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ABSTRACT

Human resources management is considered as nugoofr Head teacher in school
management. Which include the recruitment, inductidevelopment, motivation,

discipline and compensation of the human resourcools. The purpose of the study
was to investigate the influence of Headteachemradteristics in human resource
management. The objectives of the study were tabksh the extent to which the

headteachers’ gender age, academic qualificatiamjinig and administrative experience
influence human resource management in public pyireehool in Tana River County.

The study used descriptive surrey design methammaucting the research. The sample
size was 208 participants comprising of the actsampled participants of 48
headteachers and 160 teachers. Data were collesteg questionnaires, were analyzed
using simple descriptive statical method using stegical packages for social sciences.
The findings showed that headteachers, charadtsrigireatly influenced human
resources management in schools. High number isegwarcher recommends that the
ministry of education and teachers service commarisshould consider the Headteachers
characteristic during appointment and training cfatiteachers in order to enhance
provision of quality education to all. Headteachs&reuld attend seminars and advance in
their education to enrich their competencies in &mrResource management for further
research the following areas were suggested infeief KEMI coursed on headteachers
effectiveness in school head teachers and influefcgovernment policies on the
appointment of head teachers and influence of tesaimt in the human resource
management in schools.
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CHAPTER ONE

INTRODUCTION
1.1 Background to the study
Education is a systematic instruction for the depeient of character or mental
power. Rao (2011), noted that there is an immediatk urgent need for giving
education to the people in order to build up ouure. The successes of every
educational system depends on the quality of @&fa of production- human and
material resources. Human resource appears to éoentst important because
without human efforts, all other factors are infi and Janvry, 2009. This is
why it is necessary to train and re-train the stdflany organization for better

production ( Peretomode & Peretomode, 2001).

Kochar (2004) states that the schools head is thprntomponent of school
administration whose ability and skills, personalppenalty and professional
competence will largely determine the tune anccefficy of the school. Okumbe
(2008) indicates that resources management is wi&lin the jurisdiction of a
primary school head teachers who are charged with responsibility of
management of the school resource which includéntimean resource towards the

effective and efficiency school performance.

Individuals differ in their ability to perform a spific type of work in terms of
potential, knowledge and skills, or in other wolusve different characteristics

organization’s successes depends largely on theetamce of its managers and
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therefore, the organization’s leadership positiaunst be occupied by competent
professionals ( Jacob and Lefgren, 2004). The emibe of head teacher’s
characteristics on human resource management iic @ahools in Beijing, found
significant impact on pupils academic performaneeé school discipline, possibly
due to the systematic nature of the training pnogtaHead teacher characteristics

can be reflected by schools performance and diseiglLai and Janvry, 2009).

Garcia (2002) indicated that human resource managem Mexico and other
Latin American countries document the importancetrafning in addressing
motivational problems affecting head teachers amsamresource managers facing
extremely low levels of education and limited dexyehent opportunities. Frequent
problems result, however, from poor formalizatiom waining structures,
mismatches between training and promotion, enhamugependence, authority

and responsibility (Samsdtad and Pipkin, 2005).

The efficiency of human resource management in iNigeschools in financial
management is being called to question both witmd outside the profession
(Nwikina and Nwanekezi 2010). Consequently, manycationists in all
institutions are seriously in demand of dynamicchesachers who are competent
to search for professional growth. This growth dedpwith development
experience becomes necessary in order for schooh&drators to understand the
rudiments of proper human resource management.igtiscause education is an

indispensable ingredient of development and a fonedeal right of every

16



individual. Also, as a power catalyzing agent, roydes mental, physical
ideological and moral training to individuals, se @ enable them have full
consciousness of their purpose in life and equgmthio achieve that purpose

(Bland ford, 2007).

Saskhkin (2003) says that globally, the majoritysdiool leaders were not trained
as school leaders but they assume offices becdubeio experience. In United
Kingdom and Switzerland, future and serving headchers are trained in
management of schools, also specific leadershipirtigh and or certification is
required in countries like Slovenia, Estovenia @watelonia. Performing head
teachers are trained in different institutions andarying curriculum. The authors
however, advocate for a higher degree of autonaoypled with curriculum of:
distributed leadership, supporting, evaluating aedeloping teacher’s quality,
goal setting, assessment and accountability, gicatmance and human resources
management, and networking with other institutig@sshkin 2003). Okafor
(2006) emphasized that the useful aspects in HRMpaofessional qualification,

administrative experience, training and developnoéstaff.

Training is not however, a separate activity thah ®de limited to the training

school. Majority of education managers and supersitack adequate competence
to utilize available information for managementgmses. The head teachers and
other school level managers have not been expaseatiéquate management

training. As a result many institutional head labke capacities to oversee and

17



account for the utilization of human resources wurtiem (Republic of Kenya,
session papers No. 14 of 2012). This study thesefwught to investigate
influence of head teacher’'s characteristics in Humasource management in
public primary schools in Tana River County. Academerformance in public
primary schools in Tana River County always wasowehverage. Information
provided by the DEOs offices indicates that TanatiNoTana River and Tana

Delta have hardly attained a mean score of 22fhfotast three years.

Table 1.1

performance of public primary schools in Tana RiverCounty 2011-2013

Sub County Mean Score

2011 2012 120
Tana North 197 208.42 197.27
Tana River 210.45 198.87 203.51
Tana Delta 213.69 222.62 217.75

Source: County Director of Education Office Tana Rver

This performance in Table 1.1 compared to thattb&ocounties in Kenya. Table
1.1 shows the academic performance for the cowaty £011-2013. This average
academic performance might be an indication of im@etence in human resource
management by the head teachers in primary schrodsna River County may be
due to the level of training, administrative expade, academic qualification and

maybe the influence of their age and gender.
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1.2 Statement of the problem

Despite the important roles of head teachers indmurasource management , there
have been no empirical or formal impact evaluationsthe influence of head
teachers characteristics on human resource manag@mgublic primary schools

in Tana River County.

Ouya and Mwaseli (2009) found out that head teatlatraracteristics in human
resource management in public primary schools laagigect influence on public
primary schools in academic performance. Acadermsrdopmance of pupils is a
result of a number of factors which include heaathers competence in human

resource management (Bland ford, 2007).

The average academic performance in Tana River {§auight be due to the
influence of head teacher’s characteristics in humasource management in
primary schools in Tana River County in terms dittadministrative experience,
academic qualification level of training age andndgy. The Ministry of
Education and other government agencies have nféake ® train and develop
the head teacher’'s capacity in resource managenidrg. government has
continued to provide the teachers, instructionalemias, and physical facilities so
that all pupils can do well. (Republic of Kenya13), the government has also put
in place in-service training programmes for teashie school based teacher’s
development (SbTD) to improve results but the cpinas continued to do poorly

in examinations.
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The study sought to investigate the influence @adheachers’ characteristics on

human resource management in public primary schodlana River County.

1.3 Purpose of the study
The purpose of the study was to investigate théuente of head teachers
characteristics on human resource management iic gubnary schools in Tana
River County.
1.4 Objectives of the study
The study was guided by the following objectives:-
1. To establish extent to which the head teachersdgemfluences human
resource management in public schimolana River County.
2. To determine the extent to which the head teathgesinfluence human
resource management in public primary schools maTRiver County.
3. To establish the extent to which head teacheed@mic qualifications
influence human resource management in public pyire@hools in Tana
River County.
4. To determine the extent to which head teachersi@idtration
experience influence human resource managementulblicpprimary
schools in Tana River County.
5. To determine the extent to which w the head teathaining on school
administration influence human resource managenmepublic primary

schools in Tana River County.
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Research questions

This research was guided by the following resegraFstions

1.

1.6

To what extent did the head teachers’ genderenffed human resource
management in public primary schaol¥ana River County?

To what extent did the head teachers’ age influéicanan resource
management in public primary schools in Tana Reunty?

To what extent did the head teachers’ academidfmpadilons influenced
human resource management in public primary schiool§ana River

County?

To what extent did head teachers’ experience infltad human resource
management in public primary sceanlTana River County?

To what extent did head teachers’ training on sthdministration and
management influenced human regom@nagement in public primary
school In Tana River County?

Significance of the study

The study findings may be used by headteachershake them aware of the

influence of their personal characteristics onrthgrk resource management in

schools. The findings of the study may be used lmtlthe Teacher's Service

Commission and the Ministry of Education officiatsimprove on their policies

concerning appointment and supervision of heachtrac

This study may also be used as a basis for stbgiésture researchers on similar

or related subject. The study may also be used doyy& education management

21



institute to determine the programme to includerdpmduction courses and other
trainings.

1.7 Limitations of the study

Human resource management in schools may be affdaye other factors;

therefore the researcher was not able to isolaedritiuence of other factors on
human management from the headteachers’ charaicterithe research will be
purely be descriptive and may not therefore craatesolutions to the situations.
The respondents especially the teachers may feaopenly discuss their
headteachers hence it may be difficult to get sdimect answers. However the
researcher continuously assured them of confidéwgtia

The study was also delimited to the use of expéette design as it is a good
technique for investigating variable that have adse exerted their influence on

others.

1.8 Delimitations of the study

The study was limited to the selected public priyreahools in Tana River County
as the selected schools are believed to have siohiacteristics to other schools
that may benefit from the study. The study was &teded to the dependent and
independent variable, human resource management tlemdhead teachers’

characteristics respectively to enable the resear@xhaust the relationship

between the two variables.
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1.9 Basic assumptions of the study

The study was rested upon the following assumptions

1. That the respondents will give answers to the guestvithout bias.

2. That all head teachers have common guidelinessmuree management

from the Ministry of Education.

1.10 Definition of significant terms

Academic Qualification refers to a training one undergoes and is awaaled
certificate.

Agerefers to how old the head teacher is.

Discipline refers to confirming to the rules set out by autiyor

Effectivenessrefers to producing results which were intended.

Experience refers to the duration that a person has sirec@rnnEducational
Institution.

Genderrefers to one’s sex (Male or Female).

Head teacherrefers to person appointed by teachers’ servicengigsion as the
administrative head of a school responsible foriaghnation.

Head teacher personal characteristicsrefer to the head teachers academic
gualification experience gender, age and trainimgs¢hool administration and
management.

Human resource managementhis is the process of recruitment, deployment,
development, remuneration and disciplining of tteekers in the organizations.

Indiscipline refers to defying the laid down rules and regolai

23



Leadership refers to the influencing art, or the processniiuencing people so
that they can strive willing towards the achievetr@the group goals.
Performancerefers to the overall behavior that demonstrdiegpbssession of the
ability to do a particular task.

Pupil refers to a primary school learner.

1.11  Organization of the study

This study is organized into five chapters. Chaptex focuses on the introduction
consisting of background to the study, statementhefproblem, purpose of the
study, objectives, research questions, signifiadnthe study, limitations of the
study, delimitations of the study, basic assumggtiof the study, definition of
significant terms and the organization of the stu@igapter two contains related
literature reviewed, consisting of head teacheradamic qualification and human
resource management in schools, head teachersiniatlative experience and
human resource management in schools, head tesadpmder and human
resource management, head teachers’ age and haswrage management, head
teachers’ training and human resource managemesahiools, theoretical frame
work and conceptual frame work. Chapter three sbredi research methodology
discussing the research design target populatiampk size and sampling
procedure, research instrument, instrument validftyhe instruments, reliability
instrument, data collection procedure, data amalysichnique and ethical
considerations. Chapter four presents data analyssentation, discussions.
Chapter five consists of summary of the study, tsiens, recommendations and

suggestions for further research.
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CHAPTER TWO

REVIEW OF RELATED LITERATURE

2. 1 introduction

This chapter discusses the concept of human resmmanagement, head teachers’
academic qualification and human resource managemenhools, head teachers’
administrative experience and human resource mamagein schools, head
teachers gender and human resource managementidaehers age and human
resource management, head teachers training andrhtesource management in
schools, it also presents theoretical frame work @nceptual frame work of the
study.

2.2 The concept of human resource management

Human resource management is considered as heeldetg'amanagement of
recruitment procedures, contracts and salarietetarhers’ by school management
commitment and including also a strong developmami strategic approach
(Desimone, 2002). In some countries restricted tgtdeding of the concept of
human resource management and concentrate ofteeclonical aspects related to
hiring and management of staff (vinding, 2006).

Samstad and Pipkin (2005), the objectives of humesource management in
school is to obtain maximum individuals developmedesirable working
relationships between teachers, subordinate stadf @upils and to affect the
moulding of human resources as contrasted with ipalysesources. The head

teachers as human resource management professioeeds to determine that

compensation is fair, meets schools standardsisahidgh enough to entise school

25



employees. In other countries, such as Egypt andgi@e human resource
management is considered an important area of samsidutional autonomy and
as such, not interfered with by national authasitiBland ford, 2007). However,
as human resource management is often understoadrather restricted sense,
the fact that in most countries, national authesitiset the framework for
contracts, salaries and recruitment, may have tthtces to opt for ‘shared
responsibility’, even in cases where human resodeelopment is not part of

the tasks of one or both levels (Blandford, 2007).

A number of studies have indicated that effectiveach teachers have a
number of notable characteristics. Such head tesche/olve themselves in the
instructional life of the school; they are more tine class and less in the
office; they devote themselves to teaching andnlegr than on financial

business; they are a visible presence and theaclsievement data for planning
further. It is important to note that school headchers need to strike a
reasonable balance in management of curriculum iastiuction and general
school management. A head teachers who has no -bandsxperience with

teaching and learning may soon lose touch with dfuglents as well as the
teachers who may tend to see the administrator rmsrmchair bureaucrat

(Angrist & Lavy, 2001).
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2.3 Head teachers’ academic qualification and humaresource management

in school

Vinding (2006) suggests that the extents level guality of knowledge available
in the organizations, personnel’s are positivelyralated with human resource
management of head teacher in primary schools. Thisurn allows better

judgment as to the search for education and asabfseven newer internal and

external information. Education is a key input haiilding individuals experience.

Odhiambo (2001) educational attainment of the Headher determines the extent
to which they are effective in their role for indluals to be appointed as head
teachers they should not only have high level afcation but also be trained in
educational management. Angrist and havy (200int@d out, there seems to
have been more research on the impact of teadiamiy in developing countries
than in developed countries.

Vinding (2006), suggests that the extents level guality of knowledge available
in the organizations, personnel’s are proactivelyretated with human resource
management of head teacher in primary schools. Thisurn allows better
judgment as to the search for and education anlysasaf even newer internal
and external information. Education is of the kewputs for development of

individuals experience.

Resource management is a system, a philosophyypahd practice that can

influenced by head teacher working in a school. effective and competitive
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resource management is the key strength of a séhdaking the challenges of
education today. Successful organizations recogmiee significance human
element in the school success and emphasize ondéeelopment, satisfaction
commitment education and motivation in order taiattlesired objects sustainable
development of the school depends upon effectiveragement of human

resources.

Despite the importance of teacher training in primachools there is little

evidence on the effect of teacher training on sitideachievement. Indeed as
Angrist and havy (2001) pointed out, there seemisatce been more research on
the impact of teacher training in developing comstthan in developed countries.

Academic qualification and development have ofteerbconfused to mean the
same thing, from head teacher resource manageragsggetive training meaning
and exploration of job related skills while devalmnt mean the broad scope of
training , thus development is a follow up activib training and is embarked

upon at the higher level of management ( Marlc@03).

Odubuker (2007), revealed that the head teache@sleanic qualification was

crucial to the resource management of the schddbenda.

Okafor (2006) indicated that the useful aspectsrdsource management are
professional qualification training and developmehtstaff which is related to

work place as it provides range of skills.
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The survival of an organization is dep on the duadf administration services
available Knezerich (1975). The HPI in the indivatleffort to centrally ordinate
individual effort to ensure success of the schdtols imperative that the head
teacher be trained in head teacher resource maeageso that he can handle
schools issue more effectively. Bulinda (1999),ss#yat the situation in Africa
was particularly worse where rapidly expanding adioo system was found, the
situation worsened when experienced and skillecssoteom teachers were
customarily appointed to administer complex schegdtems without adequate
preparations and back up support. Wachira (199@)dahat a maturity of head
teacher faced prophase of performing all the simr@sks of school managers due

to lack of training and experience.

2.4 Head Teachers’ administrative experience and hmoan resource
management in schools

In Sweden principals are required to have pedagbdioowledge acquired
through education, experience and higher degreexgdicitly required. The
Netherlands has also not determined precise quetidin requirements however
one’s backgrounds in teaching in the relevant sictoom is required. Many other
countries have a highly controlled process for ampptg new head teachers, often
appointments being made by the central ministrie®@al administrative groups
but this means that you must have enough expertbetp you make your
appointment decisions. Koskei (2004) recommentlet the best way of

promoting head teachers in their management roletrstly consider their
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administrative experience and educational levettnduselection and also provide
regular workshops and seminars to sensitize themdagation policies and equip

them with managerial skills.

Iraro (2002) says that administrative experiencehe&d teachers whether in
management equips them with relevant knowledgésskild training necessary for
resource management. Normally people are promot@dgitions of management
and as such that pose new challenges that one atascustomed to at the lower

management requires an experienced head teacher.

The inexperienced head teachers have at times egeal indiscipline on
students, teachers and support staffs. They relyilyeon punishment and taking
hard positions in some decisions which sometimeskflsa on them and they
resort to use of bribing, holding grudges and usehgsical force, feeling a sense
of powerlessness, hence experiences is highly nedjiiom head teachers to be

able to listen and use different tactics to addiessges (republic of Kenya ,2002).

Koskei (2004) pointed out that lack of formal tiaigp in management skills and
administrative experience has been responsibla fpeat deal of inefficiency and
ineffectiveness commonly observed in the perforrean€ many educational
systems in Africa.

Management of change of school tradition is a vespsitive issue that only

require experienced and experts to manipulate hlamge so that it is acceptable
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and smooth. Kamwiti (2004) entry into a high pasitespecially in leadership
capacity is an emotionally laden transition thaitself may form the first problem
to the individual if it is not managed effectivedynd may even hinder efficient
execution of the new duties Kamwiti (2004).

Again even at the management levels, managementsl m@@ministrative

experience and retraining due to organizationalnsfii@mation growth

technological advancement, task complexity and oysan of human relations

(Okumbe, 2001).

Republic of Kenya (1999), attributed weak perforgeiby head teachers to lack
of administrative experience Glassman and Sull{z98) pointed out that head
teachers do not always possess the required maeageskills. The ministry of
education (2003) agrees with the argument that temchers are weak and hardly
manage their mandates. In set review report, tmesiry said, school management
committee including are weak and have inadequateageial skills leading to

poor implementation of decisions.

2.5 Head teachers’ gender and human resource managent in schools

Wood (1975) survey-revealed that the success oéleermanager and the reason
for women’s failure as managers was their unwillivegds to help follow women
and their tendency to be over demanding out cetiaies. Perhaps it is the over
demanding trait that breeds the authoritarian heacher tendency which students,

teachers and parents dismiss as high handednessonie cases some of the
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resource management problems may be related tgetider of the head teachers
(Kariuki 1998) found that female head teachersratker domineering and lack

proper supervisory skills.

Traditionally women in many communities in Kenyal diot hold positions of
head teachers but with the introduction of formdliGation some women have
climbed the pinnacles of power as school heads. &oface difficulties while
attempting to succeed in traditionally dominatedenieeld. Either they are judged
competent and unfeminine or incompetent and ferajna choice that puts two

strong and inter connected identities in conflicts.

Most women do face dual constraints from careerrates$ rising from home and
workplace. It is not easy to cope with managemémibmes as mothers as well as
administering, their schools, few women will waaotlte labeled miltant feminists
or “Iron Maidens” while attempting to overtly astee while managing resources
in schools especially teachers and students mamyewavould choose to retain
their feminist and hence be less assertive tham thale counterparts. Women
must recognize the difficulty they will face dueth®ir sexual identities when they
make decisions to seek managerial careers. A womast be able to cope with
stress, both from her home, work place and enviemimin some cases parents
and students have occasionally purely on the bafsgender rejected recruited
heads arguing that women could bring the neededovement in academic and

discipline in the school (Republic of Kenya 2004). separate incident
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Kiambururu secondary school almost closed down tdukack of students after
parents withdrew them to protect the posting of Igergcruited lady principal
(Republic of Kenya 2002) women head teacher pmraciichigh structure —low
consideration leadership style and that female bemchers are rather domineering

and lack of proper supervision skills.

2.6 Head teachers’ age and human resource managenénthe school

There is a positive relationship between age andthption. Age often serves as a
reference for success in an occupation. The yedksntby one in a school is
crowded by the same of experience. Thus for teackko have taught for a length
of time are believed to have a wider exposure ia threer than the newly
appointed. Older head teacher as likely to havé balf confidence hence may
administer the students, teachers and the oth#rrstae carefully. The age of
practicing head teachers is crucial in that expesecome with age. Very young
head teachers may be over serious and over emghiosiAus upsetting certain
norms to the dissatisfaction of both teacherglesits, parents and others (Nyaega
2003). There is a positive relationship between agé promotion. Age often

serves as a reference for success in an occupation.

The years taken by one in a school is crowded éys#me of experience. Thus for
teachers who have taught for a length of time akevwed to have a wider
exposure in the career than the newly appointedeiChead teacher as likely to

have built self confidence hence may administer shelents, teachers and the
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other staff more carefully. Leithwood et al. (2008yice water house coopers
(2007), it is evident that school leaders will requa broad range of skills and
qualified in order to effectively discharge thetes and responsibilities in leading
the school especially school serving in disadvadagommunities like Tana

River.

2.7 Head teachers’ training and human resource mamggement in schools

The survival of an organization is depended on dbelity of administration
services available Knezerich (1975). The HPI initidividual effort to centrally
ordinate individual effort to ensure success ofghkool. It is imperative that the
head teacher be trained in head teacher resoumagaaent so that he can handle

schools issue more effectively.

Marlow (2003) and Odubuker (2007) revealed thaththe@d teacher's management
professional qualification was crucial to the reseumanagement of the school in
Uganda. Okafor (2006) indicated that the usefukeatsin resource management
are training and development of staff which is tedato work place as it provides
range of skills. There is need for systematic shmoservice courses and
workshops which should be conducted on continuoasisbmore so when
introducing any revision of national developmentjechives and policies in
resources management in schools.

Iravo (2002), Kapkiyai (2007) and Mutai (2003) chuaed that managers need

three essential skills to do their activities. Tmichl, human resource and
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conceptual skills. Koskei (2004) pointed out thatkl of formal training in
management skills and administrative experiencebleas responsible for a great
deal of inefficiency and ineffectiveness commonigerved in the performance of

many educational systems in Africa.

Hon. Kirimi Mwiria (Rep of Kenya 2004) perceivesettpoor quality of the
leadership and management styles or head teachasing any management’s
related crisis. Olembo (1986) agrees that headhé&racould be better if they
improved on the consultation skills. Republic ofrniga (2002) cities the lack of
managerial skills in planning budgeting expenditwentrols, book keeping,
procurements and human resource management asagotime skills lacking in
many head teachers. This makes the head teacheegltrt their work and leaves
it to the bursars. This leads to misuse and misatlion of resources hence leads to

lack of essential services.

The classical management theory by Henry Tayol €é1&41-1925) emphasizes
how managers and supervisors relate to their azgtan in the knowledge of the
goals, the implementation of effective means toggetls accomplished and how to
motivate employees to perform to the highest statsdaAccording to Inoti (2005)

all those charged with the responsibility of manggschools should undergo
training in management before they are assigneg dot that head teachers

should be appointed on the basis of competence tesiding on school
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management. Kamwiti (2004) revealed that newly uéed head teachers need

massive support in terms of induction and in serwaining courses.

Olembo (1986) agrees that head teacher could lber bethey improved on the
consultation skills. Republic of Kenya (2002).Treck of managerial skills in
planning budgeting expenditure controls, book kegpprocurements and human
resource management as some of the skills lackingany head teachers. This
makes the head teachers to neglect their work eanks$ it to the bursars. This
leads to misuse and misallocation of resources enégeds to lack of essential

services.

2.8 Summary of the related literature reviewed

From the literature review the researcher founeogtudies on influence of head
teachers, characteristics on human resource mamsgjem public primary
schools. Okafor (2006) indicated that the usefybeats in human resource
management is the head teacher academic quabfiicatixperience, training age
and gender which influence the human resource nesnent in public primary
schools. From the literature review it was conctutieat head teachers as human
resource managers need appropriate knowledge dlsdiskesource management

for effective and efficient school performance (&iu2003)
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2.9 Theoretical framework

This study was based on the three skill theory pd®t Katz (1955). He
suggested that effective administration or leadprstepends on three basic
personal skills, technical, human and conceptual.idéntified these three skill
areas as the most important skills that the exeeliave in common and used on a
regular basis. This can be related to the headhé¢esicadministrative experience
academic quality levels of education level trainage and gender that influence
their skills in human resource management.

As defined by Katz (1955) technical skill is knoddge about and proficiency in a
specific type of work or activity. It includes bgirompetent in a specialized area,
analytical ability, and the ability to use apprepei tools and techniques
management. Technical skills play an essential ioleproducing the actual
products a company is designed to produce. Havopgopriate technical skills
signifying that the person is competent and knogéadble with respect to the
activities specific to an organization, the orgation’s rules and standards
operating procedures, and the organizations predard services (Vinding, 2006).
This can be related to head teachers’ competeraraateristic influencing human
resource management of the school.

Human skills relates to the ability to work withgpée. Human skills can be related
to head teacher’'s skills which enable the leaderwtrk effectively with
subordinates, peers and superiors. It is the |lesa@apertise in interacting with
others in a way that will enhance the successfaiptetion of the task at hand.

Consequently, leaders with higher levels of goodratteristics are able to adapt
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their own ideas to other people’s ideas especiahgn this will aid in achieving

organizational goals more quickly and efficienti9k@for, 2006). These leaders
are more sensitive and empathetic to what motivatiesrs, create an atmosphere
of trust for their followers, and take others needatsl motivations into accounts

when deciding what to do to achieve organizatiguoalls.

2.10 Conceptual Framework

The conceptual framework illustrates the perceivethtionship between the
independent variables of the study and the depéndamables. Independents
variables consist of characteristics of head teathehile dependent variable is
human resource management in the schools.

Figure 2.1: Relationship between influence of heatkachers’ characteristics

and human resource management.
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In the figure 2.1, the relationship between the dhdeachers’ characteristics
influences the management of human resources thateachers, pupils and
subordinate staff. A good head teacher ensures goothn resource management
and this impact their academic performance which psoduct of the improved staff

induction, staff development, motivation, separatod pupils discipline.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter deals with research methodology, whatsists of research design,
target population, sample size and sampling praesdu/alidity of instruments,
and reliability of instrument, data collecting pedcres, data analysis techniques

and ethical considerations.

3.2 Research design

The study used descriptive survey design whichat anly restricted to fact

findings, but also result in the formation of imfaort principles of knowledge and
solutions to significant problems. The study therefinvolved measurements,
classification, analysis, comparison, and integireh of data. According to
Orodho (2004), descriptive survey was method oflectihg information by

interviewing or administering a questionnaire to sample of individuals.

Descriptive survey design was valid method for aedleing specific subjects and

as a precursor to more quantitative studies.

3.3 Target population

Kothari (2004), assets that a target populatighasgroup of individuals who have
one or more common characteristics which are ot#mee interest to the research.
The target population of this study was 1,600 teestand 160 primary school

head teachers in Tana River (County, Educatiorckt014).
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3.4 Sample size and Sampling techniques.

Kombo and Trmp (2006) defined sampling as the astlecting a suitable sample
of population for the purpose of determining therapseters of the whole

population. In this context 48 schools which cdogtd 30% as suggested by
Mugenda and Mugenda (2003) were selected througlifietd random method.

The schools were stratified according to the 3 sobnties in the County

according to the enrolment. In this, each sub-cpumre to participate as follows;

18 schools from Tana River, 15 from Tana North dfd from Tana Delta

respectively.

Then to get the schools from each of the sub-cesimandom selection was done
by writing names on paper folding, placing in akesand shaking before picking

the names selected were then used to participaibe iresearch.

To select teachers a sample of 10% consisting 0fté&chers were used from a
population of 1600 teachers in the county. To et 160 teachers from the 48
participating schools. The researcher divided tB@ teachers by the number of
schools is 160/48 = 3.3. Meaning that Tana Rivertdédrhers, Tana North 50
Teachers and Tana Delta 50 teachers participasgbetvely, giving the total of

160 teachers.

To get the participating teachers in each schaahes of teachers were selected
randomly by writing names on papers, put in a basteking it properly and the
teachers were to pick any paper written Yes they there to participate out of

this, the result was as in the sample from Talde 3.
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Table 3.1 Sample frame

Population Target Sample siz

Percentage

Head teachers’ 160 48 30%

Teachers 1,600 160 10%
Total 1,760 208

3.5 Research instruments

This data was collected using questionnaires. Afiogr to Orodho (2005)
guestionnaires are more efficient, require les® tiare less expensive and permits
collection of data from a wide population. The sfiennaires for teachers and
head teachers will comprised of both open and dleseled items which required
the respondents to select one response from gikematives and open-ended
items which requires the respondents to expreds pleesonal views about the
guestions asked. The questionnaire had six sectiSestion A data of the
respondents, section B data of head teachers’ geadeé human resource
management, section C head teachers’ age and htgsaorce management,
section D academic qualification and human resoume@magement, section E
experience of head teachers’ and human resourceagament and section F

training of head teachers’ and human resource nesmnewqt.
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3.6 Validity of the instruments

Mugenda and Mugenda (2003) define validity as twiecy and meaningfulness
of influence which are based on research results.

The validity of the study instruments was obtaitldugh content analysis of the
research instruments that is questionnaire andvietes to establish the content
which will be used and to improve questions, forarad the scales. The researcher
ensured will taste validity through consulting asidcussing with the supervisor
and experts to ascertain the validity of the inseats. The suggestions and
comments were incorporated in the questionnairerbehe final administration of

the instruments on the respondents of the studyg(Bod Gall, 1989).

3.7 Reliability of the Instrument

Reliability of an instrument is the measure of thegree to which a research
instrument yields consistent results or data aépeated trials. In order to test the
reliability of the instrument to be used in thedstua test- retest method was
carried out in 4 schools in Tana River County, thiss 10% of the 48 targeted
schools that Paton (2002) advocates for pilot stuflye four schools were
omitted in the main study. Pilot-testing of a reshainstrument is aimed at
ensuring credibility, weeding out subjectivitiesntrenching methodological
consistency, capturing the “truth”, and ensuringl@gbility and accountability
(O'Leary, 2010). This was chosen to avoid the padints from influencing each
other and may be interfering with the findings. Thetruments were administered
at an interval of one week on two occasions thromgaccordance with the test-

retest method of determining reliability. Computatiof reliability coefficient
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helped the researcher establish the extent to wiiehinstruments elicited the
same responses every time it was administered.cbb#icient was determined
using SPSS (Statistical Package for Social Scignmexyram. Borg and Gall
(1996) say that Pearson’s Product moment coefticiehcorrelation is one

of the best-known measures of association.

Iy = NEXY — (2 X) (2Y)
VINX*=EX)?][NY* (2 Y)7]
Where r = Pearsonr
X = The sum of raw X scores
Xy = The sum of raw Y scores
XXy = The sum of the product of each X times each Y
¥X? = The sum of the square of each X- score
TY? = The sum of the squares of each Y — score.
N = The number of paired x & y scores

Jwan (2010)
The study used Statistical Package for Social 8er(SPSS) to run Pearson

Product moment coefficient of correlation for cldsequestions in the
guestionnaires. The open ended responses were d¢bdadPearson Product
moment coefficient of correlation was performed test for reliability. A

correlation coefficient of 0.6 was arrived at tinas considered reliable for study

(O’Leary, 2010).
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3.8 Data collection procedures

The researcher applied for a permit from the Naficcommission for science,
technology and innovation (NACOSIT). The researadt@ained permission from
the university of Nairobi and county director ofuedtion Tana River County
before commencing the study. The purpose and deifihe study were stated in
the introductory letter which also will assured tlenfidentiality of the
respondents. The researcher personally admiedstee interview schedule with
the nine education officers involved.

The questionnaire for head teachers and teachers wdistributed and the
respondents were given time limit to work on theegtionnaires as guided on

timeline and return them to the researcher wascbasidola town.

3.9Data Analysis Techniques

After data collection, the researcher cross-exaththe data to ascertain accuracy,
completeness and uniformity. Descriptive statistweas used to analyze the

guantitative data. Data from the open ended cuestivas processed first by

categorizing responses from each item then theg wdited, coded and reported
through descriptive narrative. The researcher pvilsented the data in frequencies
percentage tables, bar graphs and pie charts pomes to the research questions.
The researcher will applied the use of statisfieadkage for social sciences (SPSS)
computer software version to analyze data. Thertepas compiled, drafted and

edited by the researcher before final presentations
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3.10 Ethical considerations

According to Mugenda Mugenda (2003) ethical corsitiens are important for
the research process. This reality was considetegthgl the research process.
Which included the proper conduct by the researdibeing the research process,
avoidance of fraud and ensuring confidentiality gmtvacy of the information
obtained from the respondents, avoidance of phlysicd psychological harm to
respondents, and obtaining voluntary and informausent from respondents, and

dissemination of the research findings.
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CHAPTER FOUR

DATA ANALYSIS PRESENTATION AND DISCUSSION

4.1 Introduction

This chapter contains questionnaireturn rate, demographic data on the
respondents and then presents data on Head teagesaider and human resource
management, Head teachers’ age and human resoar@gement, Head teachers
academic qualification and human resource managemidead teachers’
administrative experience and human rersource nesneagt and the Head
teachers’ training on school administration and aomesource management in

Tana River County.

4.2 Questionnaire return rate

This is the proportion of the questionnaire retdriaéter they have been used by
the respondents. Out of the 208 questionnaireedssi85 questionnaires were

returned, this is 88% return rate as shown in Tade

Table 4.1

Questionnaire return

Respondents Issued Return %
Head teachers 48 45 93.75
Teachers 160 140 87.5
Total 208 185

47



From the Table 4.1, this was very good accordingiitcgenda and Mugenda
(1999), who said that 30% response rate is adequate, 60% good and 70% very
good. based on this assertion; the response o813%9 and 140 (88%) were very

good.

4.3.0 Demographic information of the respondents

For the researcher to investigate the influencheaid teachers’ characteristics on
human resource management in public primary schaol@ana River County, it
was considered important to establish the genafaimation of the respondents
which included: gender, age and education levels.

4.3.1 Gender of the respondents

The researcher sought to study the gender of g#ponelents. This was in order to
determine whether gender is an issue in carryirtgdaties by head teachers and
establish the general distribution of head teacherd teachers in the County in
terms of gender given that perception of the stakkts can be a factor in human

resource management.

Here respondents were asked to indicate their Geartkthe responses were as in

Table 4.2.
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Table 4.2 Gender of the respondents

Gender Head teachers Teachers
Frequency % frequency %

Male 35 77.8 86 65

Female 10 22.2 54 35

Total 45 100 140 100

Table 4.2, indicates that majority 35 (77. 8%) lué head teachers were male and
majority 86 (65%) of the teachers were also malean, therefore, be deduced that
the population of the head teachers and teachertheénCounty were male
dominated at the time of study hence governmentyan one third policy in
leadership was not adhered. This finding is reflédbdy Dobbin and Jung (2007)
who indicated that gender diversity at the teachlegel brings different
perspectives to table and influence communicatiims means that the head
teachers and teachers should be of different idgersince it brings about
diversity of ideas and therefore positively infleges human resource management

in schools.

4.3.2 The age of respondents
The researcher sought to study the age of the mdgpts. This was in order to

determine whether age is an issue in carrying atiesl by head teachers and

49



establish the general distribution of head teacherb teachers in the County in
terms of age given that age of the stakeholdersbeam factor influencing human
resource management.

Here respondents were asked to indicate their adettee responses were as in

Table 4.3.

The Table 4.3

Age of the respondents

Years Frequency % Frequency %
20-30 0 0 4C 30
31-40 9 20 34 24
41-50 27 60 61 44
51 and abowv 9 20 5 2
Total 45 100 140 100

Head teachers Teachers

The data in Table 4.3 shows that, 36 (80%) of th&dhteachers and 66 (46%) of
the teachers were of between age of 41 — 50 y&hrs.shows that the teachers
were old enough to understand the influence of headhers’ characteristics in
human resource management in schools. It also sti@atsnajority of the teaching

workforce was of good age with reasonable expeeetc head and make

meaningful decisions in schools.

4.3.3 Level of education of respondents

The researcher sought to establish the level ofadhn of the teachers & Head
teachers’. This was in order to get the educaterels of head teachers and
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teachers as this may have a bearing in the dufi¢¢ead teachers in resource
management due to the fact that education levelnmmeaposure and adequate
skills and on human resource management, heregpemdents were to state their
level of education, the results were as in Table 4.

Table 4.4

Level of education of the respondents

Level of education Head teachers Teachers
Frequency % Frequency %
Diploma /ATS 5 10 31 22
P1 33 75 98 70
Degree 7 15 11 8
Total 45 100 140 100

The results on Table 4.4 shows that, majority 3P4y of the head teachers had
P1las their higher level of academic qualificatiofifis means that the respondents
were knowledgeable enough to understand the infieof head teachers’
characteristics in human resource management ookch

The data also indicated that few teachers and tesathers had gone beyond P1
level of Education. Meaning few of the teachers addanced their education and
that may have an influence on their duties andhénway they will manage human
resource in schools. This is in concurrence withdihg (2006) that the level and
quality of knowledge in the organization’s persdnseconducted with the human

resource management in the institutions.
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4.3.4Years of Experience of Respondents

The researcher sought to study the years of exprief the respondents. This was
in order to determine whether years of experieaaniissue in carrying out duties
by head teachers and establish the general distnbof head teachers and teachers
in the County in terms of years of experience gittest experience of the head
teachers can be a factor in effective human resamanagement.

Here respondents were asked to indicate their yg#asperience as in Table 4.5.

Table 4.5

Years of Experience of Respondents

Head Teachers Teachers

Years Frequency % Frequency %
0-5 10 7.1
6-10 20 14.3
11-15 15 33.3 40 28.6
16-20 15 33.3 60 42.8
21-25 10 22.2 5 3.6
Over 25 5 11.2 5 3.6

The table 4.5 in which all of the head teachers24®@d a working experience of
between 11-25 years, which was adequate for threfegsional preparations for
leaderships. This meant that all of the head teadied school based experience of
teaching and handling of students and interactéd @thers, it is true that years of

work are always accompanied with experience. Thigniagreement with Iraro
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(2002) who concurs that administrative experientéead teachers equips them
with relevant knowledge skills and training necegdar resource management in

schools.

From the Table 4.5 it is clear that over 98 (7092he teachers who responded had
worked over 10 years, this means they had enougivlkdge and understood and
interacted well with school leadership to enablenthcomment on the Head

teachers characteristics and their influence onamrasource management.

4.3.5 Head teachers years of administrative expenee

The researcher sought to study the head teacheyatsyof administrative
experience. This was in order to determine whethears of administrative
experience is an issue in carrying out duties adhteachers in relation to human
resource management. Here respondents were askedlitate their years of
administrative experience as in Table 4.6.

Table 4.6

Head teachers years of administrative experience

Years of administrative Frequency %
experience

0-5 5 11.2
6-10 10 22.2
11-15 20 44.4
Over 16 years 10 22.2

Table 4.6 shows that most head teachers over 38)(6&d a good administrative
experience as head teachers of between 10-25 years.
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This was adequate for acquiring enough knowledgeeasl teachers to be able to
comment on the head teachers’ ways of managemenhuafan resource

management.

4.4 Influence of head teachers’ gender on human resrce management

The researcher sought to investigate the influeideead teachers gender on the
human resource management in schools. The respsndene asked to rate the
influence of head teachers gender on the variogecés in human resource

management as in the Table 4.7.

Table 4.7

Head teachers’ gender and human resource management

Head teachers’ Response

Very High High Low Very Low
Recruitment and selectic 25 (60% 10 (22% 5(11% 5(11%
Staff Inductiot 18 (40% 10 (22% 10 (22% 7 (15%
Staff Motivatior 20 (44% 10 (22% 10 (22% 5 (11%
Staff Compensatio 25 (50% 10 (22% 5(11% 5(11%
Student disciplin 15 (33% 10 (22%) 10 (22% 10 (22%

The data tables 4.7 indicate over 25 (60%) of htmthers rated highly the
influence of gender on human resource managemeartingedepending whether it
is male or female management differed. That iswhg males handled resources

are different from the females. Female head tea@teesknown to be more motherly

54



and give a warm/ human approach in dealing withptheple and sometimes they
do it in their own style which some people call doeering and high handedness.
Which agrees with Republic of Kenya (2002) womeacheeacher practice a high
structure —low consideration leadership style dmat female head teachers are

rather domineering.

Women head teachers do often come across challékgesultural activities and
family obligations which affect their administragivA cultural attitude for women
comes in the form of gender stereotyping. This liere teachers, parents, students
and support staff have a tense relationship with tbad teacher. This makes it
difficult for the head teacher to cultivate the maand friendly relationship that all
leaders should enjoy from their followers as itda® success. A female head
teacher who is looked down upon by male teacher rnmayturn be very

authoratatative to retrieve her self esteem.

Table 4.8

Head teachers’ gender and human resource management

Teacher’s Response

Very High High Low Very Low
Recruitment and 75 (52%) 15 (11%) 30 (21%) 20 (14%)
selection
Staff Induction 70(50%) 30 (21%) 30 (21%) 10 (7%)
Staff Motivation 80 (57%) 20 (14%) 20 (14%) 209y
Staff Compensation 90 (64%) 30 (21%) 10 (7%) 2o)(7
Student discipline 110 (79%) 10 (7%) 10 (7%)  1®@)7
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Table 4.8 shows 98 (70%) of the teachers ratedhhidpe influence of gender in
human resource management and some few teachedsloatly the influence of
gender on human resource management. This mednstther male or female, it
does not affect because institutions have guidelirev people carry their duty. So
some respondents felt that gender is not an issteiinan resource management.
The factor here is academic qualification, expemernraining and others. If all
heads whether male or female were prepared adéygubey will perform the
human resource management functions effectivelyichVlagree with Koskei
(2004) who recommended that the best of improviegdhteachers in their
management role is strictly consider their admiatste experience and educational
levels during selection and also provide regularkafoops and seminars to sensitize

them on education policies and equip them with rganal skills.

4.5 Influence of head teachers’ age on human resa& management

The researcher found it important to determine ethe head teachers’ age had
influence on human resource management, here spemdents were to give their

opinion on Head teachers age on human resourcegeiaeat. The responses as in

Table 4.9
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Table 4.9

Head teachers’ age and human resource management

Head Teachers Response

Strongly agree  Agree Disagree Strongly disagree
Recruitment ani 25 (56% 10 (22% 5(11% 511%
selection
Staff Inductior 25 (56% 5(11% 5(11% 0 (0%
Staff develog 10 (22% 10(22% 20 (44% 10(22%
motivation
Staff compensatio 30 (67% 10 (22% 5(11% 0 (0%
Studen discipline 30 (67% 10 (22% 5(11% 0 (0%

The data on Table 4.9, indicate most of the redents, 38 (80%) of head teachers
and 98 (70%) of teachers strongly and agreed lieairl teachers who are 40 years
and above did better in recruitment, induction, elegment, motivation
compensation and students discipline as functidnslead teachers as Human
Resource Managers. This was attributed to theiegapce that goes along with
age. It was deemed that such heads were self dedtrand motivated to handle
their better. Especially in students discipline 80%the respondents agreed that
they did very well. Which was in agreement with Bga (2003) who asserts that
the years taken by one in a school is crowded bys#me of experience. Thus for
teachers who have taught for a length of time ateved to have a wider exposure
in the career than the newly appointed. Older teadher as likely to have built
self confidence hence may administer the studézdshers and the other staff more

carefully. The age of practicing head teachersrigial in that experience come
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with age. Very young head teachers may be oveowseand over enthusiastic thus
upsetting certain norms to the dissatisfactionathlieachers, students, parents and

others.

Table 4.10

Head teachers’ age and human resource management

Teachers Response

Strongly Agree Disagree Strongly
agree disagree
Recruitment ani 80 (57%) 30 (21%) 20 (14%) 10 (7%)
selection
Staff Inductior 75 (54%) 25(18%) 20 (14%) 10 (7%)
Staff deveop 80 (57%) 20(14%) 20 (14%) 20 (14%)
motivation
Staff 90 (64%) 30 (21%) 20 (14%) -
compensation
Student 90 (40%) 30 (21%) 15 (11%) 10 (7%)
discipline

From the table 4.10 some teachers disagreed thatider head teachers performed
better in the human resource management, this nibahther qualities a part

from age should be possessed for one to do besem some cases older head
teachers especially 50 years and above slowed dowmeir performance due to

some frustrations, panic due to retirement agesamee go for revenging missions
against some people due to their frustration aral’shwhy some respondents
argued that they did it better, 70 (50%) of thechesis specifically disagreed that
the head teacher did better in staff motivationlyimg that most old head teachers

do not do well on this function.
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4.6 The influence of head teachers’ academic qufadation on human

resource management in schools
The researcher sought to find out weather the hesathers’ academic
qualifications had influence on human resource mament. Here the respondents
we to rate the head teachers’ academic qualificatind their effectiveness in
relation to management of human resource in schd®. findings were as in the
table 4.11.

Table 4.11

Influence of Academic qualification on Human Resouwte Management

Head teachers response

Level of Education Very effective  Effective Fair Infective
P1 5 (11%) 10 (22%) 10 (22%) 20 (22%)
Diploma 20 (44%) 10 (22%) 10 (22%) 5 (11%)
Degree 25 (56%) 10 (22%) 5(11%) 5 (11%)

Table 4.11 indicates most of the head teacher®eagthat graduates and diploma
holders were very effective in human resource mamagt and a few indicated the
Pl were effective, meaning that head teachers vdwditained Pl certificate were
not effective in human resource management funstiorschools as they were not
fully skilled and knowledgeable in human resoura@nagement function. It is clear
that the higher the education qualification theeetfive head teachers are, this is

agreement with Odubukers (2007) who revealed trestid hteachers academic
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qualification is crucial in human resource managene schools. This concurs with
Odhiambo (2001) who indicated that educationaliratiant of head teachers

determine to which extent they are effective ino@thmanagement.

Table 4.11

Influence of Academic qualification on Human Resouwte Management

Head teachers response

Teachers response

Very effeeti Effective Fair Iffiective
P1 5 (4% 10 (22%) 40 (29%) 85 (60%)
Diploma /AS 70 (50% 50 (30%) 10 (7%) 10 (7%)
Degree 80 (54% 40 (29%) 10 (7%) 10 (7%)

The findings on Table 4.11 indicate the majoritytloé teachers 116 (80%) agreed
that degree and diploma holders were more effettiae those of P1 qualifications.
This means that the higher the academic qualiboatihe effective one is in human

resource management.

4.6.2 High academic qualification enhance effectiness

The researcher sought to investigate the influeoicdhead teachers’ academic
qualification on the effectiveness in human reseuntanagement function3he

result was as in the table 4.12
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Table 4.12

The influence of head teachers’ academic qualificetn on Human Resource

Management Functions.

Head teachers response

Very effective Effective  Fair Infective
Recruitment and seltion 2C (44% 153(33% 5 (11%) 5 (11%)
Staff- Induction 25(56%), 10(22%. 5 (11%) 5 (11%)
Staff Development 25(56%), 5 (11%) 10 (20%) 5 (11%)
Staff Motivation 20 (44%) 10 22%) 10 (22%) 5 (11%)
Staff Compensation 2C (44% 15(33% 5 (11%) 5 (11%)
Student discipline 25 (56%) 10 22%) 5 (11%) 5 (11%)

The results on Table 4.12 indicate that most ofniéad teachers over 29 (60%) all
agreed that head teachers who had high academiificpi@mn were very effect in
their human resource management function; someomegnts indicated that head
teachers with high academic qualification were efé¢ctive in some functions like
in the student discipline, staff motivation, deyeteent and induction. This means
that it was only the academic qualification butestlaspects like experience and
training that contribute to effectiveness, whiclaggeement with Travo (2002) and
Mutai (2003) who contends that managers need tessential skills to do their

activities that is technical, human resource mamege skills and conceptual skills.
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Table 4.13

The influence of head teachers’ academic qualificetn on Human Resource

Management

Teachers’ respondents

Very effective Effective Fair Infective
Recruitment/separation 80 (54%) 40 (29%) 10 (7%) (720)
Staff- Induction 90 (64%) 40 (29%) 10 (7%) 10 (7%)
Staff Development 90 (64%) 20 (29%) 20 (14%) 10 (7%)
Staff Motivation 80 (54%) 40 (29%) 10 (7%) 10 (7%)
Staff Compensation 60 (43%) 40 (29%) 20 (14%) 20
Student discipline 100 (71%) 20 (14%) 10 (7%)  1Db)

Table 4.13 shows that majority 100 (75%) of thechess agreed that highly
educated teachers were very effective in staffuituent, selection, development
motivation, compensation and student disciplineleveome few teachers indicated
that highly educated teachers were not all thatcéffe in some as aspects of
human resource management meaning that acadentiticgtian was not the only

factor, experience, age and training attributeutbdffectiveness. This agrees with
Koskei 2004 who concurs that lack of formal tragim management skills and
administrative experience has been responsibla fgreat deal of inefficiency and

inefficiency in the performance of many educatiostitution in Africa.
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4.7.1 The Influence of head teachers’ administrater experience on human

resource management

The Researcher sought to find out if the Head waatiministrative experience in
human resource management influenced managemertiRdM especially in
recruitment of staff, induction, development, anatiration and student discipline.

The responses were as in Table 4.14.
Table 4.14

Head teacher administrative experience and human smurce
management

Head teachers’ Response

Very good Good Fair Poor
Recruitment and Separati 20 (44% 15 (33% 5(11% 5(11%
Staff Indication 30 (67%) 10 (22%) 5 (11%) -
Staff motivation 25 (56%) 10 (22%) 10 -
Staff compensation 20 (44%) 10 (22%) 10 (22%) BAL
Student discipline 30 (67%) 10 (22%) 5 (11%) -

From Table 4.14 shows that, the majority 80% of ltted teachers agreed that
head teachers’ had administrative experiences wemng good in recruitment and

selection of staff induction. Student disciplineggfEdevelopment, staff motivation
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and staff compensation. As indicated by Koskei @gd@ck of formal training in
management skills and administration experiencebeas responsible for a great
deal of inefficiency and ineffectiveness commonbserved in the performance of

many educational systems in Africa.

Table 4.15
Head teacher administrative experience and human smurce

management (Teachers Response)

Very good Good Fair Poor
Recruitment ad selectiol 80 (57%  40(29% 20(14% -
Staff Indication 90 (64%  30(21% 20(14% -
Staff motivation 70 (50%)  40(29%) 20(14%) 10
Staff compensation 60 (43%) 40(29%) 25(18%) 15
Student discipline 75 (54%)  40(29%) 20(14%) 5

The data on table 4.15 indicates that, the majdr@9 (75%) , of the teachers
agreed that the head teachers agreed that thetbaekers with administrative
experience were very good in the various functmisuman resource management
in schools. While some teachers also indicated tti@atthough head teachers had
experience, they performed poorly or fairly in somenan resource management
functions, meaning that experience alone cannateseut with training and high

academic qualification also contributed. Olembo8@)9concurs that head teachers
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could be better if they improved on the consultatgkills, Republic of Kenya

(2002) confirms that lack of managerial skills ilamming, budgeting, expenditure
controls book keeping procurement and human resomanagement are some of
the skills lacking in many head teachers. This reakead teachers to do well in

their duties.

4.7.2 Influence of head teachers years of experiemcon human resource

management

The researcher then sought to investigate if thedheachers should have the

required administrative experience. The findingssrown in the Table 4.16.

Table 4.16

Head teachers should possess 10 years and abovadinistrative experience

to enhance human resource management.

Responses Strongly agree Agree Disagre&trong disagree
Head teachers 25 (56%) 10 (22%) 5(11%) 5 (11%)
Teachers 80 (57%) 40 (29%) 10 (7%) 10 (7%)

The data on Table 4.16, 70% of head teachers, é&¢jnaethe head teachers should
possess 10 years and above of administrative exmerito enhance Human
Resource Management. This ensures the head teampetence in carrying out
their duties as human resource managers in prireanyols. Training of head
teachers whether in government, business or edacatguips them with relevant

knowledge, skills and administrative experienceessary for human resource
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management, (Iravo, 2002). This implies that thedneachers need to possess the
required administrative experience to develop thempetence in human resource
management. This is in line with Koskei (2004) wiescommended that the best
way of promoting head teachers in the manageméatisdo strictly consider the
administrative experience in school leadership amovide regular training to
enhance their experience. The same way Iraro (26693 that administrative
experience of head teachers whether in managengempsethem with relevant
knowledge skills for their management activitiegpRblic of Kenya (2002) also
agreed that inexperiencdatad teachers have at times encouraged indiscipiine
students’ teachers and support staff. They relywihean punishment and taking

hard positions in some positions which sometimekfoa.

4.7.3 Considerations of head teachers administragvexperience during
Appointment

The researcher then sought to establish if heathées administrative experience is

observed in recruitment practices. The resultshosvn as in the figure 4.1.

Figure 4.1

Head teachers’ administrative experience is obserden their recruitment.

Head teachers administrative experience is
observedin their recruitment

60%

50%
40%
30%
W Seriesl
20%
10%

very high high fair lowly




The findings indicate that figure 4.1, it is showrat the majority 116 (83%) of
teachers strongly disagreed that head teachersatiraiive experience is observed
in their recruitment. It can be deducted from thigt the head teachers are lacking
the required administrative experience to perfoneirtduties as human resource
managers in primary school. Republic of Kenya repeommission (1999),
attributes weak performance by head teachers todaadministrative experience

this is similar with the argument of Glassman antian, (2008).

4.8.1 The influence of head teachers training on man resource management
The researcher studied the influence of head tesictnaining on human resource
management by investigating if head teachers trgiimfluences their effectiveness

in human resource management, from the Table 4.17
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Table 4.17
Head teachers response on training of head teacheva human resource

management and human resource management practices

Rate of Human Resource ) )
2 o = >
. = > > = =
Management practices 5 3 g =9 3
oo tE R
Recruitment and selection 23 8 7 6
(51%) (18%) (17%) (14%)
Staff Induction 24 7 4 10
(53%) (16%) (8%) (23%)
Student discipline 35 6 2 2
(78%) (12%) (5%) (5%)
Staff development 17 7 6 15
(37%) (A7%) (12%) (34%)
Staff Motivation 19 7 9 10

43%)  (15%) (20%) (22%)

Staff Compensation 18 08 10 11
(41%) (12%) (22%) (25%)

The Table 4.17 shows that majority of the teacihmdicated that head teachers who
were trained were very effective in recruitment getection of staff. Many of the
teachers also indicated that the head teachers wé@ trained in school
administration were very effective in staff indwactj student discipline, staff

development, staff motivation and staff compensatibhis implies that the head
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teachers who have trained in school administraBo® competent enough to

perform their duties as human resource managashiools.

Table 4.18

Teachers response on training of head teachers omman resource

management and human resource management practices

Rate of Human Resource ) )
¢ 9 Lz 2
Management practices Pk 3 i‘ 8 i
22 3 T = =
= Y= L © ()
T £ £
Recruitment and selection 23 8 7 6
(51%) (18%) (17%) (14%)
Staff Induction 24 7 4 10
(53%) (16%) (8%) (23%)
Student discipline 35 6 2 2
(78%) (12%) (5%) (5%)
Staff development 17 7 6 15
(37%) (A7%) (12%) (34%)
Staff Motivation 19 7 9 10
(43%) (15%) (20%) (22%)
Staff Compensation 18 08 10 11
(41%) (12%) (22%) (25%)

The data on Table 4.11 shows that many of the &xadhdicated that head teachers

who were untrained were fairly effective in recnuéint and selection of staff.

Many also indicated that the head teachers who wetined were ineffective in

staff induction, maintaining student disciplineafétdevelopment, staff motivation
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and staff compensation. This indicated that theraimtd head teachers are

incompetent to perform their duties as human resoranagers in schools.

4.8.2 Knowledge on human resource management
The researcher then investigated headteachers nsspon the necessity of
knowledge in human resource management by headeesaclThe results are shown

in the Figure 4.2.

Figure 4.2 Head teachers should be knowledgeable lmman resource

management

| don't Know

. True
. False

D | don’t know

The data on figure 4.2 indicate the majority 118%3 of the head teachers agreed
that the headteachers should be knowledgeablenrahuesource management. This
means that the head teachers do not have the kighwledge and this had

influenced their performance of their duties as anmesource managers in schools.
Odubuker (2007) conducted a study to investigatdarnfiuence of the headteachers’

competence on the management of primary schoolomh Western Uganda in
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order to improve the teaching and learning proc&be findings from the study
revealed that the principals or head teachers’ gemant training was critical to the
human resource management of the school.

4.8.3 Attendance of seminars in school administrain by head teachers

The researcher sought to investigate the attendaiceseminars in school
administration by head teachers. He studied ifatitendance of seminars influences
human resource management in schools and the etdewhich attendance of
seminars influence head teachers in human resguareagement. The researcher
then sought to investigate head teachers attenddrsmminars in Human Resource

Management practices. The results are shown iRithee 4.3.

Figure 4.3
Head teachers’ attendance of training in Human Resgce Management

practices
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The results on Figure 4.3 indicate that majority6@%o) of the head teachers and

75% of teachers indicated that they had attendaithiig on Human Resource

Management courses. This implies that the few leeatiers’ who attended seminars

and workshops sharpened their HRM skills througienaling seminars and this

influences headteachers competence in Human Resblaicagement.

4.8.4 Head teachers attendance of seminafgorkshops andhuman resource
managemenpractices

The researcher then sought to investigate theanéle of the head teachers’

attendance of seminars and workshops on humanroesmanagement. The results

are shown in the Table 4.12.

Table 4.19

Relationship between attendance of seminar and humaesource management

Practices

Head teachers responses

Rate of Human resource ® o )
. 2 @ z £
managementpractices > G 5 E S o
o = ) o= [<5)
> w E W W j=
Recruitment and selection 19 5 6 15
(44%) (11%) (14%) (33%)
Staff induction 24 7 5 9
(53%) (15%) (11%) (21%)
Staff discipline 20 7 7 11
(45%) (17%) (17%) (25%)
Staff development 20 7 9 9
(44%) (16%) (20%) (20%)
Staff motivation 20 7 9 9
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(44%) (16%)  (20%) (20%)

Staff Compensation 19 7 5 14
(42%) (16%) (11%) (31%)

From Table 4.12 shows that many of the head teacdhdicated that head teachers
who had attended seminars on school administratene more effective in human
resource management especially in recruitment atettson of staff. Many also
indicated that the head teachers who had attetgeskeiminars were very effective in
staff induction, maintaining staff discipline, dtaevelopment, staff motivation and
staff compensation. This means that the head temcleenpetence in enhance when
they attend seminars/workshops since they gain mnaorewledge in school
management.

Kapkiyai (2007) concurs that the head teachers edrofacilitate human resource
management by; arranging joint meetings betweenbmeof staff from his school
and other schools so that they can discuss inram&atnd how they have tried to
implement it: organizing in-service courses, woksh) and seminars for teachers,
providing incentives to teachers to raise their at®orand encouraging them to
implement the curriculum and encouraging teamwarlorzg the teachers so that

they can discuss their teaching techniques andadstbf evaluation.
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Table 4.20

Relationship between the head teachers attendancéseminars/workshopsand

human resourcemanagementpractices

Teachers’ responses

Rate of Human resource ® ® )
. 2 0 z £
managementpractices > 9 5 E S 2
o £ .f:’ =] )
> T, L I
Recruitment and selection 6 50 20 10
(5%) (30%) (14%) (7%)
Staff induction 70 40 20 10

Staff discipline

Staff development

Staff motivation

Staff Compensation

(50%)  (29%) (14%) (21%)
80 40 10 10
45%)  (29%)  (T%)  (7%)

70 60 5 5

(50%)  (43%)  (4%)  (4%)
80 50 5 5

(54%)  (30%)  (4%) (4%)
70 40 25 5

(50%)  (29%)  (11%) (4%)

Table 4.13 shows some of the teachers indicatedhisad teachers who had not
attended seminars/workshops on human resource m@eay courses were
ineffective in recruitment and selection of stdffany also indicated that the head

teachers who had not attended the seminars weffedtiee in staff induction,

maintaining staff discipline,

staff development,afst motivation and staff
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compensation. This means that the head teachergetente is influenced
negatively if they do not attend seminars/workshops
The researcher studied the extent to which attereasf seminars/workshops

influence headteachers competence in HRM. Therfgelare in Table 4.13.

Table 4.21

Extent to which attendance of seminars/workshopsinfluence Head teachers’

competence’n human resourcemanagement

Statement

Strongly
Disagree
Disagree
Undecidec
Agree
Strongly
agree

The head teachers should attend 2 6 1 7 28
seminars to enhance HRM skills (5%) %)4 (3%) (15%) (63%)

Attendance of seminars 1 1 3 11 30

2% 1% 6%) (24%) (66%
improves head teachers managerial Skl‘”S 0 (1%) (6%) (24%) (66%)

The head teachers should 0 1 0 2 42

: : (0%) (2%) (0%) (4%) (94%)
increase the number of times they attend seminars

The knowledge and skills learnt 510 17 5 8
in workshops is relevant to HRM (12%) (22%37%) (12%) (17%)
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It is clear from the outcome as in the Table 4124t tnajority indicated that they
strongly agreed that the headteachers should a#enmdnars to enhance their
human resource management skills. Majority of daehers respondents strongly
agreed that attendance of seminars improves hehdtesamanagerial skills while
majority 40 (94%) also indicated that they agreleat the headteachers should
increase the number of times they attend semiiars.implies that seminars and
workshops help the headteachers to perform betterhuman resource

management practices in their primary schools.

Mutai (2003), concluded that managers need threenéal skills to do their
activities. According to him top head teachers needceptual skills, middle
managers need human skills and lower level manageesl technical skills.
Therefore, the managers need to possess techimicafn and conceptual skills
if they have to carry out their duties effectivelnd efficiently. The classical
management theory by Henri Fayol (1841-1925) Frapogphasizes how
managers and supervisors relate to their organizatin the knowledge of this
goals, the implementation of effective means toggpetls accomplished and how

to motivate employees to perform to the highestidded.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter consists of summary, conclusions,mesendations and suggested
areas of study.

5.2Summary of the study

The purpose of the study was investigating theuerfite of head teachers’
Characteristics on Human Resource Management iticppitbmary schools in
Tana River County, Kenya. The objectives of thelgtincluded, To establish
extent to which the head teachers’ gender influenb&iman resource
management in public schools in Tana River Coutyletermine the extent to
which the head teachers’ age influence human resauanagement in public
primary schools in Tana River County, to estabtish extent to which head
teachers’ academic qualifications, influence humesource management in
public primary schools in Tana River County, toedstine the extent to which
head teachers’ administration experience influéngaan resource management
in public primary schools in Tana River County daadletermine the extent to
which the head teachers’ training on school adstraiion influence human

resource management in public primary schools maTRiver County.

The study targeted 160 public primary school hesathers and 1600 primary
school teachers in Tana River County. The sample wias 208 respondents
comprising; 48 headteachers and randomly sampletd#&thers from each of
the sampled schools. Data was collected usingtiquesires for the teachers

and head teachers. Reliability of instrument wasedahrough test-retest
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method. Pearson’s product moment’s correlation wgesl to test reliability. A
coefficient of 0.6 indicated that the instrumentsweeliable. Validity was
ensured through discussion with the experts inolydsupervisors and
colleagues. Primary data was collected and analymaadlg quantitative and
gualitative techniques and presented in tablegyaaphs. Secondary data was
obtained from journals and schools data base. @dkacted was analyzed using

Statistical Package for Social Sciences (SPSS).

Descriptive statistics and thematic statistics warged. The education
stakeholders like Teachers Service Commission, Kétducation Management
Institute and Ministry of Education, Science ancthrlogy at different level
may see the need for training and get informatibat tmay assist their
headteachers grow in terms of knowledge, skills pratuctivity in human
resource management. The researcher establishied (88%) majority of the
teacher respondents indicated that they agreedthigahead teacher should
possess the required education level. This is lsecauvas found to influence
headteachers human resource management. A maj6€i®g) of the teachers
indicated they disagreed that the head teachersptey HRM roles well.
Majority (58%) of the teacher respondents disagrinad the head teacher is
knowledgeable of his HRM duties. Majority (98%) tbke teachers agreed that
the head teacher applies professionalism in thBMHIuties. This means that
the head teachers should increase their level ofatn in order to perform
better in human resource management.

The Majority (56%) of the respondents agreed thae teadteachers’

administrative experience influences his competenitehuman resource
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management. Public primary school this implies that head teachers should
have exchange and training programmes to imprower thdministrative
experience. The majority 106 (76%) of teachers aedpnts agreed that the
headteachers should possess the required adntinestraxperience. The
Majority 40 (83%) of the headteachers disagreedt thaadteachers
administrative experience is observed in recruitnvdmle a few 5 (11%) were
undecided. The majority 68 (72%) of the teachersagleed that the
headteachers attend seminars to possess more sidatineé experience in
HRM. Some (18%) of them agreed to the statement.

The majority 42 (88%) of the head teachers agrhatiliead teachers training
school administration influenced their competenae human resource
management. This implies that head teachers wainitig are competent in
human resource management practices. The maj@&y(92%) of the teachers
agreed that there should be no biasness by hehadtsainn solving the HRM
problems. The majority 100 (72%) of the teacherspoaedents agreed that
headteachers should have the right knowledge ablnuhan resource
management. Majority 116 (83%) of the teachersexbtbat the headteachers

should have right knowledge in human resource mamagt.

The majority 102 (73%) of the teacher respondegteat that attendance of
seminars/workshops influences their competence iamam resource
management. The headteachers should therefored atterkshops to enhance
their skills in Human Resource Management. It waarcfrom the outcome that
majority 37 (78%) indicated that they agreed thatleadteachers should attend

seminars to enhance their human resource managskikst
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The majority 126 (90%) of the teachers’ respondegt®eed that attendance of

seminars improves headteachers managerial skills.

5.3 Conclusions

It was established that age of head teachers mdfkte human resource
management as age was always associated with agcesgerience need to

handle new challenges in headship compared to thasass.

Head teachers academic qualification is key irefifectiveness of head teachers
in human resource management. The higher the léwelmore effective they
are as they get exposed to appropriate knowledjeastl attitudes for effective

human resource management in school.

It is clear that beside age, gender and acadenatfigation. Head teachers
administrative experience was key as it read tmsupe and confidence that is
needed in the decision making in human resourceaga@anent in schools.
Experienced head teachers were controlled diseigland could not panic in

their decision and hence effective school leadprshi

The majority of the respondents agreed that trginand attendance of
workships for head teachers influenced a great ttheaimanagement of human
resource as this was reliable source of acquihegiecessary skills knowledge,
experiences and attendances in effective humanun@sananagement for the
purpose of proper staff recruitment, induction depment discipline and

motivational functions or process.
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It is therefore true to say that head teachersacharistics has a great influence
in the human resource management in school in Rarex County in Kenya at

large.

5.4 Recommendations
* The head teachers ought to be trained on humanireEssoanagement
roles that they should apply. This will enable thperform better and
hence the schools will realize improvement in aocadgerformance of

the students.

* The TSC should provide the headteachers with adimative experience

through courses to enhance their performance of Higtiés.

* The TSC can include this in training of the heaclieas on their roles

and providing the ways of implementing them in $skhools.

* From the findings, the head teachers’ competen¢¢RM in schools is

influenced by professional qualification.

e The Ministry of Education and TSC should organizd aome up with a

training program for head teachers on human resauanagement.

* The head teachers should attend seminars/worksitohaman resource

management in public primary schools to better thieinagerial skills.

* This will positively influence the school managemamd ensure the

academic performance of the schools improves.
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5.5 Suggestions for further research

Researcher suggests the following areas for furgsarch.

1) Influence of team spirit on human resource managernme public primary
schools.

2) Influence of government policies on the appointnadriteadteachers in public
primary schools in Kenya.

3) Influence of KEMI courses on the headteachers #fkness in school

leadership in Kenya.
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APPENDIX |
INTRODUCTORY LETTER
Obed Justus Guto
Department of Education Administration
and Planning
P. O. Box 92
Kikuyu

Date:

The Head Teacher

Dear Sir/Madam

RE: PERMISSION TO CARRY OUT RESEARCH IN YOUR SCHOO L

| am a post graduate student at the University airdthi where | am
undertaking a Masters Degree in Educational Adrratiosn. | am carrying
out a research omfluence of head teachers’ characteristics on hunm
resource managemenin public primary schools in Tana River County.
Your school have been sampled for participationtia study. The data
collected will purely be used for academic purpoaed the respondents’
identity will be treated in confidence.

Any other information relevant to the study will breich welcome.

Thank you.

Yours faithfully,

Obed Justus Guto
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APPENDIX I

HEADTEACHERS QUESTIONNAIRE
The questionnaire is designed to collect informmatiothe “influence of head
teacher’'s characteristics on human resource maregeimm public primary
schools in Tana River County”. Kindly answer theestion as guided do not
write your name or school anywhere. All the infotioa provides will be
treated with confidentiality and will only be uskmxt this study.
Section A: Demographic information

1. What is your gender?

Male Female

2. What is your age bracket?

25 — 30 years |:| 31-35 yea|:| 36-40yea‘:|

41-45 years 46-49 years over 50 ye
3. what is your highest academic?
Secondary P1 Diplo e
M.e.d

4. Indicate numbers of years in the teaching prof@sioticking

appropriately

Below 5 year 5-10 yed AbdQeyears
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Section B: Gender of head teachers and human resaxg management

5. Head teachers’ gender influences human resouacegement, in school

in the following areas. Kindly rate appropriatelyticking (V)

Very high high low Very

low

Recruitment and separatign

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

6. Kindly state two reasons for the above trends.

Section C: Age of head teachers

7. Most head teachers who are aged 40-above do lettee following

areas. Please indicate by ticking appropriately.

Strongly agree | disagree Strongly
agree disagree

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline
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Section D: Academic qualification of head teachers

8. Academic qualification of head teachers in schaeddship is a factor.

Tick appropriately()

Very Effective Fair Ineffective
effective

P1

Diploma

degree

9. The higher the academic qualification of the hesather the higher the
effectiveness in human resource management. Ram@m@pately in the

following aspects

Very Effective | Fair | Ineffective
effective
Recruitment and separatign
Staff induction
Staff development
Staff motivation
Staff compensation
Student discipline

B. Give at least two facts to explain your agreeimen

Section E: Experience of head teachers

10.Indicate the number of years experience servedum grofession

11.Rate the following services in relation to headchkest experience to

human resource management by ticking appropriately.
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Very good | Good fair Poor

Recruitment and separatiagn

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

12.Head teachers should have at least 10 years ofivgpexperience before

appointment. Do you agree , please indicate byrick/)

Strongly agreq agrq_] undecidc”] isagleqd ]

strongly disagre(” ]

13.Do you think head teachers experience is consideteh head teachers
are recruited
Strongly agree [] agrC] ndacided——] disagrqg]

strongly disagrel___|

Section F:. Training on school administration on hunan resource
management
14.Most head teachers who are well trained are effecti human resource

management issues in schools. Tick as appropriate

Strong agree] | Agrd ] Disagrei:| Strong dis{ |
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Very

effective

Effective

Fair

Ineffective

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

15.Head teachers should have adequate knowledge iarhtesource

management in schools. Indicate by tickidy (

True|:| falsel:| don't knOV\|:|

16.Have head teachers’ attended training in humaruresananagement

Yes No

17.How has the attendance of training/workshops imgghoh head

teacher’'s management of human resource in schéed®d”indicate by

ticking
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Function Very Effective | Fair Ineffective

effective

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

THANK YOU
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APPENDIX IlI

QUESTIONNAIRE FOR TEACHERS
This study seeks to investigate thénfluence of headteachers’
characteristics on resource management in public jpmary schools in
Tana River County”. Considering the significance of the topic, kindpare
your time to inform the study by answering the daling questions. To

ensure confidentiality do not write your name ia tfuestionnaire.

Section A: Demographic data

1.  What is your gender? Indicate by ticking @ppropriately

Male |:| Female |:|

2. Kindly state your age in years

3. What is your highest academic qualification?

P1 ATS 1 Diploma Degree

Masters

4. How long have you served as a teacher? Indicatawbel

5-10 years Above 10 yea

Section B: Head teachers’ Gender and human resourgeanagement
5. Head teachers’ gender influences human resourceagearent,
practice in school in the following areas. Kindlgte appropriately by

ticking (V)
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Very high high Average| Not &

all

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

6. Kindly state two reasons for the above threads.

Section C: Age of head teachers
7. Most head teachers who are aged 40-above do bettex following

areas. Please indicate by ticking approgigiat

Strongly agree | disagree Strongly
agree disagree

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline
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Section D: Academic qualification of head teachers

8.  Academic qualification of head teachers in sch@adship is a factor.

Tick appropriately()

Very Effective Fair Ineffective
effective

P1

Diploma

degree

9. The higher the academic qualification the headheaof high the
effectiveness the ineffective of head teacher inmdmu resource

management. Rate appropriately in the followingeatp

Very Effective | Fair | Ineffective

effective

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

B. Give at least two facts to explain your agreeimen
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Section E: Experience of head teachers

10. Indicate the number of years experience serveduim grofessio

11. Rate the following services in relation to headckes experience to

human resource management by ticking appropriately.

Very good | Good fair Poor

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

12. Headteachers should have at least 10 years of mgpekiperience

before appointment. Do you agree , pleadieate by ticking {)

Strongly agree[ ] agrq ] undecid{— ] disa(—p

strongly disagreq—]

13. Do you think head teachers experience is consideheth head

teachers are recruited
Strongly agre{] agr ] undecid ] guesH |

strongly disagreq ]

82



Section F:. Training on school administration on hunan resource

management

14. Most head teachers who are well trained find iyegasandle human

resource management issues in schools.aBieppropriate

Very

effective

Effective

Fair

Ineffective

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

15. Head teachers should have adequate knowledge iarhtesource

management in schools. Indicate by tickiig (

True|:| false |:| don't knOV\|:|

16. Have head teachers’ attended training in humaruresonanagement

Yes No

17. How has the attendance of training/workshops inmgzhon head

teacher's management of human resourcehimode Please indicate by

ticking
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18. Failure to attend training has really affected hisgdhers’ human

resource management. Kindly rate.

Function Very Effective | Fair Ineffective

effective

Recruitment and selection

Staff induction

Staff development

Staff motivation

Staff compensation

Student discipline

THANK YOU
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APPENDIX IV

RESEARCH AUTHORIZATION

NATIONAL COMMISSION FOR SCIENCE,
TECHNOLOGY AND INNOVATION

Telephone: +254-20-2213471, 9" Floor, Utalii House
2241349,310571,2219420 Uhuru Highway
Fax:+254-20-318245,318249 P.O. Box 30623-00100
Email: secretary@nacosti.go.ke NAIROBI-KENYA

Website: www.nacosti.go.ke
When replying please quote

Ref: No. Date:
5" August, 2015
NACOSTI1/P/15/4919/6982

Guto Justus Obed
University of Nairobi
P.O. Box 30197-00100
NAIROBI.

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out research on “Influence
of headteachers’ characteristics on Human Resource Management in
public primary schools in Tana River County,” 1 am pleased to inform you
that you have been authorized to undertake research in Tana River County
for a period ending 4™ December, 2015.

You are advised to report to the County Commissioner and the County
Director of Education, Tana River County before embarking on the
research project.

On completion of the research, you are expected to submit two hard copies
and one soft copy in pdf of the research report/thesis to our office.

DR. 8. K. LANGAT, OGW

FOR: DIRECTOR-GENERAL/CEO

Copy to:

The County Commissioner
Tana River County.

The County Director of Education
Tana River County.
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APPENDIX V

RESEARCH PERMIT

! NmeNs

1.. You must report to the County Commissioner and |
i1 the County: Educ:mon Officer of the area before
embarking on your research. Failure to do that
may lead to the cancellation of your permit
2. Government Officers will not b‘E mtervnewmi
'without' priﬁr appointment if
3 Neo questmnnairr, will be. used unless it has. bem al
. apprwed ! Sei
¢ 4. Excavation, ﬁlming a ﬂecﬁon ﬂf bmhgleal
| specimens are subject to further permission from
the relevant Government Ministries.
{"You arérequire to;sul’!mlt at teﬂst two(2) hard

National Cnmmissian for Science
Teclmology and Innmvation

RESEARCH CLEARANCE
fal PERMIT

. CONDITIONS: see back page -

NACt'JSTI/PIJ.SMQ:L
sua Sth Augtmt 2015

MR, GUJ" o J‘USTUS
“of THE UNIVERSITY OF NAI

1 2598-40200 Klsu.ha been permitted to.
~conduct researchi am‘l:ﬁvr‘::caunty.-.. e, Tt

)on the '.t-opu::
HEADTEACH

tional Commission for Science,
hnology & Innovation ) -
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