respondents were
uncertain. Majority accounting to 533% did agree while a significant number of 16.7% strongly
agreed.

A large percentage of the respondents, which accounted for 57% do feel emotionally attached to
*hc school while 23% of the respondents disagreed with the statement that they do not feel

emotionally attached to their school. A small percentage thus 3% of the respondents were
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uncertain while 13% of the respondents agreed with the statement. Only 3% of the respondents

indicated that they strongly agreed with the statement.

A small percent of the respondents who accounted for 3.3% strongly disagreed with the statement
that the school has a great personal meaning to them. While none ofthe respondents indicated that
they disagreed, only 3.3% were uncertain. Majority of the respondents who accounted for 56.7%
did agreed. The rest who accounted for 36.7% of the respondents strongly agreed with the

statement.

A great majority of the respondents accounting to 46.7% strongly disagreed with the statement
that they do feel a great sense of belonging to their school. While 40% did agree, only 33% of the
respondents were uncertain. A small percentage of 3% did agree with the statement and the rest
who accounted for 6.7% strongly agreed.

A significant majority of 333% strongly disagreed with the statement that the are not afraid of
what would happen if they quite their job without another one lined up. Few who accounted for
16.7% disagreed with the statement while 23.3% of the respondents were uncertain. Lastly 20%
of the respondents agreed with the statement while only a small percentage of 6.7% said they
strongly agreed with the statement.

Majority of the respondents who accounted for 33% strongly disagreed with the statement that it
would be very hard to leave their school if they wanted to. A few who accounted for 20%
disagreed with the statement while 13% of the same were uncertain. A significant majority of
30% of the respondents indicated that they agreed with the statement and only 3% of the
respondents said they strongly agreed.

A considerable percentage of the respondents who accounted for 20% disagreed with the
statement that too much of their life would be disrupted if they decide to leave die job, 30% of the
respondents disagreed with the same. Only 26.7% of the respondents were uncertain. While the
rest of the respondents who accounted for 20.0% agreed with the statement and another 3.3% of

the same said they strongly agree with the statement.

A good percentage of 33% of the respondents strongly disagreed with the statement that they do
n°l believe a person must be always be loyal to his or her job. While 40% of the respondents

Agreed with the statement, only 6.7% ofthe respondents were uncertain. A few who accounted
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for 10% ofthe respondents agreed with die statement while only 3.3% respondents indicated that

they strongly agreed that they do not believe a person must be always be loyal to theirjob.

A small percentage of the respondents who accounted for 16.7% agreed to the statement that
moving from one school to another docs not seem unethical to them. While a good percentage of
26.7% of die respondents disagreed, only 6.7% of the respondents were uncertain with the
statement. The rest who accounted for 36.7% of the respondents agreed with the statement and

another 13.3% ofthe respondents strongly agreed.

A vital percentage, which accounted for 26.7% of the respondents, strongly disagreed with the
statement that if offered ajob elsewhere; they would not feel right to leave the organization, while
26.7% of the respondents disagreed with the statement, only 10% of the respondents were
uncertain of the statement. Another 20.0% of the respondents agree and only 16.6% of the
respondents indicated that they strongly agreed with the statement that if they got a better offer

for ajob elsewhere they would not feel good to leave their organization.

441 Number ofschools previously worked

Table 4.10:  Schools previous worked

Number of schools previously worked Frequency Percentage (%)
1to2 16 53
3to4 10 33
5t06 2 6.7
Over 6 2 6.7
Total 30 100

Table 4.10 above indicates that 53% ofthe principals had worked in | to 2 schools while 33% had
forked in 3 to 4 schools. Ihc rest of the respondents had worked in 5 to 6 schools, which
accounted for 6.7 % while another 6.7% of the respondents had previously worked in 6 schools

*nd above as shown in figure 4.3 below.



Figure 4J:SchooLs prcviousI\ worked

6.7%

Key: a 1to2 a 3to4 O05to6 m Over6

Source Based on table 4 10

4.4.2 Difference* in the level ofjob satisfaction in the previous schools

Table 4.11: Levels ofjob satisfaction in the previous schools

Differences in job satisfaction Frequency Percentage (¢/*)
- ! Yes 16 53.3
No 14 46.7
TOTAL 30 100
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Tabic 4.11 above shows that. 53J% of the respondents indicated that there is differences in the
level ofjob satisfaction in the immediate previous schools as compared with the current, while

46.7% had not sighted any differences in the level of job satisfaction as shown in figure 4.4
below.

Figure 4.4: The level of job satisfaction in the previous schools

46.7%
53 3%

Key a Yes a No

Source Based on table4 11

Table 4.12: Perceived effects of job satisfaction on performance

Job satisfaction/pcrformaoce Frequency Percentage (%)
Yes 19 63J
No u 36.7

Total 30 100

*¢4.3 In research question 5. which sought to know whether, job satisfaction affect performance in
*peir duties, the following were the responses:

A* shown in table 4.12 above, 63.3% of the respondents said that job satisfaction indeed does
“fleet their performance while 36.7% of the respondents indicated that job satisfaction docs not
“fleet their duties. Majority of the principals expressed their dissatisfaction by saying that the job

w's too demanding, too much work that one docs within a day. Some principals especially in
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private schools said that they are employed on contract basis hence not sure of their contract
being renewed. The respondents also indicated that, there are also interference from the media
especially the internet where students concentrate on whut is happening internationally which is

not related to education e.g. pornography. This later translates to poor performance in schools as

shown in figure 4.5 below.

Figure 4.5: Perceived effects of job satisfaction on performance

Key; g Yes a No

Source Based on tabic 4 12

4.4.4 Research question 6 sought to know some ofthe factors that dissatisfy the principals. The
following responses were recorded. All the 30 respondents concurred with the feet that, there are
many factors that dissatisfy them. These among others include: poor remuneration, unresponsive
management, shortage of manpower (teachers to cover the curriculum on time) and uncooperative
parents. These they said translates to poor performance by students. There is also less
commitment by teachers and students, which makes the work of a principal unbearable. Some
principals said that, they arc not able to effectively handle indiscipline cases, take action against
teachers, students and workers due to interference by their seniors (Board of Governors). They
|so said that, consultations take too long even when situations are obvious and that most

Principals have no free hand in performing their duties.
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The respondents also sighted the delay in funding especially on the onset of the free secondary
education in public schools. This has contributed to lack of enough physical facilities to make
management effective.

Table 4.13: Whether remuneration is based on experience

Remuneration on experience Frequency Percentage (%)
Yes 7 23.3
No 23 76.7

Total 30 100

445 Research question 7 sought to know whether the principals arc remunerated according
their level of experience. As indicate in table 4.13 above Majority of the respondents who
accounted for 76.7% said that they arc not remunerated according to experience, while
23-3% said that they are remunerated accordingly. Most of the principals said that
remuneration is done according to job group. The respondents also indicated that not all
the principals are in the same job groups and that the level of qualifications differs. The
Tcachere Service Commission (TSC), which is the main teacher’s employer, has designed

its own criteria of remuneration as shown in figure 4.6 below

Figure 4.6: Perceived effect of experience on remuneration.

KBy s Yes O No

Source Based on table 4 13
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Table 4.14: Whether remuneration is based on performance

Remuneration on performance Frequency Percentage (%)
1 Yes 5 16.7
No 25 83.3
Total 100
30

4.4.6 Research question 8 sought to know whether the principals urc remunerated according to
their level of performance, in table 4.14 above, the respondent's results indicates that. 83.3% of
respondents said that, they are not remunerated according to performance, while 16.7% are
remunerated accordingly. Most of the respondents said that not every effort of performance is
paid for. The principal also said that they do a lot of work which include bringing the main
stakeholders who include: teachers, students, Board of governors, parents and the employer into a
harmonious state for proper management.

Majority of the respondents said that the TSC policy has no space for rewarding performance as

shown in figure 4.7.

Figure 4.7: Effect of performance on remuneration

Key m Yes m No

Source Based on table 4 14
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45 Performance of administrative functions.

Table 4.15: Administrative functions

1 2 3 4 5
Very
Large Large Some Small Not at
Practice / Function client client citent client all

Frl % Frcg. 9%  Freq. . Freg. 9% Freg. %
a(Consult the school B

management 2 40 1 367 5 16.6 2 67 0 0
committee when

making school

decisions

b)Advising,

interpreting and 13 43 13 43 4 13 0 0 0 0
implementing policy

decisions:

convolved in 1| 36.7 8 26.7 5 166 4 133 2 6.7
classroom teaching

d)Organizc, co-

ordinate and

supervise all the 8 26.7 16 533 6 20 0 0 0 0
activities in the
school

c)Plan acquire,
develop and
maintain the
physical facilities at
the school

OPromote positive
linkages between the
school and the 10 333 15 50 5 16.7 0

neighboring 0 0 0
communities

g)Co-ordinatc

specific training and

17 56.7 7 23) 3 10 2 6.7 1 3.3

5 167 7 233 7 233 2 6.7 1 3
learning activities in
the school
h)Promotc good
industrial relations 3 10 5

by encouraging
members tojoin
cither KUPPET or
KNUT

165 5 165 3 10 12 40
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i)Promotc the
welfare ofall staff 10 33 19
and students within
the school

jXiuide and counsel
teacher trainers

63 0 0 1 3 0 0

8 26.7 10 333 3 10 2 6.7 7 233
during teaching
practice
k) Induct and mentor
new teachers. 1 36.7 13 433 3 10 1 33 2 6.7
Total 108 120 46 17
Percentages % 33.1 36.8 14.1 52 10-8

The daui in table 4.15 above shows that, 33.1% of the principals to a very large extent arc able to
perform their administrative functions effectively. While the majority who accounted for 36.8%
of the respondents said that to a large extent arc able to perform their functions, only 14.1% said
to some extent they arc able. The rest of the respondents who accounted for 5.2% said that they
arc to a small extent able to perform. Only 10.8 of the same said they arc not at all able to perform

their administrative functions effectively as shown in figure 4 8 below.

Figure 4.8:Performance of administrative functions

m »S
Key:

m |-V large Extent O 2-Large Extent O 3-Some Extent m 4 -Small Extent a 5-Not at all

Source Based on table 4 15
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CHAPTER FIVE: DISCUSSION, SUMMARY, CONCLUSIONS,
RECOMMENDATIONS, AND SUGGESTIONS FOR FURTHER
RESEARCH

51 Discussion

The main objective of this research was to establish whether job satisfaction influences
performance of principals o f secondary school in Mombasa District. This research has provided a
broad overview and basic groundwork for greater understanding of school principal’s job
satisfaction. According to the statistics, the root courses of dissatisfaction arc both structural and
individual in nature. At the same time, there arc six easily identifiable factors that are lightening
rods that serve to exacerbate dissatisfaction, fhese factors arc; poor remunerations and fair
rewards, un-responsivc management, shortage of manpower, unco-operative parents, student's

indiscipline and delay of findings.

5.2  Summary-

First, on remuneration and fair reward, a significant number of 23.3% percent said they are not
satisfied at all another 36.7% said they are somewhat satisfied which is as good as not satisfied
with the level salary with respect to experience. Over three quarters of the respondents accounting
for 76.7% said that the principal are not remunerated according to the level of experience but
according to job group.

A greater majority 0 f833% said that, the principal arc not remunerated according to performance
but according to qualifications and grade. Further majority accounting for 66.6% stated that they
arc not satisfied as far as motivation from the job is concerned. For example, looking at the
principals functions which include; classroom teaching, organizing, co-coordinating and
supervising all school activities, planning, acquiring, developing and maintaining the school
physical facilities, co-coordinating specific training and learning activities, guiding and
counseling teachers during teaching practice, inducting and mentoring new teachers, and
attending to school visitors to mention but a few. It is true to say that, this is much work load to

handle.
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However, it is striking to note that the principals arc remunerated at the same level with a
classroom teacher, in the same job group and grade. The principals also stated that, with all this
work to perform, there arc other teachers with only classroom work who cam much higher than
their principals. This according docs not go down well with them.

Second, in unresponsive management, a noteworthy majority of 76.7% said that they do consult
the school management committee; that is the board of governors when making discussion.
However, consultations take too long even when situations arc obviously clear. Key decisions arc
not implemented on time. A significant number accounting for 20% of the respondents were not
satisfied with the methods of conflicts resolutions. More than a third of the respondents
accounting to 36.5% were still not satisfied with policy interpretations. Largely all this contributes

negatively to the principal'sjob satisfactions.

Ihird. majority of the respondents accounting for 67.2% are involved in classroom teaching and
only 6.7% arc not. Majority of respondent said that the current shortage of teachers is affecting
their school academic performance. Another 26.5% said they are not satisfied with working

conditions.

Fourth, uncooperative parents led to some principals being dissatisfied. This eventually led to
poor performance for both principal and the school at large. There are also great delays in

clearance ofschool fees in regards to private schools they noted.

Fifth, overwhelming majority said, decline in students discipline led to poor performance which is

another area ofstress, h is interesting to note that, this is the major source of strikes in schools.

Lastly, accessibility and availability of funds to run the schools is another source of
dissatisfaction. According to the respondents, 33% said they are not satisfied with facilities
available this further complicates working conditions and standards. Majority who for 36.7% said
they are not satisfied with implementation of the same and methodology of change and
innovations. More than a third 33% said they arc not satisfied with the facilities available. Most of

the schools have overcrowding ofstudents while learning

As seen in this chapter, all of these factors play a major role in working against the principal’s job

satisfaction and they are also frequently interrelated.
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Along with the above external factors, there arc also other factors that influence job satisfaction.
These may include work itself, interpersonal relationship and advancement among others. Hicse
data arc important to examine because they show a higher percentage of influence and at the same
time, is important to note that attachment to a job does not translate to satisfaction but a liking and
job security.

A significant majority accounting for 83% of the respondents strongly agreed that they talk about
their school to friends as a great school to work in. 69.5% feel the school problems are theirs.
While 80% feel emotionally attached to the school, a larger percentage representing 93.7% say
the school has a great deal of personal meaning to them. Over 86.7% feel a great sense of
belonging. More than three quarters accounting for 76.4% agree that one should be royal to
her/his job, with 53% of the respondent saying that they would not wish to leave their current job
for another. Lastly, majority who accounted for 89.2% of the respondents said they arc able to

perform their administrative functions as opposed to only 10.8%.

In light with the above factors, it is true therefore to say that, the principals love their work, feel
emotionally attached and have a sense of belonging in their schools. They also indicated that, they
have the ability to perform their administrate functions. The only limiting factor is to the extent

with which their efforts arc being unfairly rewarded. These translate to dissatisfaction in theirjob.

According to the principals, factors that do not seem to contribute to their job satisfaction arc;
personal growth and development, feeling of accomplishment one gets from a job, the manner in
which the principal’s efforts arc valued by others above or below them and lastly recognition by

their seniors.

5J Conclusions

This final section broadly summarizes actions and ideas that are needed to enhance job
satisfaction for the principals. According to this research, the major factors that influence job
satisfaction arc the aspect of poor remuneration and fair reward. Something should be done to
uplift the teacher’s salaries and create fairness in the teaching fraternity. High remuneration
implies high status and recognition, which comes with individual worth. This generates a culture

of efforts and achievements. It is necessary to motivate individuals through performance related
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pay. The recent agreement between the teachers union and the teacher’s employer to harmonize
the teacher’s salaries with their counterparts in government will go along way to alleviate this

problem.

5.4 Recommendations

Introduction

The following theoretical ideas may be used to help shape a more realistic desirable and positive
future prospect of all the principals. The most striking of all fuctors according to the research was
poor remuneration and lair reward. Facilitation of the introduction of performance related pay is
recommended. The ability to pay higher wages to workers in occupational categories where there
arc skills shortages is also important. The management should also formulate policies regarding
merits and performance .Removal of principal's grades of labour from the process of collective
bargaining is recommended, noting that collective bargaining encourages the altitude o f them and

us. In the same note, discussion regarding salary ranges and overlaps need to be considered.

5.4.1 Ministry of education

It is recommended that;

a) The ministry should develop an involvement strategy to gain active support from the
principals necessary to bring charge.

b) The ministry should involve principals in important discussions of change that eliminates
most of the major obstacles to people's willingness to get involved in the change process.

c) The ministry should improve communications, consultations and disputes procedures so that
potential eases of frustrations may be identified and removed as far as possible.

d) The ministry should reduce bureaucracies. Management/ labour relatives become highly
formal and bureaucratic with a loss of personal communication and touch between the
managers and the principals.

c) Another significant factor is the shortage of manpower. The idea of employing intern’s staff is

a brilliant one. Itis an idea to the right direction.
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9)

h)

The principals should be allowed to employ qualified personnel through the Board of
Governors (BOG) on account o fconstituency development fund (CDF) Kitty.

Hiring teachers on contract terms to compliment the services of those hired by | SC will go
along way in the attempt to solve the current teacher’s shortage.

The Ministry of Education and Teachers Service Commission (T.S.C) should stop the
arbitrary transfers of teachers in the affected schools.

The government should formulate voluntary teaching programs to complement the services of

those hired by the teacher’s service commission.

5.4.2 Parents

a)

b)

c)

d)

c)

Uncooperative parents are another fundamental factor. In this, parents should be educated on
the importance ofeducation and its likely consequences to their children.

Parents should be encouraged to guide their children when at home on the importance of
education and help to inspect homework

Schools should come up with strategics on how parents should settle their school fees in
installments to case the burden of paying at once.

Schools should also go online as far as dissemination of information to parents in terms of the
school progress is concerned.

School fees may be paid online or M-pesa directly to schools accounts.

Parent should come out of dependency syndrome if education standards are to improve. There

is need for parents to step in and help development o f schools.

5.4.3 Students

a)

b)

Student’s indiscipline is another factor of stress to the principals. In this, guidance and
counseling programs should be strengthened in schools. The ministry may consider
employing trained counselors to head this crucial department.

Corporal punishment should be re-introduced in schools under the supervision of the school
principals.

Other form of instilling discipline in schools should be explored by all stakeholders.
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d) Greater attention on disciplinary procedures that are fair, full and quick should be agreed upon

e)

f)

5.5

el

5.6

between the management and the principals.

Parents and teachers to be encouraged to use. “guilt and shame mechanisms”, rather than
physical abuse to keep the pupils in line and to rc-cnforcc the fact that pupils have a strong
obligations to their families and the society at large.

The schools administration should support spiritual programs that play a major role in

modeling discipline in schools.

Suggestions for further research

This research could be replicated else where in the coast region

Further research be conducted comparing public with private school principals.

Research on the same problem on graduate teachers in secondary schools in coast province.
Research on the same problem of non- graduate teachers in secondary schools in Mombasa

District.

Limitations of the study

The sample size is limited to 30 principals. Therefore, it excludes the view of parents, pupils
und other stakeholder*.
Due to the busy schedules of the respondents it took time to get them fill the questionnaires,

which led to some not responding completely though they were few.
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APPENDIX I; Letter to respondent.

Hannah W. Wachira,
School of Business,
University of Nairobi.
Bandari Campus.

P.0 Box 99469.
MOMBASA.

Dear Sir/ Madam.

RE: COLLECTION OF RESEARCH DATA.

I am a Post Graduate Student at University of Nairobi/ Bandari Campus School of Business
Studies. In pursuit of a degree in Master of Business Administration (MBA). 1am conducting a
management research on Job satisfaction and performance of Administration functions of
Principals of Secondary Schools in Mombasa District. You have been selected to form part of
this study. Your output through responding to all items in the questionnaire will be valuable in
identifying these factors. Utmost confidentiality will be observed to ensure that the information

you provide will not in any way jeopardize your normal work life.
A copy ofthe final report will be availed to you upon request.

Your assistance and co-operation will be highly appreciated.

Yours Sincerely,
HANNAH W. WACHIRA MRJAMESCATHUNGU

MBA STUDENT UNIVERSITY SUPERVISOR
SCHOOL OF BUSINESS
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APPENDIX II: Questionnaire for Principals.

Dear Sir/Madam,

You have been selected to participate in a study entitled. Job satisfaction and performance of
Administrative functions of principab of Public Secondary Schools in Mombasa District
It is in Partial fulfillment of the requirements for the award of masters in business
Administration (MBA).

On the items below, please respond os objectively and honestly as possible. Your responses
will be treated in strict confidence and will be used for academic purposes only.

As such please do not write your name anywhere in this document

PART | A: GENERAL INFORMATION

1.0. School Details
1. Name ofthe school.................

2. Student population.................

3. Numberofteachers............ ... Mal€...ooereieneieeeeeenne. Female................
Please tick (V) against your responses
4. Indicate the School category
National ()
Provincial ()
District ()
Other (SpecCify) .o,
5. Indicate the school type
Boys () Day ( ) Boarding ()
Girls () Day ( ) Boarding ()
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Mixed () Day ( ) Boarding (
Boarding /Day () Boys ( ) Girls (
PART B: 2.0 PERSONAL DETAILS

1. Gendertick (V ) Male ( ) Female ()

2. Please lick (V) against your age bracket.

Below 29 () 45-49 ()
30-34 () 50-54 ()
35-39 () Above ()
40-45 ()

3. Level of Education. Please tick (V). Your appropriate category.
Certificate () Diploma ()
Higher Diploma () Degree ()
Master () others specify

4. For how long have you been in the position ofa Principal (Years.)

Less than one year ( ) 11-15 years ()
1-5 yean. () 16-20 years ( )
6-10 years () 20 years and above ()

5. llave you attended education and management courses in the last three years?

YES () NO ()
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PART I11: JOB SATISFACTION FOR SECONDARY SCHOOL PRINCIPALS

Please provide the following information regarding your school and your satisfaction.

1) Kindly rate the level ofsatisfaction on the following aspects of your work as a principal

(Use a tick V) 5 Not Satisfied; 4= somewhat satisfied; 3® Satisfied; 2= Very satisfied; !

Extremely satisfied.

Aspect ofyour Job
a)Communication and information flow
in your school
b) Manner in which your efforts arc
valued by others above and below you.
c)Motivational from the concerned job
d)Current career opportunities
e)lhc level ofjob security
f)Thc implementation methodology of
change and innovation
g)%;acilitics available, office size and the
conditions
h)Personal growth and development
IJThc conflict resolution methods in the
school
J)Rcalization of your aspirations and
ambitions
k) The extent of implementation of
important decisions.

I)The degree to which your skills are
utilized

m)The level of salary with respect to
experience

n)! he school structure

Nor
Satisfied

Somewnhat Very Kitretnciy
satisfied Satisfied satisfied satisfied



0)lhc quantity ofwork you do in aday
p)l hc working conditions

g)The way education policies are
interpreted

rNThc feeling of accomplishment you
get from the job

s)Recogniiion by your seniors

2) [I'lease iudicale (he eitenl lo wblcb you agree or disagree with the following statements.

Note: 1= Strongly disagree; 2= Disagree; 3= Uncertain; 4= Agree; 5- Strongly agree.

Strongly Strongly
Statement disagree Disagree  Uncertain Agree agree
a)l would be very happy to spend the
rest of my career in this school
b)I talk about this school to my friends
as a great school to work in
c)l really led as if this schools problems
arc my own
d)I do not feel emotionally attached to
this school
e)This school has a great deal of
personal meaning lor me
01 do not feel a great sense of bckmging
to this school
g)l am not afraid of w hat might happen
if 1 quit my job without another one
lined up
h)It would be very hard to leave my
school right now even if | wanted to

i) Too much in my life would be



disrupted if 1decided 1wanted to leave

my job.

I do not believe a person must be

always loyal to his or herjob

k)Moving from one school to another

docs not seem unethical to me

D If 1 got a better offer for a job

elsewhere. 1would not feel it was right

to leave my organization.

3)

4)

5)

6)

7)

8)

In how many schools have you worked previously? Please List their

Are there differences in the level ofjob satisfaction in your immediate previous schools
from the present school? Yes [ J No |

Ifyes please list SOME OTtheM ..o

Docs the level of job satisfaction alTcct your performance in your duties? YF.S/ NO.

LT T L YD q o1 - U R

What arc some of the factors that dissatisfy you as a principal?.

Are you remunerated according to your level ofexperience? Kindly explain

Are you remunerated according to your level of performance? Kindly
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I*ART I11: PERFORMANCE OF ADMNISTRATIVE FUNCTIONS

Please indicate to which the following apply to you as principal by ticking where appropriate.

Note: 1= Very Large citent; 2" Large extent; 3- some extent; 4- small extent; 5- Not at all.

Very
Practice / Function large Large Some Small Not at
extent extent extent extent all

a)Consult the school management
committee  when making school
decisions

b)Advising. interpreting and
implementing policy decisions:
convolved in classroom teaching

dKJrganizc, co-ordinate and supervise
all the activities in the school

c)Plan acquire, develop and maintain
the physical facilities at the school
OPromotc positive linkages between
the school and the neighboring
communities

gK’o-ordinatc specific training und
learning activities in the school
h)Promotc good industrial relations by
encouraging members to join cither
KUPPET orKNUT

i)Promotc the welfare of all staff and
students within the school

j)Guide and counsel teacher trainers
during teaching practice

k) Induct and mentor new teachers.

Thank you and May God Bless you for sparing time to complete this questionnaire.
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11.
12,
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.

24,
25.
26.

27.

SCHOOLS IN MOMBASA DISTRICT

Khamishigh school
Star ofthe sea

Coast Girls

Mombasa school for the Physically hundicappcd

Sharif Nassir Girls Secondary School

Mama Ngina Secondary School
Mwakimnge See. School
fononoka See. School

Sacred Heart See. School
Aldina Virsram Sec. School
Tudor Secondary School

Myvita Boys Secondary School
Shimo La Tewa Boys

Senini Secondary School
Mbaraki Girls Secondary School
Maweni Secondary School
Sheikh Alfarsh Secondary School
Mombasa High School

Light Academy

Aghakan High School
Changamwe Secondary School
Talent See. School

Sheik khalifa Secondary School

Memon High School

Burhania Sec. School

St. Joseph Royal Complex School
Qubaa Sec. School
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District
District
District
District

District
Provincial
District
District
District
District
District
District
Provincial
District
District
District
District
Private
Private
Private
District
Private

Private

Private
Private
Private

Private

APPENDIX IlI: LIST OK SECONDARY SCHOOLS IN MOMBASA DISTRICT.
CATEGORY

TYPE
Boys Day
Girls Day
Girls Day
Mixed Day and
Boarding
Girls Day
Girls Boarding
Mixed Day
Boys Day
Girls Day
Boys Day
Boys Day
Boys Day
Boys Boarding
Boys Day
Girls Day
Mixed Day
Girls Day
Mixed Day
Mixed Day
Mixed Day
Mixed Day
Mixed Day
Mixed Day and
Boarding
Mixed Day
Mixed Day
Mixed Day
Mixed Day



28  Tudor Junior Academy Private Mixed Day

29  Msa. Baptist High School Private Mixed Day and
Boarding
30 Kilindini Sec. School Private Mixed Day
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