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ABSTRACT

This project is Human resource management praieis.a survey carried out in Bomet
District. The objective of the study was to estsiblihe perception of the effectiveness of
KUPPET representation by its members in Bomet Bistr

The study adopted descriptive survey research neshge population of the study was all
KUPPET members in the same District. The same mesnwere given an opportunity to
rate the effectiveness of their union representalip being availed with a set of items
capturing the sub-set qualities of their welfare @nikert scale. The results from
KUPPET member responses were used to generatebalitative and quantitative data.
It is from the analysis of the same results thatdtudy was able to make decisions.

The study concludes that KUPPET as so far doneiwedpresentation of 6 welfare sub-
sets items, by being rated above average, nametyber of work hours (75%), medical
allowance (63%), House allowance (68%), timely jpmms and death benefits (57%)
award of study leave (66%) fairness in recruitn{éafo).

While it was rated below average in the realizatodn8 sub-sets of welfare namely:
disturbance allowance (12%), fairness in deploymamd transfers (32%), on merit
promotions (42%), legal assistance on disciplinasyes (20%), leave allowance (5%),
training and development of teachers (10%), recagnbf HIV/AIDS infected teachers
(30%) and finally commuter allowance (48%). It alsmerged that a scheme for post
graduate teachers does not exist. Majority equadisee with KUPPET's advocacy of

salary harmonization of its members with thoseiwaf servants.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

Leadership is related to motivation, interpersomahaviour and the process of
communication. Good leadership also involves thHecéfie process of delegation. The
leadership relationship is not limited to leaderdeour resulting in subordinate
behaviour. Leadership is a dynamic process. Thelelefollower relationship is

reciprocal and effective leadership is a two waycpss which influences both individual
and organizational performance. Effective lead@rghivitally important at all levels

within the company, from main board to the flooreadership is the moral and
intellectual ability to visualize and work for wh& best for the company and its
employees. lan Magham (1979), Lee Bolman and Teerdteal (1991) felt that most
significant organizational decisions were the onoteoof effective leadership and were
only partly influenced by evidence and rationaluemgnt, shaped by “the pulling and

having that is politics”.

Lodiaga (1996) defines leadership as the abilitcdaduct or guide the subjects, the
ability to assimilate translate ideas, rules, ratjahs and procedures to guide subjects in
carrying out a mission within a defined mandata $eader is a person with commanding
authority or influence.” Campbell, Corbally and Nysd (1983) consider leadership to
be “a process through which an individual (the é&gxdsecures co-operation of others
(followers) towards goal achievement in a particidatting”. Koontze and O’ Donnell
(1976) define leadership as “interpersonal inflegrexercised in a situation and directed

through the communication process towards thenratant of specific goal or goals.”



Stugdill (1959) defines leadership as the “inibatiand maintenance of structure in
expectation and interaction. Campbell at all (19&8yue that leadership is one of the
most popular explanations for the success orriaibd organizations and the most talked
about managerial activity in organizations. Effotts access the performance of
individuals in leadership position depend on adhnigwobjectives and maintaining a

cohesive work group.

Rice (1965) says that at the manifest level of brinaa leader has to be able to carry his
or her followers with him or her, inspire them, raakecisions on their behalf with their
collaboration and communicate the decisions torethee or she has to be able to act in
ways that will not only further task performance balist the co-operation of his or her
followers by mobilizing the appropriate basic asptions. Ukoje, Akabogu and Ndu
(1992) argue that an administrator's work is veryictm concerned with offering
leadership to the work group his or her effectigsnas an administrator depends on the

limit set by philosophical sociological or psychgical elements.

Effective leadership helps to develop teamwork #rel integration of individual and
group goals. It aids intrinsic motivation by emphasy the importance of the work that
people do, David and Richard, (1999). The vitally leadership effectiveness is
summarized by Lee Bolman and Terrence (1991), azghons have a political
dimension as well as social techniques, econondccattural one, and that the relatively
stable, ordered bounded, predictable, role basedirbhical organization of today seems

an anadronism. The so-called “post modern” orgaiozais characterized by fluidity,



uncertainty, ambiguity and discontent. Job sewvilg replaced with “employability
security”, organization boundaries are blurred wite development of partnerships and
joint ventures, sub-contracting and peripheral Viamdes and social and technology
based networks. Hierarchy is replaced by reliantexpert power; those with the best
understanding of the problems take the decisionsthis stereotyped, ‘post modern
context’ individuals are stripped of the convensibmesources of relatively stable
organizational position, and are derived of medhingredictable vision of their own
future. This fluid and shifting context implies arcreased dependence on personal and
interpersonal resources and on political skilladeance personal and corporate agendas.
There is clearly enhanced scope of political maegog in ales well ordered and less

disciplined organizational world.

Trade union is an association of workers formegrtiect their interests in employment
situations. Unions principally, negotiates wagesd aworking conditions terms;
regulations between workers its members and theloyep take collective action to
enforce the terms of collective bargaining; raisevrdemands on behalf of its members,
and; help settle their grievances. Besides plagingle in the fight for better working
conditions, trade unions have had and continuate la key role in the building of social

movements and the developing of social changes(C290).



If the union is effective and leads to the achiegsts of set objectives, this can lead to
job satisfaction. Okumbe (2001) sees job satigiactas a pleasurable or positive
emotional state resulting from appraisal of onels ¢xperience. Herzberg, Mausner and
Shydeman (1959) developed sixteen categories abriathat affect satisfaction. the
factors identifies were; possibility of growth, a&gl, achievement recognition,
interpersonal relationship, relationships with su@®r , subordinates and peers,
responsibilities, working conditions, supervisi@ompany policies and administration,
work itself ,factors in personal life, status arab jsecurity. The motivator factors
identified by Herzberg at al (1959) can be attaibgdhe teachers through their union.

Thus effectiveness of union leadership in avaitimgmotivating factors is crucial.

1.1.1 Perception

Mullins (2005) defines perception as that dynanmd eomplex way in which individuals

select information (stimuli) from the environmemjerpret and translate it so that a
meaning is assigned which results in a patternebbiour or thought. The first critical

element in the process is the selection of cegimuli and the attention to be directed
towards it. The process is affected by both inteamal external factors. Psychological
such as personality of the individual, learningiibs, motivational levels, interests and
past experiences are major internal elements itiflaence an individual’s perception and
reaction to stimuli. Others such as language aftdraili differences structures and guide
individuals thinking patterns and perceptions. Bption is further influenced by external

factors, which are those factors that refer torth®ire and characteristics of stimuli. The



pattern and context of stimuli dictate the levelattention individuals will attach to it

(Babu, 2008).

Members’ perception enables the employer to unaedstvhat constitute discrimination
and under-employment acts. This makes the empldgebe confident in their
understanding of employment act and subsequeminaetnd thus place a high priority on
receiving information concerning the different gnds that are protected under union act,
legal responsibilities for employees’ rights at iwand who is protected, hiring practices
and duties of organizations to accommodate emptoyeaauwe and Richardson (1997)
they conclude that positive perception of employwsitl respect to union representation
has an effect on human resource results such &fastbn, motivation, trust and

involvement.

1.1.2 Leadership Effectiveness of Trade Union Offials

Armstrong (2003) notes that the fundamental purmdsetrade union is to promote and
protect the interest of their members. Unions aeret to address the balance of power
between the employers and employees. These asselyoArmstrong mean that unions
should be effective in carrying out their mandaifectiveness has been noted by
Cameroon (1986) as a multi- dimensional constriista construct effectiveness can be
operationalised in order to get measure of someifspelomains. Drucker (1972) notes
that in hiring a worker, one always hires the whalan, that one can hire whole man
rather than any part, thereof explains why the owpment of work conditions is the

greatest opportunity for a union to improve perfante and results among its members.



Educational international (2000), asserts thatethman be no constructive and lasting
solution to the problem with which the educationtse finds itself confronted, without
taking into account the fundamental rights of teashlt is vital that effectiveness in
union leadership is observed in order to give teecthe salaries and working conditions

that will enable them to discharge their duties wvelwith dignity.

1.1.3 Kenya Union of Post Primary Education Teacher (KUPPET)

KUPPET is a professional teacher trade union farosdary school teachers and
lecturers. It was registered on"26lovember 1998 with the registrar of Trade unions
under the Trade Unions Act, Cap 223 of the lawshef Republic of Kenya. KUPPET
was registered to represent teachers in seconddry t@rtiary institutions in Kenya who
had been agitating for a Union since 1957; it wasied that the Kenya National Union
of Teachers had too much on its hands to be offgpealue to the needs of post primary
teachers. Currently KUPPET has at least thirty Baod (30,000) members, from
secondary school teachers, the fraternity of tutord lecturers in the various tertiary
institutions such as polytechnics, technical andnary teacher training colleges.
KUPPET represents an attempt by post primary scteaahers to make their concerns
known. It should aim at influencing educationalipiels and practices in the direction
that is acceptable by its members, towards the augment not only on issues of

remuneration but also on ethical and moral oned,dte critical to any profession.



However, there is a general concern among poshugoyi school teachers, that the
effectiveness of KUPPETS leadership is being comged by factors ranging from
high unemployment among the well trained, a scenarhich favours employer’s

leverage at the expense of the union’s, Governimmégitference, laxity among KUPPET

leaders to tricky moral and ethical issues affecpost primary school teachers.

KUPPET Leadership Structure

NATIONAL CHAIRMAN

A 4

VICE-NATIONAL CHAIRMAN

A 4

SECRETARY GENERAL

A 4

VICE-SECRETARY GENERAL

A 4

TREASURER

A 4

ASSISTANTTREASURER

ORGANIZING
SECRETARY
A 4 A 4
SECRETARY SECRETARY SECRETARY GENDER
TERTIARY SECONDARY
INSTITUTIONS INSTITUTIONS

Source: KUPPET Leadership Structure (2011/2012)



1.2 Statement of the Problem

The relationship between employees and employerghe work environment is
influenced by the interaction between employees &neir representatives, and
management of the firm. The trade union is the mmgdion that represents and protects
the interests of workers. Employees who subscolideé union membership collectively
bargain through the union for improved working citiods and terms of service. The
trade union relies on workers support to fully egant their interests and deliver

satisfactory bargain to its members (Coyle-Shagnd Kessler, 2002).

Unions have specific roles and objectives whichytaee supposed to respectively play
and realize. These roles and objectives are mdstliyed from what its members value
and desire since unions are meant to serve thienest and other stakeholders in general.
From the various roles that a union play it is gassfor its members to assess the
effectiveness of a union in specific areas or rdieshe same way, members can rank or
prioritize the factors that they value most in th@b and can rate the influence or
contribution of their union making them realizabliethese valued factors are taken as
factors are taken as factors that contribute to beemjob satisfaction, it will be possible
to measure the union’s officials leadership effemtess in influence its member’'s job
satisfaction from what they perceive as its contidn to the realization or otherwise of

the desired facets of job satisfaction Armstra2@0Q).

Teachers unions globally have experienced astoghdimell-orchestrated attacks from

its members due to the perceived bad leadershiaddiition, teachers unions’ failure to



acknowledge their role as representative of teaCheterest has contributed largely in
the unions’ critiques and disagreement between dsbbmes and their subjects. At the
same time the unions’ unwillingness to acknowlesigfeooling’s past and current role in
reproducing social inequality, their reluctanceviark as partners with activists to take on
racism, sexism, militarization, and anti-immigraptejudice, have weakened their

credibility with groups who should be teacher umtsi strongest allies.

Since its formation in 1998, Kenya Union of Postinfary Education Teachers

(KUPPET) leadership has been known for leadershgngles and running court battles.
Post primary teachers have been believed to perd@UPPET leadership as associated
with the past ills with little or no impetus to th@ovement. In addition, there have been
allegations that, the union has been lacking modeamagement systems devoid of
imperialism, impunity and non-consultation and tinas been effective. As a show of
non-contents to the leadership, there were attertgpieplace Kenya Union of Post

Primary Education Teachers (KUPPET) national dadfcithrough a court process on
allegation of bad leadership in the year 2010. dtbempts were going after changing the
leadership structure to embrace team work (no langer), avoid court room style of

management and more important of all fight indibog leadership among its branches

besides remaining intolerant to dictatorship amdgance.

Kenya Union of Post Primary School Teachers (KUPPEEpresents an attempt by
teachers to make their concerns known. It aimsffudncing educational policies and

practices in the direction that is acceptable Byntembers. It represents an effort to



empower teachers in their quest of improving tls¢éémdards of living. Thus it should
strive towards creation of favourable working caiadis for its members and enhance
their sense of job satisfaction. The KUPPET leddpris there to enable its members to
realize better forms and conditions of serviceddi@on to articulating, influencing and
promoting the status of the teaching professiors the subject of this study to find out

the perception of post primary school teacherdfetgveness of KUPPET's leadership.

Previous studies have been undertaken on membersegion of their respective

unions, but no particular study has been carriel @u KUPPET. Related studies
addressing member perception towards trade uniosre windertaken by K’obonyo

(1981) who studied the operations of trade unionienKenya. Then Njihia (2002)

conducted a survey of women’s participation inéradions in Kenya, and Atandi (2003)
studied the involvement of trade unions in the @ppibn of performance management
programme, also Owidi (2006) undertook a studyhengerception of members of union
of Kenya civil servants services. All these did specifically address the perception of
post primary school teachers on the leadershipesfyid union of post primary education
teachers. This study therefore intends to fill tkrowledge gap by investigating the
perception of post primary schools teachers in Bdmstrict towards the leadership of

Kenyan Union of Post Primary Education TeachersRRET).

1.3 Objective of the Study

To establish the perception of the KUPPET reprediemt by post primary teachers in

Bomet District;
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1.4 Value of the Study

The study is expected to be important to the folhauw

The results of this study will provide insight teetleadership of Kenya Union of Post
Primary Education Teachers (KUPPET) on the poshgany school teacher’s perception
of its services and provide information on factonisical to successful service delivery.
The study will assist improve post primary schaadher understanding and perception
of Kenya Union of Post Primary Education Teachers.

The study will act as a reference point to othexeagchers in the same field and is

directly related to the current teacher union repngation adjustments.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Leadership Effectiveness

Leadership is a relationship through which one @erisfluences the behaviour or actions
of other people. This means that the process dlelsaip cannot be separated from the
activities of groups and with effective team builgli To McGregor, effective leadership
is when successful leadership results in functidretiaviour and the achievement of
group goals. Leadership may be exercised on the b&sapiential authority that is by
wisdom, personal knowledge, reputation or expertfsesapiential - type relationship
places emphasis on a guiding and facilitating ewld is often appropriate for people in
creative, specialist or professional jobs wheregheay be particular resentment against

a formal hierarchical style of managerial leadgrshi

Leadership may also be based on the personaligsalir charisma, of the leader and the
manner in which authority is exercised. Leadershigy also focus on the role of the
leader in terms of the relationship with followewsd the adoption of a particular style of
leadership, McGregor further states that, leadprshia dynamic form of behaviour
affected by a number of variables which affectsléaelership relationship and to him the

four major variables are; the characteristic ofldszler.

The attitude, needs and other personal charaatsrist the followers, the nature of the
organization, such as its purpose, its structime tésks to be performed and finally the

social economic and political environment. Accogdito Peter Parker, leadership

12



effectiveness might be exercised in terms of pmsior because of personality or it can
be seen as behavioural category. It May also beeddn terms of the role of the leaders
and their ability to achieve effective performarficen others. Leadership is one of those
elusive priorities, an area in which there is neadite, and no guaranteed model. So it

turns out not only vital but also fun to talk abeutat makes an effective leader.

Due to its complex and variable nature, there asmymdimensions to leadership;
Authoritarian style has the focus of power on thader, and all the interactions within
the group move towards the leader. The leader aéecise decision making and
authority for determining policy procedures for @elng goals, work tasks and
relationships control of rewards or punishmentsmbDeratic style places the focus of
power more with the group as whole and there iatgranteraction within the group. The
leadership functions are shared with members oftbap and the leader is more part of
the team. The group members have a greater sagcisioh making, determination of
policy, implementation of systems and proceduremnuthe Laissez-faire style has the
leader as an observer who ensures that membehe @roup are working well on their

own.

The leader consciously makes a decision to pas®tiws of power to members to allow
them freedom of action and not to interfere; buteadily available if help is needed.
“The word genuine is emphasized because this Istoontrasted with the leader who
could not care, who deliberately keeps away froenttbuble spots and does not want to

get involved. The leader just lets members of tteug get on with the work in hand.
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Members are left to face decisions which rightlyobg with the leader. This is more of

non-style of leadership or it could perhaps belbabdication”, Drucker (1955)

2.2 Trade Union Leadership

Trade unionism in this Country had a very chequetedelopment in its early stages
soon after 1st World War when some of our men wdioe back from the war started
agitating for change and equal treatment of Afrieeorkers. They had been to some
European countries and other overseas nations addviinessed better conditions of

employment existing in those countries.

Their agitations consisted of spontaneous protgasnst the miserably low wages and
inhuman conditions of employment in various plaoésvork throughout the Country.
Although not much literature was available abow #ctivities of the pioneer trade
unionist evidence is there to indicate that orgasifabour was not possible until the
middle of 1930s. That was the time when one Mr. Mak Singh, an Indian trade
unionist came into the picture. Mr. Makhan Singhl tmoken from the Indian Labour
Union of Kenya and formed a non-racial trade unicaljed Labour Trade Union of
Kenya, which later changed its name to Labour Trdden of East Africa. It became
the first non-racial trade union to be registergdhe colonial Government in 1937. The
European and Indians had their own trade uniont legie functioning without any

problems (Gona, 2005).
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The labour Trade Union of East Africa initially dreits membership from within
Nairobi, which quickly rose to about 500 soon afitsr formation. Though its main
objectives were to fight for equality and sociastjoe amongst workers irrespective of
their races, the Africans’ conditions of employmermained extremely poor with
pathetic wages. In order to drive home its messgeunion organized the first strike in
April 1937, against European and Asian employershm building and construction
industry. It did not last long, but the message wlasr and a number of protests and
strikes followed across the Country as more workmised awareness and courage to

demand for their rights.

The most significant strike in record was the oteged by Public Works Department
Employees in Mombasa in July 1939, which develod a mass strike when other
workers joined in sympathy. That was the first enemorded strike in which the
dockworkers took part citing low wages and very ipoonditions of employment. The
Government reaction was swift and this embraced bswad approaches; one, by
amending the Trade Union Ordinance by introducinggulsory Registration of all
Trade Unions and the Granting immunities to Tradémns against prosecutions for
peaceful picketing and protection from actions ats. This positive development was
the initiative of the Labour Government in poweatttime in the United Kingdom. But
as would be expected, the settler's community vedmtiyr opposed that policy, terming it
an introduction of anarchy of the Africans into ta@onomy. The settlers even rejected

positing of a British Labour Officer to Kenya, adtigh the latter was simply to advice

15



the local trade unionist on how to form and man&gponsible trade union fashioned on

the British style (Gachathi, 1974).

Secondly, the Government appointed a common ofiipguto condition of employment
for the Africans in Mombasa and other urban centies the country. The
recommendations of the commission of Inquiry reiiibto a considerable improvement
in working conditions in the country and a numb&uoions; mainly staff unions were
formed and registered in the country. The issuedwcrimination against, and
mistreatment of African teachers, surfaced as eas1{934, and attempts were made to
form Kenya African Teachers Union. This was howeWawarted by the colonial

authorities.

There were several reasons that made it necess&wynt a teachers union but five most
compelling ones were; To look into the issue oasab paid to African teachers vis-a-vis

European teachers teaching at the same level,dmaeas of teachers by supervisors and
inspectors of schools, without reference to anyigdorules, blatant racial discrimination

in housing and allocation of duties, especiallypoarding secondary schools and denial
of certain basic rights (pension, leave, medickvwadnces etc) to teachers as workers
(Nzioka and Ramos, 2008). It took a long wait odintyea quarter a century, from 1934 to

1957 before the bold teachers of the nineteen fiftiesxceaded in securing authority to

found a teachers union and off December, 1957, the Kenya National Union of
Teachers (KNUT) was founded at a conference heldisitict Education Board (DEB)

School, Pumwani, in Nairobi. Once launched in 19%i& Kenya National Union of

16



Teachers (KNUT) discovered that the many grievagnaleshich five have been outlined,
could not be addressed because the various emgployere unwilling to come to a
negotiating table. Kenya National Union of Teach{&NUT) was therefore forced to put
pressure on the colonial government to establigh lelgislation, one employer for
teachers, with whom negotiations could be held. €binial government did not
respond positively, and it took additional pressuracked by a series of strikes, from
1962 to 1966, for the newly independent Kenya gowent to accede to the
establishment of such an employer. The Teacherac8e€Commission (TSC) was thus
created by an Act of Parliament (Cap 212) in the 1966, and became operational from

1% July 1967 (Nzioka and Ramos, 2008).

2.3 Trade Union Leadership Effectiveness

In the early years, unions were the embodimentlass struggle pitting capitalist
entrepreneurs against workers, since they each ss¢enmave opposing interests. In
Kenya, the labour movement has been vibrant, bgelka mellow. It is evident that with
changing conditions, the forms of actions and #wtid¢s of class struggle have changed
too. Trade unionism is accepted as the primary fokfabour movement in industry and
the isolated worker finds himself powerless agaihst employer. To overcome this
handicap, unions bind workers together into comraotion, with the strike as their
weapon. In its most extreme form, union action s@awned violent clashes to bolster
their bargaining. In time, trade unionism has bee@mpower in itself with considerable

financial muscle at its disposal.

17



However, we observed the traditional form of traghonism seems to be slowly dying
away. The onslaught by the government against $oade unions thus does not seem so
out of place. Many firms have effectively chokece tivorkers body by creating
managerial grades in response to changing emplaymedations. There has been
increased casualisation of employment and extertgimgracting-out and out sourcing so
that productivity is no longer measured in man-Bquuit in rather indirect and qualified
productivity. This new relationship makes the uniorlevant in the production process

(Kitonga, 2005).

Traditionally labour economists have analyzed tbecds that influence trade union
membership with a conventional demand and suppinéwork. Beginning with Naylor
(1990) and Pencavel (1971), union membership isidered as though it were an asset
in the portfolio of an utility-maximizing worker &t provides a flow of services, which
are private and/or collective goods. The demandtitm expresses the demand or
workers for union representation and services, avtfile supply function reflects the
supply of union services. The advent of global@ati structural adjustment and
liberalization of the economy has exerted pressurendustrial relation field. Labour
market seeks to fit into the pattern of things amdnts by being liberalized as well. This
has resulted in greater conflicts and the impacthef situation felt on the employees

(Blunt; 1986).

According to (Nzuve; 1997) workers join trade ursoior various reasons. Members

believe that union increases their share of the@wic package, higher wages, increased
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benefit, shorter working hours and better workimnditions, basically assumed to
improve the economic welfare of members. Membersitwaotection from unfair

dismissal and retrenchment by their employers.entwurther to say that employees are
social beings and would want to belong and be m@zed by their peers. A trade union

therefore offers an avenue for affiliation with etlhworkers who share common interest.

The trade union structure offers some employeespaortunity to gain recognition that
is not availed to them in the business organizat@kombe; 2001). He goes further to
say that some workers join trade unions to obtawoiae in influencing decisions that
affect them. It provides an avenue for employeadig@pation in management. There is
also joint consultation to trade unions will seatdisciplinary system. Some workers
became unions members simply as the regulatioreagget to employment or union
shop close once you are employed you become a umember automatically.
At the core of industrial relations is the laboontract, it's an exchange relationship in
which the workers offers the labour of his persomaturn for wages. But the exchange
involved in this transaction in inherently unequéhe contract places a worker in a
subordinate position while the wage paid to hinth®yemployer legitimates the latter are

control over the former.

Each of the parties in the employment contract anoi@'s to maximize its own interest.
In Crouch’s words “The interest of the dominatiaslerin such a relationship can be
defines as the maximization of control over labaifset by the extent to which such

maximization will reduce the effectiveness or iradec the revolt, of the labour. The
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interest of the subordinates consists in erodingdig or replacing domination, offset
by the extent to which attempts to do so will eitmeite coercive sanctions or involve

destruction of existing moans for securing exis¢énc

Unions also work for greater social justice. Thaghwto see workers treated on the basis
of merit and not on the colour of skin. Alongsitke tabove trade unions deal with other
conditions of work such as hours of work, safetyatk place, holidays, sick leave and
other accompanying benefits and a host of othdofecThe place one is asked to work
in may turn out and to be cramped or badly vemttlatt may be too hot or too cold; the
lighting may be bad, the atmosphere dusty and theegs of work injurious to health.
These conditions do affect mental and physical polmesome countries, particularly in
the third world, trade unions are expected to p@die positively in the process of
economic development. In Kenya for instance; Gowemt’'s key policy statement
appearing in seasonal paper No.10 of 1965 assérigte government will assist trade
unions to become involves in economic activitieshsas co-operative, housing schemes,
workers discipline and productivity and in gendmhbccept their social responsibilities”.
All in all trade union movement exists to extend thfluence of the working people over
the policy and purpose of industry and to arrange their participation in its

management.

20



CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Research Design

The study adopted the descriptive survey desigrscilgive surveys are designed to
measure the characteristics of a particular pojpmatither at a fixed point in time, or
comparatively over time (Gay, 2004). Gay argues siavey method is widely used to
obtain data useful in evaluating present practeesin providing basis for decisions. It
can be used to describe the nature of existing itond, and to determine the

relationship between specific event that has imibeel or affected present condition.

3.2 Population

The population of the study comprised of all ther 3UPPET members in Bomet

District of Kenya. Source: 2011/2012 KUPPET’s Memnsthép Register.

3.3 Sample

The sample size was 112 KUPPET members. The propaté stratified sampling
method was used to select the respondents. Thectofl instrument was a semi-

structured questionnaire (see Appendix number 2).
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Table 3.1: KUPPET’s Membership Register

Division Total population | Sample -30% of the | % of Sample
No. of teachers | population population

Bomet Central 229 68 61

Longisa 148 44 39

TOTAL 377 112 100

Source: 2011/2012 KUPPET’s Membership Register

3.4 Data Collection

The study used a semi-structured questionnaireoliect primary data. According to
Kathuri and Pals (1993), studies aiming at exptprend describing, usually uses
guestionnaires to determine opinions, altitudesfgpences and perceptions of groups of
people who are of interest to the researcher. questionnaire had three parts, part 1
dealt with demographic data, part 2 sought teaatatirsg of KUPPET performance of its
roles, part 3 sought to teacher rating on the etfewgess of leadership of KUPPET's

officials. Drop and pick later method was useddmanister the questionnaire.

3.5 Data Analysis

The Data obtained from the field was edited to @éaspgthe data pieces and identify those
wrongly responded. Standard deviations, frequendigtsibutions and percentages was
done using Statistical Program for Social Scier(&3SS). It is from the results of such
analysis that the researcher was able to make séiise data. The study generated both

gualitative and quantitative data.
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Response Rate

The total number of KUPPET members was 377; a sapgpulation of 112 members,
which is 30% of the total population, was used I tsurvey. Out of the 112
guestionnaires given out, 105 which is 93% of thtaltgiven out were returned, and 5
were found to be unacceptable. 100 questionnairese wherefore analyzed which

represents 89% of the total number of questionaassied out.

4.2 Distribution of respondents by Gender

Figure 4.1 Distribution of respondents by Gender

@ Male
m Female

70%

From the analysis in figure 4.1 above, the resuithcate that 70% and 30% of the
respondents were male and female respectively. 3inisvs that the majority of the

respondents were males and it indicates that malabars are more interested in their
union activities than their female colleagues, leemclicating that there is a correlation

between gender of the respondents and their pa&voepivards their union.
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4.3 Distribution of respondents by age categories

The respondents were asked to indicate their agestale of 21-30, 31-40, 41-50 years

the findings is shown.

Figure 4.2 Distribution of Respondents by Age Cateagies
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According to the results in figure 4.2 above, mi&jo43% fall in the bracket of 31-40
years, whereas 41% and 16% of the respondenti fide category of 21-30 years, and
41-50 years respectively. The results above indichat the majority (84%) of the
respondents are aged below 40 years. This impheas age is a trait that affects

perception of the respondents towards KUPPET.
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4.4 Distribution of Respondents by Job Bracket

Respondents were asked to indicate their job btaoka scale of G-H, J-K, L-M, N-P,
Q-R. The study sought to know if there is a cotretabetween the job group of the

respondents and their perception towards KUPPET.

The results indicate that 53%, 37% and 10% of #spondents fall in the job group
scales of J-K, L-M and N-P respectively. From tesuits, above, job group is a trait that
affects the perception of the respondents towartdd?’RET and it is clear that the
majority falling in the scale of J-K (53%) are mangerested in the unions’ activities. it
is also clear that KUPPET either has a minimal@mrembers at all who fall in the job

scale G-H and Q-R from the target population.

4.5 Length of Service with the Teachers Service Comssion

The respondents were asked to state the numbesaos yhey have been, with the TSC, in
a scale of below 5 years, 5-10, 11-15, and abowsed6s. The study sought to find out if
the length of service is a trait that can affee gerception of the respondents towards

KUPPET.

According to the results, majority of the resportdetb% have worked with the TSC for
a period less than 5 years, whereas 28%, 11% a¥tdof@he respondents have worked
with TSC in the bracket years of 5-10, 11-15 andvabl6 years respectively. From the
results, it is clear that the majority of the respents 45% have worked with the TSC for

less than 5 years, followed by 28% of the respotsdemo falls under the scale of 5-10
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years length in service with TSC. This shows thatlength of time in service with the

TSC is a trait affecting the perception of the megtents towards KUPPET.

4.6 Union Membership Duration

The study sought to find out if there is a corielatbetween the respondent’s union

membership duration and their perception toward®RHT.

The study revealed that 38%, 26%, 14% and 22% efespondents have membership
length of less than 1 year, 2-3, 4-5 and aboveaBsyeespectively. This indicates that the
involvement of union activities by the respondshigher among the newly recruited

members of KUPPET.

4.6 The media which influenced the respondent intining KUPPET.

The respondents were asked to indicate the kindaeafia which made them aware of
existence of KUPPET. From the results, it is clisat majority of the respondents were
made aware of the KUPPET existence by more thankoree of media ranging from

print media, colleagues/friends, union leadersdieosl administration. But radio as a
media was not indicated by any of the respondénggority of the respondents equally

rated the effectiveness of the media which infleehihem in joining KUPPET as good.

4.6.1 Member rating of the effectiveness of the mexd

The respondents were asked to rate the effectigeokesmedia in influencing them in

joining KUPPET.
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Figure 4.3 Member rating of the effectiveness of tnhmedia

14%

o Poor
m Awverage
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The study revealed that 29% and 57% of the respusdated the media average and

good respectively.

4.6.2 Member rating of the effectiveness of KUPPET

The respondents were asked to rate the effectiseae&KUPPET in provision of its
services towards the betterment of their welfares. @& construct, effectiveness of
KUPPET as a service provider was captured by emalthe respondents to have a wide
range of items representing their welfare, of whindy were to rate the effectiveness of
KUPPET in achieving the same. Then likert scale wssd to give numerical values
using frequencies, the number of respondents chga@sparticular response was scored

and percentage calculated.
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Figure 4.4 Member rating of the effectiveness of KBPET
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KUPPET performed well in 6 items in the set of fglis, by scoring above 50% in all
the six items, in the continuum merging the rankiaggs of average, good and excellent
namely: number of working hours, house allowaneearding of study leave, medical

allowance, timely pensions and death benefits amddcruitment.

KUPPET according to the respondents rating scorgldwb 50% in 8 items in the
continuum merging the ranking traits of averag@dyand excellent, namely:

Merit promotions, fair deployment and transferscognition of HIV Aid infected
teachers, legal assistance on disciplinary issgesymuter allowance, disturbance
allowance, training and development of teachersfisnadly leave allowance in that order
respectively.

If the frequency of responses by the respondentakien as a measure of KUPPET

effectiveness, then the below average performamdieounion, since the number of
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welfare sub-sets items rated below average outwdlgbse rated above average, suggest
that it has not been performing to the expectatibits members though there are some
sub-set items of welfare it scored highly, implyitigat is has done much towards

realization of the same.

4.7 KUPPET Branch Level Leadership Positions

The respondents were asked to indicate if they \@erare of the leadership positions
existing in KUPPETS Branch levels. The study resdathat the majority of the

respondents (83%) are aware of the positions agisti

4.7.1 Involvement of colleagues in KUPPET leaderghi

The respondents were asked to rate the involvermgrtheir colleagues in KUPPET

leadership.

5%

45% O Poor
W Average

0O Good

50%

The study revealed that 47% and 42% of the respaadated the involvement average

and good respectively with only 5% rating is poor.
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The results above indicate that the majority ofpoeslents are comfortable with the

composition of KUPPET leadership.

4.7.2 Democracy of KUPPET Branch Level Elections

The opinion of the respondents was sought on tred t& democracy in KUPPET branch
elections. 23% and 70% rated the democracy electimas average and good
respectively. This indicates that the majority e§pondents were comfortable with the

conduct of KUPPET branch level elections.

4.8 Financing of the Union

The respondents were asked to state whether they meolved in the financing of
KUPPET as a union. The survey revealed that 98%hefespondents agreed that they
took part in financing their unions, while 2% dehi@ taking part in financing the union
from the results above, it is clear that the 2% midl understand the question since all

members of KUPPET do finance the union.

4.8.1 Mode of Financing KUPPET

The respondents were asked to state mode of fingdUPPET as a union.

85% of the respondents indicated that they madehhoecontributions, while 15% failed
to react to the question. This indicates that thotige majority 85% of KUPPET
members is aware that they finance the union, 1661 aware or did not understand the

guestion.
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4.8.2 Member rating on the Amount they contribute © KUPPET

The respondents were asked to rate the amounttmsibute in terms of financing their
union considering the general economic situatiothexcountry. 82% of the respondents
indicated that the amount they contribute to themns fair while 12% indicated the
amount as being on the higher side consideringgtreeral economic situation in the
country 6% did not react to the question. From rthsults above it is clear that the

majority of respondents are comfortable with theant they contribute.

4.8.3 Member rating on the KUPPET’s Advocacy of hamonization of

its members with those of civil servants.

Respondents were asked to indicate if they agre#gd WUPPET's advocacy for
harmonization of salaries of its members with thofseivil servants.

59% and 34% of the respondents rated the advocaoygly agree and agree
respectively. While 5% and 2% of the respondensagteed and strongly disagreed
respectively. From the results, it is clear thatRRET enjoys the support of majority of
its members (83%) in its endeavor for harmonizatibits member salaries with those of

civil servants.

4.8.4 Need for KUPPET if harmonization of salariess realized

The respondents were asked to state if they agvébdhe statement that there will be no
more need to have KUPPET’s representation if theoeacy on harmonization of its

member salaries with those of civil servants isized.
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46% and 43% of the respondents, strongly disagnee,disagree respectively with the
statement, while 11% of the respondents agreed thi¢hstatement. From the results
above, it is clear that KUPPET enjoys support of members beyond salary
harmonization, and probably, salary is just but ¢amet among many catered for by

KUPPET.

4.9 Member own opinion on any other facet of welfag KUPPET fails to

cater for.

The respondents were asked to indicate any otloet f&# their welfare which was not
captured by the questionnaire and they feel KUPBHailing to cater for. Majority of
the respondents felt that KUPPET does not advdoat@a scheme of service for post
graduate members. And that KUPPET does not praechembers from high interest

rates imposed on them by banks and co-operativeoSac

4.10 Possible ways in which KUPPET should employ taetter its service

provision.

Respondents were asked to suggest possible wagJR®PET aimed at improving its
service provision. Majority of the respondents sgigd that KUPPET should make its

county branches effective and efficient in theiexgtions.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND

RECOMMENDATION

5.1 Summary

The results of the findings were based on the datkected from the questionnaire
administered. Most of the questionnaires dispatchwede filled and returned. The
guestionnaires returned constituted 89% of what aasiinistered hence results of
findings can be said to be representative of thepta The study sought to get the
ratings of KUPPET members in Bomet District on anber of welfare sub-sets that the

union represents.

A survey research design was adopted to get thenexb which KUPPET had
contributed towards the attainment of the sameasel§ub-sets. It emerged that there are
certain sub-sets items of welfare that are perdeteehave been well catered for by
KUPPET, but then there are other sub-sets whighorefents felt that there is still a lot
to be done by KUPPET. Demographic statistics irtdat@hat the male respondents were
marginally more than the female respondents. Tlsellte further indicate that the
majority of the respondents had worked with TSC l&ss than 5 years and that the
majority of KUPPET for a period less than one ydtaequally emerged that majority of

the respondents are from the job level L-M.

Majority of the respondents agreed that they wesaelenaware of the existence of the

union through the four media given, apart from theio, they also agree that the media
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were effective in influencing their membership. bldy of the respondents 83% are
aware of KUPPET branch leadership positions witho88ating the involvement of their
colleagues with the branch level elections beirigdaabove as average by majority

(93%) of the respondents as being democratic.

Overall the respondents agreed that KUPPET hasnpeetl well in the realization of 6
welfare sub-sets items by being rated average lamvkeaaverage on alikert scale, namely;
house allowance 88%, number of working hours 75%dical benefits 63%, study
leaves 66% and fair recruitment 90%. The respoisdssdred KUPPET below average in
the following sub-sets of welfare; commuter alloean48%, fair deployment and
transfers 32%, legal leave allowance 48% on meawmptions 42%, recognition of
HIV/AIDS infected teachers 30%, legal support oscihlinary cases 20%, training and
development 14%, disturbance allowance 12% ancelalowance 5%. If the number of
respondents choosing of given option is taken ageasure of KUPPET effectiveness,
then the majority of the respondents rating theomnas below average imply that

KUPPET has not done much in realization of the sanfesets of welfare.

Generally, majority of the 93% agreed with KUPPEatocacy of salary harmonization
with those of other civil servants with a majori8% agreeing that they need KUPPET
beyond salary harmonization. Majority of the regpemts equally felt that KUPPET

should bargain for a scheme of service for postigeee members, and further that it

should advocate for protection of its members fiagh interest rates charged on credit
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facilities. Majority of the respondents 94% are ¢omable with their monthly union

contributions.

5.2 Conclusion

The objective of this study was to find out thegegtion of leadership effectiveness of
KUPPET by its members in Bomet district. On theibad the foregoing findings, a

number of implications for KUPPET are made. Majowf the respondents are young
both in age and in the length of service with T&€ well as in membership duration to
KUPPET and the majority of them being males, thiply that the younger members are
actively involved in the union’s activities and pebly that KUPPET has so far done

well in the recruitment exercise.

With the below average rating, relating to some-setbitems of welfare, it suggest that
majority of the respondents felt that KUPPET haisezimade minimal contribution of no

contribution at all towards realization of the sambe average and above rating on the
need to have KUPPET beyond harmonized salary is\phiat member welfare issues are

beyond salary item alone and that KUPPET has dbfigure.

With majority of respondents asking KUPPET to adtecfor a scheme of service for
post graduate teachers, it is clear that none akigte moment. Overall, when all the 14
sub-sets items of welfare are considered, majoatythe respondents rated the
effectiveness of KUPPET as below average, sincaetheelfare items rated below

average outweighs those rated above average.
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5.3 Recommendations

Basing on the findings and conclusions made, thdystecommends the following:
KUPPET should continue advocating for harmonizabérsalaries of its members with
those of the civil servants.

KUPPET should advocate for a scheme of servicetlerpost graduate members, it
should equally advocate for improvement of commatkxwance, introduction of leave
allowance and bargain for low interest rates ouitfacilities.

With the majority of the respondents having workeéth the TSC for less than 10 years,
it implies that KUPPET recruitment exercise hasnb&éccessfully but then KUPPET has

to shift focus to recruitment of TSC long serviegcthers.

5.4 Suggestions for Further Research

Arising from the research findings it would be Halgo replicate the study in a different
district. Further study should be done on perceptb leadership development to the
employees of Kenya Union of Post Primary Educalieachers (KUPPET). The study
also recommends that a cross sectional survey bee doovering the other

districts/counties under KUPPET in Kenya.
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APPENDICES

Appendix 1: Letter of Introduction

Dear Respondent

REF: REQUEST FOR RESEARCH DATA.
| am a master of Business Administration (M.B.A)d&nt at the University of Nairobi. |

am required to submit as part of my course worlkes®sent a research project report on
the perception, of post primary school teachers,Bwomet district to KUPPET.
To achieve this, you have been selected for theystukindly request, that you fill the
guestionnaire, to generate data for the study. Yparticipation in this study is
completely voluntary. There are no foreseeable srisissociated to this project.
The information obtained will be treated with utrhosnfidentiality and used only for the
intended purpose. If you have questions at any abwut the study or procedures, you
may contact me on 0725 992 570 either by callinthmugh SMS.

Your assistance and cooperation will be highly appciated.

Thank you in advance.

Korir Kiplang’at Charles Mr. George Omondi
M.B.A student- researcher Supervisor

University of Nairobi

41



Appendix 2: Questionnaire

PART 1: GENERAL INFORMATION

IO o 0 = o = PP (@ o1 i [o]a - 1) B
1.1 Name of the SChOOl ... e e
IR 91V oo P
1.3Gender Male[ ] Female [ ]
1.4 Your age bracket. (Tick whichever appropriate)

21-30[ ] 31-40 []

41-50 [ ] 50&above []
1.5 Your job group bracket. (Tick whichever appraf®)

G-H [] J-K[ ]

L-M [] N-P[] Q-R []
1.6 How long have you worked for TSC?

Lessthan5years|[ ] 5-10years]| ]

11 -15vyears| ] 16 - Above [ ]

PART 2: TEACHER PERCEPTION TOWARDS THE PERFORMANCE UNION.

2.1 For how long have you been a member to yowonmi

0-1 year [1] 2-3years|[ ]
4-5years [ ] 6-Above [ ]
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2.2 How did you come to know about the existencgaafr union? (You are allowed to

tick more than one)

Print media [ ] Radio []
Colleagues/friends [ ] Union leaders [ ]
School administration [ ] Other (specify) [1]

2.3 How would you rate the effectiveness of the imedove in having influenced you
into joining the union?

Poor [ ] Average [ ]

Good [ ] Excellent []

2.4 How would you rate your union representatidieativeness in the improvement of

terms in the following aspects? (Tick once aga@asth element).

Poor Average Good Excellent
Working hours [T [1] [ ] [ ]
Medical allowance [ 1 1 [ 1] [ ]
Disturbance allowances [ 1 [] [ ] [ ]
Fair deployment and transfers [] [] [ ] [ ]
On merit promotions [ 1 [] [ ] [ ]
House allowance [T [1] [ ] [ ]
Legal support on disciplinary issues [1 [ [ ] [ ]
Leave allowance [ 1 [] [ ] [ ]
Training and development [] [1 [ ] I
Timely pensions and death benefits [ ] [1 11 [ ]
Recognition of HIV/AIDS infected members [ ] | [ ] [ ]
Awarding of study leave [ 1 [] [ ] I
Fairness in recruitment [1 [1 [ ] I
Commuter allowance [1 [1 [ ] [ ]
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2.5 In your own opinion, what services(apart frégrode captured in 2.4 above) does

KUPPET fails to cater for as far as your welfareascerned

PART 3: TEACHER PERCEPTION OF LEADERSHIP EFFECTIVEN ESS OF

THE UNION

3.1 Are you aware of the leadership positions atatanch level of your union?
Yes|[ ] No[ ]

3.2 If the answer to question 3.1 above is yes,ldvgau rate the involvement of your
colleagues in the leadership of your union as;K bige)

Poor [ ] Average [ ]

Good|[ ] Excellent [ ]

3.3. How would you rate the latest KUPPET branchelleelections in terms of
democracy?
Poor [ ] Average
Good|[ ] Excellent

— —
—

3.4 Do you take part in financing your union?
Yes|[ ] No[ ]

3.5 If the answer to number 4.1 above is yes, whidie following represents the mode
of your financing? (Tick one)

Weekly contribution [ ]

Monthly contribution [ ]

Yearly contribution [ ]
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3.6 Concerning question number 4.1 above, how nadacliou contribute? (In terms of

Kenya ShilliNgS) . .....cuo i e e e e e e e e e e e e e e

3.7 Considering the general economic situationh@ tountry, would you rate your
contribution amount to your union as; (Tick one).

a) Above average [ | b) Average [ ] c) Belaverage [ ]

3.8 KUPPET’s advocacy for harmonization of the ppsimary teachers salaries and
advances with those of their professional counté&spa the civil service is the best
alternative of improving teacher’s welfare. (Tiake).

Strongly disagree []

Disagree []
Neutral []
Agree [1]
Strongly agree [1]

3.9 If the salaries of post primary teachers amnbaized with those of civil servants,
there will be no more need to have KUPPET's reprizgion. (Tick one)
Strongly disagree [ ]

Disagree []
Neutral []
Agree [1]
strongly agree [1]
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