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ABSTRACT

The purpose of this study was to investigate th#uence of Board of
management motivational practices on teacher'shtiete in public secondary
schools in Athi River Sub County Athi, Kenya. Theidy objectives were; to
determine the influence of monetary incentives, -mammetary incentives,
influence of work schedule flexibility and the inéince of career development
prospects on teachers’ retention. The study emglayecorrelation research
design. A correlation study determines whether ot two variables have a
relationship or influence each other. This meansttoly whether an increase or
decrease in one variable corresponds to an increaskecrease in the other
variable. Correlation design was suitable for thisdy because it enabled the
researcher to determine the influence of Board a@hdyement motivational
practices on teachers’ retention in public secondahools. The target population
for the study was 13 public secondary schools ihi &iver Sub County. The
study, therefore, targeted a population of 260Heexc and 221 BOM members
given that each school has an average of 17 BOM.riain instruments for the
study were questionnaires that were administeredeéwhers and Board of
Management. Panel of experts in the education fieédle used to ascertain
instrument validity. The Statistical Package forci@bSciences (SPSS) software
version 20.0 was used to carry data analysis. Theysproduced descriptive
statistics in form of cross tabulation tables tta@bcorrelation between variables.
The findings revealed that teachers in Athi rivecandary schools are not well
motivated thus there is high staff turnover. Resfiftdings showed that teachers
are not given monitory incentives for extra workyhdo, low provision of non-
monetary incentives, inflexible working scheduledalittle room for career
development make teachers unmotivated which leatbwo rate of teachers’
retention. Results further showed that, provisibmonetary incentives (r=79.08,
p=0.000), non-monetary incentives (r=73.7, p=0.0G@xible working hours
(r=87.58, p=0.000) and room for career developmfmiB86.67, p=0.000)
influenced teachers’ retention and were statisdticgipnificant supported by chi
square and p values indicated. The study recommératsBOM should be
trained on management skills in order for them talarstand the benefits of
employee’s motivational practices, this will help minimize high rate of staff
turnover in Athi River public secondary schoolseWtudy also recommends that
the BOM should tailor motivational practices thait $eachers to make them feel
recognized and appreciated. These initiatives mvdke them remain in service.
There is need for further research on other matiaat practices that influence
teachers’ retention other than the four identifiethis research.



CHAPTER ONE
INTRODUCTION
1.1 Background to the study

All institutions have goals and objectives to acpbsh and this defines their
reason for existence. Effective management in thesttutions is a necessary
tool in improving an enabling working environmentwhich all workers work
together as a team and as individuals towards te®naplishment of the
organizatiors set goals (Das & Baruah, 2013). Therefore, reicogn and
understanding how and why employees are motivades central point for every

organization (Maicibi, 2003).

In schools, teachers and pupils are always ondbk but to gain fame, to be
praised, to be promoted or even to gain materighrds from their supervisor,
parents, guardians and teachers (Michel, 2015). rElverse may mean low
morale in performance or even abandoning the &gtiAkyeampong, 2007).
Motivating the staff is a necessary tool at thekyalace for it incites, influences
onés actions and behaviors towards the intended degmals and depending on
how they are motivated, determines the efforts ithaierted at a particular time,

situation and needs of individuals (Dessler, 2003).

Employee retention is the ability of an organizatto retain its employees (Das

& Baruah, 2013).



According to Kageha (2008) and Orina (2008) empogetention refers to the
function within an institution that focuses on mvating, orientation, training of
teachers and providing direction for the teachdns work in the institution that
will enhance job satisfaction. Monetary incentivea® the bedrock of today's
employee motivation and change management prog(dichel, 2015). The

logic is simple and straightforward: change the atary incentives and the

desired behavior will occur.

According to Johnson, Kraft and Papay, (2012) nametary incentives include
praises and appreciation, promotion, recognitiod approval by parents, the
general public and ministry of education. It isieetéd that when a teacher is
given such motivation, the performance is influehpesitively and thus to their
retention (Ayiorwoth, 2008). Paying attention toetlcareer development of
employed people will enable employees realize thdir potentials and make

them aware of learning, work, civic and leisure appnities, career guidance
helps to build confidence and empower individudfark schedule flexibility is a

very important phenomenon that is of great contewarious employees in both
private and public sector. It goes beyond priantizthe work role and one’s
personal life. It also affects the social, psychatal, economical and mental well

being of the individual (Michel, 2015).

In Sub Sahara African countries, teacher motivataepends critically on
effective management at school level. If systent structure set up to manage
and support teachers are dysfunctional, teacherdikaly to lose their sense of
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professional responsibility and commitment (Akyeamg, 2007). In Zambia, the
Ministry of Education (MOE) accords little attentido educational management
and instead focuses more on teacher training awodigoon of educational
infrastructure. As a result the education manage&rsbit heavy deficiencies in

managerial skills of motivation (Lungwangwa, 1995).

In Kenya, the issue of teacher motivation and ifeces on retention has been
experienced for quite some time now. Teachers atemotivated to work. This is
mainly because the terms of service are poor comdpsw other workers in the
working industry. This forces highly qualified téees to move elsewhere looking
for 'greener' pastures. Additionally, lack of feadk on how best they are working

makes them not encouraged to work harder (Blacki8iam, 1998).

Kenyan teachers have been demoralized by the Gmesit's policy intervention
(Kasirye, 2009). In secondary schools, ranking otiwators has been done around
the eight factors namely remuneration, the worlelfitsworking conditions and
environment, job security, school leadership andpesusion, promotion,
interpersonal relations and recognition (Smith,8)9t Athi River Sub County there
has high a tendency of teachers leaving their forsohools to schools in other sub
counties (MoE, 2015). This has prompted the studyth® investigation of the
influence of Board of Management motivational pi@et on teachers retention in
public secondary schools in Athi River Sub Coumfligchakos County, Kenya.
The table below shows the number of teachers whoesged for transfer for the

last three years.



Table 1.1: Transfers requests by teachers

Sub County 2013 2014 2015
Athi  River  Sub 13 17 22
County

Matungulu Sub 5 2 3
County

Kathiani Sub County 0 2 1

Source: MoE Report, (2015).
1.2 Statement of the problem

Majority of schools in Kenya have resorted to ugiient motivational practices
to influence teacher and improve on their perforoeafKageha & Orina 2008).
Despite the possible strategies (such as staffgretton, shared leadership
strategies, staff development, support, and promhrction of new teachers, and
feedback or supportive teacher evaluation, lettefrsrecommendation and
promotions) put in place by the administrators irdes to increase the
performance of teachers in public secondary schiooAthi River Sub-County,

there has been a poor retention of teachers (Mg®mRe015).

Concern for Athi River Sub-County public secondseiiools was that there was a
declining test scores and escalating poor acadamitc teachetsperformance.
Available official records from the County Educatidirector indicate that
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teachers have gone to agricultural and retail lBssies strategies for a better
living, (CED, 2014). Therefore, there was need #ryc out a research on
influence of motivational practices on teachersengon in public secondary

schools in Athi river Sub County.
1.3 Purpose of the study

The purpose of this study was to investigate th#uence of Board of
Management motivational practices on teachers'ntete in public secondary

schools in Athi River Sub County, Machakos CouKignya.
1.4 Research objectives
The specific objectives of the study are;

I.  To determine the influence of monetary incentivestioe retention of
teachers in public secondary school in Athi RiSab County.

li.  To establish the influence of non monetary incexgion the retention of
teachers in public secondary school in Athi RiSab County.

iii.  To establish the influence of work schedule fleiypion the retention of
teachers in public secondary school in Athi RiSab County.

iv.  To examine the influence of career developmentgacts on the retention

of teachers in public secondary school in AthigRiSub County.



1.5 Research hypotheses

There is no significant relationship between mornetacentives and the
retention of teachers in public secondary schoolAthi River Sub
County.

There is no significant relationship between nomatary incentives and
the retention of teachers in public secondarystin Athi River Sub
County.

There is no significant relationship between Warkeslule flexibility and
the retention of teachers in public secondarystcin Athi River Sub
County.

There is no significant relationship between caderelopment practices
and the retention of teachers in public secondanpa in Athi River Sub

County.

1.6 Significance of the study

The findings of this research may provide informatfor schools’ BoMs and the

Ministry of Education on the best motivational stges that could be employed

to make teachers better performers of their funcéind retained in their schools.

The findings may also be a useful source of dathendence for research in

teacher reward and motivation. It may also be acsoof useful information to

Kenya Education Management Institutes (KEMI) foresgthening their

education managers’ training programs. The study b used as a lead for

carrying out similar studies in other countiesdomparison.
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1.7 Limitation of the study

The research was limited by a number of constraants$ this may include the
bureaucracy involved at schools management foroaatition to access their
information. The bureaucracy involved at school agggment was solved by
acquiring a letter of introduction from the univiéys This eased access to the

institutions.

Another limitation is that the respondents were llmg to answer the questions
or may give untruthful answers due to fear of wnization. The researcher
alleviated this by assuring them of the confiddityiaf their identity and the use

to which their answers would be put, which wouldteresearch only.
1.8 Delimitation of the study

The study focused only on public secondary schwolsthi River Sub County,
Machakos County, Kenya. The respondents were thd teachers and Board of

Managements members.
1.9 Basic assumption of the study
The study was carried out with the following asstions

I.  The respondents honestly answered the questiosnaire
ii.  Every public secondary school in Athi River Sub @tyuhas established a
BoM to manage the school.
iii.  The BoMs motivates teachers for better performaridbe teaching function

and their retention.



1.10 Definition of significant terms
The following are the definitions of significantmes;

Board of Managementrefers to the body appointed by the County EdunaBoard

to manage the day-to-day running of a public seagnsgchool.

Career development practicesrefer to sense of purpose and direction which
includes ideas of progression and development hotwork and at a personal
level. In this way, it embraces ideas about lifgldearning as well as skill

development.

A monetary incentive isa money-based reward given when a teacher meets or

exceeds expectations. This is measured using #opady level of incentives.

Motivational practices refer the alignment of the teacher’s willingnessveland
desire to teach, with a reward that will keep tleacher committed to the
achievement of the educational goals of the schMotivational practices include

monetary and non monetary incentives.

Non monetary incentivesrefer to compensation given to teachers whiobsdo

not involve cash. These include recognition, praomytpraises and recognition.

Teachers’ retentionrefers to the function within an institution thaictises on
motivating, orientation training of teachers andwding direction for the

teachers who work in the institution that will enha job satisfaction.



Work environment refers to everything that forms part of employees’
involvement with the work itself, such as the nelaship with co-workers and

supervisors, organizational culture, room for peed@evelopment.
1.11 Organization of the study

This study was organized into five chapters. Chapte included background of
the study, statement of the problem, purpose ofrédsearch work, research
objectives, research hypotheses, significance ¢ study, limitations,

delimitation, assumptions of the study and defomtiof terms. Chapter two
included: concept of board of management; BoMs vatibnal practices which

will include monetary incentives, non monetary meées, work environment and
career development practices; summary of the tilea theoretical review and

conceptual framework.

Chapter three discussed the research designatyet tpopulation of the study,
sample size and sampling procedure, research metrs, instrument validity
instrument reliability, data collection procedurdata analysis method and ethical
consideration. Chapter four focus on data analysiesentation of results and
discussions of the findings. Lastly chapter fivealve summary of the findings,

conclusions, recommendations and suggestion ftrduareas of study.



CHAPTER TWO

REVIEW OF RELATED LITERATURE

2.1 Introduction

This chapter discusses concept of motivation, navgehcentives, non monetary
incentives, Work schedule flexibility, career deahent and teachers’ retention
in public secondary schools, summary of the liteettheoretical framework and

conceptual framework.

2.2 Concept of motivation and employee retention

Different scholars define the term motivation diffietly. According to Graham
and Bennett (1998), employee motivation consistalbthe drives, forces, and
influences, conscious or unconscious that causesrtiployee to want to achieve
certain aims. Bagraim (2003) defines motivatiorttes force within individuals
that arouses, directs and sustains behaviour. BEa84) agrees with Bagraim
(2003) in defining work motivation as the psychodad processes that influence

individual behavior with respect to the attainmehivorkplace goals and tasks.

Board of Management (BOM) in a school needs to ipuplace appropriate
motivational practice such as staff recognitiorarsd leadership strategies, staff
development, support, and proper induction of neachers, and feedback or
supportive teacher evaluation, letters of recomraBod, promotions and
sometimes monetary incentives. These motivationattiges enable the teacher

to achieve meaningful performance (Akyeampong, 2007
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2.3 Monetary incentives and teachers’ retention

Guajardo (2011) argues that money alone cannotvatetworkers sustainably to
continue performing at their best. Teacher motoratstrategies should include
other components such as recognition and profesispyastige, opportunities for
professional growth and accomplishment, and meshanfor feedback and input
into decision making. Also needed are strong ackedwiity and guidance,

effective management and transparent policies, suificient materials and

infrastructure. School board of managements shilndcefore look at the concept
of provision of incentives as a way of triggeringdamaintaining teacher

motivation.

According to Vegas and Umansky (2005), monetaryentiges have direct

implications on teachers’ characteristics and behayv However it is less clear

how monetary incentives work and under what coodgithey create the type of
changes desired. The design of teacher monetamntive schemes varies
enormously. Individual merit pay rewards teachexsell on particular outcomes
or behaviours, such as improvements in studentsteses. Group performance-
based incentives reward a group of teachers otdkes of some measure(s) of

group performance.

Njanja, Maina, Kibet and Kageni (2013) observe ttmahpanies use cash bonuses
to reward their employees’ performance during tearyunder appraisal and thus
increase their contribution to the company’s prasity. Money, according to

Taylor's Scientific Management theory is the kegtéa in motivating workers to

11



achieve greater productivity. Money possessesfgignt motivating power since
it symbolizes intangible goals like security, powerestige and a feeling of
success. It can attract, retain and motivate iddais towards higher

performance.

2.4 Non monetary incentives and teachers’ retention

According to Johnson, Kraft and Papay, (2012) nemetary incentives are non-
financial benefits including among others statob, $ecurity, praise, opportunity
for growth and recognition in the society. The eoyekes do not always run after
money as it cannot satisfy all their needs. Thegtwa satisfy their egoistic needs
and achieve something in their lives. Monetary imises have to be coupled with
various non-monetary incentives like free housingg water, free electricity and
fringe benefits. Therefore, it is recommended that government should make
sure teachers are provided with higher salariegetber with many other

incentives so as offset other de-motivating facliesjob insecurity.

Ayiorwoth, (2008) conducted a study on non-monetawards and teacher-
retention in private secondary schools in Wakisetiit in Uganda. The study
particularly sought to determine the effects of oggation, training and

development and fringe benefits on teacher-retentith a view to raising

teacher-retention rates in private secondary sshimolJganda as a whole. The
study established that adequate and regular rettmgwif teachers’ achievements,
provision of training and development opportuniteesd adequate provision of

fringe benefits raise the retention rates of pavaecondary schools although

12



these non-monetary rewards are inadequate in prigatondary schools in
Wakiso District. It recommends that managers o¥gie secondary schools in
Uganda should maximize the use of recognition egiaes, training and
development and fringe benefits to improve teachpesformance, enhance

motivation and consequently raise teacher-retemtites

Gross and Friedman (2004) mentioned that a totatkgge includes
compensation, benefits and careers. Hu, Hsu LeeCing (2007) pointed that
reward includes monetary (salary, bonuses) and nmmetary incentives
(participation in decision-making, public recogoit), is a key exchange resource
that employers use to support their differentiatadremployees. Non-monetary
recognition can be very motivating, helping to Huiéelings of confidence and
satisfaction. Another important goal is increasedpleyee retention. Jimenez
(1999) reports on retention research identifiedsiant employee recognition as

a key factor in retaining top-performing workers.

2.5 Work schedule flexibility and teachers’ retenton

In recent years, the term work-schedule flexibiligs replaced what used to be
known as work-family balance (Anderson, Binder, &al{se, 2003). The concept
of work-life balance is based on the notion thatlpeork and personal life should
be seen less as competing priorities than as congplary elements of a full life.
The way to achieve this is to adopt an approachishaonceptualised as a two
way process involving a consideration of the nesdsmployees as well as those

of employers (Lewis, 2000). In order to engage @ygls in this process it is

13



important to demonstrate the benefits that can &eved from employment
policies and practices that support work-life baksrnand the scope that exists for

mitigating their negative effects on the managenoétite business.

A study on the role of work schedule flexibility Hyazir, Osoian and Rau
(2010) posits that building an organizational cdtuwvhich supports work-life
balance is a long term process for large orgamaatilt involves changing the
way people think and talk about their work and dabsark-life balance so that
using flexible working options and other work-lifi@tiatives becomes accepted
and normal for everyone regardless of their gendemniority within the

organizational or personal commitments.

According to Hartel and Bagtasos, (2007) being gigexl as having innovative
work-life balance practices allows organizationgmbdance their reputation in the
public domain. This means that they are also wedl{ppned to attract and retain
greater numbers of job applicants from which adargool of better qualified

employees can be selected. Flexible tiailews employees, to determine (or be

involved in determining) the start and end timeshafir working day, provided a certain
number of hours is worked. This can allow them teetnfamily or personal

commitments.
2.6 Career development prospects and teachers’ retgon

According to Dockel (2003) investment in trainirggane way to show teachers
how important they are to the organization. Tragnand development are often

used to close the gap between current performaaces expected future

14



performance. One way of coping in the competitivarkats is to ensure current
teachers have the sufficient skills needed by implating training and

development interventions (Greenhalgh and Mavrdia86).

Hammer (2000) asserts that an individual will betivated to do something if
they have the mental ability and skills to accostplit. He states that when
employees are trained, they get the knowledge of twm perform tasks and
challenges. It is an affirmed fact, that poorlyineal employees provide poor
quality service. For organizations to succeed agaiompetition, and thus gain a
competitive advantage, their staff needs to beeteipt of a great training and
development program. Trained employees have a pusiive attitude towards
their work, as well their organization. These emples can do more effective

work, work better with fewer errors, and requirsslsupervision.

According to Orina (2008) career development isallgtemployed in schools to
cover the various policies and practices. Thisabbérately established by the
schools, to improve the career effectiveness df teachers. As a sequence of
related work experiences and activities, directgueasonal and institutional goals
seems to have an influence on the perceived qualitthe employment

experience.
2.7 Summary of literature review

The literature review has explored the relationshiponetary incentives, non

monetary incentives, Work schedule flexibility, @ar development and teachers’
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retention. NJanja, Maina, Kibet and Kageni (201B¥erve that companies use
cash bonuses to reward their employees’ performahweng the year under
appraisal and thus increase their contributiorheodompany’s productivity. This
finding agrees with Taylor's Scientific Managemeheory which argued that

money is the key factor in motivating workers thiage greater productivity.

The gap identified in the study-related revieweersiture was that much has been
written on motivation of employees in terms of miamg reward, but little has
been documented on motivating teachers by meafsngke benefits and good
working conditions. Therefore, by assessing thedsed the teachers while also
maintaining and improving on the staff servicesprave on the effectiveness of
the school teachers. It is observed that by idgntf the teachers’ present and
future requirements, determines their fringe beseéind nature of working

condition and increases their retention capacitygdzi, 2006).

2.8 Theoretical framework

The theory guiding this study is Expectancy thedExpectancy theory was
founded in 1964 by Victor Vroom. The theory advant®at there must be a link
between effort (motivation) and reward, and thatarel should be achievable and
of value (worth) to a person (Armstrong, 2001). sSThmplies that when efforts

and rewards are sustained performance will be aduan

According to Vroom (1964), people are motivated work if they expect

increased effort to lead to desired outcomes orardsy The rewards may be
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intrinsic or extrinsic. Intrinsic rewards are thabat are primarily internal and
intangible such as pride in work, feelings of acpbghment or achieving a sense
of efficacy, and are gained by fulfilling highev& personal needs, such as self -
esteem and personal growth, and the individualesancise a degree of personal
control. According to Cole (1996), extrinsic rewsrdby comparison, are
primarily external and material such as promotiosglary and working
conditions, and these are provided by the orgapizatand thus outside the

control of the individual.

The strength of this theory is that it is more stifec than some other theories on
motivation. It explains many of the phenomenon teglato employee efforts,
work performance, employee motivation etc. that @eerved in organizations.
Its weakness is that, the theory is complicated avdlves many variables.
Practical applicability of the theory therefore imidpe a little suspect.he theory

is relevance to this study since the strength afivabon of teachers is governed
jointly by the expectations that particular action$§ produce specified outcomes

or rewards and by the value placed on those outsome
2.9 Conceptual framework

According to Kombo and Tromp (2009), a conceptnsabstract or general idea
inferred or derived from specific instances. A ogptual framework is a set of
broad ideas and principles taken from relevantd$éiebf enquiry and used to
structure a subsequent presentation. Below is wditye representation of the

variables which were explored by this study.
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Monetary Incentives

* Pay for meals

» Pay for overtime
« Pay for high score i Teachers’
KCSE
retention
Non monetary incentives
» e Talent and skill
* Recognition retention
* Promotion — « Teachers’
* Praises and appreciation turnover
Motivational « Teachers’
| practices o attraction
Work schedule flexibility dynamics 10| | . reachers
* Work schedule teachers’ loyalty
. Leave(maternity leave) [ ] | retentior * Teachers
« Physicalwork environmen emotional
attachment to
the school
Career and development « Teachers’
prospects . — relationship
* In-service Training with
* Seminars and management
Workshops e Time
» Career growth structur

Figure 2.1: BOM Members’ motivational practices andteachers’ retention

Teachers’ retention is the dependent variable is $tudy. The predetermined
predictors of teacher’s retention under this stady monetary incentives, non

monetary incentives, Work schedule flexibility azadeer development.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter presents a review of the research adetbgy. Specifically, the
section discusses the research design, the papulaitithe study, sample size and
sampling procedure, research instruments, instrumaalidity instrument
reliability, data collection procedures, data asalytechniques and ethical

consideration.

3.2 Research design

Research design is a scheme, outline or plan shased to generate answers to
research problems (Orodho, 2008). The study emgl@ye&orrelation research
design. A correlation study determines whether ot two variables have a
relationship or influence each other. This meanstaoly whether an increase or
decrease in one variable corresponds to an increaskecrease in the other
variable. Correlation design was suitable for thlisdy because it enabled the
researcher to determine the influence of board ahagement motivational

practices on teachers’ retention in public secondahools.

3.3 Target population

According to Kothari (2004)target population was the general population fodt The

target population for the study was 13 public s€eoy schools in Athi River Sub
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County. The study, therefore, targets a population of Z&hers and 221 BOM

members given that each school has an average®OW (MoE Report, 2015).

3.4 Sample size and sampling procedure

A sample is a subset of population (Hyndman, 20083.a true representative of
the entire population to be studied. Since the [atjmn of the public secondary
schools under this study is small, census appre@ashadopted (all the 13 schools
will be surveyed). The unit of observation was techers and BOMs. All the 13
principals will be purposively selected and thusstes approach was used for this
case. The chairmen of BOMs were also purposely kimpecause of their
position. For this study 50% of teachers and BOMs wampled using simple
random sampling from the total of 260 and 221 resyely. This is according to
Kombo and Tromp (2006) who observed that a sampéedd at least 10% of the
target population would be representative for geapopulation, Therefore 130
teachers and 111 BOMs was randomly selected. Theusotal respondents was

246 (130+111) respondents.
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Table 3.2: Sample size

Target Percentage (%) Sample size
population
Number of 13 100% 13
schools
Teachers 260 50% 130
BOMs 221 50% 111
Total 491 50% 241

3.5 Research instruments

Vishnevsky and Beanlands (2004) define data cadle@s the precise, systematic
gathering of information relevant to the researab-groblems, using methods
such as interviews, participant observations, fogimip discussion, narratives
and case histories. This study used primary datanaPy data was collected

through the use of questionnaires.

Primary data was gathered by use of a questionfa@ifeoth teachers and BOMs
and captured through a 5-point type Likert scald atructured questions of
yes/no. Section A has questions on demographicafatee respondents; section
B will contain statements on effects of monetargtdes on teachers’ retention.
Section C was statements on effects of non monetemgntives on teachers’

retention. Section D was effects of work schedwdkfice on teachers’ retention.
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Section E was effects of career planning prospentdeachers’ retention and

lastly section F had statements on teachers’ ietent

3.6 Instrument validity

Validity refers to whether a questionnaire is meiasu what it purports to

measure (Bryman & Cramer, 1997).This study usedecdrvalidity. To ensure

content validity, the questionnaire was subjectethbrough examination by two
randomly selected teachers and BOMs, two expertsthe supervisor. They
asked to evaluate the statements in the questienfai relevance and whether
they are meaningful and clear. On the basis oktladuation, the instrument was
adjusted appropriately before subjecting it to tin@al data collection exercise.

Their review comments was used to ensure that nbwédidity is enhanced

3.7 Instrument reliability

Reliability refers to the repeatability, stabily internal consistency of a research
instrument (Jack & Clarke, 1998). Cronbach’'s alphmas used to test the
reliability of the measures in the questionnaireof®ach, 1995). In this study,
data collection instrument which is a questionnauas tested on 10% of the
sample of the questionnaires to ensure that glevant and effective. Reliability
was tested using questionnaire duly completed bsnty five (25) randomly
selected teachers and BOMs. These respondentsnetnacluded in the final

study sample in order to control for response ldasn
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The questionnaire responses was input into stalgbackage for social sciences
(SPSS) and Cronbach’s alpha coefficient generatedssess reliability. The
closer Cronbach’s alpha coefficient is to 1, thghler the internal consistency
reliability (Sekaran, 2006). A coefficient of 0.8 recommended for a newly
developed questionnaire. If the cronbach alpha.@fi® not attained, then the

study was considered modifying the questionnaire.
3.8 Data collection procedures

Approval from the university was obtained to cortdihe study; permission was
obtained from the National Commission of Sciencehfelogy and Innovation

(NACOSTI). The researcher paid a courtesy calhto €ounty Director and Sub
County Education Officer. Thereafter a letter toleaf the principals was written
requesting for permission to carry the study inrteehools. The questionnaires

were distributed and collected same day to incrdeseeturn rate.
3.9 Data analysis techniques

After quantitative data is obtained through questares, it was prepared in
readiness for analysis by editing, handling blaesponses, coding, categorizing
and keyed into statistical package for social smenSPSS) computer software
for analysis. The study generated correlationstes in form of chi square. Chi

square was used to check on the relationship battireevariables.
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3.10 Ethical considerations

Ethical considerations relate to the moral stargldhdit the researcher should
consider in all research methods in all stageshef research design. In this
research three principles of ethics was used narbeheficence, respect for
human dignity as well as justice (Pddital.,2003). Beneficence was accorded to
BOMs and teachers in that their welfare are preteethile responding the on the
guestions in the questionnaire. The dignity of BOdtsl teachers was protected
by ensuring that the sensitive questions asked ireg@nfidential. Justice was
assured to the BOMs and teachers through keepengrtbmise of not disclosing
their responses to the outsiders. However, theoremts were notified that the

findings of this study used for academic purposgg.o
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND INTERPRETATION
4.1 Introduction

This chapter provides presentation of the findiagd discussions. The findings
are presented in line with the study objectivesalgsis of descriptive statistics
and correlation was conducted and the results pieddan form of tables and

figures.
4.2 Questionnaire response rate

The return rate provides a profile of respondenit® \participated in the study.
The respondents of the study were Board of managiemembers and teachers.

Response rate for the study is shown in table 4.1.

Table 4.1: Response rate

Respondents Percentage
category Administered Returned Unreturned response rate
Board of

management 111 103 8 92.8
Teachers 130 117 13 90.0

The response rate for board of management memlzesr9N8 percent while that
one for teachers’ was 90 percent. According to Ndgeand Mugenda (2003);
Kothari (2004) a response rate of above 50 periseatlequate for a descriptive

study. Based on these assertions from renownedassh@ response rate of
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92.8percent for Board of management members aedponse rate of 90percent

for teachers was sufficient for the study.
4.3 Distribution of respondents by demographic chaacteristics

For the study to establish the individual influenazke Board of management
member’s motivational practices on teacher's ra&entin public secondary
schools in Athi River sub county, Kenya, it was sidered important to establish
the background information of the respondents wimcluded age, gender, levels
education and period of service of the responddifitis. was inspired by the need
to establish whether there exists any close relship among respondents’
demographic characteristics on board of managemetivational practices and
teacher’s retention in public secondary schoolAtim River sub county, Kenya.
Demographic factors have been chosen because they &n influence on
employee retention strategies. Several studieshichndemographic factors have
been employed to investigate job satisfaction ardgttitudes have shown that

they are strong predictors of turnover intentidagrGhamet al.,2009).

Understandably the demographic information of tleaf@ of management, and
teachers and their influence to teacher’'s retentieips the management of
schools to design incentives and other motivatgpeats for teacher’s retention.
Knowledge of demographic characteristics of thep@aegdents who took part in
the study is useful in highlighting their importaghiaracteristics. It is presented

according to gender, age, level of education amdgef service.
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4.3.1 Distribution of respondents by gender

The study sought to establish the gender diveddiboard members and teachers.
It was necessary to indicate the gender of theoresgnts so as to establish
whether there was any significant relationship leefmvgender compositions of
Board of management motivational practices on te@shretention. This was

guided by the logic that many psychologists argoat tmales and females
perceive and interpreted things differently eveoutih they may be exposed to
the same kind of environment (Eagly & Steffen, 1986gersoll (2001) found

males were slightly more likely than females tg/sta

Table 4.2: Distribution of respondents by gender

Demographic

characteristics BOM Teachers

Freq Percent (%) Freq Percent (%)
Gender
Male 58 56.3 64 54.7
Female 45 43.7 53 45.3
Total 103 100 117 100

Findings in table 4.2 on gender imply that thergaader imbalance among board
compositions in schools. Overall, the study rewkaleat school management
BOM and teachers had more males than female. A(@06) observed that
gender equality was a very important trait, as ah doe used to improve
performance of all staff involved. Since it is aeduthat females and males
perceive and interpret things differently, a righ¢nder mix for board of
management is a good ingredient of improving schuootivational practices.

Acker argued that gender equality fosters teamveordt also creates a sense of
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unity and an aspect of working together for a comrmgoal with every individual

effort whether male or female being important te #ttainment of the overall

objectives. A gender sensitive institution providetvorable environment where
a staff or a manager is supposed to interact wiieracolleagues of the opposite
gender in pursuit of excellence and achievemersebftargets. The study would
thus assist in the study of BOM motivational preesi to establish whether there
was such gender disparity in Athi River County. Wey (2005) on the military,

he reported that women with five to eight yearsatice are most likely to leave.
A descriptive statistics reported by Luekestsal. (2004) suggests most clearly
that retained employees are more likely to be rireda female. In a related study,

Ingersoll (2001) found males were slightly moreslikthan females to stay.

This further implies that even though women aneegiminimal chances to be
members of the board there was compliance to the leducation Act on gender
representation in BoM. Maitland (2009) suggesteat thaving a gender mix on
the board of directors is invariably better tharnsiagle gender board as it
encourages people to air different opinions frorairtlgender perspectives.
important to investigate the gender of the respotsden order to know how the
distribution by gender in the BOM motivational piiaes affects teachers retention.
In addition, results show that males constitutedtod the teachers’ respondents
while females were minority. This result suppoe gtudy by Ndogo (2013) who
found out that majority of the teachers workingkimmbaa Division, Kiambu

County were male while the least number of teacivere female.
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4.3.2 Distribution of respondents by levels of edation

The study sought to establish if the educationltewé the BOM members, and
teachers had any significant influence on the tetenof teachers, level of
education or qualification is found to be positwelssociated with turnover
suggesting that the more educated employees are Iikely to quit. Below are
the results; Since the overall management of sesgnethools is vested in the
Boards of Management, it is imperative that the iners of these boards not only
be persons with good education, but must also bpleevith sufficient practical
knowledge in educational management (Okumbe, 2019. level of education
implies that management skills and necessary kranelere acquired for quality
school management. This is supported by Keith aamhdoise (2001) who note
that the quality of education depends on the waystthools are managed. Good
management entails all practices targeting schaoaif, sstudents and other

skakeholders.

Table 4.3: Distribution of respondents by levels oéducation

Demographic

characteristics BOM Teachers

Freq Percent (%) Freq Percent (%)
Education
Diploma 30 29.1 32 27.4
Bachelors 45 43.7 51 43.6
Masters 18 17.5 27 23.1
PhD 10 9.7 7 6
Total 103 100 117 100
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Table 4.3, majority of the BOM members had Univgréevel of education as
their highest level of education. The majority bétteachers had university as
their highest level. Since the overall managemérsecondary schools is vested
in the Boards of Management, it is imperative & members of these boards
not only be persons with good education, but misst be people with sufficient

practical knowledge in educational management (Gl ra001).

The level of education can dictate the type of dadrmanagement motivational
practices on teachers. The level of education espghat management skills and
necessary knowledge are acquired for quality schmaslagement. This is
supported by Keith and Francoise (2001) who naéttie quality of education
depends on the way the schools are managed. Acadgiaification is important
in educational service delivery and motivationalgtices so as to improve
teacher’s retention. Academic and professionalification of teachers and BOM
members was also a factor to consider in this stlidgchers’ and BOM
members’ academic and professional qualificatiarectly or indirectly
determine how both human and material resourcebedrandled in management
of public secondary schools. This in turn influenteacher’s rate of retention.
The kvel of education or qualification is found to hmsjpively associated with turnover

suggesting that the more educated employees aredte likely they are to quit

(Collins & Ponniah, 2014).
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4.3.3 Period of service of the respondents

With respect to years of service, Sorensen (208gorted that employees with
higher tenure may have familiarity with their warde and have reached a higher
level of career attainment than those employeels lwiver tenure. On the other
hand, a further study conducted by Kavanaaghl. (2006) revealed that nurses
with different levels of tenure are not motivatedémain with an organization by
the same incentives. Moreover, in a study by Cra2005) on the military, he
reported that women with five to eight years ofvessr are most likely to leave.
An efficient tenure system is designed to improke guality of the public
schooling system (Maile, 2000) and by this way,usth@nsure the protection of

the interests of all the stakeholders in the edocal system.

Table 4.4: Period of service of the respondents

Demographic

characteristics BOM Teachers

Freq Percent (%) Freq Percent (%)
Work Duration
less than one year 7 6.8 9 7.7
1to 5 year 15 14.6 28 23.9
6 to 10 years 43 41.7 50 42.7
More than 10 years 38 36.9 30 25.6
Total 103 100 117 100

The table 4.4 results indicated that majority ofNM@ad worked for more than 6
years. However, too much experience may make a gearfall victim to what
Mkongo (2013) calls intellectual bankruptcy of idelljeri (2014) advocates for a

fixed five years term in order to ensure that Baaeimbers do not sleep on their
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job. Too much overstaying of board members in tmes schools undermining
the acceptance of new ideas and change includinyational strategies on

teachers inorder to retain them.

Contrary, long service duration also enables Board membenrge heertain
characteristics such as promptness, adequate canohamstructional materials and
confidence. This is expected to translate to bet&tionship with teachers hence
high rate of retentionln a study on the relationship between teachirujegssion
and human capital, Harris and Sass (2011) fouridéhahing profession depends
highly on the motivational practices and that tkidsscould be acquired through

experience.
4.3.4 Distribution of respondents by age

The study sought to find the age distribution @& tbspondents. Studies show that
age has a relationship with career commitment (Ivi&d@llen 1984). The most
studied and the most consistent in its relationshipurnover is the employee’s
age. This was revealed in a study by Ahejaal. (2007) on the IT industry in
India. They found that age had a modest but sipamti effect on turnover
intention. This study can also apply to teachingfggsion which is as demanding

as information technology.
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Table 4.5: Distribution of respondents by age

Demographic

characteristics BOM Teachers
Freq Percent (%) Freq Percent (%)

Age

Less than 30 years 13 12.6 18 154
31-40 years 11 10.7 45 38.5
41-50 years 39 37.9 41 35
51 years & above 40 38.8 13 11.1
Total 103 100 117 100

Table 4.5 indicates that most of Board of manageémesmbers are 50 years of
age. However, bearing in mind that most workergraedfter 60 years, it is
implied that a good number of the Board membersevaready retired from
active work engagement. The finding meant thatgiken members of the Board
were highly experienced and thus suited for the agament role in secondary
schools.As such, it was also expected that they wouldlyikeanslate to better

motivational practices.

There are different perceptions of job satisfactima motivation across the age
spectrum. In their separate studies on retentioheafthcare professionals, they
found younger nurses had lower levels of job satigfn while the older age
group of 40 and above had higher levels of jols&attion (Griffethet al. 2000;
Kavanaughet al. 2006; Wilsonet al., 2008). A meta-analysis by Borman and
Dowling (2008) in their study on teacher attritiand retentionthey indicated
that those who are 51 years of age or older angyn2® times more likely to quit

teaching than teachers who are 50 or younger.
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The age of BOM members indicate that they have goqekrience, knowledge
and understanding when it comes to motivationalveligments in the school,
forecasting and planning, organizing, commandimmgrdinating and controlling
other resources to enhance smooth learning anditgador better working
environment. This is not the case in Athi River [mulschools as it is indicated

that there is a high rate of employees turn over

On the other hand, a majority of teachers were &gdaeen 30- 40 years. This
indicates that most have been newly employed teacuk energy and new ideas.
This is in line with Okumbe (1998) that young enyaes have higher
expectations. With respect to years of service,aNd Sorensen (2008) reported
that employees with higher tenure may have fantyiavith their work role and
have reached a higher level of career attainmemt those employees with lower
tenure. On the other hand, a further study condulsyeKavanauglet al. (2006)
revealed that nurses with different levels of tenare not motivated to remain
with an organization by the same incentives. Moeepin a study by Crawley
(2005) on the military, he reported that women vitle to eight years of service

are most likely to leave

4.4: BOM motivation practices and teachers’ retentn

This concurred with Nzuve and Stephen (2010) baoknanagement of human
resources that states that a manager can motivateniployee by recognizing
achievement through praise, material rewards argh dwlding meetings to

monitor and consul individuals in regard to orgatiznal progress. Praise and
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recognition have been used extensively to influeteaeher’'s retentionldeal
incentive or reward tailored to the specific indivals is appropriate to increase
employee’s retention and improved performance. Latkecognition can lead to

negative repercussion and high rate of staff tuenov

Table 4.6: BOM motivation practices and teachers’ etention

Yes No

Perce
Statement Freq Percent Freq nt
We recognize teachers for the exemplary
performance 46 44.7 57 55.3
We do not take for granted promotion of
teachers 44 42.7 59 57.3
We always praise teachers for the work well
done. 42 40.8 61 59.2
We pay allowances to teaching staff based on
equitable grounds 47 45.6 56 54.4
Our school provides adequate housing for
teachers 50 48.5 53 51.5
Our school provides adequate offices for
teachers 39 37.9 64 62.1
We make sure that teachers participate fully in
the schools’ activities. 40 38.8 63 61.2
We give teachers an opportunity to express
themselves about their feelings regarding to
issues in their lines of duty. 43 41.7 60 58.3

The respondents were asked to respond on stateB@ndsmotivation practices
and teacher’s retention. The responses were ratsdolf No. Results in table 4.6
revealed that majority of the respondents disagtlaat there is recognition of
high performing teachers. The results also showeat tmajority of the
respondents answered No to question that they ttake for granted promotion

of teachers. The results also showed that majofitihe respondents disagreed

35



with the statement that teacher are always prdettheir hard work. The results
also revealed that majority of the respondentsgdesadl that they get allowances
equitably. Majority of respondents disagreed onftuts they were provided for
adequate housing and adequate offices, also magdrieachers were for No on
the matters of whether they participate fully imasals activities and also on
whether they get an opportunity to express theawsi This study findings
contrasts with various studies on provision of mtoges where the purpose of an
incentive is to induce motivation (Prendergast, 9According to Emenika
(2010) institutions that had embraced a culturgieihg incentives by rewarding
teachers with financial rewards were found to penfexemplarily well. Further,
this contrasted with Wesonga (2004) that with theal incentive tailored to the
specific individuals and flexibility over time leado well understood working
relation that is appropriate to stimulate gradwdli@vement, Lack of recognition

lead to high staff turnover.

Further, a cross tabulation table of BOM motivasibpractices categorized as
low motivational practices and high motivationahgices against teachers’ rate
of turnover. Table 4.7 shows how teachers’ retentieas evaluated against

motivational practices by BOMs, a cross tabulabtbthe table was computed.
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Table 4.7: Cross tabulation between BOM motivatioal practices and

teachers’ retention levels

Motivational practices

Low High
motivational motivational Chi-square (p
practices practices value)
Teachers’ Low
retention retention 51 13
High
retention 3 36 50.362(0.000)

Where teachers stated they were lowly motivatedréite of retention was low
and it also shows that where teachers were higlotyviated the rate of retention
was high. Results findings indicated that, teachextention was low when the
number of teachers who said that they were nogfgadi with BOM motivational
practices was high at 51 numbers of respondentgamd to 13 numbers of
teachers who said that BOM motivational practices \wigh. Further, retention
was high when the number of teachers who said ttieit BOM motivational
practices was high at 36 compared to when onlyrBbaus of teachers said BOM
motivational practices. The study findings werdistizally significant supported
by a chi square of 50.362 and a reported p valu®.600) which was less than
(0.05) level of significance. Chi square test wasant to show whether their
existed any significant association between BOM ivatibnal practices and
teachers retention. The findings therefore indictttat good motivational
practices can motivate teachers to work hard wimctreases their chances of stay

in the service.
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4.5: Monetary incentives and teachers’ retention

The first objective was to determine the influeméanonetary incentives on the

retention of teachers in public secondary schoéithi River Sub County.

Table 4.8: Monetary incentives and teachers’ retdion

Yes No
Per

Statement Freq Percent Freq cent
Do you give teachers allowances to teachers
for additional responsibilities at school? 49 47.6 54 52.4
Do you grant monetary incentives granted on
basis of grades attained in KCSE exams? 41 39.8 62 60.2
Are financial waivers granted for high
performing teachers for rent? 39 37.9 64 62.1
Do you offset any costs you incur for
i.Breakfast? ii.Lunch? iii.Supper? 47 45.6 56 54.4
Does the school make arrangements for
teachers for cheaper shopping with specific
supermarket? 48 46.6 55 534

The respondents were asked to respond on statemmemistary incentives and

teacher’s retention. The responses were rated iYRs.dResults in table 4.8

The study revealed that majority of the respondatitsgreed that there is
recognition as far as allowance for additional oesibilities are concerned. The
results also showed that majority of the resporslemre not rewarded based on
KCSE performance. Respondents revealed that teeve waiver granted to rent
for performing teachers. Also the most of the resjgmt disagreed that the cost
they incur on breakfast, lunch and supper wereffeét and the respondents also
disagreed there are arrangements for teachergpoisispecific supermarkets.
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This study findings contrasts with various studas provision of incentives
where the purpose of an incentive is to induce vatibn (Prendergast, 1999).
According to Emenika (2010) institutions that hadbeaced a culture of giving
incentives by rewarding teachers with financial aed¢ were found to perform
exemplarily well. Further, this contrasted with $@aga (2004) that with the
ideal incentive tailored to the specific individsi@nd flexibility over time leads to
well understood working relation that is appropriato stimulate gradual

achievement, Lack of recognition lead to high stafhover.

Further, a cross tabulation table of BOM provisiomonetary incentives
categorized as those teachers satisfied with in@ntand those not satisfied
against teachers’ rate of turnover. Table 4.9 shbws teachers’ retention was
evaluated against provision of monetary incentigedBOMSs, a cross tabulation

of the table was computed.

Table 4.9: Cross tabulation between BOM monetarynicentive provision and

teachers’ retention levels

Monetary incentives
Chi-square (p
unsatisfied  satisfied value)

Teachers’ Low

retention retention 61 3
High
retention 3 36 79.0760(0.000)
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Where teachers stated they were unsatisfied tleeofatetention was low and it
also shows that where teachers were satisfiedatieeof retention was high. The
findings therefore indicate that provision for intges motivate teachers to work
hard which lead to employee retention. The studylifigs were statistically
significant supported by a chi square of 79.076 amdported p value of (0.000)
which was less than (0.05) level of significancéi €quare test was meant to
show whether their existed any significant assamabetween BOM provision of
monetary incentives and teachers’ retention. Thaltg of these study agree with
URT (2008) that to attract teachers in some argasegies such as introducing
reward systems, fee exemptions for students’ teachand increasing
attractive incentive packages can help retain wachHowever, the findings
contrast that of Mulkeen, David, Joan and Elizakd@®07) whoindicated that
monetary-related policies and incentives are diffico implement in retaining
teachers because of scarce resources. The findimg®fore indicate that
provision of monetary incentives can motivate temshwhich reduce rate of

teachers’ turnover.
4.6: Non-monetary incentives and teachers’ retentio

The second objective was to establish the influesfceon-monetary incentives
on the retention of teachers in public secondslyool in Athi River Sub

County.
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Table 4.10: Non monetary incentives and teachergétention levels

Yes No

Statement Freq Percent  Freq Percent
We issue letters of

recommendations to teachers 46 447 57 55.3
issue free housing to teachers 31 30.1 72 69.9
give subsidized housing to teachers 36 35 67 65
Offer recreational trips to teachers 41  39.8 62 60.2
Give teachers Christmas gifts 48 46.6 55 53.4

The respondents were asked to respond on statememtsnonetary incentives
and teacher’s retention and teacher’s retentioe. fEsponses were rated Yes or
No. Results in table 4.10 revealed that majorityhef respondents disagreed that
there were given recommendation letter and isstesl iouses. The results also
showed that majority of the respondents answeredoNguestion that they are
offered recreation trips and they also disagreethéofact that they were given
Christmas gifts. This study findings contrasts wigttious studies on provision of
incentives where the purpose of an incentive isdoce motivation (Prendergast,
1999). Moreover, Mulkeen (2010) has shown that @ame contexts where

housing is lacking, the community tends to provide attract teachers.

According to Emenika (2010) institutions that hadbeaced a culture of giving
incentives by rewarding teachers with financial aed¢ were found to perform
exemplarily well. Further, this contrasted with $%aga (2004) that with the

ideal incentive tailored to the specific individsi@nd flexibility over time leads to
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well understood working relation that is approgiato stimulate gradual

achievement, Lack of recognition lead to high stafhover.

Further, a cross tabulation table of BOM provisioon monetary incentives
categorized as those teachers satisfied with naretaoy incentives and those not
satisfied against teachers’ rate of turnover. TahlEl shows how teachers’
retention was evaluated against provision of nonetery incentives by BOMs, a

cross tabulation of the table was computed.

Table 4.11: Cross tabulation between BOM provisionof non monetary

incentive and teachers’ retention levels

Non-monetary
incentives

Chi-square (p
unsatisfied  satisfied value)

Teachers’ Low

retention retention 57 7
High
retention 1 38 73.698(0.000)

Where teachers stated they were unsatisfied tieeofatetention was low and it
also shows that where teachers were satisfiedatieeof retention was high. The
findings therefore indicate that provision for nomnetary incentives motivate
teachers to work which increases their chancesagt 3he study findings were
statistically significant supported by a chi squaf&3.698 and a reported p value
of (0.000) which was less than (0.05) level of gigance. The results do not
agree with that of De Jesus and Conboy (2001) whkaated that in Portugal,

less than 40 percent of teachers wish to contintle teaching while the majority
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would prefer to change their profession. For Nar& ?2), she suggests that,
non-financial rewards have the potential to imprahe competitiveness of
organizations in attaining and retaining the sawiof talented people. Chi square
test was meant to show whether their existed agnifgiant association between
BOM provision of non-monetary incentives and teashestention. The findings
therefore indicate that provision of non-monetaxgentives can motivate teachers
to stay and continue working in their schools whreldluce rate of teachers’

turnover.
4.7: Work schedule flexibility and teachers’ retenion levels
The third objective was to establish the influentevork schedule flexibility on

the retention of teachers in public secondarpstim Athi River Sub County.

Table 4.11: Work schedule flexibility and teachersretention levels

Yes No

Perc
Statement Freq Percent Freq ent
There exists a flexi work schedule in our
school 33 32 70 68
There exists conducive staff room for
teachers. 50 48.5 53 515
The teachers’ expectation is not interfered
with my work life program. 40 38.8 63 61.2
There exists a conducive dining room for
teachers 44 42.7 59 57.3
There exists a conducive sick bay for
teachers who fall seek during working
hours 38 36.9 65 63.1
There exists a clear work schedule in the
institution 35 34 68 66
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The study shows that majority of teachers didnteadgo the fact that they have a
conducive work schedule and they also supported tiney do not have a
conducive staff room. The study also showed thgonta of teachers supported
the fact that they do not have conducive diningnamnd also conducive sick bay
Majority also said that that there was no clear kiviy schedule. This finding
compares with that of Jamal (2004) who found tinapleyees working weekends
reported significantly higher emotional exhaustijwl stress and psychosomatic

health problems a situation likely to cause an eygs to quit.

Further, a cross tabulation table of provision ajod) working schedule
categorized as unfavorable working schedule andréble working schedule
against teachers’ rate of turnover. Table 4.12 shbow teachers’ retention was
evaluated against type of working schedule, a ctalglation of the table was

computed.

Table 4.12: Cross tabulation between provision ofavourable working

schedule and teachers’ retention levels

Working schedule
Chi-square (p
unfavourable favourable value)

Teachers’ Low

retention retention 60 4
High
retention 0 39 87.580(0.000)
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Where the working conditions are unfavorable, therdew retention of teachers,
The study also concludes that where conditions faverable there is high

retention of teachers.

The findings therefore indicate that provision fté& working schedule increases
teachers’ chances of stay. The study findings wsaistically significant
supported by a chi square of 87.58 and a reportealye of (0.000) which was
less than (0.05) level of significance. Chi squast was meant to show whether
their existed any significant association betwemrofable working schedule and
teachers retention. Working nonstandard schedwealso related to several
employee attitudes that lead to turnover, such awed organizational
commitment and/or job satisfaction (Furnham & Hugh&999). The findings
therefore indicate that provision of favourable rkwog schedule can motivate
teachers to stay and continue working in their sthavhich reduce rate of

teachers’ turnover.
4.8: Career development prospects and teachers’ ittion levels

The forth objective was to examine the influenceareer development prospects
on the retention of teachers in public secondsiyool in Athi River Sub
County. It is a deliberate plan by the managemenintprove the quality of
staffing. It is also a way of giving the staff aactte to update and improve their
skills, knowledge and qualifications in order to daptive to their job (Parsey,
1992). In schools, it is done by encouraging teesche enhance pedagogical

skills and knowledge of subject matter through adeal academic study at the
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graduate level; providing funding for conferenced avorkshops; and developing

other training opportunities, including in servp®grams (Monanhan, 1996).

Table 4.13: Career development prospects and teaets’ retention levels

Yes No
Statement Freq Percent Freq Percent
There exists an in-service teacher-
training policy in our school 46 44.7 57 55.3
There exist a short term seminar support
services. 42 40.8 61 59.2
The BOM promotes equality of promotion
to teachers 36 35 67 65
Teacher’s career aspirations within the
institution are known by the BOMs. 44 42.7 59 57.3
Fair appraisal 49 47.6 54 52.4

The respondents were asked to respond on statencanéer development
prospect and teacher’s retention. The responses raggd Yes or No. Results in
table 4.13. The study indicates that majority @icteers disagreed that there is a
training policy in school and they also disagrewat they were provided for with
short term trainings. The study further indicatest there is no equality and fair
appraisal as far as promotion is concerned andnadgority of teachers disagreed
to the fact that BOG knows their career aspiratidiss study findings contrasts
with various studies on provision of incentives vehthe purpose of an incentive

is to induce motivation (Prendergast, 1999).

The main reasons for teachers leaving the profiedswe been found as stated by
Tong, (2007) cited by Tin and Ngee (2010) to belatuate training; insufficient

career progression and meager salary incrementsgy(R907). Numerous studies

46



have suggested that teachers leave the professiorew careers because of
inadequate training and insufficient career progjoes (Tong, 2007 and Tin el
(2010). Further, this contrasted with Wesonga (2@04t with the ideal incentive
tailored to the specific individuals and flexibfitover time leads to well
understood working relation that is appropriatstimulate gradual achievement,

Lack of recognition lead to high staff turnover.

Further, a cross tabulation table of room for cadsvelopment categorized as
supportive and unsupportive against teachers’ohtarnover. Table 4.14 shows
how teachers’ retention was evaluated against cadegelopment, a cross

tabulation of the table was computed.

Table 4.14: Cross tabulation between career dewwment and teachers’

retention levels

Career development
Chi-square (p
unsupportive supportive value)

Teachers’ Low

retention retention 63 1
High
retention 3 36 86.693(0.000)

The study shows that where BOM are unsupportivé stenover is high and
where BOM are supportive staff turnover is low.

The findings therefore indicate that provision obm for career development
increases teachers’ chances of stay. The studyinfadwere statistically
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significant supported by a chi square of 86.693 amdported p value of (0.000)
which was less than (0.05) level of significancéi €quare test was meant to
show whether their existed any significant assamatbetween career
development and teachers’ retention. The findirgge@with that of Ngobeni and
Bezuidenhout (2011) that career development andioy@@ retention is now
viewed a tool to strengthen institutional capaiedit The findings therefore
indicate that provision of room for career growdmanotivate teachers to stay

and continue working in their schools which redcate of teachers’ turnover.

Further, teachers were asked to respond to statemadating to the study of the
objectives. The first objective was to determine ftinfluence of monetary
incentives on the retention of teachers in pusdicondary school in Athi River

Sub County.

4.9: Monetary incentives and teachers’ retention

Table 4.15: Monetary incentives and teachers’ retgion

Yes No

Perce Perc
Statement Freq nt Freq ent
In this school, are you paid for teaching extra
classes in the; (i) Morning? (ii) Evening? 50 42.7 67 57.3
Are monetary incentives granted on basis of
grades attained in KCSE exams? 5950.4 58 49.6
Are financial waivers granted for high
performing teachers for rent? 55 47 62 53
Does the school offset any costs you incur for
iv.Breakfast? v.Lunch? vi.Supper? 41 39.8 72 615
Does the school make arrangements for
cheaper shopping with specific supermarket? 5647.9 61 52.1
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The study shows that majority of teachers werepaad to teach extra time in the
morning and evening, study also shows that teache¥snot motivated with
monitory incentives on the basis of grade attainegdlCSE. Further studies shows
that teachers are not refunded the cost they imetoreakfast, lunch and supper, it
also shows majority of teachers do not enjoy spstiapping arrangements. This
study findings contrasts with various studies aovion of incentives where the
purpose of an incentive is to induce motivatiore(félergast, 1999). According to
Emenika (2010) institutions that had embraced &umrrlof giving incentives by
rewarding teachers with financial rewards were tbua perform exemplarily

well. Lack of recognition lead to high staff tukres.

Further, a cross tabulation table of provision nmaneincentives categorized as
those teachers satisfied with incentives and timmdesatisfied against teachers’
rate of turnover. Table 4.16 shows how teachetenteon was evaluated against
provision of monetary incentives by BOMs, a craaisutation of the table was

computed.
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Table 4.16: Cross tabulation between monetary incgives and teachers’

retention levels

Monetary Incentive
Chi-square (p
unsatisfied satisfied value)

Teachers’ Low

retention retention 75 3
High
retention 5 34 85.501(0.000)

The study concludes that the higher the humbemséiisfied teacher the lower
the rate of retention and also the higher the nurabeatisfied teachers the higher
the retention.

The findings therefore indicate that provision flecentives motivate teachers to
work hard which lead to employee retention. Thelgtiindings were statistically

significant supported by a chi square of 85.501 amdported p value of (0.000)
which was less than (0.05) level of significancéi €quare test was meant to
show whether their existed any significant assamatetween provision of

monetary incentives and their retention. The figdirtherefore indicate that
provision of monetary incentives can motivate temshwhich reduce rate of

teachers’ turnover.

50



4.9: Non-monetary incentives and teachers’ reterdn

Table 4.17: Non monetary incentives and teachergétention

Yes No
Perc Per

Statement Freq ent Freq cent
In our school, teachers are issued with

certificates when they perform well in their

teaching subjects 48 41 69 59
In our school, teachers are given educational

trips when they perform well in their teaching

subjects 52 444 65 55.6
In our school, teachers are given package of

gifts when they perform well in their teaching

subjects 47 40.2 70 59.8
Teachers’ appreciation and recognition

motivates teachers and thus retention. 4317.6 73 624
Teachers are given pens and writing materials

by the school. 48 41 69 59

The respondents were asked to respond on statenm@ntaonetary incentives

and teacher’s retention and teacher’s retentior.rébponses were rated Yes or

No. The study revealed that majority of the resmmtsl disagreed that there were

given recommendation letter and issued free hoUsgesresults also showed that

majority of the respondents answered No to questiahthey are offered

recreation trips and they also disagreed to theetlfat they were given Christmas

gifts. Further study also shows that majority @fdieers were not provided for

writing materials. This study findings contrasiish various studies on provision

of incentives where the purpose of an incentivte iIsduce motivation

(Prendergast, 1999). According to Emenika (2018ftutions that had embraced
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a culture of giving incentives by rewarding teasheith financial rewards were
found to perform exemplarily well. Further, thisntrasted with Wesonga (2004)
that with the ideal incentive tailored to the sfiegndividuals and flexibility over
time leads to well understood working relation tisedppropriate to stimulate
gradual achievement, Lack of recognition lead ghlstaff turnover. Kagiha
(2008) concurs that recognition has a positivectid® motivation of teachers
while Akyeampong (2007) affirms that recognitiorables a teacher to achieve
meaningful performance.

Across tabulation table of provision non monetaigentives categorized as those
teachers satisfied with non monetary incentives @node not satisfied against
teachers’ rate of turnover. Table 4.18 shows hoachers’ retention was

evaluated against provision of non monetary ingestiby, a cross tabulation of

the table was computed.

Table 4.18: Cross tabulation between provision afion monetary incentives

and teachers’ retention levels

Non-monetary
Incentive

Chi-square (p
unsatisfied  satisfied value)

Teachers’ Low

retention retention 73 5
High
retention 8 31 65.181(0.000)

The study shows that teachers stated they werdisinesé the rate of retention

was low and it also shows that where teachers satisfied the rate of retention
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was high. The findings therefore indicate that mion for incentives motivate

teachers to work hard which lead to employee retent

The study findings were statistically significanipported by a chi square of
65.181 and a reported p value of (0.000) which ¥eas than (0.05) level of
significance. Chi square test was meant to showthenetheir existed any
significant association between provision of nometary incentives and teachers
retention. The findings therefore indicate that vysimn of non monetary
incentives can motivate teachers to stay and ceatimorking in their schools

which reduce rate of teachers’ turnover.

4.10 Work schedule flexibility and teachers’ retenbn

Table 4.19: Work schedule flexibility and teachersretention

Yes No
Perce

Statement Freq Percent Freq nt
There exist a flexi work schedule in
our school 51 43.6 66 56.4
I’'m satisfied with the working hours
of the institution 55 47 62 53
There exists conducive staff room for
teachers. 53 45.3 64 54.7
My family expectation is not
interfered with my work life program. 54 46.2 63 53.8
There exists a conducive dining room
for teachers 43 36.8 74 63.2
There exist a conducive sick bay for
teachers who fall seek during
working hours 49 41.9 68 58.1
There exists a clear work schedule in
the institution 47 40.2 70 59.8
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The study showed majority of teachers didn’'t agee¢he fact that they have a
conducive work schedule and they also supported ttey do not have a
conducive staff room . The study also showed thgbnty of teachers supported
the fact that they do not have conducive diningn@mnd also conducive sick bay

Across tabulation table of provision of good workischedule categorized as
unfavorable working schedule and favorable worksrebedule against teachers’
rate of turnover. Table 4.20 shows how teachetenteon was evaluated against

type of working schedule, a cross tabulation oftdi#e was computed.

Table 4.20: Cross tabulation between favourable wking schedule and

teachers’ retention levels

Work schedule
Chi-square (p
Unfavorable Favorable value)

Teachers’ Low

retention retention 63 15
High
retention 7 32 42.693(0.000)

Where the working conditions are unfavorable, therew retention of teachers,
The study also concludes that where conditions faverable there is high
retention of teachers. The findings therefore iatiicthat provision flexible
working schedule increases teachers’ chances gf $tee study findings were
statistically significant supported by a chi squafé2.693 and a reported p value
of (0.000) which was less than (0.05) level of gigance. Chi square test was

meant to show whether their existed any signifieasiociation between favorable

54



working schedule and teachers’ retention. The figditherefore indicate that
provision of favourable working schedule can mdgvéeachers to stay and

continue working in their schools which reduce @téeachers’ turnover.

4.11 Career development prospects and teachers’ ggttion

Table 4.21: Career development prospects and teaefs’ retention

Yes No
Statement Freq Percent Freq Percent
There exists an in-service teacher-
training policy in our school 44 37.6 73 62.4
There exist a short term seminar support
services. 47 40.2 70 59.8
The BOM promotes equality of
opportunity for both male and female
staff of the school 46 39.3 71 60.7
Individual and institution and growth
needs are matched in this institution 45 385 72 61.5
Teacher’s career aspirations within the
institution are known by the BOMs. 49 41.9 68 58.1

Results showed that; on the statement whether ¢éixésted an in service teacher
training policy in the school. Majority of the respmlents said no. On the
statement whether there were short term seminguostupervices. Majority of the
respondents did not agree. Further, on the statembkather BOM promoted
equality among staff members. Majority of the rexpents said no. Finally, the
last not the least, respondents were asked to ataliowhether individual and
institution growth were matched and majority of tlespondents did not accept.
Finally, when respondents were asked to teacheastec aspirations of the

teachers were known by the BOM. Majority of thepasdent said no.
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Across tabulation table of room for career develepttategorized as supportive
and unsupportive against teachers’ rate of turnoVable 4.22 shows how
teachers’ retention was evaluated against careela®ment, a cross tabulation

of the table was computed.

Table 4.22: Cross tabulation between career dewgiment prospects and

teachers’ retention levels

Work schedule
Chi-square (p
Unfavorable Favorable value)

Teachers’ Low

retention retention 68 10
High
retention 5 34 52.650(0.000)

Where the working conditions are unfavorable, therdew retention of teachers.
The study also concludes that where conditions faverable there is high
retention of teachers.

The findings therefore indicate that provision obm for career development
increases teachers’ chances of stay. The studyinfadwere statistically

significant supported by a chi square of 52.650 amdported p value of (0.000)
which was less than (0.05) level of significancéi €quare test was meant to
show whether their existed any significant assamatbetween career

development and teachers retention. The findingsetbre indicate that provision
of room for career growth can motivate teacherstay and continue working in

their schools which reduce rate of teachers’ tuenov
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4.12 Evaluating teachers’ level of retention

Finally, teachers were asked to rate statementardewy their retention in
schools. The statements were presented on a 8kahlé strongly disagree (SD),
disagree (D), neutral (N), agree (A) and strongjsea (SA). Result findings were

presented in table 4.23.

Table 4.23: Evaluating teachers’ level of retentio

Me Std
Statement SD D N A SA an Dev
| would be very happy to 2.4 14
spend the rest of my time
in this school 359% 325% 5.1% 12.0% 14.5%
| am very loyal to this 25 13
institution in terms of :
i.Teaching ii.Co-curricular
activities 27.4% 34.2% 11.1% 16.2% 11.1%
| feel emotionally attached 2.4 14
to my organization 342% 29.9% 94% 154% 11.1%
Right now staying in this 2.3 14

school is a matter of

necessity as much as desire38.5% 30.8% 8.5% 9.4% 12.8%

| am extremely glad that | 24 14
chose this school to work

for, over others | was

considering at the time |

joined. 35.0% 29.1% 11.1% 11.1% 13.7%
| am ready to serve this 2.4 14
school in any role 29.9% 35.0% 9.4% 12.8% 12.8%
| am always punctual on 22 12
duty 38.5% 32.5% 10.3% 12.8% 6.0%
I am highly committed to 21 12
work 41.0% 31.6% 11.1% 9.4% 6.8%
I meet deadlines in setting 23 13
& marking of exams 35.9% 30.8% 10.3% 154% 7.7%
| recommend other 22 14
teachers to join this school 41.0% 28.2% 9.4% 11.1% 10.3%
| always wish the best to 2.4 14
this school 34.2% 33.3% 6.0% 12.8% 13.7%
Average 23 1.4
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The study shows that majority of teachers are tigdesd with the work they do,

they are not loyal to their work and given a chattoey would opt to work

elsewhere they would feel appreciated. Furtherystimbws that majority are not
committed to their work thus they don't meet dedsinit also shows that majority
of teachers are always late to an extent that thexe developed a negative
attitude towards work thus they can’'t even adviieeioteachers to join their
school. On a five point scale, the average meahefesponses was 2.3 which
means that majority of the respondents were disaggeo the statements in the
guestionnaire. The standard deviation was 1.4 meattat the responses were

clustered around the mean response.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction
This chapter addresses the summary of the finditigs,conclusions and the

recommendations. This is done in line with the otoyes of the study.

5.2 Summary of the study

The purpose of this study was to investigate thBuence of Board of

management motivational practices on teacher'sitietein Kenya Certificate of

Secondary Education in Athi River, Kenya. The stuslyjectives were; to

determine the influence of monetary incentives lum rietention of teachers in
public secondary school in Athi River Sub County. establish the influence of
non monetary incentives on the retention of teachén public secondary school
in Athi River Sub County, to establish the influenaf work schedule flexibility

on the retention of teachers in public secondahpol in Athi River Sub County

and to examine the influence of career developmpergpects on the retention.

The study employed a correlation research desigrorfelation study determines
whether or not two variables have a relationshipnfluence each other. This
means to study whether an increase or decreaseinariable corresponds to an
increase or decrease in the other variable. Coioaldesign was suitable for this
study because it enabled the researcher to detertha influence of board of

management motivational practices on teachershtiete in public secondary
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schools. The target population for the study wagdlic secondary schools in
Athi River Sub County. The study, therefore, taggeta population of 260
teachers and 221 BOM members given that each sdfamlan average of 17

BOM (MoE Report, 2015).

The main instruments for the study were questiaesahat were administered to
teachers and Board of management. Panel of exipettte education field were

used to ascertain instrument validity. The StatdtPackage for Social Sciences
(SPSS) software version 20.0 was used to carryatebysis. The study produced
both descriptive and inferential statistics. Dgsttve statistics were presented in
terms of tables and figures. Inferential statistiese presented as ANOVA tests

and regression coefficients.

The findings revealed that teachers in Athi rivecandary schools are not well

motivated thus there is high staff turnover.

The first objective was to establish the influeméemonetary incentives on the
retention of teachers in public secondary schodithi River Sub County. The
findings of the study indicated that provision focentives motivate teachers to
work hard which lead to employee retention. Thelgtiindings were statistically
significant supported by a chi square of 79.076 amdported p value of (0.000)
which was less than (0.05) level of significances®&ts showed that teachers are
not given monitory incentives for extra work they thus they are not motivated

which lead to low rate of teachers retention.
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The second objective was to establish the influeficeon monetary incentives on
the retention of teachers in public secondarysktin Athi River Sub County.

Provision of these non monetary incentives was dotm influence teachers’
retention in schools. The study findings were statlly significant supported by
a chi square of 65.181 and a reported p value @0 which was less than
(0.05) level of significance. Institutions that hathbraced a culture of giving
incentives by rewarding teachers with non finanogavards were found to have
high rate of teacher’s retention. The rationale fon monetary incentives for
teachers programs is the notion that teachers rmawndiivated by incentive pay
to work harder. The findings were that teachersewsst given non monetary

incentives hence high number of teacher’s turnover.

The third objective was to establish the influentevork schedule flexibility on
the retention of teachers in public secondarystin Athi River Sub County.
The findings therefore indicate that provision ftd& working schedule increases
teachers’ chances of stay. The study findings wsaistically significant
supported by a chi square of 87.58 and a reportealye of (0.000) which was
less than (0.05) level of significance. Resultsigated that in most schools
teachers the working conditions were not condueiveé teachers are not allowed
to exercise their rights when it comes to arraigmsieof school activities

schedule.

The forth objective was to examine the influenceareer development prospects
on the retention. It was established that caremreldpment prospects and
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influenced teachers retention positively. The stuidhglings were statistically
significant supported by a chi square of 86.693 amdported p value of (0.000)
which was less than (0.05) level of significancée Tmotivational challenges
facing teachers made most of the teacher leavectimol and look for better work

place.

5.3 Conclusions

The conclusions of this study were informed byfthdings based on each study
objective and also findings of other similar stediEach objective was reviewed
and a conclusion provided which covers both themy practice. The purpose of
this study was to investigate the influence of Bloaf motivational practices on

teacher’s retention in Kenya Certificate of Secoydaducation in Athi River

Sub-county, Kenya.

Based on the findings the study concluded that tdgbrovision of incentives to
teachers influences teacher’s retention. The alafrnot giving incentives by
rewarding teachers with financial rewards made tiheove to other jobs and or

even quit their teaching jobs

Further, the study concluded that lack of provisaimon monetary incentives
influences teacher’s retention. This is becausk ¢td rewards demotivate them
leading to low retention. Based on the findings #tedy also concluded that
career development influences teacher’s retentiorhe main aim of career

development is to motivate teachers to work exénal las they feel recognized by
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BOM. The study concluded that teachers were natgmiced as far as career

development is concerned leading to high teachensver.

Based on the findings the study further concludhed kack of flexible schedule in
schools influence teachers retention. Due to latkflexible schedule most

teachers find the working conditions unfavorabladeehigh rate of staff turnover.

5.4 Recommendations for study

The following recommendations were made;

1. The BOM members should be sensitized on the impoetaof
motivational practices to teachers since it wasitbthat lack of provision
of incentives, lack of career development progrdaxk of flexible
schedule in schools influences teachers’ retentiidrey can therefore
impalement them in their respective schools asainies to improve on

teachers retention.

2. Every school should be mandated to have BOM mendygrsinted after
gaining the required professional qualificatiormanagement skills where
motivation practice is part of management skills@eondary schools. The
school management should be advised on the netltmle checking
the BOM members’ professional qualification in ficgal management.
This will ensure that boards of management are blmanage school
funds effectively, use them to reward teachersdasetheir performance.

These practices in the long run will improve oviesahool performance.
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3. The training institutes like KEMI should organizelér made courses for
BOM members to equip them with the right knowledge best
Management skills and practices in schools. Thisvelp them identify
the best ways to manage schools; reward teachexsstep to encourage

them work hard.

4. Principals should also devise various ways to rdwheir teachers as an

encouragement for those who have shown exemplafgrpence.

5. The respondents also pointed out various suggestionimprove on
teacher’s retention. The suggestions included; igepadequate teaching
and learning resources, encourage BOM undertakegeament courses,
provision of rewards and incentives among teachats involvement of
teachers when designing their working schedule emzburage them to

like their job .

5.5 Suggestions for further study
Based on the study findings, the following were theggestions for further

research;

1. Since the study was carried out in one county anlyre studies should be
replicated in other counties in Kenya to establigiether the same results

will be found.

2. There is need for further research on other matmat practices that

influence teachers retention other than the foentified in this research.
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3. Studies may also be done on the Boards of managemetivational
practices using other research instruments otler ¢hquestionnaire and

interview to establish whether the same resultkbeilobtained.
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APPENDICES
APPENDIX I: LETTER OF INTRODUCTION

Salome Isuli

Department of Educational Administration and Plagni
University of Nairobi,

P.O. BOX 30197-00100

Nairobi

The principal,

Secondary School.......................

| am a postgraduate student at University of Nainpbrsuing a Master of
Education Degree in Corporate Governance in Edoutali am carrying out a
research on théinfluence of Board of Management Members’ motivatioal
practices on teachers’ retention in public secondgr schools in Athi River

Sub County, Machakos County, Kenya

The research is purely for academic purposes amdnfbrmation obtained will
not be used elsewhere beyond this research worldlKillow me to carry the
study in your school. Identity of respondents vii# treated with the highest

confidentiality. Your co-operation will be highlypreciated.

Yours sincerely,
Salome Isuli
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APPENDIX II: QUESTIONNAIRE FOR THE BOARD MEMBERS

Kindly fill the questionnaire. Please don’t put yomame anywhere on the
guestionnaire. This information will be treated ftdentially. Indicate response

by ticking (V) appropriately in the box

Section A: Demographic data

1. What is your gender? (a)Male ( ) (b)Female ( )
2. What is your highest level of education?
a) Diploma ( ) b) Bachelors ( )
c) Masters ( ) d) PhD ( )
3. How many years have you served in BOM?
4. a) less than one year ( ) Db)lto5year ( )
c) 6 to 10 years ( ) d) More than 10 years ()
5. What is your age bracket?
a) Lessthan 30 years () byBlears ( )
c) 41-50 years ( ) 5d)years & above ()

This subsection is concerned with assessing BOMvatainal practices. Please
mark (x) in the box which best describes your age@ or disagreement.

No Statement Yes No
As board members; 1 2
6 We recognize teachers for the exemplary
performance
7 We do not take for granted promotion of
teachers
8 We always praise teachers for the work well
done.
9 We pay allowances to teaching staff based

on equitable grounds

10 Our school provides adequate housing for
teachers

11 Our school provides adequate offices for
teachers

12 We make sure that teachers participate fully
in the schools’ activities.

13 We give teachers an opportunity to express
themselves about their feelings regarding|to
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No Statement Yes No

As board members;

issues in their lines of duty.

Section C: Monetary incentives and teachers’ retemn

This subsection is concerned with investigationtted monetary incentives on
teachers’ retention. Please mark (x) in the boxctvibiest describes choice.

No Statement Yes No
1 2

Do you give teachers allowances to teachers
for additional responsibilities at school?

Do you grant monetary incentives granted
on basis of grades attained in KCSE exams?

Are financial waivers granted for high
performing teachers for rent?

8 Do you offset any costs you incur for
I.  Breakfast?

ii.  Lunch?

iii.  Supper?

Does the school make arrangements for
teachers for cheaper shopping with specifi
supermarket?

c
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Section D: Non-monetary incentives and teachersetention

This subsection is concerned with investigatiothefnon-monetary incentives on
teachers’ retention. Please mark (x) in the boxcivhbest describes your
agreement or disagreement.

No Statement Yes No
As board members, We 1 2
10 We issue letters of recommendations tq
teachers
11 issue free housing to teachers
12 give subsidized housing to teachers
13 Offer recreational trips to teachers to
teachers
14 Give teachers Christmas gifts to teachers

Section E: Work schedule flexibility and teacherstretention

This subsection is concerned with investigatioringf Work schedule flexibility
on teachers’ retention. Please mark (x) in the tmxch best describes your
agreement or disagreement.

No Statement Yes No
1 2
15 There exists a flexi work schedule in our
school
17 There exists conducive staff room for
teachers.
18 The teachers’ expectation is not interfered
with my work life program.
19 There exists a conducive dining room for
teachers
20 There exists a conducive sick bay for
teachers who fall seek during working hours
21 Thgre fexists a clear work schedule in the
institution
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Section F: Career development prospect and teaclgmretention

This subsection is concerned with investigation tieé career development
prospect on teachers’ retention. Please mark (xhenbox which best describes
your agreement or disagreement.

No Statement Yes No

15 There exists an in-service teacher- training
policy in our school

16 There exist a short term seminar support
services.

The BOM promotes equality of promotion

17
to teachers

18 Teacher’s career aspirations within the
institution are known by the BOMSs.

19 Fair appraisal

77



APPENDIX III: QUESTIONNAIRE FOR TEACHERS

Kindly fill the questionnaire. Please don’t put yomame anywhere on the
guestionnaire. This information will be treated ftdentially. Indicate response
by ticking (\) appropriately in the box

Section A: Demographic data

1. What is your gender? a) Male () b)Female ( )

2. What is your highest level of education?

a) Diploma ( ) b) Bachelors ( )
c) Masters ( ) d) PhD ( )
3. How many years have you been in your current enmpéoy?

a) less than one year ( ) Db)ylto5year ( )

c) 6 to 10 years ( ) d) More than 10 years ()
4. What is your age bracket?

a) Less than 30 years ( )
b) 31-40 years ( )
c) 41-50 years ( )

d) 51 years and above ( )
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Section B: Monetary incentives and teachers’ retemin

This subsection is concerned with investigationtted monetary incentives on
teachers’ retention. Please mark (x) in the boxctvibest describes choice.

No Statement Yes No
1 2

5 In this school, are you paid for teaching
extra classes in the;
(i) Morning?
(i) Evening?

6 Are monetary incentives granted on basis of
grades attained in KCSE exams?

v Are financial waivers granted for high
performing teachers for rent?

8 Does the school offset any costs you incur
for
Iv.  Breakfast?
v. Lunch?
vi.  Supper?

9 Does the school make arrangements for
cheaper shopping with specific
supermarket?

Section C: Non-monetary incentives and teachersetention

This subsection is concerned with investigatiothefnon-monetary incentives on
teachers’ retention. Please mark (x) in the boxctvhbest describes your
agreement or disagreement.

No Statement Yes No

10 In our school, teachers are issued with
certificates when they perform well in
their teaching subjects

11 In our school, teachers are given
educational trips when they perform wel
in their teaching subjects

12 In our school, teachers are given package
of gifts when they perform well in their
teaching subjects
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No Statement Yes No

1 2
13 Teachers’ appreciation and recognition
motivates teachers and thus retention.
14 Teachers are given pens and writing

materials by the school.

Section D: Work schedule flexibility and teacherstetention

This subsection is concerned with investigatioringf Work schedule flexibility
on teachers’ retention. Please mark (x) in the bdwch best describes your
agreement or disagreement.

No Statement Yes No
1 2
15 There exist a flexi work schedule in our
school
16 !’m §atisfied with the working hours of the
institution
17 There exists conducive staff room for
teachers.

18 My family expectation is not interfered with
my work life program.

19 There exists a conducive dining room for
teachers

20 There exist a conducive sick bay for
teachers who fall seek during working hours

21 There exists a clear work schedule in the
institution
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Section E: Career development prospect and teach&retention

This subsection is concerned with investigation tieé career development
prospect on teachers’ retention. Please mark (xhenbox which best describes
your agreement or disagreement.

No Statement Yes No

15 There exists an in-service teacher- training
policy in our school

There exist a short term seminar support

16 :
services.

17 The BOM promotes equality of opportunity
for both male and female staff of the school
Individual and institution and growth needs

18 : R
are matched in this institution

19 Teacher’s career aspirations within the

institution are known by the BOMs.
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Section E: Teachers’ retention

This subsection is concerned with assessing tesialeeention. Please mark (x) in
the box which best describes your agreement ogesaent.

N | Statement Strongl| Undecide

o] y Disag d Agr Strlong
disagre| ree ee Y

e agree
1 2 3 4 5

15| 1would be very happy to
spend the rest of my time in
this school

16 | | am very loyal to this
institution in terms of :
i. Teaching
ii.  Co-curricular
activities

=

17 | | feel emotionally attache
to my school

18 | Right now staying in this
school is a matter of
necessity as much as desire

19 | I am extremely glad that |
chose this school to work
for, over others | was
considering at the time |
joined.

20 | 1 am ready to serve this
school in any role

21| 1| am always
punctual on duty
22 | 1 am highly

committed to work

23 | I meet deadlines
in setting &
marking of exams

24 | | recommend other teachers
to join this school

25 | | always wish the best to
this school
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Appendix IV: Research authorization
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NATIONAL COMMISSION FOR SCIENCE,
TECHNOLOGY AND INNOVATION

Telephone:+254-20-2213471, 9™ Floor, Utalii House
2241349,3310571,2219420 Uhuru Highway
Fax:+254-20-318245,318249 P.O. Box 30623-00100
Email:dg@nacosti.go.ke NAIROBI-KENYA

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

Ref: No. Date:

NACOSTI/P/16/22770/14378
31* October, 2016
Salome Yula Isuli
University of Nairobi
P.O. Box 30197-00100
NAIROBI.

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out research on “Influence
of Board of Management members’ motivational practices on teachers’
retention in public secondary schools in Athi River Sub County, Kenya, !
am pleased to inform you that you have been authorized to undertake research
in Machakos County for the period ending 31* October, 2017.

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

FOR: DIRECTOR-GENERAL/CEO
Copy to:

The County Commissioner
Machakos County.

The County Director of Education
Machakos County.
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Appendix VI: Map of Athi River Sub County
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