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ABSTRACT

The purpose of this study was to determine theofactinfluencing the
effectiveness of decentralised recruitment of teeshin public secondary
schools in Nandi south district, Kenya The objexgi of the study were find
out how the location of a school affects the effextess of the recruitment of
public secondary school teachers, the gender ofettreiiting panellists and the
effectiveness of the recruitment of public secogwdachool teachers, the
adherence to the TSC guidelines and the effectssemé the recruitment of
public secondary school teachers and the leveldotaion of the recruiting
panellists and the effectiveness of the recruitneénpublic secondary school
teachers. The study employed descriptive surveye research instrument used
in this study was questionnaires with both openedndnd closed ended
guestions. Quantitative data was analyzed usiags8tal Package for Social
Sciences (SPSS) and the results was presented frsipgency tables, pie
charts, bar graphs and percentages to make meahoagfclusions. From the
findings of the study, it was established that mjoof the teachers were
comfortable in their stations as well as satishsdeacher and agreed to process
being fair, grading system being appropriate bat tihhe panel was not fully
inclusive. They agreed to malpractices existinge Timjority of other teachers
faulted the process and recommended for continwvetl&ion as there were
malpractices in the process. The findings from likad teachers revealed that
although the required teacher was recruited, tls¢ tendidates missed due to
tough rules. The BOM members indicated from thelifigs that while the
process was all inclusive the guidelines were diffi to follow and the best
teachers could not be recruited. Findings fromdthie county director revealed
that the BOM followed the guidelines except thelleimge of the last 5marks
which varied from panelist to panelist. It was aksstablished that recruited
teachers prefered areas near main roads. Furthemas established that
malpractices such as of tribalism, nepotism andlgtermination of candidates
existed. The study recommends that academic qualdin should be put in to
consideration in choosing BOM members for the g panel to enhance
competent in recruitment. The study further recomasethat advertisement of
the vacancy posts and the entire recruitment psoct®uld be open and
transparent and also be conducted in professiorainer so that the best
candidate among the applicants can be chosen. tlidg &irther recommends
that the board should strictly follow the TSC retnent guidelines so that no
biases or complaints arise from the recruitmentess.

XVii



CHAPTER ONE

INTRODUCTION

1.1 Background to the study

Human capital is the backbone of human developmentd economic

development in every nation. Mahroum (2007) suggktitat at the macro-level,
human capital management is about three key cégmdhe capacity to develop
talent, the capacity to deploy talent, and the ciyato draw talent from

elsewhere. Collectively, these three capacities fitre backbone of any country's
human capital competitiveness. The national sesigrsficant to achievement of
national growth and development targets are Agucelland Rural development;
Health and Life Sciences; Trade and Industry; HuR&source Development;
Physical Infrastructure; Energy; Environment anduxeE Resource Management;
Information Communication Technology (ICT); and 8p&cience Technology.
(Ministry of Education, Science and Technology, 201t further notes that

education can reduce social and economic inequa&igynor ( 1998 ) refers to
decentralization as the process of devolving pdveen the centre to lower levels
in such areas as of recruitment, deployment onglise of staff members. This
power is delegated in the form of transferred raspmlity to be exercised within

certain provisions. Welch and McGinn ( 1999) lobklacentralization in terms of



the shifts in location by those who govern. Thas occur at central government,

provincial, county, district or at the school level

There are a number of advantages attributed tonttadieation. United Nations
Educational, Scientific and Cultural OrganizatiddNESCO), 1985, 1999 and
2003, notes that decentralization improves andefesparticipation in decision
making. It thus works in favour of democratizatasit allows local community
issues to be managed by themselves and in so @woiogurages participation.
According to Cole (1999 ) decentralization helpg tmanagement reduce
overload, empowers line management to make desiswithout unnecessary
reference, encourages flexibility in decision mgkand fosters staff motivation
through delegated responsibility. Bloomer ( 199itigntifies other advantages
including that local control encourages responsegsro local needs, speeds up
decision making, promotes initiative by all cona@nbrings together synergies
of potentialities available, motivates participants well as increases

accountability.

Okumbe (1999), refers to recruitment as the procafssnaking a worker
interested in a particular job so as to apply fofhis is done after the manpower
requirement process has shown need for new wodkgyeomotion of incumbent.
Okumbe (2001), the first step in recruitment ofcte&rs is the professional

recruitment which entails making prospective teeladtracted to the teaching



profession via teacher training. Recruitment ofcless is an international
practice. Recruitment of teachers in Australiaesahtralized on a State to State
basis with each state having its own requiremenmtsefacher registration. In India
across various states, there are different qualios required to be a teacher.
The government schools generally recruit the teachirough competitive
examination. There are degrees like Bachelor ofc&tion (Bed) , Diploma of
Education (DEd), Teacher Training Certificate (TT@) train professional
teachers. However, one may be appointed as teacthemon-government funded
school even if one does not have these degreest #pm the state schools there
are also schools run under the central governnidrg@se schools strictly recruit
based on the qualification alone (Certified teach¥ikipedia). In the USA, the
decentralised system is also used. By offering alshanultiple options to
interview teachers, USA Employment has successfythaced teachers
nationwide (www.usaemployment.org.) In Rwanda, $listem is decentralized.
Districts are responsible for the recruitment arte tteachers’ transfer

management (TSC- Rwanda).

The Kenyan situation has for a long time been tmEply driven system which
changed in the year 2001 when the demand driveroapip was used. To achieve
equality and transparency, the TSC provides claadefjnes on recruitment
process for post primary institutions. Accordingthe TSC Manual on Staffing

Functions (2008), once the vacancies are advertegolicants are expected to



apply and attend the interview. The results of fhéerview must be
communicated immediately to the interviewers sa tha&y know whether to
complain or not. The candidates must meet theiragent of the TSC. The TSC
provides a selection score guide having the rekegaores for academic and
professional certificates, length of stay sincelifpiag as a teacher as well as
communication ability, special talent, willingnetss participate in co-curricular

activities and other duties assigned by the head.

The Board of Management (BOM) is given the resgulitsi of the recruitment

of teachers. The TSC concedes that it has facdteogas some of which are of
integrity (Manual on Staffing Functions, June 2008<). The BOM is a legal
entity established under Basic Education Act 20b&kwprovides that there shall
be a Board of Management for every secondary schb legal framework and

entity lends credibility for TSC to provide deléga responsibility to the BOM.

The TSC requires members of the selection panel samsists of the Board of
Management chair as chairman, head of institut®sexretary, deputy head of
institution as member, subject teacher as membeth& members of BOM, one
of whom should be an educationist and the DEO’sesgtative to exercise a
high degree of professionalism and transparencg.ddnstitution of Kenya 2010
anticipates the composition of elective or appe@positions not to exceed two

thirds of either gender. The BOM therefore mudewtfthis reality. The education



level of the panellists will be determined by thegulations prescribed by the
cabinet secretary. Chelal (2007) recommends inphaject thesis that there is

need for a set educational standard before beipgiajed into the school board.

In a paper presented by Emmy Kipsoi and Antony Stmghe CCEAM
conference in Durban 2008, they say decentralizatid teacher recruitment
caused a lot of controversy. Okelo (2006) recotus ¢complaints of eligible
candidates who were discriminated upon resultinghigir being unfairly not
recruited. Nandi South District is basically a tumistrict where despite
recruitment complaints being raised a systematidysof the recruitment process
has not been conducted. This study will focus om fidctors influencing the
effectiveness of recruitment process to ascert@insuitability with a view to

improving it.

1.2  Statement of the problem

There had been attempts to bring resources andgearemt of education to the
local communities in Kenya over the years. Thel#istament of TSC in 1967
and whose functions included that of recruitmentveaothe whole issue from the
Ministry of Education to TSC. The recruitment ofatbers in Kenya is the
responsibility of the TSC which is established byAact of Parliament ( TSC Act
,2012). The Kenya government and World Bank iretlaSTEPS (Strengthening

of Primary and Secondary Education) in 2000 anggsed recruitment as one of



the functions of TSC to be decentralized. This walse done in 2001. The BOG
then got the go ahead to recruit teachers on belfdlie employer, TSC. The
lifting of the freeze on teacher employment wasasmned by an acute shortage
of teachers at both primary and post primary iagtihs ( Wangai, 2003 ). TSC
considers decentralization as delegation of soméefteachers’ management
functions and also empowering the agents and téfiders to make important
decisions on issues related to teacher managem8aY, 2006). To guard against

uncertainty, the TSC provided guidelines on thegss of teacher recruitment.

However, there have been complaints arising froenrétruitment process and
panellists. Kirui (2003) reported that in Nandi Mostudents from neighbouring
districts were chased and their certificates tarthee advertised vacancies were
supposed to be for the locals. A TSC report onAhgust 2003 selection and
recruitment of teachers process stated that themee wgeveral complaints of
nepotism, bribery, flouting guidelines and subsiitu of advertised subjects
(TSC-2003). In a District Education Board Megtiof January 20 2012 the
DQASO, Nandi South District reported that thereaveomplaints on his desk
about glaring biasness and feelings of being leftumfairly in the recruitment, as
well as dates for the interviews being kept seeeetty some schools. These
complaints have therefore faulted the recruitingcpss as one which can be

manipulated, altered or even violated. This stuelgks to carefully explore the



issues arising from the recruitment process wilew to improving it.

1.3  Purpose of the study

The purpose of the study was to investigate theofacinfluencing the
effectiveness of decentralised recruitment of teexin public secondary schools

in Nandi South District, Kenya.

1.4  Objectives of the study

The objectives of the study were as follows:

() To determine the extent to which the location ofchool influences the
effectiveness of decentralised recruitment of teeshn public secondary
schools in Nandi South District.

(1) To establish the extent to which the level of etiocaof the interview
panellists influences the effectiveness of decésé recruitment of teachers
in public secondary schools in Nandi South District

() To examine the extent to which the recruiting pareherence to the TSC
guidelines on recruitment influences the effectass of decentralised
recruitment of teachers in public secondary schimoldandi South District.

(IV)  To assess the extent to which the recruiting pate&ligender influences the

effectiveness of decentralised recruitment of teeshin public secondary



(M

(1

(1)

(V)

schools in Nandi South District.

1.5 Research questions

The study was guided by the following questions:

To what extent did the location of a school infloerthe effectiveness of
decentralised recruitment of teachers in publicosdary schools in Nandi
South District?

To what extent did the level of education of theeimiew panellists influence
the effectiveness of decentralised recruitmenthecin public secondary
schools in Nandi South District?

To what extent did the recruiting panels adhereht TSC guidelines on
recruitment of teachers in public secondary schivolandi South District?
To what extent did the gender of the recruiting gigsts influence the
effectiveness of decentralised recruitment of teeshin public secondary

schools in Nandi South District?

1.6  Significance of the study

The study contents may provide the TSC with infdramaon the field problems
that may be specific to some counties and thodeatieageneral to the Republic. It
would be important to recruits, as they would kneguirement needed of them,

as well as preparing them for the intended intevgie Kenya Education



Management Institute (KEMI) would also obtain arpogtunity to develop an up
to date syllabus for use by panellists. This stadptents would also further
studies in academic contributions on issues ofureuoent of secondary school

teachers.

1.7 Limitations of the study

A number of limitations to the study were expectédese included that some
terrains in the research area may be difficuletch during the rainy period when
the research will be conducted. Some teachers wdo lhrave benefitted from a
corrupt or unfair recruitment may reserve theirnags thinking they may be

penalised by TSC.

1.8  Delimitations of the study

The study only focused on the sampled BOM membbead teachers,
beneficiary teachers already teaching and otlamhtgs in the respective schools
as well as the Sub-county Director of Educatiopresentatives who have
participated in the process. It also focused oty guiblic secondary schools in

Nandi South District that have participated in téeruitment process.

1.9 Basic assumptions

The following assumptions were taken into consitiena



i. That the BOM members had been adequately trainedhentask of
recruitment.
ii.  That the guidelines on recruitment were easy tofohnd implement.

iii.  That all the guidelines on recruitment were follovmy all the panellists.

1.10 Definition of significant terms

The following are the definitions of significantmes used in the study:

Effectivenessrefers to the quality of working well to produdeestresult that was

intended.

Recruitment refers to the process of finding people to joimidtary force or an

organisation.

Decentralization refers to taking power from a central governmemt o

organisation and giving it to several smaller arateriocal ones.

Employment refers to the work that you are paid regularlyltofor a person or

company.

1.11 Organisation of the study

This study consists of five chapters. Chapter addresses the background to the

study, the statement of the problem, the purposéh¢ostudy as well as the
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objectives to the study, research questions, sogmte of the study, limitations
and delimitations of the study, basic assumptianghe study , definition of
significant terms to the study, the organisation tbé study and ethical
considerations. Chapter two discusses the arki@i@fture review. This is to give
an exhaustive overview of the concept of deceawdlirecruitment, location of a
school, the gender of the recruiting panellists,alherence to the TSC guidelines
and the level of education of the recruiting pastdland the effectiveness of the
recruitment of public secondary school teachersl$p delves into the theoretical
and conceptual framework of the study. Chapter ethreis the research
methodology which contains the introduction, reskatesign, target population,
sample size and sampling techniques, researchumeits, instrument validity
and reliability, data collection procedures andlysia techniques. Chapter four
addresses the findings of the research while Chéipte contains the summary,

conclusions, recommendations and suggestions fibrefiluresearch.
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CHAPTER TWO

RELATED LITERATURE REVIEWED

2.1 Introduction

This section discusses the area of literatureevevirhis gives an exhaustive
overview of the concept of decentralized recruittiiacation of a school and the
effectiveness of the recruitment of public secopda&hool teachers, the gender of
the recruiting panellists and the effectivenesstlué recruitment of public
secondary school teachers, the adherence to the gJi8@elines and the
effectiveness of the recruitment of public secopdahool teachers and the level
of education of the recruiting panellists and tffeativeness of the recruitment of
public secondary school teachers. It also delviestire theoretical and conceptual

framework of the study.

2.2 The concept of decentralized recruitment

Gaynor ( 1998 ) refers to decentralization as tloegss of devolving power from
the centre to lower levels in such areas as ofuiecent, deployment or
discipline. This power is delegated in the forntrahsferred responsibility to be
exercised within certain provisions. Welch and Muo@&i 1999), look at
decentralization in terms of the shifts in locatlonthose who govern. This can

occur at central government, provincial, countystritit or at the school level.

12



Rondenelli and Cheema ( 1983 ) considers decezdt@n as the handing over of
some amount of administrative authority to lowenvgmment ministries and
agencies and it is a shifting of the workload freemtrally located officials to

staff or offices outside of the national capitatcentre.

There are a number of advantages attributed tonttadization. UNESCO 1985,
1999 and 2003, notes that decentralization impr@ves fosters participation in
decision making. It thus works in favour of denadization as it allows local
community issues to be managed by themselves argb idoing encourages
participation. While decentralization has advansagealso has problems. Cole
(1999) points out issues of need for proper compatin to avoid judgment
errors on operational management, the complexityaomonizing individual and
common interests, self — centeredness by lowel i@mamagement and the need
for proper training and motivation of managers tatch up with added

responsibility.

Okumbe (2001), states that recruitment refers éopttocess of making teachers
and other employees, interested in teaching, @rgtbs, so as to apply for it. It
further adds that it is a positive process of d@agfor prospective employees
and stimulating them to apply for the vacant jobs. notes that teachers are a
very important resource that any country hasstiesses the need for professional

recruitment through training of prospective teasheiccording to Attwood
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(1985), recruitment is the process of matchingdaracteristics of an individual
to the demands of a job. It is therefore clear thatany effective employment,
the process of recruitment must reflect a high sefisntegrity since through the

process future teachers are employed.

2.3 Location of the schools and the effectivenessf alecentralised

recruitment of teachers.

In many countries, urban areas have qualified &&clwho are unemployed,
while rural areas have unfilled posts. This pattefrsimultaneous surplus and
shortage is strong evidence that the problem dlirigp teachers for rural schools
will not be solved simply by producing more teachefhere are quite a few
constraints on teacher deployment to rural sch@dlse World Bank, 2008) The
rural-urban disparity in living conditions is theajar constraint on attracting
teachers to rural areas. Many countries report thathers express a strong
preference for urban postings because living carditin general are so much

better in urban than in rural areas.

A research by Loeb, Boyd and Wyckoff of Stanfordivérsity of Graduate
studies however pinpointed that urban schools aodet with lower-performing
students tend to employ the least qualified teachBut contrary to popular
belief, this might not just be due to the fact thedchers prefer working with

higher-performing kids. Loeb, who teaches a classeconomic approaches to
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educational policy analysis for the Graduate SchaioBusiness, analyzed the
choices first-year teachers made for employmefhltaw York state. Among other
results, she and her colleagues found that theutatmarket for teachers is quite
local (Loeb,Boyd and Wyckoff,2005). In Uganda tearshavoid remote rural

locations for various reasons, including the poaaliy of housing; lack of

services such as electricity, water, health cand,@ublic transport; and the high
cost of some commodities. By contrast, teacherghan schools often receive a

salary top-up - from parent contributions (The Widsnk , 2008).

In Kenya, the government has made strides to erihatethere is equity in the

distribution of teachers between the rural and mrheeas. The recruitment of
teachers in Kenya is the responsibility of the TV@ch is established by an Act
of Parliament ( TSC Act 2012 ). But the gap s#@imains. The schools in rural
areas still suffer the consequences of marginadizathat cost them even the
teachers. The TSC has targeted the supply and defoarieachers which has
done little to alleviate the problem of shortageostiteachers actually look at the
school in general and particularly in terms of lgsation. Guilford and Kings

(1992), observe that there should be a systemmeforschools that requires
personalised learning, professional teaching, ligegice accountability as well as
networking and innovation within schools to makernthattractive to teachers.
Macharia (2014) reports that KNUT secretary genaséied the teachers teaching

in North Eastern Kenyan to boycott teaching intlighthe insecurity in the area.
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Ombuor (2015) indicates that the county governnenMandera was in the
process of recruiting school leavers to teach imdiéaa. However, Macharia
(2014), reports that only seven secondary schaahters had been recruited in
Mandera County, out of the 200 required followihg tefusal by non-local tutors

to return to the area, citing insecurity.

2.4  Gender of recruiting panels and the effectivesss of decentralised

recruitment of teachers.

King (1991) says that an educated mother raisevaley, healthier and better
educated family and is more productive at homeiarttie work place. In South
Australia, Gender representation is required opatlels for externally advertised
vacancies and is achieved through the appointmietiteopeer panellist. (Merit
selection procedure 2010). In Uganda the Consiitutdf Uganda of 1995
contains several provisions on the principle of-d@trimination and equal rights
of women and men. Article 21 provides that all pessare equal before and
under the law in all spheres of political, econansiacial and cultural life and in
every other respect and shall enjoy equal proteatfdhe law ( Danida, 2011)

Yet women remain under-represented in educaticesddrship in Republic of
Uganda. The shortage of female teachers is notedtieely to difficulties in
initial recruiting. The research suggests thatatigtion of female teachers may

be greater than male teachers. There is consiéemi®#cdotal data suggesting
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why female teachers fail to enter or persist ircleay. Female teachers may be
reluctant to move to rural areas, perceiving thesms as offering little social
opportunity and lower levels of personal safety.isThesults in a greater
proportion of male teachers in schools where femake models would be of the
most importance. ( World Bank Working Paper No. 99)

The issue of gender in Kenya is captured in thestitoion under Article 27
which provides that women and men have the rightgoal treatment. On the
delegated responsibility of recruitment by the BOiWle Education Act 2013
specifies that in appointing persons as membess lmfard of management, the
nominating and appointing authority shall observel aespect gender. It is
therefore anticipated that the recruiting paneallistll meet the 30% gender rule
and that they shall observe the provisions of teayan constitution and relevant
Acts. Chege (2009) concluded that in her resedhnehpanel had no consideration
for gender of the candidates though male filled tnabshe vacancies. She further
noted that the panel composition was sensitive.

25 Adherence to the TSC guidelines and the effestness of

decentralised recruitment of teachers.

Recruitment is a process of searching for and ointgiapplicants for jobs so that
the right people in the right number can be sete€tehanka, 2011). The question
of the right people implies the application of s#ile criteria to sieve and find

only those who fit the job specification. In Augimathe Department for
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Education and Child Development (DECD) Merit SatattProcedures outline
the approved processes for merit selection acrbesotganisation. It is the
responsibility of the Chairperson of a selectiongdado ensure that all members
of the panel understand the relevant proceduralimrements of the selection
process, and to ensure that the process is caieth an ethical, efficient and
appropriate manner. The successful applicant willhe applicant who best meets
the essential minimum requirements of the vacafidgrit selection procedure
2010 issued by the Government of South Australepddtment of Education and

Child Development).

In Kenya once the vacancies are advertised, appéicare expected to provide
two copies of their application letters to the BGIYd Sub county Director of
Education. The applicants are expected to meet BE requirements on
educational qualifications and subject combinatioatend the interview, be
interviewed and the results released. The sucdessfndidate will fill an

employment letter which will be scrutinized by TS&siago (2010), notes that
most of the BOG members did not adhere to the T&Luitment guidelines.

Similarly Chelal (2007) found out that most of 8®G members were not aware
of the TSC guidelines. Okelo ( 2006) attributedepart to the Transparency
International (TI) that the TSC was among the noostupt, citing recruitment as

a source.
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2.6 Education of the recruiting panellists and the effectiveness of

decentralised recruitment of teachers.

In South Australia selection panels should comppeeple with expertise and
diversity relevant to the needs of the site andi@cancy. Selection on merit
should be the primary consideration for panel membe their actions and
decision-making. (Department for Education and Cldlevelopment (DECD).
Banks (2002), observed that in Scotland the BOGmdit receive training and
hence this hampered their role in school managemém (2001), notes in a
research on policy implementation in South Afribatt37% of school boards

were illiterate hampering decision making processes

The Basic Education Act 2013, provides for thalgls&shment of the BOM. The
TSC has decentralized its mandate provided foamwtb the BOM so that it can
do the recruitment. The qualifications of the BOM @rovided for in The Act.

The regulations so implied shall therefore be aaitin the determination of the
effectiveness of the recruitment process. A Reparthe task force on student
unrest in secondary schools in Kenya (2001) faultededucational background
of some BOG members in relation to the huge taskobibol management. It
noted that the appointment of unqualified and ingetent BOG had a bearing on
guality of management. In the Daily Nation of A@iP006 KNUT questioned the

credibility of illiterate persons interviewing graates. Chelal (2007), therefore
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recommended that BOG members should have a settashal level before

being appointed to the school board.

2.7  Summary of literature review

The section has dealt with the concept of deceméxlrecruitment, location of a

school, the gender of the recruiting panellists,atiherence to the TSC guidelines
and the level of education of the recruiting pastllin the effectiveness of the

recruitment of teachers in public secondary schantl also the theoretical and
conceptual framework of the study. While it is cléhe problems as well as

challenges exist despite some very good suggestitade, it is necessary to

further consider the intrinsic factors of the emtpanel that continue to work

against alleviating the malpractices. The studiesitioned have not researched
on the effectiveness of recruitment in Nandi SobDiktrict. It's therefore the

intention of the study to carefully research oim iNandi South District.

2.8 Theoretical framework

The study is hinged on Max Weber's Bureaucraticomhas it is based upon the
nature of authority relationships in organizati@msl more specifically on how
organizations operate rather than how they shoufdttion (Okumbe, 1998).
Weber was concerned with three major forms of aittho Traditional,

charismatic authority and rational/ legal authorithe theory has distinct features
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which include a set of rules and work procedured tjuide all administrative
acts, functions and decisions; specialization whiefers to the systematic
division of labour, rights and powers; hierarctiyaothority where a lower office
is under control and supervision of higher one;amspnal relations where the
ideal is to treat all employees equally, and ndiuenced by individual

differences; trained personnel to facilitate fidtional application of technical
rules and norms and organizational freedom where ititcumbent cannot

monopolize or outside control is allowed.

The principles of this theory include fixed divisi@f labour which implies that
the jurisdictional areas with duties and rights nnbe changed arbitrarily.
There’s hierarchy of offices to allow for a cledram of command, control and
order in the organization. Also, there’s ratiohdégal authority to allow those
elevated in hierarchy to possess authority andeissummands. The other
principle is the creation of rules to govern pemiance and which must be
relatively stable, exhaustive and easily understoddhere’s also separation of
personal from official property rights so that peoly for the organization doesn’t
seem like that of the office holder. There’s adstection based on qualification
and where competence is a key factor in offici@rugment and appointment.
Lastly is the existence of clear career paths wherployees have tenure of office

to execute their duties without fear of arbitrargndissal (Okumbe, 1998).
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The strengths of this theory are that the rulespandedures are decided for every
work it leads to consistency in employee behavi@imce employees are bound
to follow the rules , the management process besoeasy. The duties and
responsibilities of each job are clearly definedhdee there is no question of
overlapping or conflicting job duties. The selentiprocess and promotion
procedures are based on merit and expertise.ifite$s putting right persons on
right jobs. There is optimum utilization of humaesources. The division of
labour assists workers in becoming experts in tfghs. The performance of
employees improves considerably. The enterprises dae suffer when some
persons leave it. If one person leaves then sohrer otcupies that place and the

work does not suffer.

The weaknesses of the theory are that this systéf@rs from too much of red
tape and paper work. The employees do not deve&dpngingness to the
organisation. The excessive reliance on rules agdlations and adherence to
these policies inhibit initiative and growth of tmployees. They are treated like
machines and not like individuals. There is negletthuman factor. The
employees become so used to the system, they resistny change and

introduction of new techniques of operations.

Despite the weaknesses, the theory is approprigtét @gouches heavily on

delegated responsibility to a legal BOM body whosEmbers are expected to be
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literate and responsible enough to follow laid doguidelines. This is what

informed the choice of the theory.

2.9 Conceptual framework

A successful recruitment process is one where #@melpsts know their job and

the interviewees go through a transparent recruitrpeocess.
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Fig 1.1: Relationship between the Factors Influenog the Decentralised

Recruitment of Teachers.

With regard to the literature review the inputsttivare under investigation were
location of a school and the effectiveness of #wuitment of teachers in public
secondary schools, the gender of the recruitinglfiats and the effectiveness of
the recruitment of teachers in public secondahpets, the adherence to the TSC
guidelines and the effectiveness of the recruitmehtteachers in  public

secondary schools and the level of education ofrélceuiting panellists in the

effectiveness of the recruitment of teachers inblipusecondary schools. This
means that there were both internal and extermébrs that contributed towards

the effectiveness of the recruitment of teachehg Jelection panel factors that
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brought subjectivity to the process had to do whtkir competence and academic
qualifications. It is therefore clear that for §xdcess to succeed, the inputs when

subjected to a transparent process will give theurement process credibility.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

The section focuses on the research design, tgaatlation, sampling and
sampling procedures, research instruments, valadityre instruments, reliability
of the instruments, data collection procedures ta dmalysis techniques and

ethical considerations.

3.2 Research design

The study used the descriptive survey design. ®©@895), says that surveys are
used to gather systematically factual informati@eessary for decision making.
The method was appropriate because the reseaah wdth how people feel or
perceive, how they behave and also their rolesraupgystatus (Wiersman et al,
1995). Intensive opinions on decentralised recresttmwere sought from

respondents.

3.3  Target population

The target population refers to the total numbesudijects or total enrolment of
interests to the researcher. (Oso & Onen, 2009)e farget population of this

study was all the 47 public secondary school whielve participated in the
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decentralized recruitment process and which algwesents all the public
secondary school in Nandi South District. It iweal 47 head teachers from all
the 47 public secondary schools all the 141 BONnivers from the 47 schools,
the sub county director Nandi South and 47 teacivéio were recruited by 2014

as well as 47 other teachers not recruited threéliglidecentralised process.

Table 3.1: Target population for the research

Population

Sub county director of educati 1

Head teache 47

BOM chail 47
Teachers recruited through decentralised pri 47
Teachernot recruited through decentralised pro 47

Other BONM 141

Total 330

There are 5 girls’ schools, 8 boys’ schools andr®ded schools in Nandi South
District, according to the Sub county Director alu€ation. The school names
from each division were obtained from the DEO'dceff Details as to what
number of teachers recruited in each schwete established from the same
office and print media. The name of each school waten on a piece of

paper, folded and put in a box for each divisiorschool was randomly selected
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by picking a paper. The name of the school wasdakewn and the paper
returned and thoroughly mixed. The process wasatepgeuntil the required

number was selected.

3.4  Sample size and sampling procedure

Wiersma (1995), describes sample population asal gmoportion of the target
population selected using some systematic procetthateis used for selecting a
given number of subjects from a target populatienrepresentative of that
population. Borg & Gall (1983), suggest at leastca®es for descriptive and
correlation studies. The researcher used purpbsampling to sample all the 47
schools which have patrticipated in the recruitmgnte 2008. The researcher
sampled 60% of the population of head teachersshtga and BOM and
purposeful sampling for the 1 sub county Directdr Education. Mulusa
recommends 30% (Mulusa 1990). The study sampleonsidered 28 head
teachers, 28 teachers recruited through BOM, 28htga not recruited through
BOM, 28 BOM chair persons, 84 other BOM members hisdib county director

of education as indicated in table 3.2 below.
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Table 3.2 Sample size of the sample population fothe research of

decentralised recruitment of teachers

Population | Sample | Percentage
Sub county director of education 1 1 100%
Head teache 47 28 59.57%
BOM chail 47 28 59.57%
Teachers recruited through decentralised process? 28 59.57%
Teachers not recruited through decentraliséd 28 59.57%
process
Other BON 141 84 59.57%
Total 33C 197 59.6¢7

3.5 Research instruments

The study used the questionnaire to obtain nepesisda. The questionnaires’
use was possible as all participants are liteaatkable to respond to items asked
on their own. There were questionnaires each ler tead teacher, BOM
members, teachers and the sub county director wéatidn. The questionnaires
for teachers, head teachers and BOM chair and msmihad three parts. Part A
and B had close ended questions while Part C had epded questions. The
guestionnaire for the sub county director of edocahad two parts. Part A had

closed ended questions while Part B had open equakestions.
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3.6  Validity of the instruments

Best and Khan (1998) refers to validity as the degio which the test items
actually measure the traits for which the test designed. To achieve this, the
researcher used pilot study to administer queséimes to 7 respondents covering
the BOM chair, 3 other BOM members, head teacher ateacher who was

recruited using decentralised process and anotttereoruited using the process
in one of the schools and which will be excludedhe final study. An analysis

of the findings was checked to establish the m@tatip between the problem and
reality so that the intended is achieved. This wasessary in establishing the

relevance as well as flexibility of the study (Msga, 1988).

3.7 Reliability of the instruments

Best and Khan ( 1998) states that a test is relibithe extent that it measures
whatever it's measuring consistently. To establisliability the researcher

administered the developed questionnaires to regas in 2 pilot schools in a

test and retest research method. Scores were madenally. After two weeks the

same questionnaire were administered to the saspomdents and requested to
fill again. The scores were then taken manuallycomparison between the two

scores was computed using Pearson’s Product Mom@entelation formula,

written thus:
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Ny =NEXY - (Xy) &Y)

VINZX? - (221 NZy*- (Zy)°]

Where;

r = Pearson coefficient of correlation
N = Number of subjects

) = The sum of

y = Scores on one test

y = Scores on the other test

A co-efficient of 0.8 was established. If a co-gffnt of more than 0.7 is

achieved, then the instrument will be reliable (@g®995).

3.8  Data collection procedure

In preparing to go out and collect data, the regesarobtained a research permit
from the National Commission for Science, Technglagd Innovation. Written
permission was also sought from the sub countgctbr of education, Nandi
South. Letters of introduction from the Ministri/Bducation and the sub county
director of education were availed to sampled skshbefore authority from the
head teacher was granted. The researcher admacidtee questionnaire to the
BOM chair, other BOM members, the head teacherthedeachers and the sub
county director of education. After the questiomesihad been filled, they were

collected for sorting and analysis.
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3.9 Data analysis technique

Ogula (1995), defines data analysis as the prockssducing research data to
manageable summaries and which can be analysedathamu using such
software as Statistical Package for Social Scien@&R’SS) and which the
researcher utilized. After collecting the questiaine the researcher checked for
any wrongly responded to items, spelling mistakedlank spaces of unfilled
responses. The quantitative data was first codenhatically. Frequency counts
were then made for similar responses. Ogula (198§yests use of frequencies

and percentages in descriptive survey designs.rddearcher used the same.

3.10 Ethical considerations

The researcher conducted a research that de#ispeople. The researcher
therefore considered ethical issues. Respondentse vassured of their
confidentiality at all times as their names woukl/er be disclosed at any time.
The researcher also obtained consent from relewahority and subjects

participating. Respondents were told to participatentarily on the research.
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CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1 Introduction
This chapter presents the data presentation antysamalt deals with the

response rate, demographic data of respondenthariohdings of the study.

4.2 Response rate
From the data collected, out of the 197 questioesaadministered, 183 were
filled and returned. This represented an 92.89%pamrse rate, which is

considered satisfactory to make conclusions forstdy.

Table 4.1: The rate of return of the questionnaires

Questionnaires 197
Response rate 183
Percentage 92.89

Mugenda and Mugenda (2003), states that a 50 pgeregponse rate is adequate,
60 percent good and above 70 percent rated verg. gdus implies that based
on this assertion; the response rate in this ce88.89% is very good. This high
response rate can be attributed to the data dolteqirocedures, where the

researcher pre-notified the potential participaotsthe intended survey, the
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guestionnaire was self administered to the respadadeho completed them and

these were picked shortly after.

4.3 Demographic data of the respondents

The respondents included one sub County DirectorE@déication, 28 BOM
Chairs, 28 head teachers, 28 teachers recruitedghrthe decentralized system,
28 other teachers not recruited through the dealered system and 84 other
members of the BOM. The information was collectdttough use of
guestionnaires and interview schedule and the rigglipresented in tables, pie

and bar charts.

4.3.1 Categories of schools.

The study sought to establish the category of ddmoestablish the diversity and

inclusivity of all types of schools. The findingere as follows.

Table 4.2: Category of schools

School category Frequency Percentag
Mixed 17 59.57
Boys 4 17.02
Girls 7 24.4(
Total 28 10C

The results in table 4.2 indicates that 17 sch{@8s57%) are mixed, 7 schools

(24.40%) and 4 schools (17.05%) are girls’ and bsgisool respectively. All the
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school categories are fairly represented makingtingy objective.

4.3.2: Demographic information of teachers

4.3.2.1: Gender of teachers

Table 4.3: Distribution of teachers by gender

Gender Frequency Percentage
Male 14 50
Femalt 12 42.8¢
Not returne Z 7.1
Total 2¢ 10

The results in table 4.3 indicates that the migjmf the respondents were male
(50%) against the female (42.86%) . 7.14% of tlepoadents failed to return
their responses. The results represent a almastl @grcentage between male

and female. This is an objective representation.
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4.3.2.2 Age of teachers

Table 4.4 Age distribution of respondents

Age Frequenc Percentag
Below 3( 7 26.¢
Between 3-35 18 69.2
Between 3-40 1 3.€
Above 4( 0 0
Total 26 1C0%

The results in table 4.4 indicates that majorityh@ respondents were between

30-35 years showing that they had spent some tefedrecruitment.

4.3.2.3 Academic qualifications

Table 4.5: Respondent’s highest academic qualificain

Qualificaion Frequenc Percentag
MED 1 3.¢

BED 18 69.2

uT ' (

DIP 7 26.¢
Other: 0 0

Total 26 100%
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The findings in table 4.5 shows most of the teexlage BED teachers (69.2%)

followed by Diploma holders (7%) indicating thaethcan provide substantially

good class instruction.

4.3.2.4 Year of graduation

Table 4.6: Year of graduation

Year of graduation Frequency Percentage
2003 1 3.85
2004 3 11.54
2005 7 26.85
2006 2 7.69
2007 3 11.54
2008 3 11.54
2009 4 15.38
2010 1 3.85
2011 2 7.69
2013 0 0
2014 0 0
Total 26 100%
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The results in table 4.6 indicates that a numbéeachers stayed for long before
they were recruited making them discontented anen edisillusioned. TSC
guidelines require those who have stayed long bedéonployment score higher

marks (TSC-2008).

4.3.2.5 Years of service since recruitment

Table 4.7: Years of service since recruitment

No. of year Frequenc Percentag
6 5 19.2¢

5 10 38.4¢

4 5 19.2¢

2 4 15.3¢

1 2 7.6¢

Total 26 100%

The data from table 4.7 shows that most of teachadsserved for five years.
Many were recruited in the same school they hadkedbras BOM teachers
before. They were familiar with the BOM membersCT@uidelines require those

who have stayed long before employment score higiaeks (TSC-2008).
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4.3.2.6 Teaching subjects/ subject combinations

Table 4.8: Teaching subjects of respondents

Subjec Frequenc Percentag
Englisk 7 26.92
Maths/busines 4 15.3¢
History/CRE 5 19.2:¢
Biology/agriculturt 3 11.5¢
Biology/chemistr 4 15.3¢
Kiswahili/CRE 1 3.8E
Maths/physic 1 3.8t
Kiswahili/geograph 1 3.8t
Total 26 100%

The results in table 4.8 indicates most of thehess taught English (26.92%)
followed by Maths (15.38%). The findings revealtthizere’s still a number of
subjects that have not been balanced across. GB@Q8) notes that the process

has not solved the problem of uneven distributibteachers.

4.3.2.7 The number of interviews attended by the spondents before they got
recruited and where

Table 4.9: The number of interviews attended beforéhey got recruited.

Interviews Frequenc Percentag
3.8t
11.5¢
7.7
19.2¢
30.77
11.5¢
15.3¢
Total 26 100%

AW OO OIN Wl
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Table 4.10: Places of interview before recruitment

District Frequenc Percentag

Nandi sout 11 423
Nandi centre 8 30.77
Nandi eas 7 26.9:¢
Total 26 11%

The results in table 4.9 indicates that many redpots had attended a number of
interviews before being recruited within Nandi Souas well as in the
neighbouring sub counties as shown in table 4.1dnyeported that it was both
emotionally and financially straining to attend manterviews some of which

you were confident not to get recruited.

4.3.3 Demographic information of other teachers narecruited through the

decentralized system
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4.3.3.1: Gender of teachers

Figure 4.1: Distribution of teachers by gender

The data in figure 4.1 indicates that the majootythe respondents were female
(60.71%) against the male (39.29%). This meetsctrestitutional threshold of

1/3 gender representation.

4.3.3.2 Age of respondents

Figure 4.2: Age of respondents
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The data in figure 4.2 indicates that majority leé respondents were between 30-
35 years showing that they had spent some timadeéaruitment. Those above
40 years worked under BOM on applied technical ettbjsuch as Agriculture or

Business studies.

4.3.3.3 Academic qualifications

Table 4.11: Respondent’s highest academic qualifitan

Qualificatior Frequenc Percentag
MED 0 0

BED 15 53.57

uT 3 10.7

DIP 10 35.71
Other: 0 0

Total 2 100.

From the findings in table 4.11 most of the teashae BED teachers (53.57%)
followed by Diploma holders (35.71%). This cleailydicates that they are
suitably qualified to perform their teaching duti&@se UT are those teachers who

have served the school for many years, hencergteintion based on experience.

42



4.3.3.4 Year of graduation

Table 4.12: Year of graduation of respondents

Year of griduatior Frequenc Percentac
1997 1 3.57
199¢ 1 3.57
200( 1 3.57
200¢ 3 10.71
200¢ 2 7.14
201( 8 28.5¢
2011 2 7.14
201: 6 21.4%
201¢ 4 14.2¢
Total 26 100%

The data in table 4.12 shows that the majorityeachers graduated after 2008.
Their not being employed by the TSC is partly bttted to the demand driven
recruitment and also the huge marks given to ysarse graduation during

recruitment (TSC-2008).

4.3.3.5 Years of service since recruitment as BOMachers
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Table 4.13: Years of service since recruitment as@M teachers

No. of year Frequenc Percentag
17 1 3.57
15 1 3.57
14 1 3.57
6 3 10.71
5 2 7.1¢
4 8 28.5¢
3 2 7.1¢
2 6 21.42
1 4 14.2¢
Total 28 1009

Table 4.13 indicates that most of the teachers arked for between 1-6 years.

This was good enough for them to get employed b@.TS

4.3.3.6 Teaching subjects/ subject combinations

Table 4.14: Teaching subjects/ subject combinatien

Subjec Frequenc Percentac
Englist 7 25
Maths/Busines 7 25
History/CRE 6 21.4
Biology/Agriculture 4 14.2¢
Biology/Chemistr 2 7.14
Maths/Physic 1 3.517
Kiswahili/Geograph 1 3.517

Total 28 10C

The data in table 4.13 indicates that most of #eehers taught English (25%)
and Maths (25%). Despite sustained recruitmentimaber of subjects have yet to

get enough teachers. This corroborates Chege (20@9)the process has not
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solved the problem of uneven distribution of teashe

4.3.3.7 The number of interviews attended by the spondents before they got

recruited and where.

Table 4.15: The number of interviews attended bef@ they got recruited.

Interviews Frequency Percentage
10.71
14.29
10.71
28.56
10.71
17.86
Total 100%

6
5
3
2
1
0

gwolw b~lw

Table 4.16: Places of interview

District Frequenc Percentag
Nandi Sout 9 32.1¢

Nandi Centre 7 25

Nandi Eas 3 10.71

Other: 4 14.2¢

None 5 17.8¢

Total 28 100%

The data in table 4.15 indicates that the majooitythe respondents have
attended at least an interview within or in neigiveg districts. However,

17.86% have never attended any interview at all.
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4.3.4 Demographic information of head teachers

4.3.4.1 Gender of respondents

Figure 4.3 Distribution of headteachers by gender

The data in figure 4.3 indicates that most of teachteachers (71.42%) sampled
are male in this district. Most of the mixed sclsake headed by male head

teachers.

4.3.4.2 Age of respondents
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Figure 4.4  Distribution of headteachers by age
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The data in figure 4.4 indicates that majority led head teachers (89.286%) were
above forty and experiences of more than threesyieaheir current stations or as
head teachers. This was enough experience to ertbie respond to the

guestions asked.
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4.3.4.3 Highest academic qualifications

Table 4:17: Respondents highest academic qualifigah

Frequenc Percentac
Master of Educatic 11 39.2¢
Bachelor of Educatic 17 60.7
Diplome ( 0
Total 28 100%

The findings in table 4.17 indicates that majoofythe head teachers (60.71%)
had bachelors degrees. This was important for dmepetency based duties that

their administrative positions called for.

4.3.4.4 Number of teachers recruited in the currenstation

Table 4:18: Number of teachers recruited in currentstation

Head teache Frequenc Percentag
2 7.14
6 21.4:
15 53.57
2 7.14
3 1 10.71
28 1009

Table 4.18 shows that most head teachers had textruiore than three
times(53.57%) in their current station meaning thhey had gained

substantial experience in the recruitment process.
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4.3.5 Demographic information of BOM members

4.3.5.1 Gender of respondents

Figure 4.5: Distribution of respondents by gender

The data in figure 4.5 indicates that there wasrebgs disparity of the gender
representation in the BOM members . All the BOMichaespondents were

male.
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4.3.5.2 Age of respondents

Figure 4.6: Respondents age in years

Below 30
Between 30-
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35 40 Above 40

The data in figure 4.6 indicates that the majoofythe BOM (88.18%)
members were above forty years. This was attribitethe extension of
Boards which had expired for more than five yeaystibe Ministry of
Education. The members were old enough to provadpansible responses to

the study.
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4.3.5.3  Academic qualifications of BOM members

Table 4.19: What's your highest academic qualificabn?

Education leve Frequenc Percentac

O Leve 6 5.94
A Level 5 4.9t
Certificate 65 64.3¢
Diplome 11 10.8¢
Graduat 12 11.8¢
Master: 7 6.€
PHD 1 0.9¢
Total 101 100%

The data in table 4.19 indicates that majority bé trespondents were
knowledgeable with a certificate (64.36%) in sommurse. They were
competent to respond to the questionnaires. C(@08l7) had raised issues of

illiterate BOG members interviewing teachers.

4.3.5.4 Current profession

Table 4: 20: What's’ your current profession/ job?

Frequenc percentag:
1. University lecturing 1 0.9¢
2. Medical field 8 7.¢
3. Business 3C 29.7
4. Civil service 13 12.87
5. Religious service 11 10.8¢
6. Farming 26 25.7¢
7. Consultancy services 4 3.9¢
8. Engineering 6 5.94
9. No response 1 0.9¢
Total 10: 1009
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The data in table 4.20 shows there were variecesgmtations in terms of jobs
and professions creating a rich mix in the membprshhe largest group:
business persons (29.7%%) were engaged in someofdoosiness but didn’t
reflect if they were professionally trained. Farmi25.74%) also accounts for

a large percentage meaning that they were maitfhgesgloyed and at home.

4.3.5.5 Number of years as BOM chair or member inwrrent school

Table 4:20 Years of service in current school as B®@ member or chair

Years Frequenc Percentag
1 0 0
2 0 0
3 7 6.93
4 12 11.8¢
5 20 19.¢
6 11 10.8¢
7 7 6.9
8 17 16.8:
9 11 10.8¢
10 5 4.9t
11 3 2.97
12 8 7.9z
Total 101 100%

The data in table 4.21 indicates that the majarftthe respondents had worked in
their current stations for more than six years.yTierefore knew the teachers to
be recruited easily. Chelal (2007) states subjigtin recruitment as a major

hindrance to transparency.
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4.3.5.6 Other schools you are BOM member or chair

Figure 4.7: Other schools you are BOM member or chia
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The data in figure 4.7 indicates that the majouty the members are also

members of BOM in other schools. This reflects ttumfidence they have

cultivated as a result of their positions or conment to public duty.

4.4 Findings of the study

4.4.1 Respondents view on the recruitment process

The study sought to find out the views of the algeaecruited teachers.

Respondents were asked to give their agreememta@mspecific statements.
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Table 4.22: Respondents view on recruitment process

1 Am comfortable in
my station

2 Am satisfied as
teacher

3 The recruitment
process is good

4 The process was fair

23.08% 8 3077% 4 1538% 2 769% 6 23.08%

4 1538% 11 4231% 3 1154% O 0% 7 26.92%

19.23% 13 50.00% 7 26.92% 1 384% O 0%

23.08% 11 4231% 9 3462% O 0% 0 0%

5 The grading system

. . 9 0 0 0 9
is appropriate 12 4615% 3 1154% O 0% 7 26.92% 4 15.38%

6 The panel
composition iS 3 1154% 4 1538% 5 1923% 11 4231% 3 1154%
satisfactory
7 There is need fc 11 4231% 9 3462% 1 384% O 0% 5  19.23%
continued i Len O 0 o370
8 There are
malpractices in the 7 269206 10 3846% 2 7.69% 3 11.54% 4 15.38%
process

The findings in table 4.22 reveal that 53.85% alcteers already recruited are
comfortable in their current stations while 23.0&% not. 57.69% affirm that
they are satisfied as teachers while 69.23% belibatthe recruitment process
was good. A majority of 65.39% agree that the pgecsas fair while 57.55%
agree to the appropriateness of the grading sysfemmajority of 61.54%

however, don't believe that the panel compositicas vgatisfactory. A large
majority of 76.93% support that evaluation of theogess should continue.
65.35% confirm that the process had malpractiches@ finding corroborate that

the process is still riddled with malpractices €&, 2005)
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4.4.2 Respondents’ views on the competence of theeruitment panel

Figure 4.8: Respondents view on panel’'s competence
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The data in figure 4.8 indicates that majority lné respondents (42.31%) felt the
panel was fairly competent. However those who falbel was not adequately
competent complained of difficulty in their commaaiion which was sometimes
done in vernacular or in incomprehensible Swal@kinda (2004), faults the

competency of the BOG members.

4.4.3 Respondents’ views on whether the process sltbcontinue or not
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Figure 4.9: Respondents’ views on whether the pross should continue or

not.
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The data in figure 4.9 indicates that the majori88.84%) supported the
continued use of the system as long as complategeaency is used. Those who
objected complained of unfairness as the intervieee done at the same time

countrywide.
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4.4.4 Respondents’ views on category of school apérformance

Figure 4.10 Views if category of school affects wkmperformance

7

No

The results in figure 4.10 indicates that the majaf the respondents (88.46%)
didn’t find the category of school affecting theheol work performance. A few

said that single sex schools were a real challemggem.
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4.4.5 Respondents views on their preference to woetsewhere

Figure 4.11: Views on working in another school

ENo
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The results in figure 4.11 indicates that the majaf the respondents (53.84%)
preferred to continue working in the same statiime others felt that they could

be transferred to another station citing overwor#t &iustration.
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4.4.6 Respondents view on whether they came fromcll community of

recruiting school and if that affected the recruitment.

Figure 4.12 Do you come from local community?

No (19.23%)

The results in figure 4.12 indicates that majownfythe respondents (80.77%)
came from the local community and many were peigpriamown to the

panelists.
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Figure 4:13: Did this affect the recruitment?

B No

M Yes

The findings in figure 4.13 indicates that the nigyoof the respondents (61.54%)
didn’t find their locality affecting the process wcruitment. The others felt that
they may have benefitted as they had been asslieepositions by some BOM

members and the head teachers in whose schoolsvtrkgd under BOM.
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4.4.7 Respondents’ view on whether panelists dideir work affectively.

Table 4:23: Respondent’s views on whether panelistslid their work

effectively.
Frequenc Percentag
Effective 6 23.08%
Not effective 1¢ 61.54%
No respons ¢ 15.38%
Total 2¢ 100%

Table 4.23 indicates that the majority (61.54%dhaf respondents didn’t feel that
the panelists understood their duties as most @tijust kept quiet or asked
irrelevant questions and sometimes wandered away fine topic. Okinda (2004)

guestions the merit of the panellists in the pre@specially BOG members.

4.4.8 Respondents views on anything else differeiot be done on the process

Table 4.24 Views on anything else to be done

Frequenc Peicentage
Reduce BOM panel membe 2 7.6¢
Centralize the syste 9 34.62
Stagger the interview dat 5 19.2:
Train panel membel 6 23.0¢
No respons 4 15.3¢
Total 26 100%

The findings in table 4.24 show that the respotsléit that some intrinsic and

extrinsic factors need to be considered if the @sads to be more successful.
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Only 15.38% of the respondents didn't respondem®@i2005) recommends

proper sensitization of the panellists on the réTrent process.

4.4.9 Respondents’ other suggestions concerning thieocess.

Table 4.25: Other suggestions to improve the proces

Suggestion: Frequenc percentag:
Recruitment be done by TSC 8 30.7i
Follow up the proces 9 34.62
Do interviews in a common place 6 23.0¢
Re-evaluate the press 3 11.5¢
Total 26 100%

The findings in table 4.25 suggest that there iednfor a follow up process

(34.62%) as well as that the process be done by(B8C7%) itself.

4.4.10 Respondents’ views on the recruitment proces

The study sought to find out the views of the otteachers not yet recruited
through the decentralised recruitment process teuvarking as BOM teachers in
respective schools. Respondents were asked totlgare agreement or not on

specific statements.
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Table 4.25: Respondents view on recruitment process

SA A D S D U
1 Am comfortable in
my station 7.14% 3 1071% 10 3571% 5  17.85% 28.57%
2
2 Am satisfied as a
teacher
1 357% 7  25% 8  2857% 7  25% 17.85%
3 The recruitment 0 0% 2 714% 4 1428% 13  46.42% 32.14%
process is good
4 The process was fair 0
0% 2 714% 4 1428% 13 46.42% 32.14%

5 The grading system 5

. . 7.14% 9 3214% 7 25% 7
is appropriate

25%

7.14%

6 The panel
composition is 0 0% 4 14.28% 14  50% 6 21.42% 14.28%
satisfactory

7 There is need for
continued evaluation 17 60.71% 10 3571% O 0% 0 0% 3.57%

of the process

8 There are
malpracticesinthe 20 76.92% 6 21.42% 1 357% 1

process

3.57%

0%

Table 4.26 shows that the majority of the respotslgb3.56%) were not

comfortable in their current stations while 28.5%%ére satisfied as teachers

compared to 53.57% who were not. Only 7.14% betlete process was good

but 61.7% felt the process wasn't good. Similatisttes are evident for the

guestion on fairness of the process. 50% beliewe dghading system was

inappropriate compared to 39.28% who support th&tegy. 71.42% of the

respondents were dissatisfied with panel compasitizvhile 96.42%

recommended for continued evaluation of the proc@3%84% of the respondents
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believed that there were malpractices in the psacdssiago (2010) recommends

the incorporation of moral issues in the TSC gun.

4.4.11 Respondents’ views on the competence of tieeruitment panel

Figure 4.14: Respondents view on panel's competence
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The results in figure 4.14 indicates that majoafythe respondents (53.57%) felt
the panel was incompetent especially the BOM mesb#.43% however, felt

they were adequately competent to perform the itaocent exercise.

4.4.12 Respondents’ views on whether the procesoshd continue or not
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Figure 4.15: Respondents’ views on whether the press should continue or

not.
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The results in figure 4.15 indicates that the mgjd60.71%) of the respondents
did not support the process to continue as cugreathstituted. 39.29% supported
but recommended that professionalism should beagedrin the process. Asiago
(2010) recommends the training of the BOG to cojith the problem arising

from complaints and scepticism by interviewees.

4.4.13 Respondents’ views on category of school aperformance
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Figure 4.16 Views if category of school affects wkperformance
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The results in figure 4.16 indicates that majowfythe respondents (85.71%)

didn’t find the category of school affecting thehsol work performance. Those

saying yes attributed mixed schools to a lot camey and absenteeism.
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4.4.14 Respondents views on their preference to woelsewhere

Figure 4.17 Views on working in another school

H No
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The results in figure 4.17 indicates that the majaf the respondents (64.28%)
preferred to work in a different station. They ditfustration in their current
stations as well as poor pay. Loeb, Boyd and Wyick#®05), established that
most teachers seeking employed preferred theirl lao@as contrary to this

finding.

4.4.15 Respondents view on whether they came fromchl community of the

recruiting school and if that affected the recruitment.
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Figure 4.18 Do you come from local community?

The results in figure 4.18 indicates that majontythe respondents (78.57%)
came from the local community. This shows that tiveye within the knowledge
of the recruiting BOM members. Loeb, Boyd and Wy€K@005), established

that most teachers seeking employed preferred ltiet areas or homes.
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Figure 4.19: Did this affect the recruitment to theBOM?

The results in figure 4.19 indicates that the mgjasf the respondents (6071%)
agreed that they were particularly known by therbamembers and this may
have influenced their being employed as BOM teaclard especially being

promised that they would be considered when TS@uamred the vacancies.

4.4.16 Respondents’ view on whether panelists digir work affectively.

Table 4:27: Respondent’s views on whether panelistglid their work

effectively.
Frequenc Percentag
1. Effective 5 17.8¢
2. Not effective 2C 71.4:2
3. Norespons 3 10.72
4. Total 28 100.(
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Table 4.27 indicates that The majority of thepoeslents (71.42%) had the view
that the panelists were not effective in the prescafsrecruitment as candidates

with similar qualifications did not obtain similararks at all.

4.4.17 Respondents views on anything else differeiotbe done on the process

Table 4.28 View on anything else to be done

Frequenc Percentag

Yes No Yes No
1. Reduce BOM panel embers 16 12 57.1¢ 42.8¢€
2. Centralize the systel 22 6 78.51 21.4:
3. Stagger the interview dat 23 5 82.1¢ 17.8¢
4. Train panel membel 19 9 67.8¢ 32.1¢

The findings in table 4.28 reveal that panel mendee (57.14%), centralizing
the system (78.57%) staggering the interview dé82s14%) and training panel
members (67.85%) factors which need to be congidérthe process is to be

more successful.

4.4.18 Respondent’s other suggestions concerningtprocess.

Table 4.29: Other suggestions to improve the procges

Frequenc  ercentage

1. Recruitment be done by T 15 53.5i
2. Follow up the proce: 4 14.2¢
3. Do interviews in a common plg 2 7.14
4, Re-evaluate the proce 7 25.C
Total 28 100.(
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The findings in table 4.29 indicates that the mgjasf the respondents (53.57%)
prefer the process to be done by the TSC which pleegeive as more objective,
gualified and best placed.

4.4.19 Respondents views on the recruitment process

The head teachers were asked to respond on theirdé agreement to specific

statements as indicated below.

Table 4.30: Respondents views on recruitment proces

Question SA A D SD U
1 The required teacherll 39.28% 10 35.71% 3 10.71% 2 7.14% 2 7.14%

was recruited

2 The best candidate4 14.28% 7 25.0% 12 4285% 4 1428% 1 3.57%
was recruited

3 Decentralized teacher® 32.14% 11 39.28% 8 2857% 0 0.0% 0 0.0%

recruitment is
appropriate

4 The process is a4 14.28% 8 2857% 13 4642% 3 1071% 0 0.0%
success

The findings in table 4.30 indicates that while99% agree that the required
teacher was recruited, a mere 39.28% confirm that lhest candidate was
recruited. This implies that they needed a morerags exercise to obtain a
candidate of excellent credentials. On appropregerof decentralization, 71.42%
agree to it while only 42.85% rate the process &ess. It is therefore evident

that the head teachers find the process wanting iandeed of reforms or
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evaluation. It is also possible that there are sarherent qualities in a teacher
that they wanted and may not have been capturéteiguidelines. Chelal (2007)

points out that BOG members had vested intere$ieimecruiting of candidates.

4.4.20 Respondents’ views on difficulties in lookm for a teacher using

decentralized system.

Table 4.31: Respondent’s views on difficulties ofobking for teachers using

decentralized system.

Frequenc Percentag
1. Same year of graduation teach
2. Lateness by teachers durin interview 3 10.7z
date
3. Issues of incompetence of teach 8 28.5¢
4.  No responsi 5 17.8¢
Total 28 100.(

From the findings in table 4.31, the panellistaind that teachers who graduated
during the same year (42.85%) attracted almostlasinmarks except for

discretional awarding of marks which varied frommier to member. Some
teachers were also found to be lacking in theirteanarea (28.5(%) hence
putting to question of their training into perspeet Some teachers arrived late

(10.72%) to the interview venue and others evenddue interview over.
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4.4.21 Respondent’s opinions on the whole process

Table 4.32: Respondents opinions on whole process

Frequenc Percentac
Fair proces: 12 42.85
Unfair proces: 16 57.1i
No responsi 0 0.C
Total 28 100.(

Table 4.32 reveals that the majority of the heagdhers (57.17%) believe that the
process is unfair. Most head teachers find the geégraduation impeding on the
acquisition of extremely competent teachers wholavaeliver the school goals
to fruition. Asiago (2010) recommends further reskaon the perceptions of

unsuccessful applicants in the process of recruitrizebe incorporated.

4.4.22 Respondents views if the panel was adequgtetompetent for

interview

Table 4.33: Respondent’s view on competence of pane

Frequency Percentage
Competent 22 78.57
Incompetent 6 21.43
Total 28 100.0
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Table 4.33 indicates that the majority (78.57%)idwe that the panel was
adequately competent to conduct the interview. Sbeaels however believe that

the BOM members need more exposure in dealingtivéhiecruitment process.

4.4.23 Respondents viewed on cases of unfairness

Table 4.34: Respondents views on cases of unfairees influence

Frequenc Percentag
1.Preference by BOM to specil 10 35.72
2.Tribalism 7 25.C
3.Gender preferenc 7 25.C
4.Predetermination of candidat 4 14.2¢
Total 28 100.(

The data in table 4.34 indicates that there wer®usa categories of influence or
unfairness witnessed in the process. Majority & thspondents preferred a
candidate (35.71%) from their own community (tribiad) (25%) and who should
be male (25%) even where female panelists did niteniiews. The Worl Bank
working Paper No. 99 decries the high attritiorieshale teachers. This may have

influenced the subtle preference of male candidates

4.4.24 Respondents views on the recruitment process

The Board of management chairs and members wereiredqto provide

information on specific areas as follows.
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Table 4.35: Respondents views on the recruitment pcess

SA A D SD U

1 The process is22 21.78% 16 1584% 43 4257% 18 17.82% 2 1.98%

good

2 The teachers 3 297% 21 20.79% 58 57.43% 12 11.88% 7 6.93%
recruited are
the best

3 The guidelines 16 1584% 14 13.86% 61 60.39% 5 495% 5 4.95%
are easy to
follow and
implement

4 The panel is all 72 71.28% 11 1089% 12 1188% 2 1.98% 4 3.96%

inclusive

The data in table 4.35 indicates a small fractiBi.§2%) rate the process a
success while 79.31% disagree that the best teach® recruited. A further
65.34% do not think the guidelines were expresablyedo follow while a large
number of 82.17% stating the panel was all inckigspecially in the presence of
at least a female in all the BOMs. Danida, 201licakgs that women remain

under-represented in educational leadership ifRépublic of Uganda.
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4.4.25 Respondent’s views on how decentralized systs have served the

school

Figure 4.20: Respondents views on how decentralizeystem has served the

school

m Served School well
m Not served school needs

M Noresponse

The data in figure 4.20 indicates that the majoatythe respondents (47.2%)
believe the system has helped them acquire thehdemcthey wanted. A

substantial group (23.76%) didn’t respond to thisgtion.

4.4.26 Respondents views on complaints of tribalisnpolitical influence,

nepotisms, clannism or bribery
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Table 4.36: Complaints related to tribalism, politcal influence, nepotism,

clannism etc
Frequenc Percentag
Complaints reporte 68 67.32
No complaints reporte 22 21.7¢
No response 11 10.8¢
Total 101 100.(

The results in table 4.36 indicate that the mgjasf the respondents (67.32%)
received complaints about the stated aspects.pthgsa dent to the process. It is
clear that the process requires re-evaluation amgtavement. Chege (2009)
faults the process that the process had allowedgtitgance and malpractices of

the BOG to lead to poor performances in the distunder study.

4.4.27 Respondents suggestions on how to improve ttecruitment process

Table 4.37: Suggestions on how to improve the proge

Frequenc Percentac
1. Retain current statt 24 23.76
2. TSC to interven: 22 21.7¢
3. Involve only 21 20.79
4, Train the panelist 18 17.8:2
5. Centralize 9 8.91
6. No responst 7 6.9¢
Total 101 100.(
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The findings in table 4.37 indicate that responsl@3.76% wanted the current
status of interview to be maintained as they weilly finvolved in getting the

teachers. While 21.78%, suggest that TSC intesrghey also want more
training of the panellists (17.82%) to enable thelspense their duties

expediently.

4.4.28 Analysis on the Sub County Education Directts views

The sub-county director of education was also u&red on some particular

areas as indicated in table 4.38.

Table 4.38: Respondent's views on the process

Opinion Suggestion
Adherence to TSCThere was strict Need to check the scoring of
guidelines adherence area of co-curricular and
talents
Training of BOM Inductions  done  onA proper training be initiated
interview date
Distribution of There is unevenMore teachers need to be
teachers distribution recruited and retained
Complaints Complaints had beeifithe TSC should have an
raised immediate mechanism to

investigate and handle
complaints promptly
Challenges faced There were challenges Af more rigorous process
predetermination of should be initiated
candidates

Pool interviews for schools in
Some candidates wer@ geographical area can be
late done
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It was established that the sub county directar Warked in current station for
three years. He opined that most of the panel mesvgigctly followed the TSC
guidelines except a challenge on scoring 5 marksponts and willingness to take
instructions. He further explained that there’scheetrain BOM members on the
various issues about recruitment and other managemsues. The findings
reveal that there are still very serious unevetridigions of teachers in various
schools. Others are attributed to promotions artdrakattrition. He explained
that many complaints have been raised concerniagpthcess especially with
regard to tribalism, nepotism and predeterminatbdncandidates. He further
stated that most applicants apply to be intervieweschools near the roads and
shopping centres compared to those in far flungsar€he challenges he pointed
out include BOM members who follow cues from heaalchers or BOM chairs
on predetermination of candidates. Also there vaschallenge of accessibility
by interviewees to the various centres of intervi®anida , 2011 confirms that

most teachers don't like teaching in rural or fanfj areas.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction
This chapter focuses on the summary of the stuoiygclasions and

recommendations and suggestions for further relsearc

5.2 Summary of the study

The purpose of this study was to investigate factofluencing the effectiveness

of decentralised recruitment of teachers in pubkcondary schools in Nandi

south district, Kenya. To achieve this the studygtt to exhaustively establish

the strengths and weaknesses of the system assva#lve into the malpractices
that dent the image of the process. Since the datiead system has been used
for relatively a shorter time compared to the caited system, the study sought
to compare the two with a view to providing methocsuld improve its

implementation.

The study was hinged on four major objectives. Thaye the location of a
school, the gender of the recruiting panellists,alherence to the TSC guidelines
and the level of education of the recruiting pastlin the effectiveness of the

recruitment of teachers in public secondary schobdlandi South District,
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Kenya. The objectives were met. While many appteanrned up for interviews
in schools along the main road, lateness and felcants characterised those in
far flung areas. Many of the BOM panellists werderand more male teachers
were recruited. Majority of the BOM members indezhta challenge of
uniformity in allocation of marks for some sectiarfsthe guidelines. Majority of
the respondents felt that there should have bepecific educational background

for the BOM panellists.

The literature review examined the concept of dzaeéped recruitment as well

as the location, gender of panellists, educatiorthef panellists and panellists
conformity to TSC guidelines helped in the formigat of a conceptual

framework. The framework showed that a successftriuitment exercise is one
where the panellists act professionally duringpbefaind after the interviews. The
study employed descriptive survey. The target patpr for the study consisted
of teachers recruited by selection panels, otreshters not recruited through the
process, head teachers, BOM members and the sulbyodivector of education

who have participated in teacher recruitment eserai the 47 public secondary
schools in Nandi South District under the time bfstresearch. Research
instrument used in this study were questionnal@emntitative data was analyzed
using Statistical Package for Social Sciences ($PS8fl the results were

presented using frequency tables, pie charts, fzgrthg and percentages to make
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meaningful conclusions.

5.3 The findings of the study

The following are the research findings of the gtullajority of the recruited
teachers were comfortable in their current statidie panel composition had at
least gender sensitivity except that all the BOMihwere male. Lateness and
few applicants characterized the interviews in flang areas of the district.
Majority of the candidates recruited came fromltfeal community. Some BOM

members did not find the TSC guidelines very eadplitow and implement.

Most of the BOM members had a certificate and vesrgaged in some form of
business or farming. Some candidates recruitedigiréhe system denounced the
process and recommended for centralization. Comiglaif tribalism, nepotism,

predetermination of candidates and clannism weyerted.

Majority of the BOM members lauded the processhas which involved key
stakeholders and therefore commendable. Majorityhef candidates recruited

were male.

5.4 Conclusions

From the research findings, it can be deduceditieaé are some factors that
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affect the effectiveness of decentralized recruitiref teachers in Nandi South
District. The study found out that the effectivemes$ decentralized recruitment is
positively affected by the representative gendgyaofellists. All the panels had at
least a female panelist. The proper training amtligtion of BOM members on
the TSC guidelines as well as insistence on matalgrity and professionalism
was found to be lacking in varying degrees. Thelewac qualifications on all the
BOM members therefore needed harmonisation. Tidysalso concluded that
the location of some schools was an impedimentaiesparent recruitment.The
study also concluded that the effectiveness of téwcher recruitment was
negatively affected by malpractices such as of tewo tribalism,

predetermination of candidates, gender prefereandsclannism. It is therefore
important to include moral integrity issues on tieet of panellists to make the

process very transparent.

55 Recommendations

In light of the findings of the study, the followg recommendations were made:

The BOM members should undertake personnel managecoerses and also
training on recruitment. Only the BOM members wéthleast a diploma and a
relevant course for personnel management and withvep integrity and

professionalism should be engaged to do the recenit.
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Schools from far flung areas should be allowed ¢otlle interviews for an
extended period. They should also be allowed topdol interviews where
candidates from various schools congregate in enge and be interviewed. The
TSC guidelines must be designed to be absolutglctibe and leave no space
for subjective awarding of marks as the case iseatly. The responses should be

definite and same.

Political and religious interferences must neverdtewed in the recruitment
process. TSC should handle the complaints raisddnahe month of launching,
even if the complaints are verbal. The BOM musistefrom malpractices of
tribalism, clannism, predetermination of candidatesd gender preferences.
Mechanisms of accountability for interferences s$tidoe developed by TSC.
Schools and BOM members should motivate recruitssthers to continue

teaching in their stations.

5.6  Suggestions for further research

The delimitation of the study calls for the reptioa of the study across all sub-
counties in the county to find out the realitiedlué specific areas. Also, research
on training opportunities the recruiting panels esally the BOM on the

recruitment process
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APPENDIX |
LETTER OF INTRODUCTION

Fredrick Kipchirchir Misoi

Department of Educational Administration and Plagni
University of Nairobi

P.O. Box 30197

Nairobi

22/06/2015

Dear Sir/Madam,

RE: PARTICIPATION IN RESEARCH

| am a Master of Education student at the UniversitNairobi, Department of
Administration and Planning. | am carrying out aga@ch on the topitFactors
influencing the effectiveness of decentralised regitment of teachers in
public secondary schools in Nandi South District.”

I am kindly requesting to be allowed to undertadke $tudy in your school. The
information received will be for the purpose of ttedy. The confidentiality of
the respondents will be highly appreciated.

Thank you.

Yours faithfully,

Fredrick Kipchirchir Misoi
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APPENDIX II

QUESTIONNAIRE FOR TEACHERS

The purpose of the study is to find out the Facimitsencing the effectiveness of
decentralised recruitment of teachers in publiosdary school in Nandi South
District. Please complete the questionnaire ase$tbn and as effectively as
possible. Tick or fill gaps appropriately. Do matite your name.

Part A Demographic information
1. What is the category of your school? Boys only][ Girls only [ ] Mixed[ ]
2. What is your gender ? Male [ ] Female 11
3. What is your age bracket? Below 30 [ ] Betwe@nahd 35 [ ]
Between 36 and 40 [ ] Above 40 [ ]

4. What is your highest professional academic qualiion?

a) MED [ 1 b BED [ ]

c ) Untrained graduate [ 1 d Dip [ ]

e) Any other (specify)

5. Which year did you graduate?

6. How many years have you worked since recruitment?
7. What are your teaching subjects?
8
Y

Have you attended another / other interview (sdtaethis recruitment?

es [ ]No [ ]If yes how many and wa@r
Part B The recruitment process
Guide
SA - Strongly Agree A - Agree D - Disagree
SD - Strongly Disagree U - Undecided
No | Question SA A D SD U
1 Am comfortable in my station
2 Am satisfied as a teacher
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The recruitment process is good

The process was fair

The grading system is appropriate

The panel composition is satisfactory

N oo MW

There’s need for continued evaluation of the
process

There are malpractices in the process

Part C The Panel and the recruitment process

1.

2.

What is your view about the competence of the i&oent
panel?
Do you think the recruitment process should codtit be used in Kenya?
Yes [ JNo [ ] Explain
Does the category of your school affect your waekf@grmance? Explain.

Yes[ ] No[ ] Explain

Would you prefer to work in another station? Yes] No [ ] Why?

Do you come from the local community where you waeuited? Yes [ |
No [ ] Do you think the recruitment was influeacby this? Yes [ ]
No [ ] Explain
In your own suggestions, should anything diffeftemtdone in the recruitment
process?
Do you think the panellists did their work effeely? Yes[ ] No [ ]
Explain
Make any other suggestions on the overall recentrprocess.
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APPENDIX 1l

QUESTIONNAIRE FOR HEAD TEACHERS

The purpose of the study is to find out the factofisiencing the effectiveness of
decentralised recruitment of public secondary scheachers in Nandi South
District.”. Please complete the questionnaire aseltly and as effectively as
possible. Tick or fill gaps appropriately. Do matite your name.

Part A Demographic information
1. What is the category of your school? Boys only][ Girlsonly [ ] Mixed[ ]
2. What is your gender ? Male [ ] Female 11
3. What is your age bracket? Below 30 [ ] Betwe@nahd 35 [ ]
Between 36 and 40 [ ] Above 40 [ ]

4. What is your highest professional academic qualifon?

a) MED [ ] b) BED [ ]c) Untrained  graate

[ ]
d) Dip [ 1 e)Anyother (specify)

5. How many teachers have you recruited to theeatistation?

Part B The recruitment process
Guide.
SA - Strongly Agree A - Agree D - Disagree
SD - Strongly Disagree U - Undecided
NO | Question SA A D SD U
1 The required teacher was recruited
2 The best candidate was recruited
3 Decentralized teacher recruitment |is
appropriate
4 The process is a success
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Part C Opinions on the recruitment process

1. Explain if there were any difficulties in lookingrfa teacher using the
decentralized system.

2. What is/ are your opinions on the whole processes?

3. Was the panel adequately competent to conduct the
recruitment?

4. Explain any cases of unfairness or influence tloat mmay have withessed

in the recruitment.
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APPENDIX IV

QUESTIONNAIRE FOR BOARD OF MANAGEMENT CHAIR/MEMBER

The purpose of the study is to find out the Facimitsencing the effectiveness of
decentralised recruitment of public secondary stcheachers in Nandi South
District. Please complete the questionnaire ase$tbn and as effectively as
possible. Tick or fill gaps appropriately. Do matite your name.

Part A Demographic information

1. What is your school category? Boysonly[ Girlsonly] ] Mixed[ ]

2. What is your gender? Male[ ] Female[ ]

3. What is your age bracket? Below 30 [ ] Betwé&eaBd35 [ ]
Between 36 and 40 [ ] Above 40 [ ]

4. What is your current professional / job?

5. How many years have you served as BOG chair or raermbthe current

school?
6. Have you been a BOM member / chair in another dehibges, how many?

Part B The recruitment process
Guide.
SA - Strongly Agree A - Agree D - Disagree
SD - Strongly Disagree U - Undecided
NO | Question SA A D SD U
1 The process is good
The teachers recruited are the best
3 The guidelines are easy to follow anpd
implement
4 The panel is all inclusive
Part C Opinions on the recruitment process
1. How has the decentralized process served your Bthoo
2. Do you think complaints about political influendgibalism, nepotism,

clannism or bribery and others affect the recruitthe Comment.

3. What suggestion(s) do you make so as to improve pghecess?
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APPENDIX V

INTERVIEW SCHEDULE FOR THE

SUB COUNTY DIRECTOR OF EDUCATION

The purpose of the study is to find out the factoflsiencing the effectiveness of
decentralized recruitment of public secondary stheachers in Nandi South
District, Kenya.

Part A Demographic information

1. What is your gender Male [ ] Female [ ]

2. How old are you? Below 30 [ ] Between30&8bd [ ]

Between 36 and40 [ ] Above 40 [ ]
Part B The recruitment process
1. How long have you served as sub county directoedcation in the

current district?
2. What would you say is the level of conformity T&C by the panel
members in the recruitment process?

3. Have you trained the BOM on the recruitment issiés®[ | No [ ] If
no, do you have a programme to do so?

4. Has the recruitment process addressed the prodlemewen distribution

of teachers? Yes [ | No [ ] Explain

5. Are the compositions of panellists in your distrigénder sensitive?
Yes[ ] No[ ] Explain

6. Have unsuccessful applicants raised complaints eramyg the

recruitment process in your district? No [ ] Ye$ Explain

7. Does the location of schools affect the way carndglaapply for the

vacancies? Explain

8. What challenges do you face in the recruitment g¢sse

9. Do you find the system appropriate to address hwetage of teachers?

Yes [ ] No [ ]Explain
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APPENDIX VI

THIS IS TO CERTIFY THAT:

MR. FREDRICK KIPCHIRCHIR MISOI
of UNIVERSITY OF NAIROBI, 0-30301
NANDI HILLS,has been permitted to
conduct research in Nandi County

on the topic: FACTORS INFLUENCING
THE EFFECTIVENESS OF DECENTRALISED
RECRUITMENT OF TEACHERS IN PUBLIC
SECONDARY SCHOOLS IN NANDI SOUTH
DISTRICT, KENYA

for the period ending:
11th December, 2015

St Y

Applicant's
Signature

Date Of Issue : 24th July,
Fee Recieved :Ksh 1,000

Permit No : NACOSTI/P/15/6593/7582
2015

/ﬂ‘mrector General

National Commission for Science,

Technoloav & Innovation

CONDITIONS

1. You must report to the County Commissioner and
the County Education 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 be interviewed
without prior appointment.

3. No questionnaire will be used unless it has been
approved.

4. Excavation, filming and collection of biological
specimens are subject to further permission from
the relevant Government Ministries.

5. You are required to submit at least two(2) hard
copies and one(1) soft copy of your final report.

6. The Government of Kenya reserves the right to
modify the conditions of this permit including
its cancellation without noticeaptaues.
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APPENDIX VII

NACOSTI

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

24" July 2015
NACOSTI/P/15/6593/7582

Fredrick Kipchirchir Misoi
University of Nairobi

P.O. Box 30197-00100
NAIROBIL

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out research on “Factors
influencing the effectiveness of decentralised recruitment of teachers in
public secondary schools in Nandi South District, Kenya,” 1 am pleased to
inform you that you have been authorized to undertake research in Nandi
County for a period ending 11" December, 2015.

You are advised to report to the County Commissioner and the County
Director of Education, Nandi 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.

e ST
SAID HUSSEIN
FOR: DIRECTOR-GENERAL/CEO

Copy to:

The County Commissioner
Nandi County.

The County Director of Education
Nandi County.

97



