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ABSTRACT

The objective of the study was to determine thegieed factors influencing turnover of
teachers in public secondary schools in Nairobi i®puThe study adopted cross-
sectional research design. The population of theystonsisted of all teachers’ in public
secondary schools in Nairobi County. The populabbthe study was categorized into
Districts and stratified sampling was used in whiclsample comprised of 10% from
each strata of the target population and this reduh a sample of 189 teachers. The data
was collected using self-administered questionsaidata was analyzed using statistical
package for social sciences and the findings pteden mean and standard deviations.
The study found out that turnover in the publicas®tary schools was high and that
rewards, training and development, career advantgmemographic factors and human
resource policy influenced teachers’ turnover whiterking conditions and management
style did not influence the turnover. The rewardmg offered to the teachers were found
to influence turnover as they did not encouragehess to stay, comparable with what
the market offers and that retirement benefit sehamd medical scheme offered to the
teachers were incomparable to what is in the mafket findings of the study indicate
that training and development influenced turnowvethie schools as there is no sufficient
time and money allocated for training, the schatts not release teachers to attend
training and even sponsor them where possibleetiemo well organized training
program in the schools, teachers do not receivguade training and information to do
their job well and that training and developmerangl were developed and monitored for
all teachers. Teachers were found to be dissatishgth career advancement as
promotion was not held regularly, based on abilitgfavorable and schools lacking
promotion policies. The study concluded that forfgenance of public secondary
schools to be improved, factors causing teachemwer should be critically examined
and proper analysis done. The researcher suggastedvestigative study on factors
leading to turnover of teachers. The study reconu®énthat Teachers’ Service
Commission should change its human resource maragegimactice and style. Also the
government through Teachers’ Service Commissionlghevise the remunerations of
teachers in the public schools. This will go alomay in motivating teachers which will
in turn reduce turnover of teachers in these s&hool
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

The people who make up an organization -human ressuare considered to be one of
the most important resources of today’s firms. Re@nd how they are managed are
becoming more important because many other sowfcesmpetitive success are less
powerful than they used to. Recognizing that theidér competitive advantage has
changed is essential to develop a different frafmeef@rence for considering issues of
human resource management (Dyer and Reeves, IB@hlitional sources of success
such as product and process technology, protectelets and economies of scale can
still provide competitive leverage but an organias human resources are more vital
for its sustainability. Subsequently, it has becoswmmmonplace to say that the
management of human resources is and should bertaepan developing and
implementing a company's strategy (Dessler, 20B@¢ry organization wishes to have
high productivity, fewer turnovers and to be pralbie. Managing turnover successfully
is a must to achieve the above goals. Today’'s bases are more dependent than ever
before on their top performers to innovate and pl@wservices that differentiate a
company from its fierce competitors. People arentilest important drivers of a company
competitive advantage. This means, organizatioageliant upon their human assets to

survive and thrive (Mello, 2006).



Employee turnover has wide cost ramifications. labis a significant cost and the
leakage of human capital through unnecessary temay an element of critical
importance to bottom line performance. It followerefore that organizations should put
in place effective mechanism through which to lithié level of employee turnover that
an organization witnesses (Aksu, 2004).According Qarbery et al., (2003), the
management turnover intentions are affected to eatgr extent by psychological,
perceptual and affective factors rather than bydharacteristics of the employees or
organization. It is also noted that compared witheo cadres of employees, management
turnover has been reported as being lower tharoftthe operational employees and this
may be attributable to the relatively higher lewéldedication among organizational

managers and the high investment made by orgamizsitn their managers.

1.1.1 Concept of Perception

Employee perception is the attitude employees btawards policies concerned with pay,
recognition, promotion and quality of working lifand the influence of the group with
whom they identify (Armstrong, 2006). As Arnokt al (1991) comment, research
evidence has shown that people’s avowed feelings lagliefs about someone or
something seemed only loosely related to how tlehabed towards it and thus the study
of employees’ perception is critical towards foratidn and management of policies in
an organizationDashet al.,(2008) report that the factors of recognitiongerforming well,
chances of promotion, professional growth, comp@msaand incentive schemes, are
perceived as motivating factors by many employ&bgy point out that the development of
systems of rewards, recognition and career oppitigaras one of several critical tasks of

management in the information-based companies marteir research,neployees named



respectful treatment and recognition as one of dixeless costly and perhaps more
effective ‘management levers’ to be exercised byagament in their efforts to attract,

motivate and retain workers since employees consiaeh factors to be important.

Organizational readiness to reward employees fair gfforts, approval for sanctioning
resources and granting support for owning resultsilev ultimately shape employees’
perception and form their belief that the organtaratcares about their welfare and
support them. Employees extend their efforts andlue themselves only if they
perceive that organization is standing for the guton of their rights. According to
Messer and White (2006), employees’ perceptionfiohess affect their likelihood to
demonstrate organizational citizenship behaviouarshis case, perceived unfairness and
ineffectiveness of the performance management systn result in counterproductive
and sometimes detrimental behaviour from employ&esording to Maertz and Griffeth
(2004), the perceived desirability of movementatedmined by job satisfaction, which is
a function of a wide range of job characteristlest instance, a management staff ability
to participate in monetary rewards available inwlekplace and in decision-making are
likely to influence job satisfaction and therebye tbesire to stay or escape a given

situation.

1.1.2 Employee Turnover

Employee turnover is the ratio of the number of keos that had to be replaced in a
given time period to the average number of work&gnes, 2009). Employee turnover is
a ratio comparison of the number of employees apamy must replace in a given time

period to the average number of total employeefiuge concern to most companies,



employee turnover is a costly expense especiallpvier paying job roles, for which the

employee turnover rate is highest. Many factory pl@ole in the employee turnover rate
of any company, and these can stem from both th@oger and the employees. Wages,
company benefits, employee attendance, and jolonpesice are all factors that play a
significant role in employee turnover. Companidseta deep interest in their employee
turnover rate because it is a costly part of ddnginess (Beam, 2009). The employee
turnover rate is usually calculated by dividing tihenber of employees separated from

the company they were working for by the base nurabgbs during the period.

Employee turnover can be extremely devastatingafiyr company. It makes it difficult
for employers to maintain a steady and succesgfetation. Management should have
their own rating on employee turnover and measuneiwiehow this affects organizations
performance. Losing a single key worker can deerdas likelihood of a project’'s
success and can reduce investors’ confidence ifithgGrobleet al., 2006).High staff
turnover in an organization is a major factor atffeg workplace efficiency, productivity
and cost structure. A low employee turnover is sasnan asset in the competitive
business environment. It is therefore imperativkaep the level of employee turnover as
low as possible. Labour turnover is a gradual gecéccording to Mobley (2007), an
employee starts by an evaluation of an existinggjoth the environment the work is being
done. It is believed that work environment playsetal role on an employee’s decision

to continue working in an organization or to quit.



1.1.3 Factors Influencing Employee Turnover

Factors affecting employee turnover today have tmecancreasingly complex. Labor
turnover levels can be very high in an organizatwith poor working conditions,
undesirable jobs, pay inequities and limited opputies for advancement. An
employee’s stage in life also determines one’silgtalin a job. Older and married
employees who have been with the organization féong time can be more stable
because of their family responsibilities while thieung and unmarried can be very
mobile. Labor turnover can also be caused by impeg, limited tolerance for
frustration, curiosity, lack of commitment and urtaety as to what one want to do. The
company (group) one keeps can also be an influedcgoor fit between employees’
personalities and their jobs will increase the cedor alternative jobs. If the group to
which one belongs is cohesive and friendly andetree colleagues who joined their
work group at about the same time, the employessidncy to consider leaving will be
reduced. The existence of alternative job oppdaigswill also influence labor turnover

(Nzuve, 2010).

Ahmad and Schroeder (2003) were of the view thattirations where employees are not
stable in terms of the jobs they do, they tenduid gnd look for jobs that are secured
because with secured jobs employees can easilycptedir career advancement. This
cause of labour turnover from the observationshefresearcher seems to be a common
cause of employees leaving one bank to the oth@irong a company outside the sector.
Grobleet al., (2006) are of the view that demographic variables/e a strong
relationship with labour turnover. The writers aye the view that employees with

propensity to quit are young employees with ligiiority who are dissatisfied with their



jobs. Couger (2007) is of the view that labour twer may come from poor personnel
policies, poor recruitment policies, poor supergysopractices, poor grievance
procedures, or lack of motivation. Labour turnospart from the fact that it creates a lot
of customer complains due to poor services rendéedhe new employee whilst

learning on the job, its effect can also be linke@g@roductivity.

1.1.4 Public Secondary Schools in Nairobi County

Secondary schools in Kenya fall into two categori@svernment funded and private.
Government funded schools are divided into natiopabvincial and district levels.

Private schools are run by private organizatiamdividuals or churches. The government
of Kenya through its policy documents has constitestressed the importance of
education as a strategy for eliminating povertysedse and ignorance (GoK,
1976).Consequently, provision of education in Kersyfundamental to the government
overall development strategy with the overall pplleing to ensure equitable access,
improvement of quality and efficiency at all levead§ education(GoK,1994). However

there are challenges that constrain its growth vimclude issues of access, quality and

relevance (Kemugat al.,1999).

Nairobi county currently has eighty secondary sthseven of which are national and
seventy three county secondary schools which asteilwited in nine districts namely:
Starehe, Kamukunji, Kasarani, Madaraka, Njiru, Ekalsg Langata, Dagoretti and
Westlands (MOE, 2013). Over the last four years dtieools have registered a good
performance at the Kenya certificate of secondatycation in which at least four

schools have always been in the top ten best peirigrschools in the country. Nairobi



county public secondary schools compared with osieeondary schools in the country
have a relatively developed infrastructure sucta@sessibility, buildings, laboratories,
human resources and social utilities such as @#gtand water (MOE,2010).However,
like many of the other Kenyan secondary schoolsjrada schools face several
challenges such as lack of adequate funding to astipgheir capital and recurrent
expenditures, inadequate space to expand the sclaoal increase in the number of
students seeking secondary education due to tlee grienary education programme

initiated by the government.

The government’s concern is to reduce low partiedpaand transition rates(from

primary to secondary to tertiary education),qualityelevance and school

management(MOE,2003).Public schools are establishedl managed by the state
through the ministry of education. The operationhaf public schools is delegated to the
board of governors (BOGs) who are appointed bynilrastry of education in accordance
with the law (Education act 1980). The board isestpd twice a year and during an
emergency. The issues of concern to educatorsmémabers of public and strategists
include escalating cost of running these schoaisjnareasing the number of pupils
enrolled that do not complete the four years ofcatlan, inability of parents to pay fees
and delays by government in releasing the freerstng education funds. Other issues
include serious cases of indiscipline, high debtfptio and growing cases of drug abuse.
This raises the question of internal efficiency.irgoby KNEC results, the performance

in this sub-sector has not been impressive.



1.2 Research Problem

In every organization, there is the need to infaeethe amount of effort that workers will
put into their job for better performance. The peab of how best to motivate individuals
to stay on in the organization to achieve desitgdatives of the organization have since
attracted the attention of social scientists, amtbpophers in different parts of the world.
Employee turnover is a major challenge which ha=ived considerable attention by
senior management, human resource professionalsndadtrial psychologists. It has
been proven that turnover is one of the most costig intractable human resource
challenge facing the organization. According to Agibt al., (2000) employees are seen
as major contributors to organizations competitagvantage and as such for the
competitive advantage to be maintained, labourowen should be discouraged by
management. The success or failure of an orgaoirakpends to a large extent, on the

ability of the company to attract and retain ttghtipeople for the job.

Teachers have the biggest impact on the studemtzube their teaching methods are
instrumental in helping them learn. Teachers’ tusro in public schools is
overwhelmingly high in search of “greener pasturd&s’public schools in Nairobi, there
is high turnover of teachers in which accordinght® ministry of education, 227 teachers
left their schools in Nairobi county alone in theay 2012. High labour turnover is
costly, lowers productivity and morale and tendgd¢bworse if not dealt with. It is on the
basis of the above premise that this study seekgldntify the perceived factors

influencing teacher’s turnover at public secondatyools in Nairobi County.



Recent local studies that have been done on thergacontributing to labour turnover
include; Kimosop (2007) who studied labour turnowefuture force security firms. The
findings were that low pay, sickness, long workifayrs, misconduct, change of careers,
and lack of career prospects were the causes otilabrnover in the company. Otieno
(2010) who researched on the causes of staff temiavprivate schools in Kisumu City
established that lack of job security was citednimst respondents as a major cause of
increased staff turnover in these schools. Wac{#fH0) researched on factors that
influence voluntary labour turnover in Kenya Medi€esearch Institute (KEMRI) and
established that there was a low rate of promotitiich was based on professional
gualifications and number of years worked. MulvZD10) studied on factors that
influence staff turnover in World Vision Internatial Somalia and the finding was that
staff turnover in World Vision International Sonelivas due to career growth for
instance from an officer to manager and from natido international position offered
within the wider World Vision Partnership, higherate of pay, better
management/supervision, better location, changevark environment and need for
development focus experience. Labour turnover aedweak teachers’ commitment to
the public schools that labour turnover indicatesse the potential to negatively impact
learning in public secondary schools. This is patérly important in a market which is
competitive at the local level, as well as at thebgl level. Addressing these issues,
therefore, is a matter of increasing concern ingbklic secondary schools. This study
therefore aims to answer the question; what are pleeived factors influencing

teacher’s turnover in public secondary schoolsairdbi County?



1.3 Research Objective

To establish the perceived factors influencing heas turnover in public secondary

schools in Nairobi County.

1.4 Value of the Study

The management of the public schools in Nairobi ri@pwvill understand the factors
contributing to staff turnover and thus put in glatecessary mechanism to control the
turnover. In addition the study will be an invallebource of material and information to
the many other public schools operating in the tgusince they will understand the

reasons for teacher’s turnover and thus addresisenfactors.

The Government will benefit from this study whenking policy related decisions that
influence retention of its teachers and other stéffe employees will find a basis of
negotiating with their employers for fair terms efhployment. For academicians, this
study will form the foundation upon which otherateld and replicated studies can be
based on. Scholars and researchers in the fieldrgdnizational behavior in human
resource management will also find it useful awauld provide a platform for further
research and would also be used as a referencevglogm researching on staff turnover

and related topics.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter is concerned with the review of litera related to the study. An overview
of theoretical foundation and development of thedgt labour turnover and the factors

influencing teachers’ turnover will be discussed.

2.2 Theoretical Underpinning of the Study

The study will be guided by the Hertzberg’'s (19&®tivation- hygiene theory of job
satisfaction. Hertzberg believes that every woheaes two sets of needs (motivational and
hygiene needs). He contends that employees inrélsigect, teachers will stay in their
schools so long as their needs are satisfied anddbe motivated. Failure to meet their
needs would automatically call for departure heteacher turnover. This study was
interested in establishing whether teachers’ tuenas only driven by their desire to
satisfy their needs or whether there are otheoread?eople are satisfied at their work by
factors related to content of that work. Thosedetre called intrinsic motivators and
contain achievement, recognition, interesting wamsponsibility, advancement and
growth. Factors that make people unhappy with therk are called dissatisfies or
hygiene factors. Herzberg found the following disd&es: company policy, supervision,
working conditions, interpersonal relationshipdasa status, security. What makes them
different from motivators is the fact that they ai@ related to the content of the work

but to the context of the job (Armstrong, 2007).
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The expectancy theory as advocated by Vroom (186§8)es that employees (teachers)
are likely to leave if their expectations are n@tnThis theory argues that the strength of
a tendency to act in a certain way depends ontteagth of an expectation that the act
will be followed by a given outcome and the attrsress of the outcome to the
individual. The theory suggests that a job is naiting for employees when they can see
a relation between performance and outcome, if these abilities to do the job and if
they see the outcome as satisfying their needs. thibery can be a suggestion for
managers to focus on main aspects of their subatieBrperceptions. As well as that, it is
helpful in explaining occupational choices and iedicting tasks that people will work

most and least hard at (Finchamand Rhodes, 2005).

2.3 Employee Turnover

Employee turnover is described as employees whe ety are leaving and will leave an
institution for various reasons (Groblat al., 2006). Labour turnover within an
organization is a normal part of organization fumuing and while a certain level of
turnover is to be expected and be beneficial totiganization, exclusively high turnover
may be dysfunctional to the organization. A hugeceon to most companies, employee
turnover is a costly expense especially in lowsjinajob roles, for which the employee
turnover rate is highest. Many factors play a rioléghe employee turnover rate of any
company, and these can stem from both the emplagdr the employees. Wages,
company benefits, employee attendance, and jolonpeaihce are all factors that play a
significant role in employee turnover. Companidseta deep interest in their employee

turnover rate because it is a costly part of ddinginess (Beam, 2009).

12



Turnover can be classified as being functional ¢fieral) or dysfunctional (problematic)
depending on the organization’s evaluation of tfddvidual. It is functional when a non-
performer leaves the organization and dysfunctionaére the departing employee is
someone the organization would wish to retain. Higinformers who are difficult to
replace represent dysfunctional turnover while mwion-performers who are easy to
replace represent functional turnover (Casio, 200&ynover can be beneficial if it
allows the organization to hire new employees waitbre current training. Fresh ideas
from outsiders can be critical to organizationd theae become stagnant and are in need
of innovation. Turnover can also afford opportwestito promote talented, high
performers. When poor performers or disruptive @ygés leave the organization, it

sometimes leads to increase in morale amongst ckerso(Mello, 2006).

2.4 Factors Influencing Employees’ Turnover

Armstrong (2001) posit that high turnover in an aorigation is an indication of a
problem in that organization. High rate of employeenover brings about negative
publicity to an organization and causes dissatigfacamongst employees resulting to
negative production. The causes of labor turnovermorale, job satisfaction, promotion
prospects, inadequate salaries, more respongbiland working conditions, (Bryant,
2007). These personalities attributes turnoverfmesvision, personnel policies, dislikes
for job, poor working conditions, unequal workloadsd job security. The intrinsic
factors depend on the individual and encompassfijplpersonality and demographic

factors like age, gender and marital status.
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2.4.1 Rewards

Employee rewards are concerned with both finanarad non-financial rewards and
embraces the philosophies, strategies, policiessphnd processes used by organizations
to develop and maintain reward systems (Armstr@@§2). The most common reason
for employee turnover rate being so high is thergakcale because employees are
usually in search of jobs that pay well. Those vaine desperate for a job may take the
first one that comes along to carry them throughlevkearching for better paying
employment. Also, employees tend to leave a compaegause of unsatisfactory
performance appraisals. Low pay is good reason asy an employee may be lacking
in performance (Rampur, 2009). According to Luth&2@05), “wages and salaries are
recognized to be a significant, but complex, mdiitrensional predictor of job
satisfaction”. According to Smith, Kendall and Hul{2009), employees are satisfied
with the compensation when the current pay is béktan the desired pay. However,
despite the fact that there is ample proof of ati@hship between turnover rates and pay
levels, other factors need to be considered sudhiess in the administration of pay,
differences in the importance of pay and the outrof performance pay systems
(Heneman and Judge, 2000). Where wage policiescamdy designed and where salaries

are not competitive, turnover is higher.

Inadequate or unsound wage classification struanag cause dissatisfaction and may
result in termination. Pay problems arise becadisencompetitive, inequitable or unfair
pay systems. New employees often wonder why thegive less money than an

association that is apparently performing the jahctions. Voluntary turnover is mostly
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by those in search of higher pay. When the econisniping well, exit interviews show
that people resign for better pay elsewhere. Ireth performing economy the availability
of alternative jobs plays a major role in the staffnover (Herbert, 2003).The Gallup
organization conducted an extensive study of 80,@@Dagers to analyze the factors
contributing to the quality of the workplace. Thedy finds that employee satisfaction
and job retention can be achieved through recamm{@uckingham and Coffman, 2009).
Of the 12 dimensions employed in the survey, reitimgn and praise rank fourth.
Urichuk (2009) argues that employee turnover istdug lack of recognition and reward,
and points out that ‘recognition helps in retainthg sincere employee and saves time
and money to recruit new people and it also engas@ather workers to do a good job.
Hard to believe, yet motivation is achieved througtognition’. Recognition and reward
are differentiated by Hansen, et al. (2002, p. @Ho note that ‘intrinsic motivation is
driven by the particular behaviour of extrinsic mation and strategic recognition

needed by an organization while implementing tieard strategy’.

While pay and benefits alone are not sufficientditbons for high satisfaction, it is an
indispensable measurement in job satisfaction atialo Noe (2007) argues that for
most people, work is the primary source of incoamel financial security and an
important indicator of status within the organimatias well as in society. Naturally,
employees want pay and benefits reward systenthbgtperceive as just, unambiguous,
fair and in line with their expectations (Robbi2§08). Further, Okumbe (2001) assert
that in determining compensation levels organirstianust be conscious of the
prevailing market rates to ensure fairness andtydni compensation. Organizational

indifference on going rate or going range will atfmegatively on efforts put towards
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attracting and retaining the required staff. Wheoope are paid well they are able to

meet their daily needs, concentrate at their platesrk and accomplish their tasks.

2.4.2 Working Conditions

Working conditions have a modest effect on jobséattion. If working conditions are
good (clean, attractive) employees will find it ieado carry out their jobs. If working
conditions are poor (hot, noisy) personnel willdfiht more difficult to get things done
(Nelet al., 2004). Employee working conditions play an impottaole in an
organizations ability to attract, retain and mat@vgood employees, hence a cause of
employee turnover. In relation to the above, Schawé2004) adds that those working
conditions, which include physical and psycholobfeators surrounding a job, vary in
importance as a motivator and the absence of sutivating factors, employees and in
this case teachers will exit. Hanusbekl.{2002) argue that employees’ salaries are not
all that matter. They show that employee preferenug across a range of jobs and

organization conditions and may be just as imporarsalary in the retention decision.

Some employees jump from company to company becthemse prefer a working
environment that is suitable for them. If workingnditions are substandard or the
workplace lacks important facilities, such as prolgghting, furniture, clean restrooms,
and other health and safety provisions, employeastvwe willing to put up with the
inconvenience for long. If an employee finds anrappgate work environment which is
suitable for them in a specific company, they mayknin that same organization for

several years (Handelsman, 2009).
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2.4.3 Management Styles

Borstorff and Marker (2007) state that the reladldp between managers and employees
influences employees’ decision to stay in a jolth@ssupervisors and managers have an
important impact on employee turnover. The lendthirae that employees stay in an
organization is largely determined by the relattopsbetween employees and their
managers (Dobbs, 2001). Employees value certatortaabout managers. Taylor (2002)
notes that employees desire managers who know adedratand them, and who treat
them justly. Employees also prefer managers whobeatrusted. If employees feel that
their managers are fair, reasonable and suppottvels of job satisfaction increase. If
the manager shows interest in the well-being of leyges and is supportive and
sensitive towards employees emotionally, employde satisfaction increases (Egah

al., 2004). Furthermore, autonomy is valued by emplsye®l decreases turnover.

The role of the leader has become vital, especialign environment that is constantly
changing (Cope and Waddell, 2001). The effect efdées’ influence on workers’
work-related experience cannot be underestimated. Inymages, the caliber of the
relationship between the worker and his or her ighate director is the most powerful
indicator of job satisfaction. This connection betéw management performance,
leadership, and satisfied workers is easiest searew workers, who generally equate
their feelings about their work with the quality tfeir leaders. An inaccessible or
insensitive management style costs an organizdiath directly and indirectly. Low
productivity, frustrated workers, loss of time, andney spent to enhance the confidence

of the staff are reflections of workers’ attitudes.
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When employees are supported by their managers dheyless likely to leave an
institution. According to Chieffo (1991) employeeko are allowed by managers to take
part in decisions that influence their jobs tendtay. Lastly, employees have the need to
participate in decision making regarding matteeg toncern them. There seems to be a
strong link between participation in decision-makimnd job satisfaction, service
delivery and decreased turnover rates. Leadersylgssare at the heart of the success of
an organization and strongly influence the firmsell performance (Rowest al.,
2005). Different managers adopt different styles] axperts have argued that style of
leadership is inextricably linked to the achievet@hmanagement goals and the ability

of managers to motivate their team.

2.4.4 Training and Development Opportunities

All organizations, private or public connect emm@eyg to execute certain activities in
order to attain goals and objectives. No mattertwiese goals are, organizations must
have competent employees to perform the tasksaadcomplish them. This is not just a
matter of extensive training in task skills, butcoimpletely new ways of thinking about
work, and of working and relating with one anott{Beardwell and Holden, 2001).
Although well-thought-out strategies and human wes® planning, recruitment and
selection initially provide an organization withethequired workforce, additional training
is normally necessary to provide employees withgpécific skills which enable the
employees to survive over time (Swanepbedl., 2003). Current labour economic
thinking on training assumes a negative relatigngietween turnover and training. It

supposes that the investment in training is theltred optimizing decisions made by
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both workers and employees. The increased skaigltieg from general training enables
employees to extract higher wages from their carren future employers. Since

employers are confronted with the risk of not beade to recoup this investment, they
will not be inclined to sponsor general trainingemfiployees. Firm-specific training, on
the other hand, cannot generate an increased walyeamyone other than the current
employer. Therefore organizations can recoup timsestment in specific training and

they will be willing to share some or all of thest® of specific training rather than of

general training (Forrier and Sels, 2003).

Werther and Keith (2006) said that training anded@wment teaches existing employees
new knowledge, skills and abilities to ensure theantinued usefulness to the
organization and meeting their personal desireaflmancement. The employer must be
committed to training and development of the saaifi show this by releasing employees
from regular work to attend training and even sponthem where possible. When
training opportunities are lacking, workers get deatized and easily move to other
companies even for a low pay but as long as theeechances for training and
development. Resignations and turnover can incriégssople are not trained properly,
or feel that demands are being made upon them whéhcan reasonably be expected to
fulfill without proper training. New employees canffer induction crisis if they are not
given adequate training when they join the orgamma Lack of a well-organized
training program may result in loss of employeé®nmployees are not properly trained
on their new jobs, they may think they are not pesging rapidly enough and that

advancement is slow (Forrier, 2003).
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Human capital development theory suggests thatktimvledge, skills and abilities
possessed by individuals are components of an @a#@n’'s “human capital”. It
presents a view of employees as organizationakinwents or assets that, when properly
deployed, contribute to an organization’s produttiyRondeaet al., 2009). Mello
(2006) suggests that if an organization considersemployees to be human assets,
training and development represents an ongoingstment in these assets and one of the
most significant investments an organization cakenRondeaet al.,(2009) say that by
investing in their human resources, organizatiomsreot necessarily motivated by the
humanitarian objective of maximizing employee wedfar happiness, but rather they do
SO as a means to increase their productivity, twoime more adaptable to emerging
opportunities in the market place or to enhancé tleputation with key stakeholders.
However, while investments may increase the orgaioiz’'s stock of human capital, they
may also enhance the attractiveness of their erapoyo other employers. Furthermore,
trained employees may also realize their enhane&gevand look to pursue other, more
lucrative, options if their enhanced value is ifisigntly recognized with better

compensation or more interesting work assignments.

2.4.5 Opportunity for Career Advancement

Lack of opportunity for advancement or growth case a high turnover rate for any
organization. If the job is basically a dead-endppsition, this should be explained
before hiring so as not to mislead the employee jbb should be described precisely,
without raising false hopes for growth and advanesimn the position. Since employees
generally want to do a good job, it follows thaeyhalso want to be appreciated and

recognized for their work. Even the most seasomepl@yee needs to be told what he or
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she is doing is right once in a while (Shamsuzzd&tf)7). Lack of opportunity for
advancement through seniority or otherwise maylrésulissatisfaction that simmers in
an employee’s mind until he or she finally quitstte case of jobs having no real future,
applicants should receive a full explanation betbesy are hired. If an organization does
not have chances for promotion of their employ#esy may quickly lose this resource
to others. Promotion chances are the degree ohtateccupational mobility within an
organization (Price, 2001). Promotional chancesicedurnover since an employee can
stay on hopefully eyeing a vacancy. Promotion aff$¢ a motivator in the sense that an
employee is satisfied even as he performs his slutith job satisfaction turnover is

highly reduced (Cascio, 2002).

Commitment towards the organization is degradethéire is a perception of under
handed methods in promotion activities (Mosadegttrad. 2008). AFAhmadi (2002)
established that employees demonstrate greatds lef/satisfaction and commitment if
they are given ample opportunity for personal al a® professional growth in their
organization. According to Friday and Friday (2Q03atisfaction with promotion
determines employees’ attitudes toward the org#niza promotion policies and
practices. In addition to this, Bajpai and Sriveatgd2004) postulate that promotion
provides employees with opportunities for persogr@wth, more responsibilities and
increased social status. Research indicates thaplogees who observe that promotion

decisions are made in a fair and just manner as likely to experience job satisfaction.
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2.4.6 Demographic Factors

Demographic factors that have been found to haaflestrelationship with turnover in
past research include age, tenure, level of edutatievel of income, and job
category(managerial or non-managerial). Maertz @adnpion (2001) in their study
found out that amount of education was positivedgoziated with turnover suggesting
that the more educated employees quit more oftdriteat non-managerial employees are
more likely to quit than managerial employees. Vitdwy labour turnover decreases with
increasing age (Young, 2000). This is because ghgngccupations becomes more
difficult and threatening with age. The typical wer, who is thirty five (35) years of age
or above has become involved in an occupation wiktengage him or her until
retirement and despite occasional signs of disconfew of such workers entertain

serious thoughts of changing occupation.

Young (2000) posit that labour turnover is highglated to the employee’s length of
service. This means that new employees have higites of labour wastage due to
induction crisis, among other factors, than empésyeho have stayed longer with the
organization. This can be associated with thetfaattworkers move less often as they get
older and as they get used to their work and tlgarozation and most of them have
established relationship with those around them.ngduni (2002) found out that,

employees who are not married have a higher prayewosleave work than the married

employees. All researchers agree that labour t@mo higher among females than

males especially in married women. These findings be explained by the fact that
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women may leave jobs due to family commitments aaghesigning to raise their young

family (Blan and Khan, 2001)

2.4.7 Human Resource Policies

Organizations should develop human resource pelai strategies, including selection
and recruitment, training and development, andoperdnce management, that reflect
their beliefs and principles as well as maintainigreptable relationships between
management and employees. However, some humarnrecestepartments merely devise
policies that deal with current problems or requeats (Oakland and Oakland,
2001).Whitener (2001) suggests that employeesntamret organizational actions, such
as human resource practices and the trustworthofesmnagement as indicative of the
organization’s personal commitment to them. Whexe employees leave after a short
period in the job, poor recruitment and selecti@tisions both on the part of the
employer and employee are usually the cause, alithgooorly designed or non-existent
induction programs Morrell, 2004). If expectations are raised too high durihg t

recruitment process this can result in people dtwggobs for which they may be

unsuited. Organizations often do this to ensure thay fill their vacancies with

sufficient numbers of well-qualified people as diycas possible. However, this can be
counterproductive over the longer-term, as it eadlto costly avoidable turnover and to

the development of a poor reputation in local lalboarkets.

Inadequate selection and deployment methods magecaarest and dissatisfaction

among new employees (Armstrong, 2004). Employeeslagplaced in jobs that are too
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difficult or their skills may be inadequate. Intet case new employees may become
discouraged and may quit in the hope of obtainigensuitable employment elsewhere.
Rapid turnover can result simply from poor selectior promotion decisions. It is
essential to ensure that selection and promoti@mteguures match the capacities of
individuals to the demands of the work they havedto The process through which
employees are hired can be a major source of stafbver, keeping staff turnover low
begins with hiring employees who are good matchtlier practice and the position. In
hiring practices like making reference checks, ifigdout why the employee left the
previous job and ensuring that a candidate skiltchres the job description, the

organization settles for an employee who can senger (Capko, 2001).

24



CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The chapter describes the proposed research désegtarget population, data collection

instruments and the techniques for data analysis.

3.2 Research Design

The research design adopted was cross-sectionaysurThis looks at data collected
across a whole population to provide a snapshdbatf population at a single point in
time. This kind of study was used to determinepéeceived factors influencing turnover
of teachers in public secondary schools in Nai@bunty. Descriptive design method
provides quantitative data from a cross sectiornthef chosen population. This design

provides further insight into research problem bgdatibing the variables of interest.

3.3 Target Population

The population of the study consisted of all tea€han public secondary schools in
Nairobi County. According to the Teachers Serviaengission (2013) there are 1883
teachers in public secondary schools in Nairobir®puThe population of interest was

broken down as follows;
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Table 3.1 Population Size

District Population Percentage
Starehe 339 18
Kamukunji 193 10.2
Kasarani 153 8.1
Makadara 252 134
Njiru 126 6.7
Embakasi 95 5
Lang’ata 88 4.7
Dagoreti 321 17.1
Westlands 316 16.8
TOTAL 1883 100

Source: (TSC, 2013)

3.4 Sampling Design

The researcher used stratified sampling becausas# of classifying the population into
strata. The sample comprised of 10% from eachastfathe target population. According
to (Mugenda and Mugenda, 1999) a sample of 10%oissidered representative.
Respondents were selected randomly based on thegocgt This approach was
considered appropriate since it ensured a reprsensample. In order to find the best
possible sample, stratified sampling was the bethad to use as it provided reach and
in-depth information. The sample size was approgfiar the study as it ensured that all
the cadres in the organization are representedréduging sampling bias and achieving

a high level of representation.
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Table 3.2 Sample Size

District Population Sample size(10%)
Starehe 339 34
Kamukunji 193 19
Kasarani 153 15
Makadara 252 25
Njiru 126 13
Embakasi 95 10
Lang’ata 88 9
Dagoreti 321 32
westlands 316 32
TOTAL 1883 189

Source: (TSC, 2013)

3.5 Data Collection

The study used primary data which was collectedoutin self-administered
guestionnaires. The questionnaires consisted df bpen and closed ended questions
designed to elicit specific responses for qualimand quantitative analysis respectively.
The questionnaire was administered through “dropl g@ick later” method. The
respondents for the study were teachers’ in allipecondary schools in Nairobi. The
guestionnaire was made up of two sections; sect#oncovered demographic

characteristics while section B covered the pesmifactors that influence teachers’

turnover.
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3.6 Data Analysis

The data collected was analyzed using descriptatesscs (measures of central tendency
and measures of variations). Once the data wasotetl, the questionnaires were edited
for accuracy, consistency and completeness. Howelefore final analysis was

performed, data was cleaned to eliminate discreparand thereafter, classified on the
basis of similarity and then tabulated. The respsngere then coded into numerical form
to facilitate statistical analysis. Data was anat/aising statistical package for social
sciences based on the questionnaires. In partjdhlaranalysis was presented in tables,

pie charts, percentages, mean and standard desgatio
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

The research objective was to establish the pexdefactors influencing turnover of
teachers in public secondary schools in Nairobi i@puThis chapter presents the
analysis, findings and discussion. The findings presented in percentages and

frequency distributions, mean and standard dewiatio

4.2 Response Rate

A total of 189 questionnaires were issued out anty d53 were returned. This
represented a response rate of 81%. This respateseras adequate for data analysis and
conforms to Mugenda and Mugenda (2003) stipulati@t a response rate of 70% and

over was adequate.

4.3 Demographic Profile

The demographic information considered in the stu@s respondents’ gender, age
bracket, highest level of education, length of senand the rate of teachers’ turnover in
the school.

4.3.1 Respondents Gender

The respondents were asked to indicate their geinderder to ensure that the results

obtained captures the views of both gender. Thdteeare presented in figure 4.1.
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Figure 4.1: Respondents Gender

45.80%

54.20%

m Male

m ['=male

Source: Author (2013)

The results indicate that 54.2% of the respondemse female while 45.8% of the
respondents were male. The respondents were madémpre female than male. The
findings indicate that the male and female diffeesmvas not significant and therefore

this implies that the study was not influenced bpdger imbalance.

4.3.2 Respondents Age Bracket

The respondents were asked to indicate their agekér in order to establish the

influence of age on the perception of teachers.r€helts are presented in table 4.1.
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Table 4.1: Respondents Age Bracket

Years Frequency Percent Cumulative Perg
Under 30 24 15.7 15.7

31-40 76 49.7 65.4
41-50 48 31.4 96.7

Over 50 5 3.3 100.0

Total 153 100.0

Source: Author (2013)

ent

The results on the respondents age bracket indibate49.7% of the respondents age

bracket was between 31 and 40 years, 31.4% ofeg@ondents indicated that their age

bracket was 41 to 50 years, 15.7% of the respoadsid that their age was less than 30

years while 3.3% of the respondents were over B@syd he results indicate that all ages

were represented although majority of the teacheese middle aged and therefore the

study represented all ages.

4.3.3 Highest Level of Education

The respondents were requested to indicate theestigavel of education. The level of

education was important in order to show the adegjoathe respondents on the concept

of turnover. The results are presented in figuge 4.
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Figure 4.2: Highest Level of Education

100.00%
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60.00%
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Post graduate level University Tertiary college

Source: Author (2013)

The results indicate that 62.1% of the respondeatsattained university level, 28.1% of
the respondents said that their highest level ofcation was post graduate level while
9.8% of the respondents had attained tertiary gelllevel. The results indicate that
majority of the respondents were university gradsiaand above and therefore they

understand the factors that influence turnoveeathers.

4.3.4 Length of Service with the School

The respondents were requested to indicate thethleofy service with the school.
Duration of service in the school was importanbrmder to determine the respondents’
level of understanding of internal information peght to the school. The results are

presented in table 4.2.
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Table 4.2: Length of Service with the School

Years Frequency Percent Cumulative Perg
Less than 5 34 22.2 22.2

5-10 57 37.3 59.5

Over 10 62 40.5 100.0

Total 153 100.0

Source: Author (2013)

ent

The results indicate that majority of the respornsle0.5% have worked in their

respective schools for over 10 years while 37.3%hefteachers indicated that they have

worked in their current schools for 5 to 10 ye&@sly 22.2% of teachers indicated that

they have worked in the current schools for a pknbd less than 5 years. The results

indicate that the respondents have been teachera fonger duration of time and

therefore they understand the perceived factorsitfl@ence turnover in the education

sector.

4.3.5 Level of Employee Turnover

The respondents were asked to indicate the levidamhers’ turnover in their schools in

order to establish the possible factors which grilce teachers’ turnover in the schools.
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Table 4.3: Level of Employee Turnover

Level of employee Frequency Percent Cumulative
turnover Percent
Very High 6 3.9 3.9

High 53 34.6 38.6

Moderate 68 44.4 83.0

Low 26 17.0 100.0

Total 153 100.0

Source: Author (2013)

The level of teacher’s turnover in the schools e 44.4% of the respondents said that
the level of teachers turnover was moderate, 346%e respondents said turnover was
high, 17% of the respondents indicated that thaowsr was low while 3.9% of the

respondents said that turnover in the schools washigh. The results indicate that there
is turnover in the schools and therefore there @sdnto determine the factors that

influence the turnover of teachers.

4.4 Perceived Factors Influencing Teachers’ Turnove

Factors affecting employee turnover today have imecincreasingly complex. Labor
turnover levels can be very high in an organizatwith poor working conditions,

undesirable jobs, pay inequities and limited opputies for advancement. An
employee’s stage in life also determines one’silgtaln a job. The respondents were
requested to indicate the perceived factors tHhtance teachers’ turnover in a five point

Likert scale. The range was ‘strongly disagree {d)’strongly agree’ (5). The scores of
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strongly disagree and disagree have been takezptesent a variable which had a mean
score of 0 to 2.5 on the continuous Likert scale; $.E <2.4). The scores of ‘moderate
agree’ have been taken to represent a variable avitean score of 2.5 to 3.4 on the
continuous Likert scale: (XB1.E. <3.4) and the score of both agree and stroaghge

have been taken to represent a variable which hattan score of 3.5 to 5.0 on a
continuous Likert scale; (X5L.E. <5.0). A standard deviation of >0.9 implies a

significant difference on the impact of the vareabmong respondents.

4.4.1 Effect of Rewards on Teachers Turnover

The respondents were asked to indicate the effewvards on teachers’ turnover. The
most common reason for teachers’ turnover is resvlietause teachers are always in
search of jobs which have appealing financial amadt financial rewards. The results are
shown in Table 4.4.

Table 4.4: Effect of Rewards on Teachers’ Turnover

Effect of rewards on teachers’ turnover Mean | Std. Deviation
Wages and salary paid to the teachers encouragesets to stay 1.919( .9696
There is job security which encourages teackh@nemain in th 3.0654 1.2704
school

Rewards for exceptional performance is there 2.7033 1.220(
In the school there is satisfactory performanceapgls 3.085( .9593
The rewards offered to the teach are comparable with what 2.120¢ 1.1471
market offers

The retirement benefit scheme for the teacheratisfactory 2.5301 .9233
The medical scheme offered to the teachers is cahbjgato wha 2.1765 1.0007
is in the market

The rewards offeredo employees are commensurate to V 1.7965 1.060¢
hence job satisfaction

Overall mean 2.424¢

Source: Author (2013)
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The results indicate that respondents disagredgdhbaewards offered to employees are
commensurate to work hence job satisfaction witmean score of 1.79. They also
disagreed that wages and salary paid to the tema@r@ourage them to stay and that
rewards offered to the teachers are comparablehtd 18 in the market with a mean of
1.91 and mean 2.12 respectively. The respondentsefudisagree that medical scheme
offered to the teachers is comparable to what theket offers with a mean of 2.17. The
respondents also were not sure on the level ofheac satisfaction with retirement

benefit scheme with a moderate score of 2.53. Tleye also not sure about the
importance of reward for exceptional performancéhved moderate score of 2.7; they
were sure that job security encouraged teachemsmain in the school with a moderate

score of 3.06.

From the analysis it can be concluded that rewaesk chot encourage teachers to remain
in the profession especially in terms of satistattwith the level of reward comparably
to the market rate and the medical scheme. Buh&acould not comment on the effect
of retirement benefit scheme, relation of rewardpwformance and job security as

important for turnover.

4.4.2 Effect of Working Conditions on Teachers Turover

The respondents were asked to state the effegtering conditions on teachers’
turnover. Good working conditions result to a canvironment and this helps to control

teachers’ turnover.
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Table 4.5: Effect of Working Conditions on TeachersTurnover

Effect of working conditions on teachers turnover Mean | Std. Deviation
There is flexibility in scheduling in the school 3.156¢ 9675
Manageable workload is given to all teachers 2.9417 .9268
The school provides enough working space, equipment 3.2353 .9010

optimum temperature, and moisture

Amount of paid vacation time or sick leave offered 3.1501 .8332
Discipline handling procedure is transparent 2.9547 1.0404
The teachers are supervised well 2.8627 7527
Overall mean 3.0501

Source: Author (2013)

The results indicate that the respondents weresun@t that the public secondary schools
have enough working space, equipment, optimum testyre, and moisture with a
moderate score of 3.23. They were also not suraitathexibility in scheduling and
existence of satisfactory vocation time or sickvéeavith each having a moderate mean of
3.15. The study further established that the redgots were not sure on whether the
public secondary schools have transparent diseifiandling procedure with a moderate
mean of 2.95. The respondents indicated that there watisfied to a moderate extent on
the teachers being given manageable workload witltean of 2.94 and teachers being
well supervised with a mean of 2.86. The resules @nsistent with Schwartz (2004)

findings that employee working conditions play amportant role in an organizations
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ability to attract, retain and motivate good enyeles, hence a cause of employee
turnover.

The overall mean was found to be 3.0501, an inidicahat the working conditions in
the schools moderately satisfied the teachers. Ehenanalysis it can be concluded that
the public secondary school teachers could notoaititively comment on the influence
of working conditions, although the existence obwgh working space and flexibility

could influence the teachers to remain in the skishoo

4.4.3 Influence of Management Style on Teachers Toover

The respondents were requested to indicate theteffenanagement style on teachers’
turnover in order to establish various actions mag the managers to control teachers’
turnover.

Table 4.6: Influence of Management Style on TeachgrTurnover

Effect of management style Mean |Std. Deviation
Supervisors go out of their way to make teachewmskilife easie] 3.114§ 1.0157
Managers ensure that their actions are not only bai alsq 3.2157 .8655
perceived as fair by the teachers in order to bettanagy

turnover

The management of the school ensures that thesffastive 2.7843 .8579
communications, teambuilding, conflict resoluticnaching, an

mentoring.

Managers show appreciation for teachers hard work 3.5621 1.0688
Supervisors are willing to listen to teachers peat@roblems 3.4057 .8463
Managers in the school allow teachers to take ipadecision] 3.0327 1.2108
that influence their jobs

Teachers’ ideas are very frequently used consteigti 3.4013 .8761
Overall mean 3.2334

Source: Author (2013)
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From the findings, the respondents were in agreerheh managers show appreciation
for teachers’ hard work with a mean score of 3.bleey were however not sure on

whether supervisors are willing to listen to thpersonal problems and whether their
ideas were frequently used constructively with ehatting a mean score of 3.40. The
respondents further noted that they were not sarevizether the managers ensure that
their actions are not only fair but also perceivasl fair by the teachers and the
supervisors going out of their way to make teackerk life easier with a mean of 3.21

and 3.11 respectively.

The respondents further noted to a moderate exttahtthe managers allow teachers to
take part in decisions that influence their jobshwa mean of 3.03. The existence of
effective communication, teambuilding, conflict skdion, coaching, and mentoring in

the schools with a mean of 2.78 was indicated agenate. It can therefore be concluded
that the teachers were satisfied with how supemigias done in their schools as leaders
showed appreciation for hard work although theyemeot sure whether teachers take

part in decision making and the existence of effeatommunication.

4.4.4 Influence of Training and Development on Teders Turnover

Staff training and development gives teachers’ ojpmities for self improvement and

development to meet challenges and requiremeniswftechniques of performing tasks
and new equipments and therefore helps to contathiers’ turnover. Therefore the
study aimed at establishing the effect of trainemgl development on teachers’ turnover

in public secondary schools in Nairobi County.
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Table 4.7: Influence of Training and Development omeachers Turnover

Influence of training and development on Teachel

y

Turnover Mean |Std. Deviation
Teachers receive adequate training and informatoddg 2.1895 97165
their job well

Sufficient time and money is allocated for training 1.9732 .82582
Training and development plans are developed 2.249( 1.1117¢
monitored for all teachers

The school releases teachers from regular workitend 1.9934 1.0912]
training and even sponsor them where possible

There is a well-organized training program in tblecol 2.0719 1.1815]
Overall mean 2.0954

Source: Author (2013)

The findings presented in Table 4.7 indicate tistrithution of responses on the level of

agreement with the influence of training and depelent opportunity at the public

secondary schools. The findings indicate that #epondents disagreed that sufficient

time and money is allocated for training with a mescore of 1.97. They further

disagreed that the schools release teachers todatit@ining and sponsor them where
possible and a well organized training programtexishe schools with a mean of 1.99

and 2.07 respectively. The respondents furthergdesal that the teachers receive

adequate training and information to do their jaddlwvith a mean score of 2.18.

The results further established that the resposdehsagreed that training and
development plans were developed and monitore@lfdeachers in the schools with a
mean score of 2.24. From the findings, it can beckaled that the teachers were not

satisfied with training and development opport@sitthey are accorded by the employer
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as there is no sufficient time and money allocasetipol does not release teachers and

that an organized program for training does nostexihis therefore influences turnover

of teachers in the schools.

4.4.5 Influence of Career Advancement on Teacher$urnover

Career advancement is an essential element ofefudareer patterns and is likely to

influence teachers’ turnover. The study requiredrdspondents to indicate their levels of

agreement on statements related to career advantamu turnover in public secondary

schools in Nairobi County. The finding to this s@esented in table 4.8 below.

Table 4.8: Influence of Career Advancement on Teaehts’ Turnover

Influence of career advancement on teachers’ turnar Mean | Std. Deviation
The school promotion policies are fair 2.2386 .8497
There is unfavorable promotion decision in the stho 2.187¢ 1.1009
Promotions are always given based on ability 2.1099 1.1534
Promotion exercise is held regularly 1.9085 1.0535
My present job is relevant to the growth and depelent in 2.7484 1.1316
my career

The school has opportunity for advancement or gnowt 3.0621 1.0504
Overall mean 2.3758

Source: Author (2013)
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The results indicate that the respondents disagiesdin the public secondary schools
promotion is held regularly, unfavorable and basedability with a mean of 1.90 and

2.10 respectively. The respondents further disagteat the schools have promotion
policies that are fair with a mean of 2.23. Thegrevhowever not sure on the teachers’
present job being relevant to the growth and deprakmnt of their careers and whether the

school has opportunity for advancement or growtin &@imean of 3.06.

From the findings, it can be concluded that teaxheere not satisfied with career
advancement in the schools as promotions are rdtfregjuently, favorably and based
on ability. The teachers could not however comnantwhether the current job was
relevant for their growth and development and théstence of opportunity for
advancement in the schools. The results indicadé ¢hreer advancement is a serious
concern in public secondary schools in Nairobi Gpuand should be addressed to

manage teachers’ turnover.

4.4.6 Influence of Demographic Factors on Teachefarnover

Demographic factor have been found to have somatioekhip with employees’
turnover. The study therefore aimed at establiskineginfluence of demographic factors
on teachers’ turnover.

Table 4.9 shows the influence of demographic factmr teachers’ turnover in public

secondary schools.
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Table 4.9: Influence of Demographic Factors on Te&ers’ Turnover

Influence of Demographic Factors on teachers’ tueno| Mean Std. Deviation

Gender influence teachers turnover 3.8153 97774
Level of education attained influences teachersilitypb 3.9419 1.14148
Duration of teaching determines teachers’ decidio 2.6797 1.29093

continue teaching or quit

Overall mean 3.4789

Source: Author (2013)

From the findings, the respondents agreed thalete of education attained and the
gender of the teachers influence turnover with aammecore of 3.94 and 3.81
respectively. The respondents were however not@urghether the duration of teaching
determines teachers’ decision to continue teacbinguit with a mean of 2.67. It can be
concluded that the demographic factors influen@e tédachers’ turnover especially the

gualification that the teachers have as they amgeomand and the gender.

4.4.7 Influence of Human Resource Policy on Teach&rTurnover

The respondents were asked to indicate the infeiewfchuman resource policy on
teachers’ turnover. Human resource policies arentisd because they help to maintain
acceptable relationships between management antbysep. The results are presented

in table 4.10.
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Table 4.10: Influence of Human Resource Policy onéachers’ Turnover

Influence of human resource policy on teachers’

turnover Mean Std. Deviation
The recruitment and selection process is impartial 2.104¢ .8926
Favouritism is not evident in any of the selectiwacess 2.1765 1.2983
The Teachers Service Commission rewkmaly service 3.2284 .8975
teachers

The school undertake job review and orientatiomlt 3.1947 .9459

new teachers

The school has standard of service which rec 2.2357 1.2605
turnover
Overall mean 2.387

Source: Author (2013)

The results in Table 4.10 show that the responddisesggreed that the recruitment and
selection process was impartial with a mean scdér@.D0. The respondents further
disagreed that favoritism was not evident in anyth&f selection process and that the
school has standard of service which reduces temweith a mean score of 2.17 and 2.23
respectively. The respondents moderately agreedtiieaschool undertake job review
and orientation to all new teachers with a mean3d® and that teachers service
commission reward long service teachers with a nté&122. From the analysis, it can
be concluded that the human resource policy bepmiead by the Teachers Service
Commission does not encourage teachers to remaeriice as the selection process is
not impartial, favoritism is evident and that thehgols lack standard of service. The
teachers could however not comment on reward fog Iservice and the school

undertaking job review and orientation to all neadhers.
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4.4.8 Discussion

Employees at all levels look for better pay, wogkioonditions, training and career
prospects and this can drive turnover. On the diyéna picture presented by the results
of this study indicate staff turnover in organipas is caused by insufficient career
development opportunities at places of work. Em@ésyin all organizations are always
looking forward to being promoted. When an emplogtgnates in one position for too
long, he or she loses morale of work. He or she@ines disinterested in whatever she
does. Career development is considered as one fal@eping employees in high spirit.
An organization that provides opportunities foremar development for its employees
motivates them and makes them to know that theg Bamething worth looking forward

to.

Van Breukelen et al. (2004) argue that allowing Eyges opportunities to grow in turn,

motivates staff, increases productivity and redumesvastage thus increasing the profits
of the organization. The findings of this studyesgmwith Sparrow (1996) who observes
that insufficient career development opportuniieplaces of work causes staff turnover.
Insufficient career opportunities at places of worlike staff to stagnate in one position
for a long period of time. When staff works in th@&me position over a long period of
time, their morale reduces and thus it affectsrtherk out put. Staff in organizations

with insufficient career development opportunitiesll therefore seek for other

opportunities outside the organization. The edoocakevel of the respondents was that
majority of the respondents had university degmepast graduate holders and therefore

chances are high that they will leave the instingi The results are consistent with
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Oroni, (2005) that in her study found out that there educated employees especially
degree graduates were more likely to quit theirsjdiian the non-graduates. This is

attributed to the fact that more educated persame more job opportunities.

The study established that there are factors tifatence teachers to continue working
for the organization for a longer period. From finelings good working environments as
well as improved relations with supervisors are savhthe factors that make teachers
continue working in the public secondary schodlprdémotional opportunities with more
rewarding positions could be created in line witle® expectations based on merit and
the training opportunities and enhanced job rotatavailability of pay increment in line
with market rates and years of service and thdadbilty of medical cover would make
the respondents work for the schools for a longerog. The study further established
that teachers will continue working in the schoiblsccorded opportunity for career
growth and better human resource policies beinglampnted. This concurred with
Herbert, (1983) who indicated that inadequate cound wage classification structure
may cause dissatisfaction and may result in terenaof job by the staff. He also
observed that pay problems arise because of undiivgeinequitable or unfair pay

systems in the organizations.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND

RECOMMENDATIONS

5.1 Introduction

The purpose of this chapter is to give an ovenaéwindings, conclusion and
recommendation. The conclusions are made fromrthysis and the objective of the

research

5.2 Summary of Findings

The general objective of the study was to estalféistors influencing teachers’ turnover

in public secondary schools in Nairobi County

The study established that majority of the teackhesse over thirty years and therefore
they still have many years to retirement thus thegd to work in institutions that would
ensure that their interest is well taken care Dffe respondents’ level of education was
mostly university and postgraduate an indicatioat tim order to reduce turnover of
teachers in public secondary schools, teacherdareeheed to be satisfied. Majority of
the teachers were found to have been teachingeirculrent schools for more than five
years and therefore they understand the schoapsetterms of the factors that influence
turnover of teachers. Turnover in the schools wasd to be high and therefore there is

need to establish the factors that influence theoter of teachers.

The study established that appropriate rewards bedefits, and also type of

compensation program are also important for emgey&he rewards being offered to
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the teachers was found to influence turnover dees not encourage teachers to stay, the
rewards was not comparable with what the markeersff unsatisfactory retirement
benefit scheme and medical scheme offered to Huhées being incomparable to what is
in the market. The working conditions in the sclsoalas found not to have influenced
teachers turnover as there is enough working spEpgpment, optimum temperature,
and moisture, flexibility in scheduling, satisfagtgpayment of vocation time or sick
leave, transparent discipline handling proceduranageable workload is given to all

teachers and that teachers are supervised well.

The relationship between managers and employe&semntes employees’ decision to
stay in a job as the supervisors and managers &aveportant impact on employee
turnover. The study established that in the pubBcondary schools managers show
appreciation for teachers’ hard work, supervisoesvalling to listen to teachers personal
problems, teachers’ ideas are very frequently wsegstructively, managers ensure that
their actions are not only fair but also perceiasdfair by the teachers in order to better
manage turnover. The study further found out thatdupervisors go out of their way to
make teachers’ work life easier, managers allowltees to take part in decisions that
influence their jobs and that the management ofttmol ensures that there is effective

communications, team building, conflict resoluticnaching, and mentoring.

All organizations, private or public connect emmeyg to execute certain activities in
order to attain goals and objectives. The findiofghe study was that training and
development influenced turnover in the schoolshasetis no sufficient time and money
allocated for training, the schools do not reletesschers from regular work to attend

training and even sponsor them where possibleetiemo well organized training
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program in the schools, teachers do not receivguade training and information to do
their job well and that training and developmeransl were developed and monitored for
all teachers. On aspects relating to career adwagtein the public secondary schools,
the respondents were dissatisfied as promotion neaseld regularly, promotions not
being given based on ability, existence of unfaltagpromotion decision in the schools,
unfair school promotion policies, the present joding irrelevant to the growth and
development in their career and the schools hamm@pportunity for advancement or

growth.

The study established that the demographic fadtas influence turnover of teachers
were the level of education attained, and the durabf teaching which determines
teachers’ decision to continue teaching or quie hhhman resource policies found to be
contributing to teachers’ turnover was the recreitinand selection processes being
impartial, favoritism being evident in the seleatiprocess and the schools having no

standards of service which reduce turnover.

5.3 Conclusion

Turnover is a burning issue for any organizatioar the steady performance of the
public secondary schools, it is essential to mans&illed workforce. But most of the
times it is very difficult to control the turnoveate within organizations. Employees of
an organization are considered as an importanuresdor the realization of the firm’s
objectives and every effort should therefore be ertadtrain and retain them at the same
time. As an important resource, employees at aklgelook for better pay, working

conditions, training and career prospects andctirishelp in stemming exit of staff.
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Several factors have been identified to contribisteemployee turnover and include
rewards, training and development opportunity, @aeglvancement, demographic factors
and the human resource policy. It is therefore g that the Teachers’ Service
Commission identifies the relevant predictors ofplyee turnover in order to develop
appropriate mechanisms of dealing with the caudes.study found out that unfavorable
employer related factors significantly affect teacturnover in public secondary schools
in Nairobi County. In particular, the study estab&d that loss of group cohesion, poor
working conditions, poor pay, poor management gyesusion directly impacted on
teachers and caused job dissatisfaction which asexd the rate of teacher turnover. The
study also established that in schools where tyegsmeral conditions of work and good
supervision were evident, the rate of teacher wegnavas low. This implies that most
public secondary schools in Nairobi County, paidittheachers poorly, provided poor
conditions and had poor supervision policies, th®y did nothing to improve these

conditions which increased the level of teachemidver.

Kenya’'s developmental challenges demand that psbiondary schools should stand up
as one leading place to prepare the nation foexipected leap forward. But the evidence
seems to suggest that the schools remain ill peelpdihis is due partly to the low morale
of the teachers, which in turn has increased tteeaflabour turnover from the system. It
is fair to say that teachers will put in their begten the work environment is conducive,
when there are good welfare packages like gooddsumdequate health and medical

insurance, training and development opportunitg@®d human resource policy, career
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advancement and other relevant fringe benefitshénabsence of these, it can only be
expected that frustration and eventually quits v@flult. Given their role in society, there
is a strong case to pay special attention to sewsgndchool academics while not
constituting them into a special class. Howeverjsitimportant to further explore

opportunities to provide more incentives to enaklechers maximize their role in the
development process. A holistic approach, whichgadtely takes into account crucial

non-economic factors as well must be employed.

5.4 Recommendation

The study established that there is high rate adhers’ turnover in the public secondary
schools in Nairobi. The role of human resource depents in the Teachers’ Service
Commission is to satisfy the needs of teachersutiirahe provision of training and

development, rewards systems, career advancemeitusnan resource policy, to foster
employee commitment and reduce the rate of empldyeeover. It is therefore

recommended that the Teachers’ Service Commissiould change its human resources
management practices and style in public seconstdrgols in order to ensure employee
satisfaction. This will greatly help reduce highrniover rates. The workplace

environment needs to be made fully suitable forrtbeds of all employees by ensuring
leadership styles that encourage decentralizatwindglegation of duties, equality in the
implementation of employee evaluation and appraigstems, and provision of sufficient

employee benefits, rewards, and structures forgmrition.
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The study established that rewards influenced wenof teachers and it is recommended
that the government through the Teachers’ Servicenr@ission should revise the
remunerations of the teachers in the public segiois will go a long way in motivating
the teachers to continue working longer and effetti for the improved school
performance. As a way to reduce cost of managinmgter, firms should simultaneously
measure and manage turnover. Measuring will invosteh things as: surveys,
consultation processes, intra- and extra-firm cagegdance, exit interviews and leaver
profiling. Managing is needed in key operationaaa to minimize the effects of change
to key business areas. Both elements are impddamggotiate the complexities inherent
in implementing widespread change. To improve am d¢bre competencies emanating
from the organization’s human resources, an orgdioiz need to institute performance
management system and train key staff on admitistraf the system, review the job
descriptions, personnel policies and reward systéth.such steps are aimed at
motivating the staff to get the best out of themomder to achieve the organizations’

objectives and stop level of exit from the orgah@a

5.5 Suggestions for Further Research

The overall findings of this research can be usedive hints and suggestions on the
directions for future research. Future researcbleosild undertake a similar study on all
the secondary schools in Nairobi County to allow thsults to be generalized. Future
researchers should also consider investigating d¢tepaf labor turnover on the

performance of secondary schools. If the aboveietudan be undertaken, factors

causing labor turnover and their impacts criticaltermined and proper analysis done,
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then labor turnover can be arrested and performahtiee schools improved in Kenya's

education sector.

5.6 Limitations of the study

Due to the varied locations of the public secondatyools in Nairobi County, it was not
easy to drop and pick the questionnaires. Howeherpnes analysed for this study met
the threshold of over 70% response rate. Some efréspondents were reluctant to
respond to the questionnaires but i expressed eém thow the research would be

important to them and their institutions.
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APPENDIX I: QUESTIONNAIRE

Please give answers in the spaces provided and\igkn the box that matches your

response to the questions where applicable.

Section A: Demographic Characteristics of Respondés
1. Name of the school............cooii i,
2. Gender: Male () Female ( )

3. What is your age bracket? (Tick as applicable)

a) Under 30 years ()
b) 31— 40 years ()
c) 41-50 years ()
d) Over 50 years ()

4. What is your highest level of education quadifion?

a) Post graduate level ()
b) University ()
c) Tertiary College i

d) Secondary ()
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5. Length of continuous teaching with the school?

a) Less than five years ()
b) 5-10 years ()
c) Over 10 years ()

6. How would you rate the level of employee turrmmaweyour school?

a) Very High () ) High ()
c) Moderate () ) Ldw ()
e) Very low ()

Part B: Perceived Factors Influencing Employee Turover

7. To what extent do you agree with the followitgtements regarding turnover among
teachers in Nairobi County? Use 1- Strongly disagre-Disagree, 3-Moderately
agree, 4- Agree,

5- Strongly agree

Rewards 112|345

Wages and salaries paid to the teachers encouragett stay in

the schools.

There is job security which encourages teachemsrain in the

school.

Rewards for exceptional performance are offereciwheduce

teachers’ turnover.
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In the school there is satisfactory performanceaapgals which

enhance teachers’ continuous teaching.

The rewards offered to the teachers are compavatilavhat the

market offers thus encouraging them to remain énsithool.

The retirement benefit scheme for the teacheratisfactory and

this restricts them from exiting the school.

The medical scheme offered to the teachers is cablgato what

is in the market which leads to reduction of teashmobility.

The rewards offered to teachers are commensuratertohence

job satisfaction.

Working Conditions

There is flexibility in scheduling in the school iwh plays a majot

role in retaining teachers in the teaching career.

Manageable workload is given to all teachers whielps to

control teachers’ turnover.

The school provides enough working space, equipnogtimum

temperature, and moisture which help manage turmove

Amount of paid vacation time or sick leave offere@atisfactory.

Discipline handling procedure is transparent whelps arrest

teachers turnover in the school.

The teachers are supervised well and this corttneis exit from

the school.
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Management Style

Supervisors go out of their way to make teachemskwlife easier

which influences their decision to stay in the siho

Managers ensure that their actions are not onhbfaialso
perceived as fair by the teachers in order to bateage

turnover.

The management of the school ensures that thefeedive
communication, teambuilding, conflict resolutionaching, and

mentoring programmes.

Managers show appreciation for teachers’ hard wdrich

encourages them to stay longer.

Supervisors are willing to listen to teachers peas@roblems

which enhance their resolution to remain in theosth

Managers in the school allow teachers to takeipatécisions that

influence their jobs. Increasing job satisfaction.

Teachers’ ideas are very frequently used constreigti

motivating them to serve longer.

Training and Development Opportunity

Teachers receive adequate training and informatiao their job

well therefore see no need to move to other orgéiniss.

Sufficient time and money is allocated for trainitigus teachers

are indebted to remain in their stations.
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Training and development plans are developed ardtared for

all teachers which help to manage turnover.

The school releases teachers from regular workéodtraining
and even sponsor them where possible thus redaie@f

resigning.

There is a well-organized training program in tbhleaol which

decreases turnover.

Career Advancement

The school promotion policies are fair hence enagimg teachers

to remain in the school.

There is unfavorable promotion decision in the stinich has

inhibited teachers continuous service in the school

Promotions are always given based on ability winichivates

teachers to serve longer.

Promotion exercise is held regularly and this naigg teachers to

carry on with their teaching career in the school.

My present job is relevant to the growth and depelent in my

career hence, | have no intentions to terminate it.

The school has opportunity for advancement or gnamitich has

been effective in mobilizing long term service bgadhers.
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Demographic factors

Gender influences teachers’ turnover wherebyhigber in male

as opposed to females.

Level of education attained influences teachersiliyb

Duration of teaching determines teachers’ decisiomhether to

proceed with their teaching career or quit for &rojob.

Human Resource Policy

The recruitment and selection processes are inapartich

prevent teachers from quitting the school.

Favouritism is not evident in any of the selectwacess which

helps to control turnover.

The Teachers’ Service Commission rewards long seteachers

thus motivating the others to remain in the school.

The school undertakes job review and orientaticalltoew
teachers therefore reducing the number of teadbaving the

school.

The school has a standard of service which has &féective in its

role of maintaining teachers in the school.
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APPENDIX Il

List of Schools and Number of Teachers per Districin Public

Secondary Schools in Nairobi County

No. Name of School No. of teachers
Kamukuniji District
1 Eastleigh Secondary 39
2 Kamukunji Mixed 16
3 MainaWanjigi Mixed 23
4 Moi Forces Academy 55
5 Ou Lady of Mercy Girls 12
6 St. Teresa Boys 22
7 Uhuru High Boys 15
8 Our Lady of Mercy Shauri Moyo 11
Starehe District
9 Pangani Girls 51
10 Pumwani Girls 11
11 Ndururumo Mixed 16
12 Murang'a Road Mixed Day 8
13 C.G.H.U Mixed 8
14 St. Teresa’s Girls 20
15 Jamhuri High 47
16 Ngara Girls 42
17 Parklands Boys 29
18 Parklands Girls Arya 22
19 Starehe Boys 51
20 Pumwani Boys 34
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Kasarani District

21 Ruaraka Mixed 30
22 Kariobangi North Girls 10
23 Our Lady of Fatma Mixed 28
24 Baba Dogo Mixed 21
25 Kahawa Garrison 21
26 Kamiti Secondary Mixed 23
27 Starehe Girls 20
Langata District
28 Olympic Secondary 22
29 Karen C 13
30 Lang’ata Barracks 9
31 Lang’ata High Mixed 32
32 Raila Education Centre 12
Makandara District
33 St. Ann’s Girls 10
34 Highway Secondary 43
35 Makongeni Mixed 12
36 Aquinas 43
37 Nile Road Girls 22
38 Huruma Girls 24
39 Ofafa Jericho Boys 32
40 Our Lady of Mercy S.B. 20
41 St Patricks 3
42 Buru Buru Girls 43
Westlands District
43 Lavington Mixed 13

65




44 Highridge Mixed 10
45 Hospital Hill 20
46 Kenya High 52
47 St. Georges Girls 42
48 Nairobi Milimani Boys 17
49 Nairobi School 64
50 State House Girls 50
51 Parklands Arya Girls 21
52 Kangemi High 27
Dagoretti District
53 Nembu Girls 21
54 Dagorreti Mixed 12
55 Ruthimitu Mixed 16
56 Lenana School 69
57 Precious Blood Girls - Riruta 24
58 Ruthimitu Girls 31
59 Dagoretti Secondary 40
60 ShadrackKimalel Secondary 5
61 Mutuini Secondary 19
62 Upperhill Secondary 38
63 Beth Mugo Secondary 2
64 Moi Girls Nairobi 53
Njiru District

65 Drum Vale Mixed 10
66 Ruai Girls 6
67 Ruai Boys 7
68 Ushirika Mixed 13
69 Mihang’'o Secondary 5
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70 St. Georges Athi 8
71 Dandora Secondary 28
72 MuhuriMuchiri Boys 25
73 Hon. Dr. Mwenje 12
74 Jehovaldireh 12
Embakasi District
75 Embakasi Garrison 8
76 Peter Kibukosia 16
77 Embakasi Girls 15
78 Komarock 23
79 Mwangaza 12
80 Kayole South 21
Total 1883

Source: Ministry of Education (2013)
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ABSTRACT

The objective of the study was to determine thegieed factors influencing turnover of
teachers in public secondary schools in Nairobi i®puThe study adopted cross-
sectional research design. The population of theystonsisted of all teachers’ in public
secondary schools in Nairobi County. The populabbthe study was categorized into
Districts and stratified sampling was used in whiclsample comprised of 10% from
each strata of the target population and this reduh a sample of 189 teachers. The data
was collected using self-administered questionsaidata was analyzed using statistical
package for social sciences and the findings pteden mean and standard deviations.
The study found out that turnover in the publicas®tary schools was high and that
rewards, training and development, career advantgmemographic factors and human
resource policy influenced teachers’ turnover whiterking conditions and management
style did not influence the turnover. The rewardmg offered to the teachers were found
to influence turnover as they did not encouragehess to stay, comparable with what
the market offers and that retirement benefit sehamd medical scheme offered to the
teachers were incomparable to what is in the mafket findings of the study indicate
that training and development influenced turnowvethie schools as there is no sufficient
time and money allocated for training, the schatts not release teachers to attend
training and even sponsor them where possibleetiemo well organized training
program in the schools, teachers do not receivguade training and information to do
their job well and that training and developmerangl were developed and monitored for
all teachers. Teachers were found to be dissatishgth career advancement as
promotion was not held regularly, based on abilitgfavorable and schools lacking
promotion policies. The study concluded that forfgenance of public secondary
schools to be improved, factors causing teachemwer should be critically examined
and proper analysis done. The researcher suggastedvestigative study on factors
leading to turnover of teachers. The study reconu®énthat Teachers’ Service
Commission should change its human resource maragegimactice and style. Also the
government through Teachers’ Service Commissionlghevise the remunerations of
teachers in the public schools. This will go alomay in motivating teachers which will
in turn reduce turnover of teachers in these s&hool
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

The people who make up an organization -human ressuare considered to be one of
the most important resources of today’s firms. Re@nd how they are managed are
becoming more important because many other sowfcesmpetitive success are less
powerful than they used to. Recognizing that theidér competitive advantage has
changed is essential to develop a different frafmeef@rence for considering issues of
human resource management (Dyer and Reeves, IB@hlitional sources of success
such as product and process technology, protectelets and economies of scale can
still provide competitive leverage but an organias human resources are more vital
for its sustainability. Subsequently, it has becoswmmmonplace to say that the
management of human resources is and should bertaepan developing and
implementing a company's strategy (Dessler, 20B@¢ry organization wishes to have
high productivity, fewer turnovers and to be pralbie. Managing turnover successfully
is a must to achieve the above goals. Today’'s bases are more dependent than ever
before on their top performers to innovate and pl@wservices that differentiate a
company from its fierce competitors. People arentilest important drivers of a company
competitive advantage. This means, organizatioageliant upon their human assets to

survive and thrive (Mello, 2006).



Employee turnover has wide cost ramifications. labis a significant cost and the
leakage of human capital through unnecessary temay an element of critical
importance to bottom line performance. It followerefore that organizations should put
in place effective mechanism through which to lithié level of employee turnover that
an organization witnesses (Aksu, 2004).According Qarbery et al., (2003), the
management turnover intentions are affected to eatgr extent by psychological,
perceptual and affective factors rather than bydharacteristics of the employees or
organization. It is also noted that compared witheo cadres of employees, management
turnover has been reported as being lower tharoftthe operational employees and this
may be attributable to the relatively higher lewéldedication among organizational

managers and the high investment made by orgamizsitn their managers.

1.1.1 Concept of Perception

Employee perception is the attitude employees btawards policies concerned with pay,
recognition, promotion and quality of working lifand the influence of the group with
whom they identify (Armstrong, 2006). As Arnokt al (1991) comment, research
evidence has shown that people’s avowed feelings lagliefs about someone or
something seemed only loosely related to how tlehabed towards it and thus the study
of employees’ perception is critical towards foratidn and management of policies in
an organizationDashet al.,(2008) report that the factors of recognitiongerforming well,
chances of promotion, professional growth, comp@msaand incentive schemes, are
perceived as motivating factors by many employ&bgy point out that the development of
systems of rewards, recognition and career oppitigaras one of several critical tasks of

management in the information-based companies marteir research,neployees named



respectful treatment and recognition as one of dixeless costly and perhaps more
effective ‘management levers’ to be exercised byagament in their efforts to attract,

motivate and retain workers since employees consiaeh factors to be important.

Organizational readiness to reward employees fair gfforts, approval for sanctioning
resources and granting support for owning resultsilev ultimately shape employees’
perception and form their belief that the organtaratcares about their welfare and
support them. Employees extend their efforts andlue themselves only if they
perceive that organization is standing for the guton of their rights. According to
Messer and White (2006), employees’ perceptionfiohess affect their likelihood to
demonstrate organizational citizenship behaviouarshis case, perceived unfairness and
ineffectiveness of the performance management systn result in counterproductive
and sometimes detrimental behaviour from employ&esording to Maertz and Griffeth
(2004), the perceived desirability of movementatedmined by job satisfaction, which is
a function of a wide range of job characteristlest instance, a management staff ability
to participate in monetary rewards available inwlekplace and in decision-making are
likely to influence job satisfaction and therebye tbesire to stay or escape a given

situation.

1.1.2 Employee Turnover

Employee turnover is the ratio of the number of keos that had to be replaced in a
given time period to the average number of work&gnes, 2009). Employee turnover is
a ratio comparison of the number of employees apamy must replace in a given time

period to the average number of total employeefiuge concern to most companies,



employee turnover is a costly expense especiallpvier paying job roles, for which the

employee turnover rate is highest. Many factory pl@ole in the employee turnover rate
of any company, and these can stem from both th@oger and the employees. Wages,
company benefits, employee attendance, and jolonpesice are all factors that play a
significant role in employee turnover. Companidseta deep interest in their employee
turnover rate because it is a costly part of ddnginess (Beam, 2009). The employee
turnover rate is usually calculated by dividing tihenber of employees separated from

the company they were working for by the base nurabgbs during the period.

Employee turnover can be extremely devastatingafiyr company. It makes it difficult
for employers to maintain a steady and succesgfetation. Management should have
their own rating on employee turnover and measuneiwiehow this affects organizations
performance. Losing a single key worker can deerdas likelihood of a project’'s
success and can reduce investors’ confidence ifithgGrobleet al., 2006).High staff
turnover in an organization is a major factor atffeg workplace efficiency, productivity
and cost structure. A low employee turnover is sasnan asset in the competitive
business environment. It is therefore imperativkaep the level of employee turnover as
low as possible. Labour turnover is a gradual gecéccording to Mobley (2007), an
employee starts by an evaluation of an existinggjoth the environment the work is being
done. It is believed that work environment playsetal role on an employee’s decision

to continue working in an organization or to quit.



1.1.3 Factors Influencing Employee Turnover

Factors affecting employee turnover today have tmecancreasingly complex. Labor
turnover levels can be very high in an organizatwith poor working conditions,
undesirable jobs, pay inequities and limited opputies for advancement. An
employee’s stage in life also determines one’silgtalin a job. Older and married
employees who have been with the organization féong time can be more stable
because of their family responsibilities while thieung and unmarried can be very
mobile. Labor turnover can also be caused by impeg, limited tolerance for
frustration, curiosity, lack of commitment and urtaety as to what one want to do. The
company (group) one keeps can also be an influedcgoor fit between employees’
personalities and their jobs will increase the cedor alternative jobs. If the group to
which one belongs is cohesive and friendly andetree colleagues who joined their
work group at about the same time, the employessidncy to consider leaving will be
reduced. The existence of alternative job oppdaigswill also influence labor turnover

(Nzuve, 2010).

Ahmad and Schroeder (2003) were of the view thattirations where employees are not
stable in terms of the jobs they do, they tenduid gnd look for jobs that are secured
because with secured jobs employees can easilycptedir career advancement. This
cause of labour turnover from the observationshefresearcher seems to be a common
cause of employees leaving one bank to the oth@irong a company outside the sector.
Grobleet al., (2006) are of the view that demographic variables/e a strong
relationship with labour turnover. The writers aye the view that employees with

propensity to quit are young employees with ligiiority who are dissatisfied with their



jobs. Couger (2007) is of the view that labour twer may come from poor personnel
policies, poor recruitment policies, poor supergysopractices, poor grievance
procedures, or lack of motivation. Labour turnospart from the fact that it creates a lot
of customer complains due to poor services rendéedhe new employee whilst

learning on the job, its effect can also be linke@g@roductivity.

1.1.4 Public Secondary Schools in Nairobi County

Secondary schools in Kenya fall into two categori@svernment funded and private.
Government funded schools are divided into natiopabvincial and district levels.

Private schools are run by private organizatiamdividuals or churches. The government
of Kenya through its policy documents has constitestressed the importance of
education as a strategy for eliminating povertysedse and ignorance (GoK,
1976).Consequently, provision of education in Kersyfundamental to the government
overall development strategy with the overall pplleing to ensure equitable access,
improvement of quality and efficiency at all levead§ education(GoK,1994). However

there are challenges that constrain its growth vimclude issues of access, quality and

relevance (Kemugat al.,1999).

Nairobi county currently has eighty secondary sthseven of which are national and
seventy three county secondary schools which asteilwited in nine districts namely:
Starehe, Kamukunji, Kasarani, Madaraka, Njiru, Ekalsg Langata, Dagoretti and
Westlands (MOE, 2013). Over the last four years dtieools have registered a good
performance at the Kenya certificate of secondatycation in which at least four

schools have always been in the top ten best peirigrschools in the country. Nairobi



county public secondary schools compared with osieeondary schools in the country
have a relatively developed infrastructure sucta@sessibility, buildings, laboratories,
human resources and social utilities such as @#gtand water (MOE,2010).However,
like many of the other Kenyan secondary schoolsjrada schools face several
challenges such as lack of adequate funding to astipgheir capital and recurrent
expenditures, inadequate space to expand the sclaoal increase in the number of
students seeking secondary education due to tlee grienary education programme

initiated by the government.

The government’s concern is to reduce low partiedpaand transition rates(from

primary to secondary to tertiary education),qualityelevance and school

management(MOE,2003).Public schools are establishedl managed by the state
through the ministry of education. The operationhaf public schools is delegated to the
board of governors (BOGs) who are appointed bynilrastry of education in accordance
with the law (Education act 1980). The board isestpd twice a year and during an
emergency. The issues of concern to educatorsmémabers of public and strategists
include escalating cost of running these schoaisjnareasing the number of pupils
enrolled that do not complete the four years ofcatlan, inability of parents to pay fees
and delays by government in releasing the freerstng education funds. Other issues
include serious cases of indiscipline, high debtfptio and growing cases of drug abuse.
This raises the question of internal efficiency.irgoby KNEC results, the performance

in this sub-sector has not been impressive.



1.2 Research Problem

In every organization, there is the need to infaeethe amount of effort that workers will
put into their job for better performance. The peab of how best to motivate individuals
to stay on in the organization to achieve desitgdatives of the organization have since
attracted the attention of social scientists, amtbpophers in different parts of the world.
Employee turnover is a major challenge which ha=ived considerable attention by
senior management, human resource professionalsndadtrial psychologists. It has
been proven that turnover is one of the most costig intractable human resource
challenge facing the organization. According to Agibt al., (2000) employees are seen
as major contributors to organizations competitagvantage and as such for the
competitive advantage to be maintained, labourowen should be discouraged by
management. The success or failure of an orgaoirakpends to a large extent, on the

ability of the company to attract and retain ttghtipeople for the job.

Teachers have the biggest impact on the studemtzube their teaching methods are
instrumental in helping them learn. Teachers’ tusro in public schools is
overwhelmingly high in search of “greener pasturd&s’public schools in Nairobi, there
is high turnover of teachers in which accordinght® ministry of education, 227 teachers
left their schools in Nairobi county alone in theay 2012. High labour turnover is
costly, lowers productivity and morale and tendgd¢bworse if not dealt with. It is on the
basis of the above premise that this study seekgldntify the perceived factors

influencing teacher’s turnover at public secondatyools in Nairobi County.



Recent local studies that have been done on thergacontributing to labour turnover
include; Kimosop (2007) who studied labour turnowefuture force security firms. The
findings were that low pay, sickness, long workifayrs, misconduct, change of careers,
and lack of career prospects were the causes otilabrnover in the company. Otieno
(2010) who researched on the causes of staff temiavprivate schools in Kisumu City
established that lack of job security was citednimst respondents as a major cause of
increased staff turnover in these schools. Wac{#fH0) researched on factors that
influence voluntary labour turnover in Kenya Medi€esearch Institute (KEMRI) and
established that there was a low rate of promotitiich was based on professional
gualifications and number of years worked. MulvZD10) studied on factors that
influence staff turnover in World Vision Internatial Somalia and the finding was that
staff turnover in World Vision International Sonelivas due to career growth for
instance from an officer to manager and from natido international position offered
within the wider World Vision Partnership, higherate of pay, better
management/supervision, better location, changevark environment and need for
development focus experience. Labour turnover aedweak teachers’ commitment to
the public schools that labour turnover indicatesse the potential to negatively impact
learning in public secondary schools. This is patérly important in a market which is
competitive at the local level, as well as at thebgl level. Addressing these issues,
therefore, is a matter of increasing concern ingbklic secondary schools. This study
therefore aims to answer the question; what are pleeived factors influencing

teacher’s turnover in public secondary schoolsairdbi County?



1.3 Research Objective

To establish the perceived factors influencing heas turnover in public secondary

schools in Nairobi County.

1.4 Value of the Study

The management of the public schools in Nairobi ri@pwvill understand the factors
contributing to staff turnover and thus put in glatecessary mechanism to control the
turnover. In addition the study will be an invallebource of material and information to
the many other public schools operating in the tgusince they will understand the

reasons for teacher’s turnover and thus addresisenfactors.

The Government will benefit from this study whenking policy related decisions that
influence retention of its teachers and other stéffe employees will find a basis of
negotiating with their employers for fair terms efhployment. For academicians, this
study will form the foundation upon which otherateld and replicated studies can be
based on. Scholars and researchers in the fieldrgdnizational behavior in human
resource management will also find it useful awauld provide a platform for further
research and would also be used as a referencevglogm researching on staff turnover

and related topics.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter is concerned with the review of litera related to the study. An overview
of theoretical foundation and development of thedgt labour turnover and the factors

influencing teachers’ turnover will be discussed.

2.2 Theoretical Underpinning of the Study

The study will be guided by the Hertzberg’'s (19&®tivation- hygiene theory of job
satisfaction. Hertzberg believes that every woheaes two sets of needs (motivational and
hygiene needs). He contends that employees inrélsigect, teachers will stay in their
schools so long as their needs are satisfied anddbe motivated. Failure to meet their
needs would automatically call for departure heteacher turnover. This study was
interested in establishing whether teachers’ tuenas only driven by their desire to
satisfy their needs or whether there are otheoread?eople are satisfied at their work by
factors related to content of that work. Thosedetre called intrinsic motivators and
contain achievement, recognition, interesting wamsponsibility, advancement and
growth. Factors that make people unhappy with therk are called dissatisfies or
hygiene factors. Herzberg found the following disd&es: company policy, supervision,
working conditions, interpersonal relationshipdasa status, security. What makes them
different from motivators is the fact that they ai@ related to the content of the work

but to the context of the job (Armstrong, 2007).
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The expectancy theory as advocated by Vroom (186§8)es that employees (teachers)
are likely to leave if their expectations are n@tnThis theory argues that the strength of
a tendency to act in a certain way depends ontteagth of an expectation that the act
will be followed by a given outcome and the attrsress of the outcome to the
individual. The theory suggests that a job is naiting for employees when they can see
a relation between performance and outcome, if these abilities to do the job and if
they see the outcome as satisfying their needs. thibery can be a suggestion for
managers to focus on main aspects of their subatieBrperceptions. As well as that, it is
helpful in explaining occupational choices and iedicting tasks that people will work

most and least hard at (Finchamand Rhodes, 2005).

2.3 Employee Turnover

Employee turnover is described as employees whe ety are leaving and will leave an
institution for various reasons (Groblat al., 2006). Labour turnover within an
organization is a normal part of organization fumuing and while a certain level of
turnover is to be expected and be beneficial totiganization, exclusively high turnover
may be dysfunctional to the organization. A hugeceon to most companies, employee
turnover is a costly expense especially in lowsjinajob roles, for which the employee
turnover rate is highest. Many factors play a rioléghe employee turnover rate of any
company, and these can stem from both the emplagdr the employees. Wages,
company benefits, employee attendance, and jolonpeaihce are all factors that play a
significant role in employee turnover. Companidseta deep interest in their employee

turnover rate because it is a costly part of ddinginess (Beam, 2009).
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Turnover can be classified as being functional ¢fieral) or dysfunctional (problematic)
depending on the organization’s evaluation of tfddvidual. It is functional when a non-
performer leaves the organization and dysfunctionaére the departing employee is
someone the organization would wish to retain. Higinformers who are difficult to
replace represent dysfunctional turnover while mwion-performers who are easy to
replace represent functional turnover (Casio, 200&ynover can be beneficial if it
allows the organization to hire new employees waitbre current training. Fresh ideas
from outsiders can be critical to organizationd theae become stagnant and are in need
of innovation. Turnover can also afford opportwestito promote talented, high
performers. When poor performers or disruptive @ygés leave the organization, it

sometimes leads to increase in morale amongst ckerso(Mello, 2006).

2.4 Factors Influencing Employees’ Turnover

Armstrong (2001) posit that high turnover in an aorigation is an indication of a
problem in that organization. High rate of employeenover brings about negative
publicity to an organization and causes dissatigfacamongst employees resulting to
negative production. The causes of labor turnovermorale, job satisfaction, promotion
prospects, inadequate salaries, more respongbiland working conditions, (Bryant,
2007). These personalities attributes turnoverfmesvision, personnel policies, dislikes
for job, poor working conditions, unequal workloadsd job security. The intrinsic
factors depend on the individual and encompassfijplpersonality and demographic

factors like age, gender and marital status.
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2.4.1 Rewards

Employee rewards are concerned with both finanarad non-financial rewards and
embraces the philosophies, strategies, policiessphnd processes used by organizations
to develop and maintain reward systems (Armstr@@§2). The most common reason
for employee turnover rate being so high is thergakcale because employees are
usually in search of jobs that pay well. Those vaine desperate for a job may take the
first one that comes along to carry them throughlevkearching for better paying
employment. Also, employees tend to leave a compaegause of unsatisfactory
performance appraisals. Low pay is good reason asy an employee may be lacking
in performance (Rampur, 2009). According to Luth&2@05), “wages and salaries are
recognized to be a significant, but complex, mdiitrensional predictor of job
satisfaction”. According to Smith, Kendall and Hul{2009), employees are satisfied
with the compensation when the current pay is béktan the desired pay. However,
despite the fact that there is ample proof of ati@hship between turnover rates and pay
levels, other factors need to be considered sudhiess in the administration of pay,
differences in the importance of pay and the outrof performance pay systems
(Heneman and Judge, 2000). Where wage policiescamdy designed and where salaries

are not competitive, turnover is higher.

Inadequate or unsound wage classification struanag cause dissatisfaction and may
result in termination. Pay problems arise becadisencompetitive, inequitable or unfair
pay systems. New employees often wonder why thegive less money than an

association that is apparently performing the jahctions. Voluntary turnover is mostly
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by those in search of higher pay. When the econisniping well, exit interviews show
that people resign for better pay elsewhere. Ireth performing economy the availability
of alternative jobs plays a major role in the staffnover (Herbert, 2003).The Gallup
organization conducted an extensive study of 80,@@Dagers to analyze the factors
contributing to the quality of the workplace. Thedy finds that employee satisfaction
and job retention can be achieved through recamm{@uckingham and Coffman, 2009).
Of the 12 dimensions employed in the survey, reitimgn and praise rank fourth.
Urichuk (2009) argues that employee turnover istdug lack of recognition and reward,
and points out that ‘recognition helps in retainthg sincere employee and saves time
and money to recruit new people and it also engas@ather workers to do a good job.
Hard to believe, yet motivation is achieved througtognition’. Recognition and reward
are differentiated by Hansen, et al. (2002, p. @Ho note that ‘intrinsic motivation is
driven by the particular behaviour of extrinsic mation and strategic recognition

needed by an organization while implementing tieard strategy’.

While pay and benefits alone are not sufficientditbons for high satisfaction, it is an
indispensable measurement in job satisfaction atialo Noe (2007) argues that for
most people, work is the primary source of incoamel financial security and an
important indicator of status within the organimatias well as in society. Naturally,
employees want pay and benefits reward systenthbgtperceive as just, unambiguous,
fair and in line with their expectations (Robbi2§08). Further, Okumbe (2001) assert
that in determining compensation levels organirstianust be conscious of the
prevailing market rates to ensure fairness andtydni compensation. Organizational

indifference on going rate or going range will atfmegatively on efforts put towards
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attracting and retaining the required staff. Wheoope are paid well they are able to

meet their daily needs, concentrate at their platesrk and accomplish their tasks.

2.4.2 Working Conditions

Working conditions have a modest effect on jobséattion. If working conditions are
good (clean, attractive) employees will find it ieado carry out their jobs. If working
conditions are poor (hot, noisy) personnel willdfiht more difficult to get things done
(Nelet al., 2004). Employee working conditions play an impottaole in an
organizations ability to attract, retain and mat@vgood employees, hence a cause of
employee turnover. In relation to the above, Schawé2004) adds that those working
conditions, which include physical and psycholobfeators surrounding a job, vary in
importance as a motivator and the absence of sutivating factors, employees and in
this case teachers will exit. Hanusbekl.{2002) argue that employees’ salaries are not
all that matter. They show that employee preferenug across a range of jobs and

organization conditions and may be just as imporarsalary in the retention decision.

Some employees jump from company to company becthemse prefer a working
environment that is suitable for them. If workingnditions are substandard or the
workplace lacks important facilities, such as prolgghting, furniture, clean restrooms,
and other health and safety provisions, employeastvwe willing to put up with the
inconvenience for long. If an employee finds anrappgate work environment which is
suitable for them in a specific company, they mayknin that same organization for

several years (Handelsman, 2009).
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2.4.3 Management Styles

Borstorff and Marker (2007) state that the reladldp between managers and employees
influences employees’ decision to stay in a jolth@ssupervisors and managers have an
important impact on employee turnover. The lendthirae that employees stay in an
organization is largely determined by the relattopsbetween employees and their
managers (Dobbs, 2001). Employees value certatortaabout managers. Taylor (2002)
notes that employees desire managers who know adedratand them, and who treat
them justly. Employees also prefer managers whobeatrusted. If employees feel that
their managers are fair, reasonable and suppottvels of job satisfaction increase. If
the manager shows interest in the well-being of leyges and is supportive and
sensitive towards employees emotionally, employde satisfaction increases (Egah

al., 2004). Furthermore, autonomy is valued by emplsye®l decreases turnover.

The role of the leader has become vital, especialign environment that is constantly
changing (Cope and Waddell, 2001). The effect efdées’ influence on workers’
work-related experience cannot be underestimated. Inymages, the caliber of the
relationship between the worker and his or her ighate director is the most powerful
indicator of job satisfaction. This connection betéw management performance,
leadership, and satisfied workers is easiest searew workers, who generally equate
their feelings about their work with the quality tfeir leaders. An inaccessible or
insensitive management style costs an organizdiath directly and indirectly. Low
productivity, frustrated workers, loss of time, andney spent to enhance the confidence

of the staff are reflections of workers’ attitudes.
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When employees are supported by their managers dheyless likely to leave an
institution. According to Chieffo (1991) employeeko are allowed by managers to take
part in decisions that influence their jobs tendtay. Lastly, employees have the need to
participate in decision making regarding matteeg toncern them. There seems to be a
strong link between participation in decision-makimnd job satisfaction, service
delivery and decreased turnover rates. Leadersylgssare at the heart of the success of
an organization and strongly influence the firmsell performance (Rowest al.,
2005). Different managers adopt different styles] axperts have argued that style of
leadership is inextricably linked to the achievet@hmanagement goals and the ability

of managers to motivate their team.

2.4.4 Training and Development Opportunities

All organizations, private or public connect emm@eyg to execute certain activities in
order to attain goals and objectives. No mattertwiese goals are, organizations must
have competent employees to perform the tasksaadcomplish them. This is not just a
matter of extensive training in task skills, butcoimpletely new ways of thinking about
work, and of working and relating with one anott{Beardwell and Holden, 2001).
Although well-thought-out strategies and human wes® planning, recruitment and
selection initially provide an organization withethequired workforce, additional training
is normally necessary to provide employees withgpécific skills which enable the
employees to survive over time (Swanepbedl., 2003). Current labour economic
thinking on training assumes a negative relatigngietween turnover and training. It

supposes that the investment in training is theltred optimizing decisions made by
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both workers and employees. The increased skaigltieg from general training enables
employees to extract higher wages from their carren future employers. Since

employers are confronted with the risk of not beade to recoup this investment, they
will not be inclined to sponsor general trainingemfiployees. Firm-specific training, on
the other hand, cannot generate an increased walyeamyone other than the current
employer. Therefore organizations can recoup timsestment in specific training and

they will be willing to share some or all of thest® of specific training rather than of

general training (Forrier and Sels, 2003).

Werther and Keith (2006) said that training anded@wment teaches existing employees
new knowledge, skills and abilities to ensure theantinued usefulness to the
organization and meeting their personal desireaflmancement. The employer must be
committed to training and development of the saaifi show this by releasing employees
from regular work to attend training and even sponthem where possible. When
training opportunities are lacking, workers get deatized and easily move to other
companies even for a low pay but as long as theeechances for training and
development. Resignations and turnover can incriégssople are not trained properly,
or feel that demands are being made upon them whéhcan reasonably be expected to
fulfill without proper training. New employees canffer induction crisis if they are not
given adequate training when they join the orgamma Lack of a well-organized
training program may result in loss of employeé®nmployees are not properly trained
on their new jobs, they may think they are not pesging rapidly enough and that

advancement is slow (Forrier, 2003).
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Human capital development theory suggests thatktimvledge, skills and abilities
possessed by individuals are components of an @a#@n’'s “human capital”. It
presents a view of employees as organizationakinwents or assets that, when properly
deployed, contribute to an organization’s produttiyRondeaet al., 2009). Mello
(2006) suggests that if an organization considersemployees to be human assets,
training and development represents an ongoingstment in these assets and one of the
most significant investments an organization cakenRondeaet al.,(2009) say that by
investing in their human resources, organizatiomsreot necessarily motivated by the
humanitarian objective of maximizing employee wedfar happiness, but rather they do
SO as a means to increase their productivity, twoime more adaptable to emerging
opportunities in the market place or to enhancé tleputation with key stakeholders.
However, while investments may increase the orgaioiz’'s stock of human capital, they
may also enhance the attractiveness of their erapoyo other employers. Furthermore,
trained employees may also realize their enhane&gevand look to pursue other, more
lucrative, options if their enhanced value is ifisigntly recognized with better

compensation or more interesting work assignments.

2.4.5 Opportunity for Career Advancement

Lack of opportunity for advancement or growth case a high turnover rate for any
organization. If the job is basically a dead-endppsition, this should be explained
before hiring so as not to mislead the employee jbb should be described precisely,
without raising false hopes for growth and advanesimn the position. Since employees
generally want to do a good job, it follows thaeyhalso want to be appreciated and

recognized for their work. Even the most seasomepl@yee needs to be told what he or
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she is doing is right once in a while (Shamsuzzd&tf)7). Lack of opportunity for
advancement through seniority or otherwise maylrésulissatisfaction that simmers in
an employee’s mind until he or she finally quitstte case of jobs having no real future,
applicants should receive a full explanation betbesy are hired. If an organization does
not have chances for promotion of their employ#esy may quickly lose this resource
to others. Promotion chances are the degree ohtateccupational mobility within an
organization (Price, 2001). Promotional chancesicedurnover since an employee can
stay on hopefully eyeing a vacancy. Promotion aff$¢ a motivator in the sense that an
employee is satisfied even as he performs his slutith job satisfaction turnover is

highly reduced (Cascio, 2002).

Commitment towards the organization is degradethéire is a perception of under
handed methods in promotion activities (Mosadegttrad. 2008). AFAhmadi (2002)
established that employees demonstrate greatds lef/satisfaction and commitment if
they are given ample opportunity for personal al a® professional growth in their
organization. According to Friday and Friday (2Q03atisfaction with promotion
determines employees’ attitudes toward the org#niza promotion policies and
practices. In addition to this, Bajpai and Sriveatgd2004) postulate that promotion
provides employees with opportunities for persogr@wth, more responsibilities and
increased social status. Research indicates thaplogees who observe that promotion

decisions are made in a fair and just manner as likely to experience job satisfaction.
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2.4.6 Demographic Factors

Demographic factors that have been found to haaflestrelationship with turnover in
past research include age, tenure, level of edutatievel of income, and job
category(managerial or non-managerial). Maertz @adnpion (2001) in their study
found out that amount of education was positivedgoziated with turnover suggesting
that the more educated employees quit more oftdriteat non-managerial employees are
more likely to quit than managerial employees. Vitdwy labour turnover decreases with
increasing age (Young, 2000). This is because ghgngccupations becomes more
difficult and threatening with age. The typical wer, who is thirty five (35) years of age
or above has become involved in an occupation wiktengage him or her until
retirement and despite occasional signs of disconfew of such workers entertain

serious thoughts of changing occupation.

Young (2000) posit that labour turnover is highglated to the employee’s length of
service. This means that new employees have higites of labour wastage due to
induction crisis, among other factors, than empésyeho have stayed longer with the
organization. This can be associated with thetfaattworkers move less often as they get
older and as they get used to their work and tlgarozation and most of them have
established relationship with those around them.ngduni (2002) found out that,

employees who are not married have a higher prayewosleave work than the married

employees. All researchers agree that labour t@mo higher among females than

males especially in married women. These findings be explained by the fact that
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women may leave jobs due to family commitments aaghesigning to raise their young

family (Blan and Khan, 2001)

2.4.7 Human Resource Policies

Organizations should develop human resource pelai strategies, including selection
and recruitment, training and development, andoperdnce management, that reflect
their beliefs and principles as well as maintainigreptable relationships between
management and employees. However, some humarnrecestepartments merely devise
policies that deal with current problems or requeats (Oakland and Oakland,
2001).Whitener (2001) suggests that employeesntamret organizational actions, such
as human resource practices and the trustworthofesmnagement as indicative of the
organization’s personal commitment to them. Whexe employees leave after a short
period in the job, poor recruitment and selecti@tisions both on the part of the
employer and employee are usually the cause, alithgooorly designed or non-existent
induction programs Morrell, 2004). If expectations are raised too high durihg t

recruitment process this can result in people dtwggobs for which they may be

unsuited. Organizations often do this to ensure thay fill their vacancies with

sufficient numbers of well-qualified people as diycas possible. However, this can be
counterproductive over the longer-term, as it eadlto costly avoidable turnover and to

the development of a poor reputation in local lalboarkets.

Inadequate selection and deployment methods magecaarest and dissatisfaction

among new employees (Armstrong, 2004). Employeeslagplaced in jobs that are too
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difficult or their skills may be inadequate. Intet case new employees may become
discouraged and may quit in the hope of obtainigensuitable employment elsewhere.
Rapid turnover can result simply from poor selectior promotion decisions. It is
essential to ensure that selection and promoti@mteguures match the capacities of
individuals to the demands of the work they havedto The process through which
employees are hired can be a major source of stafbver, keeping staff turnover low
begins with hiring employees who are good matchtlier practice and the position. In
hiring practices like making reference checks, ifigdout why the employee left the
previous job and ensuring that a candidate skiltchres the job description, the

organization settles for an employee who can senger (Capko, 2001).
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The chapter describes the proposed research désegtarget population, data collection

instruments and the techniques for data analysis.

3.2 Research Design

The research design adopted was cross-sectionaysurThis looks at data collected
across a whole population to provide a snapshdbatf population at a single point in
time. This kind of study was used to determinepéeceived factors influencing turnover
of teachers in public secondary schools in Nai@bunty. Descriptive design method
provides quantitative data from a cross sectiornthef chosen population. This design

provides further insight into research problem bgdatibing the variables of interest.

3.3 Target Population

The population of the study consisted of all tea€han public secondary schools in
Nairobi County. According to the Teachers Serviaengission (2013) there are 1883
teachers in public secondary schools in Nairobir®puThe population of interest was

broken down as follows;
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Table 3.1 Population Size

District Population Percentage
Starehe 339 18
Kamukunji 193 10.2
Kasarani 153 8.1
Makadara 252 134
Njiru 126 6.7
Embakasi 95 5
Lang’ata 88 4.7
Dagoreti 321 17.1
Westlands 316 16.8
TOTAL 1883 100

Source: (TSC, 2013)

3.4 Sampling Design

The researcher used stratified sampling becausas# of classifying the population into
strata. The sample comprised of 10% from eachastfathe target population. According
to (Mugenda and Mugenda, 1999) a sample of 10%oissidered representative.
Respondents were selected randomly based on thegocgt This approach was
considered appropriate since it ensured a reprsensample. In order to find the best
possible sample, stratified sampling was the bethad to use as it provided reach and
in-depth information. The sample size was approgfiar the study as it ensured that all
the cadres in the organization are representedréduging sampling bias and achieving

a high level of representation.
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Table 3.2 Sample Size

District Population Sample size(10%)
Starehe 339 34
Kamukunji 193 19
Kasarani 153 15
Makadara 252 25
Njiru 126 13
Embakasi 95 10
Lang’ata 88 9
Dagoreti 321 32
westlands 316 32
TOTAL 1883 189

Source: (TSC, 2013)

3.5 Data Collection

The study used primary data which was collectedoutin self-administered
guestionnaires. The questionnaires consisted df bpen and closed ended questions
designed to elicit specific responses for qualimand quantitative analysis respectively.
The questionnaire was administered through “dropl g@ick later” method. The
respondents for the study were teachers’ in allipecondary schools in Nairobi. The
guestionnaire was made up of two sections; sect#oncovered demographic

characteristics while section B covered the pesmifactors that influence teachers’

turnover.
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3.6 Data Analysis

The data collected was analyzed using descriptatesscs (measures of central tendency
and measures of variations). Once the data wasotetl, the questionnaires were edited
for accuracy, consistency and completeness. Howelefore final analysis was

performed, data was cleaned to eliminate discreparand thereafter, classified on the
basis of similarity and then tabulated. The respsngere then coded into numerical form
to facilitate statistical analysis. Data was anat/aising statistical package for social
sciences based on the questionnaires. In partjdhlaranalysis was presented in tables,

pie charts, percentages, mean and standard desgatio
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

The research objective was to establish the pexdefactors influencing turnover of
teachers in public secondary schools in Nairobi i@puThis chapter presents the
analysis, findings and discussion. The findings presented in percentages and

frequency distributions, mean and standard dewiatio

4.2 Response Rate

A total of 189 questionnaires were issued out anty d53 were returned. This
represented a response rate of 81%. This respateseras adequate for data analysis and
conforms to Mugenda and Mugenda (2003) stipulati@t a response rate of 70% and

over was adequate.

4.3 Demographic Profile

The demographic information considered in the stu@s respondents’ gender, age
bracket, highest level of education, length of senand the rate of teachers’ turnover in
the school.

4.3.1 Respondents Gender

The respondents were asked to indicate their geinderder to ensure that the results

obtained captures the views of both gender. Thdteeare presented in figure 4.1.
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Figure 4.1: Respondents Gender

45.80%

54.20%

m Male

m ['=male

Source: Author (2013)

The results indicate that 54.2% of the respondemse female while 45.8% of the
respondents were male. The respondents were madémpre female than male. The
findings indicate that the male and female diffeesmvas not significant and therefore

this implies that the study was not influenced bpdger imbalance.

4.3.2 Respondents Age Bracket

The respondents were asked to indicate their agekér in order to establish the

influence of age on the perception of teachers.r€helts are presented in table 4.1.
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Table 4.1: Respondents Age Bracket

Years Frequency Percent Cumulative Perg
Under 30 24 15.7 15.7

31-40 76 49.7 65.4
41-50 48 31.4 96.7

Over 50 5 3.3 100.0

Total 153 100.0

Source: Author (2013)

ent

The results on the respondents age bracket indibate49.7% of the respondents age

bracket was between 31 and 40 years, 31.4% ofeg@ondents indicated that their age

bracket was 41 to 50 years, 15.7% of the respoadsid that their age was less than 30

years while 3.3% of the respondents were over B@syd he results indicate that all ages

were represented although majority of the teacheese middle aged and therefore the

study represented all ages.

4.3.3 Highest Level of Education

The respondents were requested to indicate theestigavel of education. The level of

education was important in order to show the adegjoathe respondents on the concept

of turnover. The results are presented in figuge 4.
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Figure 4.2: Highest Level of Education

100.00%
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62.10%

60.00%
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Post graduate level University Tertiary college

Source: Author (2013)

The results indicate that 62.1% of the respondeatsattained university level, 28.1% of
the respondents said that their highest level ofcation was post graduate level while
9.8% of the respondents had attained tertiary gelllevel. The results indicate that
majority of the respondents were university gradsiaand above and therefore they

understand the factors that influence turnoveeathers.

4.3.4 Length of Service with the School

The respondents were requested to indicate thethleofy service with the school.
Duration of service in the school was importanbrmder to determine the respondents’
level of understanding of internal information peght to the school. The results are

presented in table 4.2.
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Table 4.2: Length of Service with the School

Years Frequency Percent Cumulative Perg
Less than 5 34 22.2 22.2

5-10 57 37.3 59.5

Over 10 62 40.5 100.0

Total 153 100.0

Source: Author (2013)

ent

The results indicate that majority of the respornsle0.5% have worked in their

respective schools for over 10 years while 37.3%hefteachers indicated that they have

worked in their current schools for 5 to 10 ye&@sly 22.2% of teachers indicated that

they have worked in the current schools for a pknbd less than 5 years. The results

indicate that the respondents have been teachera fonger duration of time and

therefore they understand the perceived factorsitfl@ence turnover in the education

sector.

4.3.5 Level of Employee Turnover

The respondents were asked to indicate the levidamhers’ turnover in their schools in

order to establish the possible factors which grilce teachers’ turnover in the schools.
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Table 4.3: Level of Employee Turnover

Level of employee Frequency Percent Cumulative
turnover Percent
Very High 6 3.9 3.9

High 53 34.6 38.6

Moderate 68 44.4 83.0

Low 26 17.0 100.0

Total 153 100.0

Source: Author (2013)

The level of teacher’s turnover in the schools e 44.4% of the respondents said that
the level of teachers turnover was moderate, 346%e respondents said turnover was
high, 17% of the respondents indicated that thaowsr was low while 3.9% of the

respondents said that turnover in the schools washigh. The results indicate that there
is turnover in the schools and therefore there @sdnto determine the factors that

influence the turnover of teachers.

4.4 Perceived Factors Influencing Teachers’ Turnove

Factors affecting employee turnover today have imecincreasingly complex. Labor
turnover levels can be very high in an organizatwith poor working conditions,

undesirable jobs, pay inequities and limited opputies for advancement. An
employee’s stage in life also determines one’silgtaln a job. The respondents were
requested to indicate the perceived factors tHhtance teachers’ turnover in a five point

Likert scale. The range was ‘strongly disagree {d)’strongly agree’ (5). The scores of
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strongly disagree and disagree have been takezptesent a variable which had a mean
score of 0 to 2.5 on the continuous Likert scale; $.E <2.4). The scores of ‘moderate
agree’ have been taken to represent a variable avitean score of 2.5 to 3.4 on the
continuous Likert scale: (XB1.E. <3.4) and the score of both agree and stroaghge

have been taken to represent a variable which hattan score of 3.5 to 5.0 on a
continuous Likert scale; (X5L.E. <5.0). A standard deviation of >0.9 implies a

significant difference on the impact of the vareabmong respondents.

4.4.1 Effect of Rewards on Teachers Turnover

The respondents were asked to indicate the effewvards on teachers’ turnover. The
most common reason for teachers’ turnover is resvlietause teachers are always in
search of jobs which have appealing financial amadt financial rewards. The results are
shown in Table 4.4.

Table 4.4: Effect of Rewards on Teachers’ Turnover

Effect of rewards on teachers’ turnover Mean | Std. Deviation
Wages and salary paid to the teachers encouragesets to stay 1.919( .9696
There is job security which encourages teackh@nemain in th 3.0654 1.2704
school

Rewards for exceptional performance is there 2.7033 1.220(
In the school there is satisfactory performanceapgls 3.085( .9593
The rewards offered to the teach are comparable with what 2.120¢ 1.1471
market offers

The retirement benefit scheme for the teacheratisfactory 2.5301 .9233
The medical scheme offered to the teachers is cahbjgato wha 2.1765 1.0007
is in the market

The rewards offeredo employees are commensurate to V 1.7965 1.060¢
hence job satisfaction

Overall mean 2.424¢

Source: Author (2013)
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The results indicate that respondents disagredgdhbaewards offered to employees are
commensurate to work hence job satisfaction witmean score of 1.79. They also
disagreed that wages and salary paid to the tema@r@ourage them to stay and that
rewards offered to the teachers are comparablehtd 18 in the market with a mean of
1.91 and mean 2.12 respectively. The respondentsefudisagree that medical scheme
offered to the teachers is comparable to what theket offers with a mean of 2.17. The
respondents also were not sure on the level ofheac satisfaction with retirement

benefit scheme with a moderate score of 2.53. Tleye also not sure about the
importance of reward for exceptional performancéhved moderate score of 2.7; they
were sure that job security encouraged teachemsmain in the school with a moderate

score of 3.06.

From the analysis it can be concluded that rewaesk chot encourage teachers to remain
in the profession especially in terms of satistattwith the level of reward comparably
to the market rate and the medical scheme. Buh&acould not comment on the effect
of retirement benefit scheme, relation of rewardpwformance and job security as

important for turnover.

4.4.2 Effect of Working Conditions on Teachers Turover

The respondents were asked to state the effegtering conditions on teachers’
turnover. Good working conditions result to a canvironment and this helps to control

teachers’ turnover.
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Table 4.5: Effect of Working Conditions on TeachersTurnover

Effect of working conditions on teachers turnover Mean | Std. Deviation
There is flexibility in scheduling in the school 3.156¢ 9675
Manageable workload is given to all teachers 2.9417 .9268
The school provides enough working space, equipment 3.2353 .9010

optimum temperature, and moisture

Amount of paid vacation time or sick leave offered 3.1501 .8332
Discipline handling procedure is transparent 2.9547 1.0404
The teachers are supervised well 2.8627 7527
Overall mean 3.0501

Source: Author (2013)

The results indicate that the respondents weresun@t that the public secondary schools
have enough working space, equipment, optimum testyre, and moisture with a
moderate score of 3.23. They were also not suraitathexibility in scheduling and
existence of satisfactory vocation time or sickvéeavith each having a moderate mean of
3.15. The study further established that the redgots were not sure on whether the
public secondary schools have transparent diseifiandling procedure with a moderate
mean of 2.95. The respondents indicated that there watisfied to a moderate extent on
the teachers being given manageable workload witltean of 2.94 and teachers being
well supervised with a mean of 2.86. The resules @nsistent with Schwartz (2004)

findings that employee working conditions play amportant role in an organizations
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ability to attract, retain and motivate good enyeles, hence a cause of employee
turnover.

The overall mean was found to be 3.0501, an inidicahat the working conditions in
the schools moderately satisfied the teachers. Ehenanalysis it can be concluded that
the public secondary school teachers could notoaititively comment on the influence
of working conditions, although the existence obwgh working space and flexibility

could influence the teachers to remain in the skishoo

4.4.3 Influence of Management Style on Teachers Toover

The respondents were requested to indicate theteffenanagement style on teachers’
turnover in order to establish various actions mag the managers to control teachers’
turnover.

Table 4.6: Influence of Management Style on TeachgrTurnover

Effect of management style Mean |Std. Deviation
Supervisors go out of their way to make teachewmskilife easie] 3.114§ 1.0157
Managers ensure that their actions are not only bai alsq 3.2157 .8655
perceived as fair by the teachers in order to bettanagy

turnover

The management of the school ensures that thesffastive 2.7843 .8579
communications, teambuilding, conflict resoluticnaching, an

mentoring.

Managers show appreciation for teachers hard work 3.5621 1.0688
Supervisors are willing to listen to teachers peat@roblems 3.4057 .8463
Managers in the school allow teachers to take ipadecision] 3.0327 1.2108
that influence their jobs

Teachers’ ideas are very frequently used consteigti 3.4013 .8761
Overall mean 3.2334

Source: Author (2013)
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From the findings, the respondents were in agreerheh managers show appreciation
for teachers’ hard work with a mean score of 3.bleey were however not sure on

whether supervisors are willing to listen to thpersonal problems and whether their
ideas were frequently used constructively with ehatting a mean score of 3.40. The
respondents further noted that they were not sarevizether the managers ensure that
their actions are not only fair but also perceivasl fair by the teachers and the
supervisors going out of their way to make teackerk life easier with a mean of 3.21

and 3.11 respectively.

The respondents further noted to a moderate exttahtthe managers allow teachers to
take part in decisions that influence their jobshwa mean of 3.03. The existence of
effective communication, teambuilding, conflict skdion, coaching, and mentoring in

the schools with a mean of 2.78 was indicated agenate. It can therefore be concluded
that the teachers were satisfied with how supemigias done in their schools as leaders
showed appreciation for hard work although theyemeot sure whether teachers take

part in decision making and the existence of effeatommunication.

4.4.4 Influence of Training and Development on Teders Turnover

Staff training and development gives teachers’ ojpmities for self improvement and

development to meet challenges and requiremeniswftechniques of performing tasks
and new equipments and therefore helps to contathiers’ turnover. Therefore the
study aimed at establishing the effect of trainemgl development on teachers’ turnover

in public secondary schools in Nairobi County.
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Table 4.7: Influence of Training and Development omeachers Turnover

Influence of training and development on Teachel

y

Turnover Mean |Std. Deviation
Teachers receive adequate training and informatoddg 2.1895 97165
their job well

Sufficient time and money is allocated for training 1.9732 .82582
Training and development plans are developed 2.249( 1.1117¢
monitored for all teachers

The school releases teachers from regular workitend 1.9934 1.0912]
training and even sponsor them where possible

There is a well-organized training program in tblecol 2.0719 1.1815]
Overall mean 2.0954

Source: Author (2013)

The findings presented in Table 4.7 indicate tistrithution of responses on the level of

agreement with the influence of training and depelent opportunity at the public

secondary schools. The findings indicate that #epondents disagreed that sufficient

time and money is allocated for training with a mescore of 1.97. They further

disagreed that the schools release teachers todatit@ining and sponsor them where
possible and a well organized training programtexishe schools with a mean of 1.99

and 2.07 respectively. The respondents furthergdesal that the teachers receive

adequate training and information to do their jaddlwvith a mean score of 2.18.

The results further established that the resposdehsagreed that training and
development plans were developed and monitore@lfdeachers in the schools with a
mean score of 2.24. From the findings, it can beckaled that the teachers were not

satisfied with training and development opport@sitthey are accorded by the employer
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as there is no sufficient time and money allocasetipol does not release teachers and

that an organized program for training does nostexihis therefore influences turnover

of teachers in the schools.

4.4.5 Influence of Career Advancement on Teacher$urnover

Career advancement is an essential element ofefudareer patterns and is likely to

influence teachers’ turnover. The study requiredrdspondents to indicate their levels of

agreement on statements related to career advantamu turnover in public secondary

schools in Nairobi County. The finding to this s@esented in table 4.8 below.

Table 4.8: Influence of Career Advancement on Teaehts’ Turnover

Influence of career advancement on teachers’ turnar Mean | Std. Deviation
The school promotion policies are fair 2.2386 .8497
There is unfavorable promotion decision in the stho 2.187¢ 1.1009
Promotions are always given based on ability 2.1099 1.1534
Promotion exercise is held regularly 1.9085 1.0535
My present job is relevant to the growth and depelent in 2.7484 1.1316
my career

The school has opportunity for advancement or gnowt 3.0621 1.0504
Overall mean 2.3758

Source: Author (2013)
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The results indicate that the respondents disagiesdin the public secondary schools
promotion is held regularly, unfavorable and basedability with a mean of 1.90 and

2.10 respectively. The respondents further disagteat the schools have promotion
policies that are fair with a mean of 2.23. Thegrevhowever not sure on the teachers’
present job being relevant to the growth and deprakmnt of their careers and whether the

school has opportunity for advancement or growtin &@imean of 3.06.

From the findings, it can be concluded that teaxheere not satisfied with career
advancement in the schools as promotions are rdtfregjuently, favorably and based
on ability. The teachers could not however comnantwhether the current job was
relevant for their growth and development and théstence of opportunity for
advancement in the schools. The results indicadé ¢hreer advancement is a serious
concern in public secondary schools in Nairobi Gpuand should be addressed to

manage teachers’ turnover.

4.4.6 Influence of Demographic Factors on Teachefarnover

Demographic factor have been found to have somatioekhip with employees’
turnover. The study therefore aimed at establiskineginfluence of demographic factors
on teachers’ turnover.

Table 4.9 shows the influence of demographic factmr teachers’ turnover in public

secondary schools.
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Table 4.9: Influence of Demographic Factors on Te&ers’ Turnover

Influence of Demographic Factors on teachers’ tueno| Mean Std. Deviation

Gender influence teachers turnover 3.8153 97774
Level of education attained influences teachersilitypb 3.9419 1.14148
Duration of teaching determines teachers’ decidio 2.6797 1.29093

continue teaching or quit

Overall mean 3.4789

Source: Author (2013)

From the findings, the respondents agreed thalete of education attained and the
gender of the teachers influence turnover with aammecore of 3.94 and 3.81
respectively. The respondents were however not@urghether the duration of teaching
determines teachers’ decision to continue teacbinguit with a mean of 2.67. It can be
concluded that the demographic factors influen@e tédachers’ turnover especially the

gualification that the teachers have as they amgeomand and the gender.

4.4.7 Influence of Human Resource Policy on Teach&rTurnover

The respondents were asked to indicate the infeiewfchuman resource policy on
teachers’ turnover. Human resource policies arentisd because they help to maintain
acceptable relationships between management antbysep. The results are presented

in table 4.10.
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Table 4.10: Influence of Human Resource Policy onéachers’ Turnover

Influence of human resource policy on teachers’

turnover Mean Std. Deviation
The recruitment and selection process is impartial 2.104¢ .8926
Favouritism is not evident in any of the selectiwacess 2.1765 1.2983
The Teachers Service Commission rewkmaly service 3.2284 .8975
teachers

The school undertake job review and orientatiomlt 3.1947 .9459

new teachers

The school has standard of service which rec 2.2357 1.2605
turnover
Overall mean 2.387

Source: Author (2013)

The results in Table 4.10 show that the responddisesggreed that the recruitment and
selection process was impartial with a mean scdér@.D0. The respondents further
disagreed that favoritism was not evident in anyth&f selection process and that the
school has standard of service which reduces temweith a mean score of 2.17 and 2.23
respectively. The respondents moderately agreedtiieaschool undertake job review
and orientation to all new teachers with a mean3d® and that teachers service
commission reward long service teachers with a nté&122. From the analysis, it can
be concluded that the human resource policy bepmiead by the Teachers Service
Commission does not encourage teachers to remaeriice as the selection process is
not impartial, favoritism is evident and that thehgols lack standard of service. The
teachers could however not comment on reward fog Iservice and the school

undertaking job review and orientation to all neadhers.
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4.4.8 Discussion

Employees at all levels look for better pay, wogkioonditions, training and career
prospects and this can drive turnover. On the diyéna picture presented by the results
of this study indicate staff turnover in organipas is caused by insufficient career
development opportunities at places of work. Em@ésyin all organizations are always
looking forward to being promoted. When an emplogtgnates in one position for too
long, he or she loses morale of work. He or she@ines disinterested in whatever she
does. Career development is considered as one fal@eping employees in high spirit.
An organization that provides opportunities foremar development for its employees
motivates them and makes them to know that theg Bamething worth looking forward

to.

Van Breukelen et al. (2004) argue that allowing Eyges opportunities to grow in turn,

motivates staff, increases productivity and redumesvastage thus increasing the profits
of the organization. The findings of this studyesgmwith Sparrow (1996) who observes
that insufficient career development opportuniieplaces of work causes staff turnover.
Insufficient career opportunities at places of worlike staff to stagnate in one position
for a long period of time. When staff works in th@&me position over a long period of
time, their morale reduces and thus it affectsrtherk out put. Staff in organizations

with insufficient career development opportunitiesll therefore seek for other

opportunities outside the organization. The edoocakevel of the respondents was that
majority of the respondents had university degmepast graduate holders and therefore

chances are high that they will leave the instingi The results are consistent with
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Oroni, (2005) that in her study found out that there educated employees especially
degree graduates were more likely to quit theirsjdiian the non-graduates. This is

attributed to the fact that more educated persame more job opportunities.

The study established that there are factors tifatence teachers to continue working
for the organization for a longer period. From finelings good working environments as
well as improved relations with supervisors are savhthe factors that make teachers
continue working in the public secondary schodlprdémotional opportunities with more
rewarding positions could be created in line witle® expectations based on merit and
the training opportunities and enhanced job rotatavailability of pay increment in line
with market rates and years of service and thdadbilty of medical cover would make
the respondents work for the schools for a longerog. The study further established
that teachers will continue working in the schoiblsccorded opportunity for career
growth and better human resource policies beinglampnted. This concurred with
Herbert, (1983) who indicated that inadequate cound wage classification structure
may cause dissatisfaction and may result in terenaof job by the staff. He also
observed that pay problems arise because of undiivgeinequitable or unfair pay

systems in the organizations.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND

RECOMMENDATIONS

5.1 Introduction

The purpose of this chapter is to give an ovenaéwindings, conclusion and
recommendation. The conclusions are made fromrthysis and the objective of the

research

5.2 Summary of Findings

The general objective of the study was to estalféistors influencing teachers’ turnover

in public secondary schools in Nairobi County

The study established that majority of the teackhesse over thirty years and therefore
they still have many years to retirement thus thegd to work in institutions that would
ensure that their interest is well taken care Dffe respondents’ level of education was
mostly university and postgraduate an indicatioat tim order to reduce turnover of
teachers in public secondary schools, teacherdareeheed to be satisfied. Majority of
the teachers were found to have been teachingeirculrent schools for more than five
years and therefore they understand the schoapsetterms of the factors that influence
turnover of teachers. Turnover in the schools wasd to be high and therefore there is

need to establish the factors that influence theoter of teachers.

The study established that appropriate rewards bedefits, and also type of

compensation program are also important for emgey&he rewards being offered to
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the teachers was found to influence turnover dees not encourage teachers to stay, the
rewards was not comparable with what the markeersff unsatisfactory retirement
benefit scheme and medical scheme offered to Huhées being incomparable to what is
in the market. The working conditions in the sclsoalas found not to have influenced
teachers turnover as there is enough working spEpgpment, optimum temperature,
and moisture, flexibility in scheduling, satisfagtgpayment of vocation time or sick
leave, transparent discipline handling proceduranageable workload is given to all

teachers and that teachers are supervised well.

The relationship between managers and employe&semntes employees’ decision to
stay in a job as the supervisors and managers &aveportant impact on employee
turnover. The study established that in the pubBcondary schools managers show
appreciation for teachers’ hard work, supervisoesvalling to listen to teachers personal
problems, teachers’ ideas are very frequently wsegstructively, managers ensure that
their actions are not only fair but also perceiasdfair by the teachers in order to better
manage turnover. The study further found out thatdupervisors go out of their way to
make teachers’ work life easier, managers allowltees to take part in decisions that
influence their jobs and that the management ofttmol ensures that there is effective

communications, team building, conflict resoluticnaching, and mentoring.

All organizations, private or public connect emmeyg to execute certain activities in
order to attain goals and objectives. The findiofghe study was that training and
development influenced turnover in the schoolshasetis no sufficient time and money
allocated for training, the schools do not reletesschers from regular work to attend

training and even sponsor them where possibleetiemo well organized training
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program in the schools, teachers do not receivguade training and information to do
their job well and that training and developmeransl were developed and monitored for
all teachers. On aspects relating to career adwagtein the public secondary schools,
the respondents were dissatisfied as promotion neaseld regularly, promotions not
being given based on ability, existence of unfaltagpromotion decision in the schools,
unfair school promotion policies, the present joding irrelevant to the growth and
development in their career and the schools hamm@pportunity for advancement or

growth.

The study established that the demographic fadtas influence turnover of teachers
were the level of education attained, and the durabf teaching which determines
teachers’ decision to continue teaching or quie hhhman resource policies found to be
contributing to teachers’ turnover was the recreitinand selection processes being
impartial, favoritism being evident in the seleatiprocess and the schools having no

standards of service which reduce turnover.

5.3 Conclusion

Turnover is a burning issue for any organizatioar the steady performance of the
public secondary schools, it is essential to mans&illed workforce. But most of the
times it is very difficult to control the turnoveate within organizations. Employees of
an organization are considered as an importanuresdor the realization of the firm’s
objectives and every effort should therefore be ertadtrain and retain them at the same
time. As an important resource, employees at aklgelook for better pay, working

conditions, training and career prospects andctirishelp in stemming exit of staff.
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Several factors have been identified to contribisteemployee turnover and include
rewards, training and development opportunity, @aeglvancement, demographic factors
and the human resource policy. It is therefore g that the Teachers’ Service
Commission identifies the relevant predictors ofplyee turnover in order to develop
appropriate mechanisms of dealing with the caudes.study found out that unfavorable
employer related factors significantly affect teacturnover in public secondary schools
in Nairobi County. In particular, the study estab&d that loss of group cohesion, poor
working conditions, poor pay, poor management gyesusion directly impacted on
teachers and caused job dissatisfaction which asexd the rate of teacher turnover. The
study also established that in schools where tyegsmeral conditions of work and good
supervision were evident, the rate of teacher wegnavas low. This implies that most
public secondary schools in Nairobi County, paidittheachers poorly, provided poor
conditions and had poor supervision policies, th®y did nothing to improve these

conditions which increased the level of teachemidver.

Kenya’'s developmental challenges demand that psbiondary schools should stand up
as one leading place to prepare the nation foexipected leap forward. But the evidence
seems to suggest that the schools remain ill peelpdihis is due partly to the low morale
of the teachers, which in turn has increased tteeaflabour turnover from the system. It
is fair to say that teachers will put in their begten the work environment is conducive,
when there are good welfare packages like gooddsumdequate health and medical

insurance, training and development opportunitg@®d human resource policy, career
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advancement and other relevant fringe benefitshénabsence of these, it can only be
expected that frustration and eventually quits v@flult. Given their role in society, there
is a strong case to pay special attention to sewsgndchool academics while not
constituting them into a special class. Howeverjsitimportant to further explore

opportunities to provide more incentives to enaklechers maximize their role in the
development process. A holistic approach, whichgadtely takes into account crucial

non-economic factors as well must be employed.

5.4 Recommendation

The study established that there is high rate adhers’ turnover in the public secondary
schools in Nairobi. The role of human resource depents in the Teachers’ Service
Commission is to satisfy the needs of teachersutiirahe provision of training and

development, rewards systems, career advancemeitusnan resource policy, to foster
employee commitment and reduce the rate of empldyeeover. It is therefore

recommended that the Teachers’ Service Commissiould change its human resources
management practices and style in public seconstdrgols in order to ensure employee
satisfaction. This will greatly help reduce highrniover rates. The workplace

environment needs to be made fully suitable forrtbeds of all employees by ensuring
leadership styles that encourage decentralizatwindglegation of duties, equality in the
implementation of employee evaluation and appraigstems, and provision of sufficient

employee benefits, rewards, and structures forgmrition.
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The study established that rewards influenced wenof teachers and it is recommended
that the government through the Teachers’ Servicenr@ission should revise the
remunerations of the teachers in the public segiois will go a long way in motivating
the teachers to continue working longer and effetti for the improved school
performance. As a way to reduce cost of managinmgter, firms should simultaneously
measure and manage turnover. Measuring will invosteh things as: surveys,
consultation processes, intra- and extra-firm cagegdance, exit interviews and leaver
profiling. Managing is needed in key operationaaa to minimize the effects of change
to key business areas. Both elements are impddamggotiate the complexities inherent
in implementing widespread change. To improve am d¢bre competencies emanating
from the organization’s human resources, an orgdioiz need to institute performance
management system and train key staff on admitistraf the system, review the job
descriptions, personnel policies and reward systéth.such steps are aimed at
motivating the staff to get the best out of themomder to achieve the organizations’

objectives and stop level of exit from the orgah@a

5.5 Suggestions for Further Research

The overall findings of this research can be usedive hints and suggestions on the
directions for future research. Future researcbleosild undertake a similar study on all
the secondary schools in Nairobi County to allow thsults to be generalized. Future
researchers should also consider investigating d¢tepaf labor turnover on the

performance of secondary schools. If the aboveietudan be undertaken, factors

causing labor turnover and their impacts criticaltermined and proper analysis done,
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then labor turnover can be arrested and performahtiee schools improved in Kenya's

education sector.

5.6 Limitations of the study

Due to the varied locations of the public secondatyools in Nairobi County, it was not
easy to drop and pick the questionnaires. Howeherpnes analysed for this study met
the threshold of over 70% response rate. Some efréspondents were reluctant to
respond to the questionnaires but i expressed eém thow the research would be

important to them and their institutions.
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APPENDIX I: QUESTIONNAIRE

Please give answers in the spaces provided and\igkn the box that matches your

response to the questions where applicable.

Section A: Demographic Characteristics of Respondés
1. Name of the school............cooii i,
2. Gender: Male () Female ( )

3. What is your age bracket? (Tick as applicable)

a) Under 30 years ()
b) 31— 40 years ()
c) 41-50 years ()
d) Over 50 years ()

4. What is your highest level of education quadifion?

a) Post graduate level ()
b) University ()
c) Tertiary College i

d) Secondary ()
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5. Length of continuous teaching with the school?

a) Less than five years ()
b) 5-10 years ()
c) Over 10 years ()

6. How would you rate the level of employee turrmmaweyour school?

a) Very High () ) High ()
c) Moderate () ) Ldw ()
e) Very low ()

Part B: Perceived Factors Influencing Employee Turover

7. To what extent do you agree with the followitgtements regarding turnover among
teachers in Nairobi County? Use 1- Strongly disagre-Disagree, 3-Moderately
agree, 4- Agree,

5- Strongly agree

Rewards 112|345

Wages and salaries paid to the teachers encouragett stay in

the schools.

There is job security which encourages teachemsrain in the

school.

Rewards for exceptional performance are offereciwheduce

teachers’ turnover.
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In the school there is satisfactory performanceaapgals which

enhance teachers’ continuous teaching.

The rewards offered to the teachers are compavatilavhat the

market offers thus encouraging them to remain énsithool.

The retirement benefit scheme for the teacheratisfactory and

this restricts them from exiting the school.

The medical scheme offered to the teachers is cablgato what

is in the market which leads to reduction of teashmobility.

The rewards offered to teachers are commensuratertohence

job satisfaction.

Working Conditions

There is flexibility in scheduling in the school iwh plays a majot

role in retaining teachers in the teaching career.

Manageable workload is given to all teachers whielps to

control teachers’ turnover.

The school provides enough working space, equipnogtimum

temperature, and moisture which help manage turmove

Amount of paid vacation time or sick leave offere@atisfactory.

Discipline handling procedure is transparent whelps arrest

teachers turnover in the school.

The teachers are supervised well and this corttneis exit from

the school.
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Management Style

Supervisors go out of their way to make teachemskwlife easier

which influences their decision to stay in the siho

Managers ensure that their actions are not onhbfaialso
perceived as fair by the teachers in order to bateage

turnover.

The management of the school ensures that thefeedive
communication, teambuilding, conflict resolutionaching, and

mentoring programmes.

Managers show appreciation for teachers’ hard wdrich

encourages them to stay longer.

Supervisors are willing to listen to teachers peas@roblems

which enhance their resolution to remain in theosth

Managers in the school allow teachers to takeipatécisions that

influence their jobs. Increasing job satisfaction.

Teachers’ ideas are very frequently used constreigti

motivating them to serve longer.

Training and Development Opportunity

Teachers receive adequate training and informatiao their job

well therefore see no need to move to other orgéiniss.

Sufficient time and money is allocated for trainitigus teachers

are indebted to remain in their stations.
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Training and development plans are developed ardtared for

all teachers which help to manage turnover.

The school releases teachers from regular workéodtraining
and even sponsor them where possible thus redaie@f

resigning.

There is a well-organized training program in tbhleaol which

decreases turnover.

Career Advancement

The school promotion policies are fair hence enagimg teachers

to remain in the school.

There is unfavorable promotion decision in the stinich has

inhibited teachers continuous service in the school

Promotions are always given based on ability winichivates

teachers to serve longer.

Promotion exercise is held regularly and this naigg teachers to

carry on with their teaching career in the school.

My present job is relevant to the growth and depelent in my

career hence, | have no intentions to terminate it.

The school has opportunity for advancement or gnamitich has

been effective in mobilizing long term service bgadhers.
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Demographic factors

Gender influences teachers’ turnover wherebyhigber in male

as opposed to females.

Level of education attained influences teachersiliyb

Duration of teaching determines teachers’ decisiomhether to

proceed with their teaching career or quit for &rojob.

Human Resource Policy

The recruitment and selection processes are inapartich

prevent teachers from quitting the school.

Favouritism is not evident in any of the selectwacess which

helps to control turnover.

The Teachers’ Service Commission rewards long seteachers

thus motivating the others to remain in the school.

The school undertakes job review and orientaticalltoew
teachers therefore reducing the number of teadbaving the

school.

The school has a standard of service which has &féective in its

role of maintaining teachers in the school.
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APPENDIX Il

List of Schools and Number of Teachers per Districin Public

Secondary Schools in Nairobi County

No. Name of School No. of teachers
Kamukuniji District
1 Eastleigh Secondary 39
2 Kamukunji Mixed 16
3 MainaWanjigi Mixed 23
4 Moi Forces Academy 55
5 Ou Lady of Mercy Girls 12
6 St. Teresa Boys 22
7 Uhuru High Boys 15
8 Our Lady of Mercy Shauri Moyo 11
Starehe District
9 Pangani Girls 51
10 Pumwani Girls 11
11 Ndururumo Mixed 16
12 Murang'a Road Mixed Day 8
13 C.G.H.U Mixed 8
14 St. Teresa’s Girls 20
15 Jamhuri High 47
16 Ngara Girls 42
17 Parklands Boys 29
18 Parklands Girls Arya 22
19 Starehe Boys 51
20 Pumwani Boys 34
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Kasarani District

21 Ruaraka Mixed 30
22 Kariobangi North Girls 10
23 Our Lady of Fatma Mixed 28
24 Baba Dogo Mixed 21
25 Kahawa Garrison 21
26 Kamiti Secondary Mixed 23
27 Starehe Girls 20
Langata District
28 Olympic Secondary 22
29 Karen C 13
30 Lang’ata Barracks 9
31 Lang’ata High Mixed 32
32 Raila Education Centre 12
Makandara District
33 St. Ann’s Girls 10
34 Highway Secondary 43
35 Makongeni Mixed 12
36 Aquinas 43
37 Nile Road Girls 22
38 Huruma Girls 24
39 Ofafa Jericho Boys 32
40 Our Lady of Mercy S.B. 20
41 St Patricks 3
42 Buru Buru Girls 43
Westlands District
43 Lavington Mixed 13
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44 Highridge Mixed 10
45 Hospital Hill 20
46 Kenya High 52
47 St. Georges Girls 42
48 Nairobi Milimani Boys 17
49 Nairobi School 64
50 State House Girls 50
51 Parklands Arya Girls 21
52 Kangemi High 27
Dagoretti District
53 Nembu Girls 21
54 Dagorreti Mixed 12
55 Ruthimitu Mixed 16
56 Lenana School 69
57 Precious Blood Girls - Riruta 24
58 Ruthimitu Girls 31
59 Dagoretti Secondary 40
60 ShadrackKimalel Secondary 5
61 Mutuini Secondary 19
62 Upperhill Secondary 38
63 Beth Mugo Secondary 2
64 Moi Girls Nairobi 53
Njiru District

65 Drum Vale Mixed 10
66 Ruai Girls 6
67 Ruai Boys 7
68 Ushirika Mixed 13
69 Mihang’'o Secondary 5
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70 St. Georges Athi 8
71 Dandora Secondary 28
72 MuhuriMuchiri Boys 25
73 Hon. Dr. Mwenje 12
74 Jehovaldireh 12
Embakasi District
75 Embakasi Garrison 8
76 Peter Kibukosia 16
77 Embakasi Girls 15
78 Komarock 23
79 Mwangaza 12
80 Kayole South 21
Total 1883

Source: Ministry of Education (2013)
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ABSTRACT

The objective of the study was to determine thegieed factors influencing turnover of
teachers in public secondary schools in Nairobi i®puThe study adopted cross-
sectional research design. The population of theystonsisted of all teachers’ in public
secondary schools in Nairobi County. The populabbthe study was categorized into
Districts and stratified sampling was used in whiclsample comprised of 10% from
each strata of the target population and this reduh a sample of 189 teachers. The data
was collected using self-administered questionsaidata was analyzed using statistical
package for social sciences and the findings pteden mean and standard deviations.
The study found out that turnover in the publicas®tary schools was high and that
rewards, training and development, career advantgmemographic factors and human
resource policy influenced teachers’ turnover whiterking conditions and management
style did not influence the turnover. The rewardmg offered to the teachers were found
to influence turnover as they did not encouragehess to stay, comparable with what
the market offers and that retirement benefit sehamd medical scheme offered to the
teachers were incomparable to what is in the mafket findings of the study indicate
that training and development influenced turnowvethie schools as there is no sufficient
time and money allocated for training, the schatts not release teachers to attend
training and even sponsor them where possibleetiemo well organized training
program in the schools, teachers do not receivguade training and information to do
their job well and that training and developmerangl were developed and monitored for
all teachers. Teachers were found to be dissatishgth career advancement as
promotion was not held regularly, based on abilitgfavorable and schools lacking
promotion policies. The study concluded that forfgenance of public secondary
schools to be improved, factors causing teachemwer should be critically examined
and proper analysis done. The researcher suggastedvestigative study on factors
leading to turnover of teachers. The study reconu®énthat Teachers’ Service
Commission should change its human resource maragegimactice and style. Also the
government through Teachers’ Service Commissionlghevise the remunerations of
teachers in the public schools. This will go alomay in motivating teachers which will
in turn reduce turnover of teachers in these s&hool
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

The people who make up an organization -human ressuare considered to be one of
the most important resources of today’s firms. Re@nd how they are managed are
becoming more important because many other sowfcesmpetitive success are less
powerful than they used to. Recognizing that theidér competitive advantage has
changed is essential to develop a different frafmeef@rence for considering issues of
human resource management (Dyer and Reeves, IB@hlitional sources of success
such as product and process technology, protectelets and economies of scale can
still provide competitive leverage but an organias human resources are more vital
for its sustainability. Subsequently, it has becoswmmmonplace to say that the
management of human resources is and should bertaepan developing and
implementing a company's strategy (Dessler, 20B@¢ry organization wishes to have
high productivity, fewer turnovers and to be pralbie. Managing turnover successfully
is a must to achieve the above goals. Today’'s bases are more dependent than ever
before on their top performers to innovate and pl@wservices that differentiate a
company from its fierce competitors. People arentilest important drivers of a company
competitive advantage. This means, organizatioageliant upon their human assets to

survive and thrive (Mello, 2006).



Employee turnover has wide cost ramifications. labis a significant cost and the
leakage of human capital through unnecessary temay an element of critical
importance to bottom line performance. It followerefore that organizations should put
in place effective mechanism through which to lithié level of employee turnover that
an organization witnesses (Aksu, 2004).According Qarbery et al., (2003), the
management turnover intentions are affected to eatgr extent by psychological,
perceptual and affective factors rather than bydharacteristics of the employees or
organization. It is also noted that compared witheo cadres of employees, management
turnover has been reported as being lower tharoftthe operational employees and this
may be attributable to the relatively higher lewéldedication among organizational

managers and the high investment made by orgamizsitn their managers.

1.1.1 Concept of Perception

Employee perception is the attitude employees btawards policies concerned with pay,
recognition, promotion and quality of working lifand the influence of the group with
whom they identify (Armstrong, 2006). As Arnokt al (1991) comment, research
evidence has shown that people’s avowed feelings lagliefs about someone or
something seemed only loosely related to how tlehabed towards it and thus the study
of employees’ perception is critical towards foratidn and management of policies in
an organizationDashet al.,(2008) report that the factors of recognitiongerforming well,
chances of promotion, professional growth, comp@msaand incentive schemes, are
perceived as motivating factors by many employ&bgy point out that the development of
systems of rewards, recognition and career oppitigaras one of several critical tasks of

management in the information-based companies marteir research,neployees named



respectful treatment and recognition as one of dixeless costly and perhaps more
effective ‘management levers’ to be exercised byagament in their efforts to attract,

motivate and retain workers since employees consiaeh factors to be important.

Organizational readiness to reward employees fair gfforts, approval for sanctioning
resources and granting support for owning resultsilev ultimately shape employees’
perception and form their belief that the organtaratcares about their welfare and
support them. Employees extend their efforts andlue themselves only if they
perceive that organization is standing for the guton of their rights. According to
Messer and White (2006), employees’ perceptionfiohess affect their likelihood to
demonstrate organizational citizenship behaviouarshis case, perceived unfairness and
ineffectiveness of the performance management systn result in counterproductive
and sometimes detrimental behaviour from employ&esording to Maertz and Griffeth
(2004), the perceived desirability of movementatedmined by job satisfaction, which is
a function of a wide range of job characteristlest instance, a management staff ability
to participate in monetary rewards available inwlekplace and in decision-making are
likely to influence job satisfaction and therebye tbesire to stay or escape a given

situation.

1.1.2 Employee Turnover

Employee turnover is the ratio of the number of keos that had to be replaced in a
given time period to the average number of work&gnes, 2009). Employee turnover is
a ratio comparison of the number of employees apamy must replace in a given time

period to the average number of total employeefiuge concern to most companies,



employee turnover is a costly expense especiallpvier paying job roles, for which the

employee turnover rate is highest. Many factory pl@ole in the employee turnover rate
of any company, and these can stem from both th@oger and the employees. Wages,
company benefits, employee attendance, and jolonpesice are all factors that play a
significant role in employee turnover. Companidseta deep interest in their employee
turnover rate because it is a costly part of ddnginess (Beam, 2009). The employee
turnover rate is usually calculated by dividing tihenber of employees separated from

the company they were working for by the base nurabgbs during the period.

Employee turnover can be extremely devastatingafiyr company. It makes it difficult
for employers to maintain a steady and succesgfetation. Management should have
their own rating on employee turnover and measuneiwiehow this affects organizations
performance. Losing a single key worker can deerdas likelihood of a project’'s
success and can reduce investors’ confidence ifithgGrobleet al., 2006).High staff
turnover in an organization is a major factor atffeg workplace efficiency, productivity
and cost structure. A low employee turnover is sasnan asset in the competitive
business environment. It is therefore imperativkaep the level of employee turnover as
low as possible. Labour turnover is a gradual gecéccording to Mobley (2007), an
employee starts by an evaluation of an existinggjoth the environment the work is being
done. It is believed that work environment playsetal role on an employee’s decision

to continue working in an organization or to quit.



1.1.3 Factors Influencing Employee Turnover

Factors affecting employee turnover today have tmecancreasingly complex. Labor
turnover levels can be very high in an organizatwith poor working conditions,
undesirable jobs, pay inequities and limited opputies for advancement. An
employee’s stage in life also determines one’silgtalin a job. Older and married
employees who have been with the organization féong time can be more stable
because of their family responsibilities while thieung and unmarried can be very
mobile. Labor turnover can also be caused by impeg, limited tolerance for
frustration, curiosity, lack of commitment and urtaety as to what one want to do. The
company (group) one keeps can also be an influedcgoor fit between employees’
personalities and their jobs will increase the cedor alternative jobs. If the group to
which one belongs is cohesive and friendly andetree colleagues who joined their
work group at about the same time, the employessidncy to consider leaving will be
reduced. The existence of alternative job oppdaigswill also influence labor turnover

(Nzuve, 2010).

Ahmad and Schroeder (2003) were of the view thattirations where employees are not
stable in terms of the jobs they do, they tenduid gnd look for jobs that are secured
because with secured jobs employees can easilycptedir career advancement. This
cause of labour turnover from the observationshefresearcher seems to be a common
cause of employees leaving one bank to the oth@irong a company outside the sector.
Grobleet al., (2006) are of the view that demographic variables/e a strong
relationship with labour turnover. The writers aye the view that employees with

propensity to quit are young employees with ligiiority who are dissatisfied with their



jobs. Couger (2007) is of the view that labour twer may come from poor personnel
policies, poor recruitment policies, poor supergysopractices, poor grievance
procedures, or lack of motivation. Labour turnospart from the fact that it creates a lot
of customer complains due to poor services rendéedhe new employee whilst

learning on the job, its effect can also be linke@g@roductivity.

1.1.4 Public Secondary Schools in Nairobi County

Secondary schools in Kenya fall into two categori@svernment funded and private.
Government funded schools are divided into natiopabvincial and district levels.

Private schools are run by private organizatiamdividuals or churches. The government
of Kenya through its policy documents has constitestressed the importance of
education as a strategy for eliminating povertysedse and ignorance (GoK,
1976).Consequently, provision of education in Kersyfundamental to the government
overall development strategy with the overall pplleing to ensure equitable access,
improvement of quality and efficiency at all levead§ education(GoK,1994). However

there are challenges that constrain its growth vimclude issues of access, quality and

relevance (Kemugat al.,1999).

Nairobi county currently has eighty secondary sthseven of which are national and
seventy three county secondary schools which asteilwited in nine districts namely:
Starehe, Kamukunji, Kasarani, Madaraka, Njiru, Ekalsg Langata, Dagoretti and
Westlands (MOE, 2013). Over the last four years dtieools have registered a good
performance at the Kenya certificate of secondatycation in which at least four

schools have always been in the top ten best peirigrschools in the country. Nairobi



county public secondary schools compared with osieeondary schools in the country
have a relatively developed infrastructure sucta@sessibility, buildings, laboratories,
human resources and social utilities such as @#gtand water (MOE,2010).However,
like many of the other Kenyan secondary schoolsjrada schools face several
challenges such as lack of adequate funding to astipgheir capital and recurrent
expenditures, inadequate space to expand the sclaoal increase in the number of
students seeking secondary education due to tlee grienary education programme

initiated by the government.

The government’s concern is to reduce low partiedpaand transition rates(from

primary to secondary to tertiary education),qualityelevance and school

management(MOE,2003).Public schools are establishedl managed by the state
through the ministry of education. The operationhaf public schools is delegated to the
board of governors (BOGs) who are appointed bynilrastry of education in accordance
with the law (Education act 1980). The board isestpd twice a year and during an
emergency. The issues of concern to educatorsmémabers of public and strategists
include escalating cost of running these schoaisjnareasing the number of pupils
enrolled that do not complete the four years ofcatlan, inability of parents to pay fees
and delays by government in releasing the freerstng education funds. Other issues
include serious cases of indiscipline, high debtfptio and growing cases of drug abuse.
This raises the question of internal efficiency.irgoby KNEC results, the performance

in this sub-sector has not been impressive.



1.2 Research Problem

In every organization, there is the need to infaeethe amount of effort that workers will
put into their job for better performance. The peab of how best to motivate individuals
to stay on in the organization to achieve desitgdatives of the organization have since
attracted the attention of social scientists, amtbpophers in different parts of the world.
Employee turnover is a major challenge which ha=ived considerable attention by
senior management, human resource professionalsndadtrial psychologists. It has
been proven that turnover is one of the most costig intractable human resource
challenge facing the organization. According to Agibt al., (2000) employees are seen
as major contributors to organizations competitagvantage and as such for the
competitive advantage to be maintained, labourowen should be discouraged by
management. The success or failure of an orgaoirakpends to a large extent, on the

ability of the company to attract and retain ttghtipeople for the job.

Teachers have the biggest impact on the studemtzube their teaching methods are
instrumental in helping them learn. Teachers’ tusro in public schools is
overwhelmingly high in search of “greener pasturd&s’public schools in Nairobi, there
is high turnover of teachers in which accordinght® ministry of education, 227 teachers
left their schools in Nairobi county alone in theay 2012. High labour turnover is
costly, lowers productivity and morale and tendgd¢bworse if not dealt with. It is on the
basis of the above premise that this study seekgldntify the perceived factors

influencing teacher’s turnover at public secondatyools in Nairobi County.



Recent local studies that have been done on thergacontributing to labour turnover
include; Kimosop (2007) who studied labour turnowefuture force security firms. The
findings were that low pay, sickness, long workifayrs, misconduct, change of careers,
and lack of career prospects were the causes otilabrnover in the company. Otieno
(2010) who researched on the causes of staff temiavprivate schools in Kisumu City
established that lack of job security was citednimst respondents as a major cause of
increased staff turnover in these schools. Wac{#fH0) researched on factors that
influence voluntary labour turnover in Kenya Medi€esearch Institute (KEMRI) and
established that there was a low rate of promotitiich was based on professional
gualifications and number of years worked. MulvZD10) studied on factors that
influence staff turnover in World Vision Internatial Somalia and the finding was that
staff turnover in World Vision International Sonelivas due to career growth for
instance from an officer to manager and from natido international position offered
within the wider World Vision Partnership, higherate of pay, better
management/supervision, better location, changevark environment and need for
development focus experience. Labour turnover aedweak teachers’ commitment to
the public schools that labour turnover indicatesse the potential to negatively impact
learning in public secondary schools. This is patérly important in a market which is
competitive at the local level, as well as at thebgl level. Addressing these issues,
therefore, is a matter of increasing concern ingbklic secondary schools. This study
therefore aims to answer the question; what are pleeived factors influencing

teacher’s turnover in public secondary schoolsairdbi County?



1.3 Research Objective

To establish the perceived factors influencing heas turnover in public secondary

schools in Nairobi County.

1.4 Value of the Study

The management of the public schools in Nairobi ri@pwvill understand the factors
contributing to staff turnover and thus put in glatecessary mechanism to control the
turnover. In addition the study will be an invallebource of material and information to
the many other public schools operating in the tgusince they will understand the

reasons for teacher’s turnover and thus addresisenfactors.

The Government will benefit from this study whenking policy related decisions that
influence retention of its teachers and other stéffe employees will find a basis of
negotiating with their employers for fair terms efhployment. For academicians, this
study will form the foundation upon which otherateld and replicated studies can be
based on. Scholars and researchers in the fieldrgdnizational behavior in human
resource management will also find it useful awauld provide a platform for further
research and would also be used as a referencevglogm researching on staff turnover

and related topics.

10



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter is concerned with the review of litera related to the study. An overview
of theoretical foundation and development of thedgt labour turnover and the factors

influencing teachers’ turnover will be discussed.

2.2 Theoretical Underpinning of the Study

The study will be guided by the Hertzberg’'s (19&®tivation- hygiene theory of job
satisfaction. Hertzberg believes that every woheaes two sets of needs (motivational and
hygiene needs). He contends that employees inrélsigect, teachers will stay in their
schools so long as their needs are satisfied anddbe motivated. Failure to meet their
needs would automatically call for departure heteacher turnover. This study was
interested in establishing whether teachers’ tuenas only driven by their desire to
satisfy their needs or whether there are otheoread?eople are satisfied at their work by
factors related to content of that work. Thosedetre called intrinsic motivators and
contain achievement, recognition, interesting wamsponsibility, advancement and
growth. Factors that make people unhappy with therk are called dissatisfies or
hygiene factors. Herzberg found the following disd&es: company policy, supervision,
working conditions, interpersonal relationshipdasa status, security. What makes them
different from motivators is the fact that they ai@ related to the content of the work

but to the context of the job (Armstrong, 2007).
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The expectancy theory as advocated by Vroom (186§8)es that employees (teachers)
are likely to leave if their expectations are n@tnThis theory argues that the strength of
a tendency to act in a certain way depends ontteagth of an expectation that the act
will be followed by a given outcome and the attrsress of the outcome to the
individual. The theory suggests that a job is naiting for employees when they can see
a relation between performance and outcome, if these abilities to do the job and if
they see the outcome as satisfying their needs. thibery can be a suggestion for
managers to focus on main aspects of their subatieBrperceptions. As well as that, it is
helpful in explaining occupational choices and iedicting tasks that people will work

most and least hard at (Finchamand Rhodes, 2005).

2.3 Employee Turnover

Employee turnover is described as employees whe ety are leaving and will leave an
institution for various reasons (Groblat al., 2006). Labour turnover within an
organization is a normal part of organization fumuing and while a certain level of
turnover is to be expected and be beneficial totiganization, exclusively high turnover
may be dysfunctional to the organization. A hugeceon to most companies, employee
turnover is a costly expense especially in lowsjinajob roles, for which the employee
turnover rate is highest. Many factors play a rioléghe employee turnover rate of any
company, and these can stem from both the emplagdr the employees. Wages,
company benefits, employee attendance, and jolonpeaihce are all factors that play a
significant role in employee turnover. Companidseta deep interest in their employee

turnover rate because it is a costly part of ddinginess (Beam, 2009).
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Turnover can be classified as being functional ¢fieral) or dysfunctional (problematic)
depending on the organization’s evaluation of tfddvidual. It is functional when a non-
performer leaves the organization and dysfunctionaére the departing employee is
someone the organization would wish to retain. Higinformers who are difficult to
replace represent dysfunctional turnover while mwion-performers who are easy to
replace represent functional turnover (Casio, 200&ynover can be beneficial if it
allows the organization to hire new employees waitbre current training. Fresh ideas
from outsiders can be critical to organizationd theae become stagnant and are in need
of innovation. Turnover can also afford opportwestito promote talented, high
performers. When poor performers or disruptive @ygés leave the organization, it

sometimes leads to increase in morale amongst ckerso(Mello, 2006).

2.4 Factors Influencing Employees’ Turnover

Armstrong (2001) posit that high turnover in an aorigation is an indication of a
problem in that organization. High rate of employeenover brings about negative
publicity to an organization and causes dissatigfacamongst employees resulting to
negative production. The causes of labor turnovermorale, job satisfaction, promotion
prospects, inadequate salaries, more respongbiland working conditions, (Bryant,
2007). These personalities attributes turnoverfmesvision, personnel policies, dislikes
for job, poor working conditions, unequal workloadsd job security. The intrinsic
factors depend on the individual and encompassfijplpersonality and demographic

factors like age, gender and marital status.
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2.4.1 Rewards

Employee rewards are concerned with both finanarad non-financial rewards and
embraces the philosophies, strategies, policiessphnd processes used by organizations
to develop and maintain reward systems (Armstr@@§2). The most common reason
for employee turnover rate being so high is thergakcale because employees are
usually in search of jobs that pay well. Those vaine desperate for a job may take the
first one that comes along to carry them throughlevkearching for better paying
employment. Also, employees tend to leave a compaegause of unsatisfactory
performance appraisals. Low pay is good reason asy an employee may be lacking
in performance (Rampur, 2009). According to Luth&2@05), “wages and salaries are
recognized to be a significant, but complex, mdiitrensional predictor of job
satisfaction”. According to Smith, Kendall and Hul{2009), employees are satisfied
with the compensation when the current pay is béktan the desired pay. However,
despite the fact that there is ample proof of ati@hship between turnover rates and pay
levels, other factors need to be considered sudhiess in the administration of pay,
differences in the importance of pay and the outrof performance pay systems
(Heneman and Judge, 2000). Where wage policiescamdy designed and where salaries

are not competitive, turnover is higher.

Inadequate or unsound wage classification struanag cause dissatisfaction and may
result in termination. Pay problems arise becadisencompetitive, inequitable or unfair
pay systems. New employees often wonder why thegive less money than an

association that is apparently performing the jahctions. Voluntary turnover is mostly
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by those in search of higher pay. When the econisniping well, exit interviews show
that people resign for better pay elsewhere. Ireth performing economy the availability
of alternative jobs plays a major role in the staffnover (Herbert, 2003).The Gallup
organization conducted an extensive study of 80,@@Dagers to analyze the factors
contributing to the quality of the workplace. Thedy finds that employee satisfaction
and job retention can be achieved through recamm{@uckingham and Coffman, 2009).
Of the 12 dimensions employed in the survey, reitimgn and praise rank fourth.
Urichuk (2009) argues that employee turnover istdug lack of recognition and reward,
and points out that ‘recognition helps in retainthg sincere employee and saves time
and money to recruit new people and it also engas@ather workers to do a good job.
Hard to believe, yet motivation is achieved througtognition’. Recognition and reward
are differentiated by Hansen, et al. (2002, p. @Ho note that ‘intrinsic motivation is
driven by the particular behaviour of extrinsic mation and strategic recognition

needed by an organization while implementing tieard strategy’.

While pay and benefits alone are not sufficientditbons for high satisfaction, it is an
indispensable measurement in job satisfaction atialo Noe (2007) argues that for
most people, work is the primary source of incoamel financial security and an
important indicator of status within the organimatias well as in society. Naturally,
employees want pay and benefits reward systenthbgtperceive as just, unambiguous,
fair and in line with their expectations (Robbi2§08). Further, Okumbe (2001) assert
that in determining compensation levels organirstianust be conscious of the
prevailing market rates to ensure fairness andtydni compensation. Organizational

indifference on going rate or going range will atfmegatively on efforts put towards
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attracting and retaining the required staff. Wheoope are paid well they are able to

meet their daily needs, concentrate at their platesrk and accomplish their tasks.

2.4.2 Working Conditions

Working conditions have a modest effect on jobséattion. If working conditions are
good (clean, attractive) employees will find it ieado carry out their jobs. If working
conditions are poor (hot, noisy) personnel willdfiht more difficult to get things done
(Nelet al., 2004). Employee working conditions play an impottaole in an
organizations ability to attract, retain and mat@vgood employees, hence a cause of
employee turnover. In relation to the above, Schawé2004) adds that those working
conditions, which include physical and psycholobfeators surrounding a job, vary in
importance as a motivator and the absence of sutivating factors, employees and in
this case teachers will exit. Hanusbekl.{2002) argue that employees’ salaries are not
all that matter. They show that employee preferenug across a range of jobs and

organization conditions and may be just as imporarsalary in the retention decision.

Some employees jump from company to company becthemse prefer a working
environment that is suitable for them. If workingnditions are substandard or the
workplace lacks important facilities, such as prolgghting, furniture, clean restrooms,
and other health and safety provisions, employeastvwe willing to put up with the
inconvenience for long. If an employee finds anrappgate work environment which is
suitable for them in a specific company, they mayknin that same organization for

several years (Handelsman, 2009).
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2.4.3 Management Styles

Borstorff and Marker (2007) state that the reladldp between managers and employees
influences employees’ decision to stay in a jolth@ssupervisors and managers have an
important impact on employee turnover. The lendthirae that employees stay in an
organization is largely determined by the relattopsbetween employees and their
managers (Dobbs, 2001). Employees value certatortaabout managers. Taylor (2002)
notes that employees desire managers who know adedratand them, and who treat
them justly. Employees also prefer managers whobeatrusted. If employees feel that
their managers are fair, reasonable and suppottvels of job satisfaction increase. If
the manager shows interest in the well-being of leyges and is supportive and
sensitive towards employees emotionally, employde satisfaction increases (Egah

al., 2004). Furthermore, autonomy is valued by emplsye®l decreases turnover.

The role of the leader has become vital, especialign environment that is constantly
changing (Cope and Waddell, 2001). The effect efdées’ influence on workers’
work-related experience cannot be underestimated. Inymages, the caliber of the
relationship between the worker and his or her ighate director is the most powerful
indicator of job satisfaction. This connection betéw management performance,
leadership, and satisfied workers is easiest searew workers, who generally equate
their feelings about their work with the quality tfeir leaders. An inaccessible or
insensitive management style costs an organizdiath directly and indirectly. Low
productivity, frustrated workers, loss of time, andney spent to enhance the confidence

of the staff are reflections of workers’ attitudes.
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When employees are supported by their managers dheyless likely to leave an
institution. According to Chieffo (1991) employeeko are allowed by managers to take
part in decisions that influence their jobs tendtay. Lastly, employees have the need to
participate in decision making regarding matteeg toncern them. There seems to be a
strong link between participation in decision-makimnd job satisfaction, service
delivery and decreased turnover rates. Leadersylgssare at the heart of the success of
an organization and strongly influence the firmsell performance (Rowest al.,
2005). Different managers adopt different styles] axperts have argued that style of
leadership is inextricably linked to the achievet@hmanagement goals and the ability

of managers to motivate their team.

2.4.4 Training and Development Opportunities

All organizations, private or public connect emm@eyg to execute certain activities in
order to attain goals and objectives. No mattertwiese goals are, organizations must
have competent employees to perform the tasksaadcomplish them. This is not just a
matter of extensive training in task skills, butcoimpletely new ways of thinking about
work, and of working and relating with one anott{Beardwell and Holden, 2001).
Although well-thought-out strategies and human wes® planning, recruitment and
selection initially provide an organization withethequired workforce, additional training
is normally necessary to provide employees withgpécific skills which enable the
employees to survive over time (Swanepbedl., 2003). Current labour economic
thinking on training assumes a negative relatigngietween turnover and training. It

supposes that the investment in training is theltred optimizing decisions made by
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both workers and employees. The increased skaigltieg from general training enables
employees to extract higher wages from their carren future employers. Since

employers are confronted with the risk of not beade to recoup this investment, they
will not be inclined to sponsor general trainingemfiployees. Firm-specific training, on
the other hand, cannot generate an increased walyeamyone other than the current
employer. Therefore organizations can recoup timsestment in specific training and

they will be willing to share some or all of thest® of specific training rather than of

general training (Forrier and Sels, 2003).

Werther and Keith (2006) said that training anded@wment teaches existing employees
new knowledge, skills and abilities to ensure theantinued usefulness to the
organization and meeting their personal desireaflmancement. The employer must be
committed to training and development of the saaifi show this by releasing employees
from regular work to attend training and even sponthem where possible. When
training opportunities are lacking, workers get deatized and easily move to other
companies even for a low pay but as long as theeechances for training and
development. Resignations and turnover can incriégssople are not trained properly,
or feel that demands are being made upon them whéhcan reasonably be expected to
fulfill without proper training. New employees canffer induction crisis if they are not
given adequate training when they join the orgamma Lack of a well-organized
training program may result in loss of employeé®nmployees are not properly trained
on their new jobs, they may think they are not pesging rapidly enough and that

advancement is slow (Forrier, 2003).

19



Human capital development theory suggests thatktimvledge, skills and abilities
possessed by individuals are components of an @a#@n’'s “human capital”. It
presents a view of employees as organizationakinwents or assets that, when properly
deployed, contribute to an organization’s produttiyRondeaet al., 2009). Mello
(2006) suggests that if an organization considersemployees to be human assets,
training and development represents an ongoingstment in these assets and one of the
most significant investments an organization cakenRondeaet al.,(2009) say that by
investing in their human resources, organizatiomsreot necessarily motivated by the
humanitarian objective of maximizing employee wedfar happiness, but rather they do
SO as a means to increase their productivity, twoime more adaptable to emerging
opportunities in the market place or to enhancé tleputation with key stakeholders.
However, while investments may increase the orgaioiz’'s stock of human capital, they
may also enhance the attractiveness of their erapoyo other employers. Furthermore,
trained employees may also realize their enhane&gevand look to pursue other, more
lucrative, options if their enhanced value is ifisigntly recognized with better

compensation or more interesting work assignments.

2.4.5 Opportunity for Career Advancement

Lack of opportunity for advancement or growth case a high turnover rate for any
organization. If the job is basically a dead-endppsition, this should be explained
before hiring so as not to mislead the employee jbb should be described precisely,
without raising false hopes for growth and advanesimn the position. Since employees
generally want to do a good job, it follows thaeyhalso want to be appreciated and

recognized for their work. Even the most seasomepl@yee needs to be told what he or
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she is doing is right once in a while (Shamsuzzd&tf)7). Lack of opportunity for
advancement through seniority or otherwise maylrésulissatisfaction that simmers in
an employee’s mind until he or she finally quitstte case of jobs having no real future,
applicants should receive a full explanation betbesy are hired. If an organization does
not have chances for promotion of their employ#esy may quickly lose this resource
to others. Promotion chances are the degree ohtateccupational mobility within an
organization (Price, 2001). Promotional chancesicedurnover since an employee can
stay on hopefully eyeing a vacancy. Promotion aff$¢ a motivator in the sense that an
employee is satisfied even as he performs his slutith job satisfaction turnover is

highly reduced (Cascio, 2002).

Commitment towards the organization is degradethéire is a perception of under
handed methods in promotion activities (Mosadegttrad. 2008). AFAhmadi (2002)
established that employees demonstrate greatds lef/satisfaction and commitment if
they are given ample opportunity for personal al a® professional growth in their
organization. According to Friday and Friday (2Q03atisfaction with promotion
determines employees’ attitudes toward the org#niza promotion policies and
practices. In addition to this, Bajpai and Sriveatgd2004) postulate that promotion
provides employees with opportunities for persogr@wth, more responsibilities and
increased social status. Research indicates thaplogees who observe that promotion

decisions are made in a fair and just manner as likely to experience job satisfaction.
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2.4.6 Demographic Factors

Demographic factors that have been found to haaflestrelationship with turnover in
past research include age, tenure, level of edutatievel of income, and job
category(managerial or non-managerial). Maertz @adnpion (2001) in their study
found out that amount of education was positivedgoziated with turnover suggesting
that the more educated employees quit more oftdriteat non-managerial employees are
more likely to quit than managerial employees. Vitdwy labour turnover decreases with
increasing age (Young, 2000). This is because ghgngccupations becomes more
difficult and threatening with age. The typical wer, who is thirty five (35) years of age
or above has become involved in an occupation wiktengage him or her until
retirement and despite occasional signs of disconfew of such workers entertain

serious thoughts of changing occupation.

Young (2000) posit that labour turnover is highglated to the employee’s length of
service. This means that new employees have higites of labour wastage due to
induction crisis, among other factors, than empésyeho have stayed longer with the
organization. This can be associated with thetfaattworkers move less often as they get
older and as they get used to their work and tlgarozation and most of them have
established relationship with those around them.ngduni (2002) found out that,

employees who are not married have a higher prayewosleave work than the married

employees. All researchers agree that labour t@mo higher among females than

males especially in married women. These findings be explained by the fact that
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women may leave jobs due to family commitments aaghesigning to raise their young

family (Blan and Khan, 2001)

2.4.7 Human Resource Policies

Organizations should develop human resource pelai strategies, including selection
and recruitment, training and development, andoperdnce management, that reflect
their beliefs and principles as well as maintainigreptable relationships between
management and employees. However, some humarnrecestepartments merely devise
policies that deal with current problems or requeats (Oakland and Oakland,
2001).Whitener (2001) suggests that employeesntamret organizational actions, such
as human resource practices and the trustworthofesmnagement as indicative of the
organization’s personal commitment to them. Whexe employees leave after a short
period in the job, poor recruitment and selecti@tisions both on the part of the
employer and employee are usually the cause, alithgooorly designed or non-existent
induction programs Morrell, 2004). If expectations are raised too high durihg t

recruitment process this can result in people dtwggobs for which they may be

unsuited. Organizations often do this to ensure thay fill their vacancies with

sufficient numbers of well-qualified people as diycas possible. However, this can be
counterproductive over the longer-term, as it eadlto costly avoidable turnover and to

the development of a poor reputation in local lalboarkets.

Inadequate selection and deployment methods magecaarest and dissatisfaction

among new employees (Armstrong, 2004). Employeeslagplaced in jobs that are too
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difficult or their skills may be inadequate. Intet case new employees may become
discouraged and may quit in the hope of obtainigensuitable employment elsewhere.
Rapid turnover can result simply from poor selectior promotion decisions. It is
essential to ensure that selection and promoti@mteguures match the capacities of
individuals to the demands of the work they havedto The process through which
employees are hired can be a major source of stafbver, keeping staff turnover low
begins with hiring employees who are good matchtlier practice and the position. In
hiring practices like making reference checks, ifigdout why the employee left the
previous job and ensuring that a candidate skiltchres the job description, the

organization settles for an employee who can senger (Capko, 2001).
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The chapter describes the proposed research désegtarget population, data collection

instruments and the techniques for data analysis.

3.2 Research Design

The research design adopted was cross-sectionaysurThis looks at data collected
across a whole population to provide a snapshdbatf population at a single point in
time. This kind of study was used to determinepéeceived factors influencing turnover
of teachers in public secondary schools in Nai@bunty. Descriptive design method
provides quantitative data from a cross sectiornthef chosen population. This design

provides further insight into research problem bgdatibing the variables of interest.

3.3 Target Population

The population of the study consisted of all tea€han public secondary schools in
Nairobi County. According to the Teachers Serviaengission (2013) there are 1883
teachers in public secondary schools in Nairobir®puThe population of interest was

broken down as follows;
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Table 3.1 Population Size

District Population Percentage
Starehe 339 18
Kamukunji 193 10.2
Kasarani 153 8.1
Makadara 252 134
Njiru 126 6.7
Embakasi 95 5
Lang’ata 88 4.7
Dagoreti 321 17.1
Westlands 316 16.8
TOTAL 1883 100

Source: (TSC, 2013)

3.4 Sampling Design

The researcher used stratified sampling becausas# of classifying the population into
strata. The sample comprised of 10% from eachastfathe target population. According
to (Mugenda and Mugenda, 1999) a sample of 10%oissidered representative.
Respondents were selected randomly based on thegocgt This approach was
considered appropriate since it ensured a reprsensample. In order to find the best
possible sample, stratified sampling was the bethad to use as it provided reach and
in-depth information. The sample size was approgfiar the study as it ensured that all
the cadres in the organization are representedréduging sampling bias and achieving

a high level of representation.
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Table 3.2 Sample Size

District Population Sample size(10%)
Starehe 339 34
Kamukunji 193 19
Kasarani 153 15
Makadara 252 25
Njiru 126 13
Embakasi 95 10
Lang’ata 88 9
Dagoreti 321 32
westlands 316 32
TOTAL 1883 189

Source: (TSC, 2013)

3.5 Data Collection

The study used primary data which was collectedoutin self-administered
guestionnaires. The questionnaires consisted df bpen and closed ended questions
designed to elicit specific responses for qualimand quantitative analysis respectively.
The questionnaire was administered through “dropl g@ick later” method. The
respondents for the study were teachers’ in allipecondary schools in Nairobi. The
guestionnaire was made up of two sections; sect#oncovered demographic

characteristics while section B covered the pesmifactors that influence teachers’

turnover.
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3.6 Data Analysis

The data collected was analyzed using descriptatesscs (measures of central tendency
and measures of variations). Once the data wasotetl, the questionnaires were edited
for accuracy, consistency and completeness. Howelefore final analysis was

performed, data was cleaned to eliminate discreparand thereafter, classified on the
basis of similarity and then tabulated. The respsngere then coded into numerical form
to facilitate statistical analysis. Data was anat/aising statistical package for social
sciences based on the questionnaires. In partjdhlaranalysis was presented in tables,

pie charts, percentages, mean and standard desgatio
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

The research objective was to establish the pexdefactors influencing turnover of
teachers in public secondary schools in Nairobi i@puThis chapter presents the
analysis, findings and discussion. The findings presented in percentages and

frequency distributions, mean and standard dewiatio

4.2 Response Rate

A total of 189 questionnaires were issued out anty d53 were returned. This
represented a response rate of 81%. This respateseras adequate for data analysis and
conforms to Mugenda and Mugenda (2003) stipulati@t a response rate of 70% and

over was adequate.

4.3 Demographic Profile

The demographic information considered in the stu@s respondents’ gender, age
bracket, highest level of education, length of senand the rate of teachers’ turnover in
the school.

4.3.1 Respondents Gender

The respondents were asked to indicate their geinderder to ensure that the results

obtained captures the views of both gender. Thdteeare presented in figure 4.1.
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Figure 4.1: Respondents Gender

45.80%

54.20%

m Male

m ['=male

Source: Author (2013)

The results indicate that 54.2% of the respondemse female while 45.8% of the
respondents were male. The respondents were madémpre female than male. The
findings indicate that the male and female diffeesmvas not significant and therefore

this implies that the study was not influenced bpdger imbalance.

4.3.2 Respondents Age Bracket

The respondents were asked to indicate their agekér in order to establish the

influence of age on the perception of teachers.r€helts are presented in table 4.1.
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Table 4.1: Respondents Age Bracket

Years Frequency Percent Cumulative Perg
Under 30 24 15.7 15.7

31-40 76 49.7 65.4
41-50 48 31.4 96.7

Over 50 5 3.3 100.0

Total 153 100.0

Source: Author (2013)

ent

The results on the respondents age bracket indibate49.7% of the respondents age

bracket was between 31 and 40 years, 31.4% ofeg@ondents indicated that their age

bracket was 41 to 50 years, 15.7% of the respoadsid that their age was less than 30

years while 3.3% of the respondents were over B@syd he results indicate that all ages

were represented although majority of the teacheese middle aged and therefore the

study represented all ages.

4.3.3 Highest Level of Education

The respondents were requested to indicate theestigavel of education. The level of

education was important in order to show the adegjoathe respondents on the concept

of turnover. The results are presented in figuge 4.
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Figure 4.2: Highest Level of Education

100.00%
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Post graduate level University Tertiary college

Source: Author (2013)

The results indicate that 62.1% of the respondeatsattained university level, 28.1% of
the respondents said that their highest level ofcation was post graduate level while
9.8% of the respondents had attained tertiary gelllevel. The results indicate that
majority of the respondents were university gradsiaand above and therefore they

understand the factors that influence turnoveeathers.

4.3.4 Length of Service with the School

The respondents were requested to indicate thethleofy service with the school.
Duration of service in the school was importanbrmder to determine the respondents’
level of understanding of internal information peght to the school. The results are

presented in table 4.2.
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Table 4.2: Length of Service with the School

Years Frequency Percent Cumulative Perg
Less than 5 34 22.2 22.2

5-10 57 37.3 59.5

Over 10 62 40.5 100.0

Total 153 100.0

Source: Author (2013)

ent

The results indicate that majority of the respornsle0.5% have worked in their

respective schools for over 10 years while 37.3%hefteachers indicated that they have

worked in their current schools for 5 to 10 ye&@sly 22.2% of teachers indicated that

they have worked in the current schools for a pknbd less than 5 years. The results

indicate that the respondents have been teachera fonger duration of time and

therefore they understand the perceived factorsitfl@ence turnover in the education

sector.

4.3.5 Level of Employee Turnover

The respondents were asked to indicate the levidamhers’ turnover in their schools in

order to establish the possible factors which grilce teachers’ turnover in the schools.

33



Table 4.3: Level of Employee Turnover

Level of employee Frequency Percent Cumulative
turnover Percent
Very High 6 3.9 3.9

High 53 34.6 38.6

Moderate 68 44.4 83.0

Low 26 17.0 100.0

Total 153 100.0

Source: Author (2013)

The level of teacher’s turnover in the schools e 44.4% of the respondents said that
the level of teachers turnover was moderate, 346%e respondents said turnover was
high, 17% of the respondents indicated that thaowsr was low while 3.9% of the

respondents said that turnover in the schools washigh. The results indicate that there
is turnover in the schools and therefore there @sdnto determine the factors that

influence the turnover of teachers.

4.4 Perceived Factors Influencing Teachers’ Turnove

Factors affecting employee turnover today have imecincreasingly complex. Labor
turnover levels can be very high in an organizatwith poor working conditions,

undesirable jobs, pay inequities and limited opputies for advancement. An
employee’s stage in life also determines one’silgtaln a job. The respondents were
requested to indicate the perceived factors tHhtance teachers’ turnover in a five point

Likert scale. The range was ‘strongly disagree {d)’strongly agree’ (5). The scores of
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strongly disagree and disagree have been takezptesent a variable which had a mean
score of 0 to 2.5 on the continuous Likert scale; $.E <2.4). The scores of ‘moderate
agree’ have been taken to represent a variable avitean score of 2.5 to 3.4 on the
continuous Likert scale: (XB1.E. <3.4) and the score of both agree and stroaghge

have been taken to represent a variable which hattan score of 3.5 to 5.0 on a
continuous Likert scale; (X5L.E. <5.0). A standard deviation of >0.9 implies a

significant difference on the impact of the vareabmong respondents.

4.4.1 Effect of Rewards on Teachers Turnover

The respondents were asked to indicate the effewvards on teachers’ turnover. The
most common reason for teachers’ turnover is resvlietause teachers are always in
search of jobs which have appealing financial amadt financial rewards. The results are
shown in Table 4.4.

Table 4.4: Effect of Rewards on Teachers’ Turnover

Effect of rewards on teachers’ turnover Mean | Std. Deviation
Wages and salary paid to the teachers encouragesets to stay 1.919( .9696
There is job security which encourages teackh@nemain in th 3.0654 1.2704
school

Rewards for exceptional performance is there 2.7033 1.220(
In the school there is satisfactory performanceapgls 3.085( .9593
The rewards offered to the teach are comparable with what 2.120¢ 1.1471
market offers

The retirement benefit scheme for the teacheratisfactory 2.5301 .9233
The medical scheme offered to the teachers is cahbjgato wha 2.1765 1.0007
is in the market

The rewards offeredo employees are commensurate to V 1.7965 1.060¢
hence job satisfaction

Overall mean 2.424¢

Source: Author (2013)
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The results indicate that respondents disagredgdhbaewards offered to employees are
commensurate to work hence job satisfaction witmean score of 1.79. They also
disagreed that wages and salary paid to the tema@r@ourage them to stay and that
rewards offered to the teachers are comparablehtd 18 in the market with a mean of
1.91 and mean 2.12 respectively. The respondentsefudisagree that medical scheme
offered to the teachers is comparable to what theket offers with a mean of 2.17. The
respondents also were not sure on the level ofheac satisfaction with retirement

benefit scheme with a moderate score of 2.53. Tleye also not sure about the
importance of reward for exceptional performancéhved moderate score of 2.7; they
were sure that job security encouraged teachemsmain in the school with a moderate

score of 3.06.

From the analysis it can be concluded that rewaesk chot encourage teachers to remain
in the profession especially in terms of satistattwith the level of reward comparably
to the market rate and the medical scheme. Buh&acould not comment on the effect
of retirement benefit scheme, relation of rewardpwformance and job security as

important for turnover.

4.4.2 Effect of Working Conditions on Teachers Turover

The respondents were asked to state the effegtering conditions on teachers’
turnover. Good working conditions result to a canvironment and this helps to control

teachers’ turnover.
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Table 4.5: Effect of Working Conditions on TeachersTurnover

Effect of working conditions on teachers turnover Mean | Std. Deviation
There is flexibility in scheduling in the school 3.156¢ 9675
Manageable workload is given to all teachers 2.9417 .9268
The school provides enough working space, equipment 3.2353 .9010

optimum temperature, and moisture

Amount of paid vacation time or sick leave offered 3.1501 .8332
Discipline handling procedure is transparent 2.9547 1.0404
The teachers are supervised well 2.8627 7527
Overall mean 3.0501

Source: Author (2013)

The results indicate that the respondents weresun@t that the public secondary schools
have enough working space, equipment, optimum testyre, and moisture with a
moderate score of 3.23. They were also not suraitathexibility in scheduling and
existence of satisfactory vocation time or sickvéeavith each having a moderate mean of
3.15. The study further established that the redgots were not sure on whether the
public secondary schools have transparent diseifiandling procedure with a moderate
mean of 2.95. The respondents indicated that there watisfied to a moderate extent on
the teachers being given manageable workload witltean of 2.94 and teachers being
well supervised with a mean of 2.86. The resules @nsistent with Schwartz (2004)

findings that employee working conditions play amportant role in an organizations
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ability to attract, retain and motivate good enyeles, hence a cause of employee
turnover.

The overall mean was found to be 3.0501, an inidicahat the working conditions in
the schools moderately satisfied the teachers. Ehenanalysis it can be concluded that
the public secondary school teachers could notoaititively comment on the influence
of working conditions, although the existence obwgh working space and flexibility

could influence the teachers to remain in the skishoo

4.4.3 Influence of Management Style on Teachers Toover

The respondents were requested to indicate theteffenanagement style on teachers’
turnover in order to establish various actions mag the managers to control teachers’
turnover.

Table 4.6: Influence of Management Style on TeachgrTurnover

Effect of management style Mean |Std. Deviation
Supervisors go out of their way to make teachewmskilife easie] 3.114§ 1.0157
Managers ensure that their actions are not only bai alsq 3.2157 .8655
perceived as fair by the teachers in order to bettanagy

turnover

The management of the school ensures that thesffastive 2.7843 .8579
communications, teambuilding, conflict resoluticnaching, an

mentoring.

Managers show appreciation for teachers hard work 3.5621 1.0688
Supervisors are willing to listen to teachers peat@roblems 3.4057 .8463
Managers in the school allow teachers to take ipadecision] 3.0327 1.2108
that influence their jobs

Teachers’ ideas are very frequently used consteigti 3.4013 .8761
Overall mean 3.2334

Source: Author (2013)
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From the findings, the respondents were in agreerheh managers show appreciation
for teachers’ hard work with a mean score of 3.bleey were however not sure on

whether supervisors are willing to listen to thpersonal problems and whether their
ideas were frequently used constructively with ehatting a mean score of 3.40. The
respondents further noted that they were not sarevizether the managers ensure that
their actions are not only fair but also perceivasl fair by the teachers and the
supervisors going out of their way to make teackerk life easier with a mean of 3.21

and 3.11 respectively.

The respondents further noted to a moderate exttahtthe managers allow teachers to
take part in decisions that influence their jobshwa mean of 3.03. The existence of
effective communication, teambuilding, conflict skdion, coaching, and mentoring in

the schools with a mean of 2.78 was indicated agenate. It can therefore be concluded
that the teachers were satisfied with how supemigias done in their schools as leaders
showed appreciation for hard work although theyemeot sure whether teachers take

part in decision making and the existence of effeatommunication.

4.4.4 Influence of Training and Development on Teders Turnover

Staff training and development gives teachers’ ojpmities for self improvement and

development to meet challenges and requiremeniswftechniques of performing tasks
and new equipments and therefore helps to contathiers’ turnover. Therefore the
study aimed at establishing the effect of trainemgl development on teachers’ turnover

in public secondary schools in Nairobi County.
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Table 4.7: Influence of Training and Development omeachers Turnover

Influence of training and development on Teachel

y

Turnover Mean |Std. Deviation
Teachers receive adequate training and informatoddg 2.1895 97165
their job well

Sufficient time and money is allocated for training 1.9732 .82582
Training and development plans are developed 2.249( 1.1117¢
monitored for all teachers

The school releases teachers from regular workitend 1.9934 1.0912]
training and even sponsor them where possible

There is a well-organized training program in tblecol 2.0719 1.1815]
Overall mean 2.0954

Source: Author (2013)

The findings presented in Table 4.7 indicate tistrithution of responses on the level of

agreement with the influence of training and depelent opportunity at the public

secondary schools. The findings indicate that #epondents disagreed that sufficient

time and money is allocated for training with a mescore of 1.97. They further

disagreed that the schools release teachers todatit@ining and sponsor them where
possible and a well organized training programtexishe schools with a mean of 1.99

and 2.07 respectively. The respondents furthergdesal that the teachers receive

adequate training and information to do their jaddlwvith a mean score of 2.18.

The results further established that the resposdehsagreed that training and
development plans were developed and monitore@lfdeachers in the schools with a
mean score of 2.24. From the findings, it can beckaled that the teachers were not

satisfied with training and development opport@sitthey are accorded by the employer
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as there is no sufficient time and money allocasetipol does not release teachers and

that an organized program for training does nostexihis therefore influences turnover

of teachers in the schools.

4.4.5 Influence of Career Advancement on Teacher$urnover

Career advancement is an essential element ofefudareer patterns and is likely to

influence teachers’ turnover. The study requiredrdspondents to indicate their levels of

agreement on statements related to career advantamu turnover in public secondary

schools in Nairobi County. The finding to this s@esented in table 4.8 below.

Table 4.8: Influence of Career Advancement on Teaehts’ Turnover

Influence of career advancement on teachers’ turnar Mean | Std. Deviation
The school promotion policies are fair 2.2386 .8497
There is unfavorable promotion decision in the stho 2.187¢ 1.1009
Promotions are always given based on ability 2.1099 1.1534
Promotion exercise is held regularly 1.9085 1.0535
My present job is relevant to the growth and depelent in 2.7484 1.1316
my career

The school has opportunity for advancement or gnowt 3.0621 1.0504
Overall mean 2.3758

Source: Author (2013)
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The results indicate that the respondents disagiesdin the public secondary schools
promotion is held regularly, unfavorable and basedability with a mean of 1.90 and

2.10 respectively. The respondents further disagteat the schools have promotion
policies that are fair with a mean of 2.23. Thegrevhowever not sure on the teachers’
present job being relevant to the growth and deprakmnt of their careers and whether the

school has opportunity for advancement or growtin &@imean of 3.06.

From the findings, it can be concluded that teaxheere not satisfied with career
advancement in the schools as promotions are rdtfregjuently, favorably and based
on ability. The teachers could not however comnantwhether the current job was
relevant for their growth and development and théstence of opportunity for
advancement in the schools. The results indicadé ¢hreer advancement is a serious
concern in public secondary schools in Nairobi Gpuand should be addressed to

manage teachers’ turnover.

4.4.6 Influence of Demographic Factors on Teachefarnover

Demographic factor have been found to have somatioekhip with employees’
turnover. The study therefore aimed at establiskineginfluence of demographic factors
on teachers’ turnover.

Table 4.9 shows the influence of demographic factmr teachers’ turnover in public

secondary schools.
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Table 4.9: Influence of Demographic Factors on Te&ers’ Turnover

Influence of Demographic Factors on teachers’ tueno| Mean Std. Deviation

Gender influence teachers turnover 3.8153 97774
Level of education attained influences teachersilitypb 3.9419 1.14148
Duration of teaching determines teachers’ decidio 2.6797 1.29093

continue teaching or quit

Overall mean 3.4789

Source: Author (2013)

From the findings, the respondents agreed thalete of education attained and the
gender of the teachers influence turnover with aammecore of 3.94 and 3.81
respectively. The respondents were however not@urghether the duration of teaching
determines teachers’ decision to continue teacbinguit with a mean of 2.67. It can be
concluded that the demographic factors influen@e tédachers’ turnover especially the

gualification that the teachers have as they amgeomand and the gender.

4.4.7 Influence of Human Resource Policy on Teach&rTurnover

The respondents were asked to indicate the infeiewfchuman resource policy on
teachers’ turnover. Human resource policies arentisd because they help to maintain
acceptable relationships between management antbysep. The results are presented

in table 4.10.
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Table 4.10: Influence of Human Resource Policy onéachers’ Turnover

Influence of human resource policy on teachers’

turnover Mean Std. Deviation
The recruitment and selection process is impartial 2.104¢ .8926
Favouritism is not evident in any of the selectiwacess 2.1765 1.2983
The Teachers Service Commission rewkmaly service 3.2284 .8975
teachers

The school undertake job review and orientatiomlt 3.1947 .9459

new teachers

The school has standard of service which rec 2.2357 1.2605
turnover
Overall mean 2.387

Source: Author (2013)

The results in Table 4.10 show that the responddisesggreed that the recruitment and
selection process was impartial with a mean scdér@.D0. The respondents further
disagreed that favoritism was not evident in anyth&f selection process and that the
school has standard of service which reduces temweith a mean score of 2.17 and 2.23
respectively. The respondents moderately agreedtiieaschool undertake job review
and orientation to all new teachers with a mean3d® and that teachers service
commission reward long service teachers with a nté&122. From the analysis, it can
be concluded that the human resource policy bepmiead by the Teachers Service
Commission does not encourage teachers to remaeriice as the selection process is
not impartial, favoritism is evident and that thehgols lack standard of service. The
teachers could however not comment on reward fog Iservice and the school

undertaking job review and orientation to all neadhers.
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4.4.8 Discussion

Employees at all levels look for better pay, wogkioonditions, training and career
prospects and this can drive turnover. On the diyéna picture presented by the results
of this study indicate staff turnover in organipas is caused by insufficient career
development opportunities at places of work. Em@ésyin all organizations are always
looking forward to being promoted. When an emplogtgnates in one position for too
long, he or she loses morale of work. He or she@ines disinterested in whatever she
does. Career development is considered as one fal@eping employees in high spirit.
An organization that provides opportunities foremar development for its employees
motivates them and makes them to know that theg Bamething worth looking forward

to.

Van Breukelen et al. (2004) argue that allowing Eyges opportunities to grow in turn,

motivates staff, increases productivity and redumesvastage thus increasing the profits
of the organization. The findings of this studyesgmwith Sparrow (1996) who observes
that insufficient career development opportuniieplaces of work causes staff turnover.
Insufficient career opportunities at places of worlike staff to stagnate in one position
for a long period of time. When staff works in th@&me position over a long period of
time, their morale reduces and thus it affectsrtherk out put. Staff in organizations

with insufficient career development opportunitiesll therefore seek for other

opportunities outside the organization. The edoocakevel of the respondents was that
majority of the respondents had university degmepast graduate holders and therefore

chances are high that they will leave the instingi The results are consistent with
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Oroni, (2005) that in her study found out that there educated employees especially
degree graduates were more likely to quit theirsjdiian the non-graduates. This is

attributed to the fact that more educated persame more job opportunities.

The study established that there are factors tifatence teachers to continue working
for the organization for a longer period. From finelings good working environments as
well as improved relations with supervisors are savhthe factors that make teachers
continue working in the public secondary schodlprdémotional opportunities with more
rewarding positions could be created in line witle® expectations based on merit and
the training opportunities and enhanced job rotatavailability of pay increment in line
with market rates and years of service and thdadbilty of medical cover would make
the respondents work for the schools for a longerog. The study further established
that teachers will continue working in the schoiblsccorded opportunity for career
growth and better human resource policies beinglampnted. This concurred with
Herbert, (1983) who indicated that inadequate cound wage classification structure
may cause dissatisfaction and may result in terenaof job by the staff. He also
observed that pay problems arise because of undiivgeinequitable or unfair pay

systems in the organizations.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND

RECOMMENDATIONS

5.1 Introduction

The purpose of this chapter is to give an ovenaéwindings, conclusion and
recommendation. The conclusions are made fromrthysis and the objective of the

research

5.2 Summary of Findings

The general objective of the study was to estalféistors influencing teachers’ turnover

in public secondary schools in Nairobi County

The study established that majority of the teackhesse over thirty years and therefore
they still have many years to retirement thus thegd to work in institutions that would
ensure that their interest is well taken care Dffe respondents’ level of education was
mostly university and postgraduate an indicatioat tim order to reduce turnover of
teachers in public secondary schools, teacherdareeheed to be satisfied. Majority of
the teachers were found to have been teachingeirculrent schools for more than five
years and therefore they understand the schoapsetterms of the factors that influence
turnover of teachers. Turnover in the schools wasd to be high and therefore there is

need to establish the factors that influence theoter of teachers.

The study established that appropriate rewards bedefits, and also type of

compensation program are also important for emgey&he rewards being offered to

47



the teachers was found to influence turnover dees not encourage teachers to stay, the
rewards was not comparable with what the markeersff unsatisfactory retirement
benefit scheme and medical scheme offered to Huhées being incomparable to what is
in the market. The working conditions in the sclsoalas found not to have influenced
teachers turnover as there is enough working spEpgpment, optimum temperature,
and moisture, flexibility in scheduling, satisfagtgpayment of vocation time or sick
leave, transparent discipline handling proceduranageable workload is given to all

teachers and that teachers are supervised well.

The relationship between managers and employe&semntes employees’ decision to
stay in a job as the supervisors and managers &aveportant impact on employee
turnover. The study established that in the pubBcondary schools managers show
appreciation for teachers’ hard work, supervisoesvalling to listen to teachers personal
problems, teachers’ ideas are very frequently wsegstructively, managers ensure that
their actions are not only fair but also perceiasdfair by the teachers in order to better
manage turnover. The study further found out thatdupervisors go out of their way to
make teachers’ work life easier, managers allowltees to take part in decisions that
influence their jobs and that the management ofttmol ensures that there is effective

communications, team building, conflict resoluticnaching, and mentoring.

All organizations, private or public connect emmeyg to execute certain activities in
order to attain goals and objectives. The findiofghe study was that training and
development influenced turnover in the schoolshasetis no sufficient time and money
allocated for training, the schools do not reletesschers from regular work to attend

training and even sponsor them where possibleetiemo well organized training
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program in the schools, teachers do not receivguade training and information to do
their job well and that training and developmeransl were developed and monitored for
all teachers. On aspects relating to career adwagtein the public secondary schools,
the respondents were dissatisfied as promotion neaseld regularly, promotions not
being given based on ability, existence of unfaltagpromotion decision in the schools,
unfair school promotion policies, the present joding irrelevant to the growth and
development in their career and the schools hamm@pportunity for advancement or

growth.

The study established that the demographic fadtas influence turnover of teachers
were the level of education attained, and the durabf teaching which determines
teachers’ decision to continue teaching or quie hhhman resource policies found to be
contributing to teachers’ turnover was the recreitinand selection processes being
impartial, favoritism being evident in the seleatiprocess and the schools having no

standards of service which reduce turnover.

5.3 Conclusion

Turnover is a burning issue for any organizatioar the steady performance of the
public secondary schools, it is essential to mans&illed workforce. But most of the
times it is very difficult to control the turnoveate within organizations. Employees of
an organization are considered as an importanuresdor the realization of the firm’s
objectives and every effort should therefore be ertadtrain and retain them at the same
time. As an important resource, employees at aklgelook for better pay, working

conditions, training and career prospects andctirishelp in stemming exit of staff.
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Several factors have been identified to contribisteemployee turnover and include
rewards, training and development opportunity, @aeglvancement, demographic factors
and the human resource policy. It is therefore g that the Teachers’ Service
Commission identifies the relevant predictors ofplyee turnover in order to develop
appropriate mechanisms of dealing with the caudes.study found out that unfavorable
employer related factors significantly affect teacturnover in public secondary schools
in Nairobi County. In particular, the study estab&d that loss of group cohesion, poor
working conditions, poor pay, poor management gyesusion directly impacted on
teachers and caused job dissatisfaction which asexd the rate of teacher turnover. The
study also established that in schools where tyegsmeral conditions of work and good
supervision were evident, the rate of teacher wegnavas low. This implies that most
public secondary schools in Nairobi County, paidittheachers poorly, provided poor
conditions and had poor supervision policies, th®y did nothing to improve these

conditions which increased the level of teachemidver.

Kenya’'s developmental challenges demand that psbiondary schools should stand up
as one leading place to prepare the nation foexipected leap forward. But the evidence
seems to suggest that the schools remain ill peelpdihis is due partly to the low morale
of the teachers, which in turn has increased tteeaflabour turnover from the system. It
is fair to say that teachers will put in their begten the work environment is conducive,
when there are good welfare packages like gooddsumdequate health and medical

insurance, training and development opportunitg@®d human resource policy, career
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advancement and other relevant fringe benefitshénabsence of these, it can only be
expected that frustration and eventually quits v@flult. Given their role in society, there
is a strong case to pay special attention to sewsgndchool academics while not
constituting them into a special class. Howeverjsitimportant to further explore

opportunities to provide more incentives to enaklechers maximize their role in the
development process. A holistic approach, whichgadtely takes into account crucial

non-economic factors as well must be employed.

5.4 Recommendation

The study established that there is high rate adhers’ turnover in the public secondary
schools in Nairobi. The role of human resource depents in the Teachers’ Service
Commission is to satisfy the needs of teachersutiirahe provision of training and

development, rewards systems, career advancemeitusnan resource policy, to foster
employee commitment and reduce the rate of empldyeeover. It is therefore

recommended that the Teachers’ Service Commissiould change its human resources
management practices and style in public seconstdrgols in order to ensure employee
satisfaction. This will greatly help reduce highrniover rates. The workplace

environment needs to be made fully suitable forrtbeds of all employees by ensuring
leadership styles that encourage decentralizatwindglegation of duties, equality in the
implementation of employee evaluation and appraigstems, and provision of sufficient

employee benefits, rewards, and structures forgmrition.
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The study established that rewards influenced wenof teachers and it is recommended
that the government through the Teachers’ Servicenr@ission should revise the
remunerations of the teachers in the public segiois will go a long way in motivating
the teachers to continue working longer and effetti for the improved school
performance. As a way to reduce cost of managinmgter, firms should simultaneously
measure and manage turnover. Measuring will invosteh things as: surveys,
consultation processes, intra- and extra-firm cagegdance, exit interviews and leaver
profiling. Managing is needed in key operationaaa to minimize the effects of change
to key business areas. Both elements are impddamggotiate the complexities inherent
in implementing widespread change. To improve am d¢bre competencies emanating
from the organization’s human resources, an orgdioiz need to institute performance
management system and train key staff on admitistraf the system, review the job
descriptions, personnel policies and reward systéth.such steps are aimed at
motivating the staff to get the best out of themomder to achieve the organizations’

objectives and stop level of exit from the orgah@a

5.5 Suggestions for Further Research

The overall findings of this research can be usedive hints and suggestions on the
directions for future research. Future researcbleosild undertake a similar study on all
the secondary schools in Nairobi County to allow thsults to be generalized. Future
researchers should also consider investigating d¢tepaf labor turnover on the

performance of secondary schools. If the aboveietudan be undertaken, factors

causing labor turnover and their impacts criticaltermined and proper analysis done,
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then labor turnover can be arrested and performahtiee schools improved in Kenya's

education sector.

5.6 Limitations of the study

Due to the varied locations of the public secondatyools in Nairobi County, it was not
easy to drop and pick the questionnaires. Howeherpnes analysed for this study met
the threshold of over 70% response rate. Some efréspondents were reluctant to
respond to the questionnaires but i expressed eém thow the research would be

important to them and their institutions.
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APPENDIX I: QUESTIONNAIRE

Please give answers in the spaces provided and\igkn the box that matches your

response to the questions where applicable.

Section A: Demographic Characteristics of Respondés
1. Name of the school............cooii i,
2. Gender: Male () Female ( )

3. What is your age bracket? (Tick as applicable)

a) Under 30 years ()
b) 31— 40 years ()
c) 41-50 years ()
d) Over 50 years ()

4. What is your highest level of education quadifion?

a) Post graduate level ()
b) University ()
c) Tertiary College i

d) Secondary ()
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5. Length of continuous teaching with the school?

a) Less than five years ()
b) 5-10 years ()
c) Over 10 years ()

6. How would you rate the level of employee turrmmaweyour school?

a) Very High () ) High ()
c) Moderate () ) Ldw ()
e) Very low ()

Part B: Perceived Factors Influencing Employee Turover

7. To what extent do you agree with the followitgtements regarding turnover among
teachers in Nairobi County? Use 1- Strongly disagre-Disagree, 3-Moderately
agree, 4- Agree,

5- Strongly agree

Rewards 112|345

Wages and salaries paid to the teachers encouragett stay in

the schools.

There is job security which encourages teachemsrain in the

school.

Rewards for exceptional performance are offereciwheduce

teachers’ turnover.
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In the school there is satisfactory performanceaapgals which

enhance teachers’ continuous teaching.

The rewards offered to the teachers are compavatilavhat the

market offers thus encouraging them to remain énsithool.

The retirement benefit scheme for the teacheratisfactory and

this restricts them from exiting the school.

The medical scheme offered to the teachers is cablgato what

is in the market which leads to reduction of teashmobility.

The rewards offered to teachers are commensuratertohence

job satisfaction.

Working Conditions

There is flexibility in scheduling in the school iwh plays a majot

role in retaining teachers in the teaching career.

Manageable workload is given to all teachers whielps to

control teachers’ turnover.

The school provides enough working space, equipnogtimum

temperature, and moisture which help manage turmove

Amount of paid vacation time or sick leave offere@atisfactory.

Discipline handling procedure is transparent whelps arrest

teachers turnover in the school.

The teachers are supervised well and this corttneis exit from

the school.

60




Management Style

Supervisors go out of their way to make teachemskwlife easier

which influences their decision to stay in the siho

Managers ensure that their actions are not onhbfaialso
perceived as fair by the teachers in order to bateage

turnover.

The management of the school ensures that thefeedive
communication, teambuilding, conflict resolutionaching, and

mentoring programmes.

Managers show appreciation for teachers’ hard wdrich

encourages them to stay longer.

Supervisors are willing to listen to teachers peas@roblems

which enhance their resolution to remain in theosth

Managers in the school allow teachers to takeipatécisions that

influence their jobs. Increasing job satisfaction.

Teachers’ ideas are very frequently used constreigti

motivating them to serve longer.

Training and Development Opportunity

Teachers receive adequate training and informatiao their job

well therefore see no need to move to other orgéiniss.

Sufficient time and money is allocated for trainitigus teachers

are indebted to remain in their stations.
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Training and development plans are developed ardtared for

all teachers which help to manage turnover.

The school releases teachers from regular workéodtraining
and even sponsor them where possible thus redaie@f

resigning.

There is a well-organized training program in tbhleaol which

decreases turnover.

Career Advancement

The school promotion policies are fair hence enagimg teachers

to remain in the school.

There is unfavorable promotion decision in the stinich has

inhibited teachers continuous service in the school

Promotions are always given based on ability winichivates

teachers to serve longer.

Promotion exercise is held regularly and this naigg teachers to

carry on with their teaching career in the school.

My present job is relevant to the growth and depelent in my

career hence, | have no intentions to terminate it.

The school has opportunity for advancement or gnamitich has

been effective in mobilizing long term service bgadhers.
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Demographic factors

Gender influences teachers’ turnover wherebyhigber in male

as opposed to females.

Level of education attained influences teachersiliyb

Duration of teaching determines teachers’ decisiomhether to

proceed with their teaching career or quit for &rojob.

Human Resource Policy

The recruitment and selection processes are inapartich

prevent teachers from quitting the school.

Favouritism is not evident in any of the selectwacess which

helps to control turnover.

The Teachers’ Service Commission rewards long seteachers

thus motivating the others to remain in the school.

The school undertakes job review and orientaticalltoew
teachers therefore reducing the number of teadbaving the

school.

The school has a standard of service which has &féective in its

role of maintaining teachers in the school.
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APPENDIX Il

List of Schools and Number of Teachers per Districin Public

Secondary Schools in Nairobi County

No. Name of School No. of teachers
Kamukuniji District
1 Eastleigh Secondary 39
2 Kamukunji Mixed 16
3 MainaWanjigi Mixed 23
4 Moi Forces Academy 55
5 Ou Lady of Mercy Girls 12
6 St. Teresa Boys 22
7 Uhuru High Boys 15
8 Our Lady of Mercy Shauri Moyo 11
Starehe District
9 Pangani Girls 51
10 Pumwani Girls 11
11 Ndururumo Mixed 16
12 Murang'a Road Mixed Day 8
13 C.G.H.U Mixed 8
14 St. Teresa’s Girls 20
15 Jamhuri High 47
16 Ngara Girls 42
17 Parklands Boys 29
18 Parklands Girls Arya 22
19 Starehe Boys 51
20 Pumwani Boys 34
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Kasarani District

21 Ruaraka Mixed 30
22 Kariobangi North Girls 10
23 Our Lady of Fatma Mixed 28
24 Baba Dogo Mixed 21
25 Kahawa Garrison 21
26 Kamiti Secondary Mixed 23
27 Starehe Girls 20
Langata District
28 Olympic Secondary 22
29 Karen C 13
30 Lang’ata Barracks 9
31 Lang’ata High Mixed 32
32 Raila Education Centre 12
Makandara District
33 St. Ann’s Girls 10
34 Highway Secondary 43
35 Makongeni Mixed 12
36 Aquinas 43
37 Nile Road Girls 22
38 Huruma Girls 24
39 Ofafa Jericho Boys 32
40 Our Lady of Mercy S.B. 20
41 St Patricks 3
42 Buru Buru Girls 43
Westlands District
43 Lavington Mixed 13
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44 Highridge Mixed 10
45 Hospital Hill 20
46 Kenya High 52
47 St. Georges Girls 42
48 Nairobi Milimani Boys 17
49 Nairobi School 64
50 State House Girls 50
51 Parklands Arya Girls 21
52 Kangemi High 27
Dagoretti District
53 Nembu Girls 21
54 Dagorreti Mixed 12
55 Ruthimitu Mixed 16
56 Lenana School 69
57 Precious Blood Girls - Riruta 24
58 Ruthimitu Girls 31
59 Dagoretti Secondary 40
60 ShadrackKimalel Secondary 5
61 Mutuini Secondary 19
62 Upperhill Secondary 38
63 Beth Mugo Secondary 2
64 Moi Girls Nairobi 53
Njiru District

65 Drum Vale Mixed 10
66 Ruai Girls 6
67 Ruai Boys 7
68 Ushirika Mixed 13
69 Mihang’'o Secondary 5
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70 St. Georges Athi 8
71 Dandora Secondary 28
72 MuhuriMuchiri Boys 25
73 Hon. Dr. Mwenje 12
74 Jehovaldireh 12
Embakasi District
75 Embakasi Garrison 8
76 Peter Kibukosia 16
77 Embakasi Girls 15
78 Komarock 23
79 Mwangaza 12
80 Kayole South 21
Total 1883

Source: Ministry of Education (2013)
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