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ABSTRACT

The study sought to find out the influence of beanl management governance
practices on teacher job satisfaction in publienary schools in Nyeri central sub
county. The objectives that guided the study waereentives provision,
professional development, work environment and Ivement in governance on
the teacher job satisfaction in public primary silo The study employed
descriptive survey design and the population arggt was the head teachers and
teachers. Stratified random sampling method wasl ige sampling purposes.
The strata were the types of the schools with agamn the boarding, day and day
and boarding. Data was collected by use of quastioes. Analysis was by use of
gualitative and quantitative methods. The quamtigat methods entailed
descriptive and inferential statistics while thealjpative analysis entailed
deciphering meanings of the provided answers amdpadng them to other
documented works in the field. Data was presentedde of frequency tables.
The study found out that: Most of the schools healigions for incentives for
teacher motivation, the activities entailed prammsof cash bonuses, provision for
motivation in kind by way of having congratulatamessages and appreciation
was also a measure of incentive provision. Moghefrespondents deemed their
schools as not having the right provisions for anstble skills development. The
schools had done very little or none at all indiest of providing resources and a
good environment to teachers as a measure of enigamadividual skills
acquisition to have them derive satisfaction frdra tesultant and certification.
Most of the respondents were of the view that tsemools had optimal work
environments guaranteeing the teachers the regsiaitsfaction at work. Most of
the respondents perceived their institutions to ehdvad provisions for
involvement of all stakeholders in decision makifigne study recommended
that:- The boards of management in public primatyosls should innovate and
seek out measures of associating with corporateoémel well-wishers with an
aim of ensuring optimal provision of incentivestire schools, ensure that they
make adequate provisions to see to it that thén&zaadn the institutions benefit
from the in-service programs and build all theiillsk should work towards
ensuring that they provide the institutions withe thequisite infrastructural
provisions necessary to ensure conducive teachmaglearning and work out
modalities to enhance the governance systems andtwses with an aim of
having seamless operations in the running and nesmneigt of the public schools.
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CHAPTER ONE

INTRODUCTION

1.1Background to the Study

Corporate governance is a mode of structured assmtiand management in an
organization which inculcates the input of all #iakeholders, (Glanz, 2012). The
system of governance is influenced by the teneigingy the association of the

membership in the entity. Corporate governancesseelassure the membership
of its participation and involvement in key aspeofs decision making and

institutional management.

Teachers play an integral role in the academicrarages fruition. The teacher
plays the role of planning for the lessons, ingtounc while in the classroom,

interaction with students and allied professionaties that may be allocated to
him. It thus of great essence to ensure optinadher satisfaction as a premise
for actualizing their roles (Shorris, 2012). Thalls for the right environment as
an incentive for satisfaction on the part of thacteer to handle the learning

process.

The United States of America takes into accountptiosdéessional development of
teachers in the different fields of study on a oardus progression. The presence
of programmes for continuous upgrading of teachelification driven by the

learners’ academic achievement is a practice whmokivates enhanced teacher
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job satisfaction in the schools (Lankford, 2011)aeT practices affirm the
development capacity of the learners is always hestavith the teacher personal

growth and development.

The Education for All Programmes (2002), in Afritave put in place structures
and systems which assure the learning programmeapacity to excel. This is
by way of tapping into the professional persong@ba with the responsibility of
disseminating knowledge. It has a special focussamnd teacher training and
skills transfer programmes (Ayemi, 2010). This shalae enormous potential that
the continent of Africa has and its emphasis ofuasg sound and effective
teaching programmes. The teacher motivation is ylawndstick against which the
fruition and success of the academic programme®ddawards the actualization

of the Accra Accord can be hinged on.

Teacher employment and deployment in Kenya is timetion of the Teacher
Service Commission which is an independent bodye @bnstitution of Kenya
gives power to the commission to effectively takiearge of the teacher
employment and management as an independent bbdycdmmission ensures
that the teachers are remunerated and have tleaeirtal needs met as a measure

of enhancing their job satisfaction levels, (GoR1@).



The basic education act empowers the BOM'’s to tdlarge of the governance
programs in the public primary schools. This igurtherance of the mandates of
the teachers’ service commission entailing goverearsupervision and other

aspects in the realization of teacher job satigfact

A study carried out by Njue (2003) on job satistactamong secondary school
teachers in Nairobi province found out that theclheas were demotivated by job
factors like the work environment and terms of smv This occasioned
discomfort attributed to lack of space to carry amdlividual tasks in the
staffrooms impairing the internal teacher relattops. The study called for
investment in facilities that may assure teachemgroved delivery at work and

enhanced job satisfaction.

Teacher job satisfaction in the public sector heenban issue of great concern. It
has been a challenge of the Ministry of Educationmanage and effectively
handle. The function of supervision of the schdipy 8OM’s is to ensure delivery
of academic programmes and realization of the t&hmandates. This has
equally had its shortcomings (Simatwa, 2014). Tas mainly been attributed to
the large number of teachers and strained capadiiesupervision and quality
assurance. Disparities in the staffing levels aretjualities in the distribution of
teachers has equally been a factor contributinteéacher effectiveness and by

extension it has been a demoralizing factor inRRpublic of Kenya.



Nyeri County has been no exception to the prewvgisituation nationally. The
present study aimed at investigatidgards of Management governance practices
on teacher job satisfaction in public primary sdedn central sub-county, Nyeri

County, Kenya.

1.2 Statement of the problem

In the past three years, there has been a widebspeacher’s turnover in primary
schools in Nyeri Central Sub County. Statisticblggri TSC unit showed that the
rate of teachers’ turnover rose from 16 percer2dh0 to 21 percent in 2011. In
2012, teachers’ turnover rose to 23 percent thusgying a disturbing trend. The
turnover rates of Nyeri sub county reflected higlestels in comparison to the

other sub counties in the county.

Records at the Nyeri Central Sub-County Educatithiceoindicate that primary
schools in Nyeri Central Sub County recorded tlveelkt mean scores out of the
eight sub counties in Nyeri County for the lasethyears. This is despite the fact
that all teachers are trained and most of thenParteachers some have graduate
gualifications and the schools have adequate legrtine scheduled in the time
tables. Due to the poor results in the sub coumtyst of the area schools hold
annual prize giving days where the teachers arengawards in the hope of
intrinsically adding on their satisfaction. In othg&chools in the area the CDF
accounts have been used to set up infrastructurenttance teacher job

satisfaction levels to no avail owing to the higmbver in place. It is against this
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background that the present study sought to tigage the extent to which the
investigate Boards of Management governance practices on teaghte
satisfaction in public primary schools in centralbosounty, Nyeri County,

Kenya.

1.3 Purpose of the study
The purpose of this study was to investigatards of Management governance
practices on teacher job satisfaction in publianamy schools in central sub-

county, Nyeri County, Kenya.

1.4 Research objectives
The study was guided by the following objectives:

1) To examine the influence of use of incentives byMBOn teachers’ job
satisfaction in public primary schools in Nyeri @ahSub County.

2) To determine the influence of BOM support for pesienal development
teachers’ job satisfaction in public primary sclsowol Nyeri Central Sub
County.

3) To examine the influence of BOM creation of condeciwork
environments on teachers’ job satisfaction in pulpliimary schools in
Nyeri Central Sub County.

4) To determine the influence of teacher involvemensehool governance
by BOM teachers’ job satisfaction in public primasghools in Nyeri

Central Sub County.



1.5 Research questions

1) To what extent does the use of incentives by BOfMi@émce teachers’ job
satisfaction in public primary schools in Nyeri @@hSub County?

2) How does support for professional development byMB@fluence
teachers’ job satisfaction in public primary sclsowol Nyeri Central Sub
County?

3) To what extent does the creation of conducive wemkironments by
BOM'’s influence teachers’ job satisfaction in pebfirimary schools in
Nyeri Central Sub County?

4) What is the influence of school governance by BObh teachers’ job

satisfaction in public primary schools in Nyeri @@hSub County?

1.6 Significance of the study

The study may positively influence the job satisiftan in the public schools. This
is attributed to the fact that it may help spuementions for teacher incentives
and related motivating factors by the Boards of &pment. This may help

reduce teacher turnover in the public primary s&hoo

The Teachers Service Commission may equally befmefit the study in terms of

getting to understand strategies for improving lheagob satisfaction levels. This
may have the net effect of attrition reduction aaglings on training costs to the
organization. It may thus spur stability and redteacher attrition rates. The

study will aid future researchers on corporate guanece practices by Boards of
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Management and job satisfaction. This may posiiwelpact on the growth of
scholarly works in the field. It may thus make fletd of corporate governance in

school administration and teacher job satisfadbetter.

1.7 Limitations of the study

The respondents had issues as regards to prowvgianformation that they
consider confidential pertaining to their job s@tt$ion levels. This limited access
to research information from the respondents. Tésearcher overcame the
obstacle by assuring the respondents that the stadypurely academic and their

identities would be treated in confidence.

Public institutions have high confidentiality stamds. This greatly limited access
to research information. The researcher soughtoatghfrom NACOSTI as a
measure of instilling confidence in the institusorto freely participate.
Anonymity of the schools and the governance prastmertinent to each will also

be proffered.

1.8 Delimitation of the study

The study focussed on the teachers working in pyifimary schools in Nyeri
Central Sub County, Nyeri County. The study alsdy czovered the public
primary schools since private primary schools haliferent governance
structures compared to those of public primary etharhe study focused on the

use of incentives, support for professional develept, creation of conducive
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work environments and school governance by BOM’she Tpertinent
circumstances identifiable to Nyeri Central did ragply to other areas. This
constrained the ability of the study to make gelieaons. The respondents were

the teachers working in Nyeri Central Sub County.

1.9 Basic assumptions of the study
The study was premised on the following basic agsioms:
i) The respondents would willingly participate in teeidy by providing
responses
i) The responses would be of value in terms of in&drom for policy

improvement on teacher motivation

1.10 Definition of significant terms

Autonomy refers to freedom given to teachers by the statupvovisions in
professional mandates execution

Governance practicesit refers to tenets which assure transparency and
accountability in the management of public primseiiools

Incentives refer to something that makes teachers want tsatoething or to
work harder like gifts.

Job satisfactionrefers to the feeling of contentment that a teablas with his or

her work as evidenced by their job performancelandob turnover.

Motivational strategies are specific and intentional actions of a teachercted

towards increase of learners’ interests and thepiration to learn.

8



Professional Developmentrefers tothe process of improving and increasing
capabilities of staff through access to educatiod @aining opportunities in the
workplace

Work Environment refers to the surrounding conditions in which ampkyee

operates entailing physical equipment and procedure

1.11 Organization of the study

The study is organized into the following chapters:

Chapter one entails the introduction covering ttaekiground to the study,
statement of the problem, purpose of the studyearet objectives, research
guestions, significance of the study, delimitatiafighe study, limitations of the
study, assumptions of the study and definitionighiicant terms. Chapter two
entails review of the relevant literature guidedthg objectives of the study. The
summary of the literature review and knowledge gape theoretical and

conceptual frameworks of the study are also present

Chapter three is the research methodology covehag research design, target
population, the sample size and sampling procedlat, collection instruments,
validity and reliability, data analysis techniquasd ethical considerations.
Chapter four is data analysis, interpretations disdussions while chapter five
entails the summary, conclusions and recommenda#isiwell as suggestions for

further research.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter presents the related literature restean Boards of Management
governance practices on teacher job satisfactiopuinlic primary schools in
central sub-county, Nyeri County, Kenya . The &tere is based on the research
objectives which are incentives by BOM, support poofessional development,
creation of conducive work environments and teacheolvement in decision
making on the job satisfaction levels. It has amany and gaps to be filled, the

theoretical and conceptual frameworks.

2.2 Concept of corporate governance practices anphb satisfaction

Corporate governance practices affect the levelseather job satisfaction in
schools. Varied authentic practices carried outhi@ institutions and teacher
innovations attributed to their passion at work atenteacher job satisfaction
levels (Adegbemile, 2011). Innovative practices artaken by teachers in
realization of learner achievement can be corréldt their levels of job

satisfaction and the governance practices in theas (Newman, 2009). In
Chicago state teachers had their innovation tendgndriving learners’

excellence and enhancing their job satisfactioelkev This was attributed to the
ability of the schools to ensure room for individtraedom allowing teachers’ to

innovate as facilitated by the school administratio
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Passion for the professional and vocational calkng key attribute of teacher job
satisfaction (Kodero, 2011). The level of satisfacthat one derives from a job
determines their capacity to successfully undertaiceachieve it, (Baraza, 2009).
The teacher retention levels in the profession hawdirect correlation to the
satisfaction derived from the work experience (Mgi2012). In a survey carried
out in Kuria District, the study established thedcher job satisfaction was related

to the work environment settings in the instituion

Surveys carried out in Kenya by the Manpower Ses/i€enya Limited showed
that the delivery by teachers at work was hingedhair job satisfaction levels
(Manpower Services, 2011). Teacher effectivenessgmaatly influenced by their
ability to be passionate for their work devoid bk tremuneration and related
incentives which drew them to their work (Jerald0®?). The survey showed that

in event of high satisfaction levels, there wasaged teacher productivity.

The dire state of many public primary schools i of teacher engagement and
capacity to retain them greatly affects their jalisgaction levels. The deplorable
disparities in the staffing levels negatively imiyag on the teacher- pupil ratio
causes many public schools to engage teachers temporal basis (Mukele,
2012). The schools boards of management have sipemsibility of paying and
retaining them. The salaries and emoluments pattlém are in many instances
low and a demotivating factor to them. The frequemnging of allegiances in

the quest of seeking greener pastures and aftemgengent by the Teachers

11



Service Commission greatly affected the job sattgfa levels (Maingi, 2012). It
makes them less satisfied in their professionahgament owing to lack of stable

employment.

2.3 Incentives by BOM on teacher job satisfactio

Guarantees of monetary provisions are made to eéemciwho don't seek
managerial positions in Australia (Vanasky, 20I)e teachers are assured of
achieving the top most scale of their salaries pe@aod of nine to ten years. This
enhances teacher job satisfaction levels in thevichehl schools. It also reduces
teacher attrition levels and guarantees the goventen of lesser costs of hiring

and training personnel on a frequent basis.

One strategy as noted by Naungart (2007) to enhatezcher job satisfaction is
to provide incentives and reward teacher perforraambis is by way of having a
salary scale of around three steps in terms oéments. In the USA the practice
of having the management boards of the schoolsiga&inarge of continuously
evaluating the teachers was confirmed as a prewifisenhancing their job

satisfaction levels attributed to the continuougrajsals.

The sessional paper No. 2 of the year 2010 takasgehof key programs of
education in  Kenya. Teacher job satisfactionnsraperative of the sessional
paper (GoK, 2010). Mechanisms for teacher traingmgd promotion are

articulated as a measure of assuring incentivegfosatisfaction enhancement.
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This identifies with the provisions of the Basicugdtion Act, 2013 which places
governance in public education institutions as aasuee of teacher job

satisfaction (GoK, 2013).

The ministry of education has decentralized teaekeninistrative activities as a
measure of incentivizing service delivery standarids job satisfaction

enhancement (GoK, 2013). The decentralization ofises has ensured that the
teachers are easily attended to at their countidsderive optimal satisfaction
from the reduced cost of travel to the headquarféne present study sought to
fill the knowledge gap by investigating the extemtvhich incentives accorded by
BOM'’s influence job satisfaction among the teachensublic primary schools in

Nyeri Central Sub County.

2.4 BOM support for professional development on tezhers’ job satisfaction
Collaborative professional development practicegeh@ways enhanced teacher
job satisfaction in many jurisdictions in Europeri(ilanos, 2010). The teachers
are encouraged to forge partnerships and collabanatvarying facets of work
and professional lines all geared towards the aement of benefit in terms of
professional growth. The school management boargshasize on professional
development practices to make them more effectiek lzelp realize the much
needed benefits to learners who partake in theemgi@dprogrammes (Tinto, &

Pusser 2006).
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Peer learning opportunities have also been empldgednhance teacher job
satisfaction. The engagement in activities whicktdo interaction between the
peers and benchmarking from each other enhancesheteaprofessional
development (Boyd, 2008). The peer learning ancmmarking avenues accord
teachers the capacity and privilege to learn frbmirtprofessional counterparts
and get satisfied from their attainment. Peer berazking from the school
boards ensure that the teachers get to achievaboaodtive efficiency (Strunk, &

Zeehandelaar, 2011)

Professional qualifications have also been confitteebe a factor which directly
affects teacher productivity and job satisfactionKienya. Many teachers have
undertaken to advance and progress in their caatbs by way of going back to
college for higher professional attainment (NguRQ11l). Many of the teachers
undertaking higher academic studies have had thkedlge of operating from a
point of psychological disadvantage. They have shalies at hand and their
classroom duties to undertake simultaneously. Tdals for the boards of

management to cultivate amiable environments whittourage the teachers’ to
further their professional attainment in public cols. This is by way of

facilitating leave from duty and room for studyhelpresent study sought to find
out the influence of support for professional depetent by BOM’s on teacher
job satisfaction among teachers public primary sthon Nyeri Central Sub

County.
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2.5 Conducive work environment by BOM on teachersjob satisfaction

School buildings that are clean, quiet, safe, cotalide, and healthy determine
the work environment that the teachers work in.IBags that are not properly
maintained have the potential to inhibit studentcess due to one or more
deficiencies in the facility Gurney (2012) was dfetview that in London,

successful teaching and learning takes place aml@ewnronments. Lack of

school facilities can impede teacher job satistectiand learner success.
Schneider (2013) noted that the quality of fa@stihas more of an effect on
factors such as learner attitudes toward scholileseeem, security, comfort, and
pro-social behaviour, which in turn affect learniregnd achievement. The
empirical evidence confirms a close relationshiptween the physical

environment and how well teachers derive satisfadtiom that environment.

A comparative study carried out in Uganda, Zambig [digeria Rothstein (2010)
established great variations in the resources audities available for the
teaching and learning of all subjects. Although sdhools in the study were
government schools, sitting for the same natiorahenations within a country;
and depended on their governments for the bullheif finances, some of these
schools were so impoverished (Snyder & Dillow, P01 ack of basic necessities

affected the teacher job satisfaction levels a$ agelearners’ achievement.
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School facilities are the libraries, text booksalghboards, pens and any other
item which make the teaching-learning process ptesaind easier. Muvati (2011)
attested that a good teacher can teach anywherghanda willing learner is
capable of learning in spite of the setting. Cayaai teachers to teach as well or
students learn as much as they could have in b&tteoundings is however an
imperative. The school environment itself has gdir untapped potential as an
active contributor to the learning process andhengob satisfaction. The study
was conducted to examine the influence of the vesrkironments facilitated by
the BOM’s on teachers’ job satisfaction in publignpary schools in Nyeri

Central Sub County.

2.5 Teacher involvement in governance by BOM ofob satisfaction

Teacher productivity and job satisfaction is mainigtivated by the capacity of
the schools to put in place effective systems fesuang sound leadership
(Okach, 2011). The ability of the Boards of Managetrand the head teachers to
put in place the requisite environment allowingctesrs capacity to participate in
pertinent decision making programmes affects thaiisfaction at work at work
(Ngumbao, 2012). Failure to consult teachers aticatidecisions which they are
in turn supposed to implement affects their johistattion levels (Rockoff,,

2004).
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Financial management is critical to the smooth mgof any institution. Public
schools on the other hand have the undoing of fimhriiccups and enormous
challenges in their financial management programf{Resfeldt, Lankford, Loeb,
& Wyckoff, 2011).This stems from the fact that thiegtve cash flow problems
especially at the advent of irregular cash disbues# programs by the exchequer
(Kuria, 2012). Many head teachers fail to involeadhers in schools financial
management programmes even in activities concethigig departments causing

them to be disenfranchised and de-motivated at Wakstations (Kuria, 2012).

The communication avenues employed in the respestiiools equally affect the
teacher job satisfaction levels. Instances of tefetl access by select teachers to
the administration and having policy decisions elismated via the grapevine has
destabilized many schools (Musyoka, 2012). Failarecreate and inculcate a
culture which respects the systems and structusepeatains to the chain of
command is the undoing of many schools (MbijiwelP0 The feelings of
entittement by some and non-involvement by othembmrs of staff causes
situations of strife and ill-feelings among the ntems of staff. This may portend
the risk of disillusionment and de-motivation byetkeachers (Moglia, Smith,
Maclintosh, & Somers, 2006). The present study soughfind out the extent to
which teacher involvement in school governancditated by BOM’s affects the
job satisfaction of teachers in public primary saloin Nyeri Central Sub

County.
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2.6 Summary of the Literature Review

The study sought to find out the Boards of Managengevernance practices on
teacher job satisfaction in public primary schowiscentral sub-county, Nyeri

County, Kenya. It had emphasis on, incentives giod, professional

development, the teacher work environments andhéadnvolvement in decision

making. Previous studies carried out by Muvati @0bcused on the institutional
factors affecting teacher productivity. A surveyread by Kuria, (2012) showed
that the non involvement of teachers in schoolrfai@ management affected
their job satisfaction levels. The study sougHiltahe gap of confirming how the

situation in the study area is as pertains to guusre practices by the BOM on

teacher job satisfaction.

2.7 Theoretical framework

The study is based on the Maslow theory of neets.tfeory has an inclination
to the situation of job satisfaction in the worlagg being closely related to the
needs of the worker. In the theory the need to teak the physiological

requirements are met, security, social acceptaesteem and self-actualization
realized are core to the employee job satisfacfldre theory identifies with the

ideals of the study owing to the fact that even tba&chers can only derive
satisfaction at the advent of having their perttneeeds met in the course of
carrying out their duties at work. The remuneratibat they draw in form of

salaries and allowances should be enough to meetréguirements in terms of

provisions for daily needs.
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The theory identified with the study which captutbeé essence of governance

practices by BOM in assuring teacher job satiséactiThis is because at the

advent of the BOM ensuring that the teachers’ neetlsregard to esteem, sense

of belonging and related physiological needs art thes ensures that they derive

satisfaction at work.

The following diagram presents a conceptual frantewdhich is a diagrammatic

representation between the independent and depewdeables. It summarizes

the boards of management governance practices saege$or teacher job

satisfaction.

2.8 Conceptual Framework®

Independent Variables

Incentives

Monetary incentives by BOM
Non monetary incentives by BOM

Professional development
Room for collective training by BOM
Provisions for personal growth and
development initiatives

Work environment

Process

Dependent
Variable

Teaching in public

Physical and non physical
facilities provision

Involvement in governance

Financial management and
Aecicinn makinn nrocecs

A\ 4

primary schools

Job satisfaction

Figure 2.1: Conceptual framework on variables in tle study
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The ability to provide incentives is a key premise ensuring job satisfaction.
The incentives entail the monetary and non monetargs from the BOM's.
Professional development encourages individual tgroand ability to enhance
proficiency when the teachers are accorded roonmftividual growth. Creation
of good work environments with regards to procegsusystems and facilities is
also a premise for enhanced teacher job satisfadBwels. Involvement in

governance ensures ownership of programs and steaision making processes.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This section entails the research design, targgulption, sample size and
sampling procedures, research instruments, validityresearch instruments,
reliability of research instruments, data collestiprocedures, data analysis

techniques and ethical considerations.

3.2 Research design

The study used a descriptive survey design to ksitalihe Boards of
Management governance practices on teacher joffegdion in public primary
schools in central sub-county, Nyeri County, Ken@eodho (2005) postulated
that a descriptive survey design entails collectdrinformation from selected
samples by questionnaire administration. The metl®dused to collect
information about people’s opinions, habits, attds or any variety of social
issues. The study adopts the design owing to thityabf facilitating data

collection without manipulation of the variables.

3.3 Target population
All universe or targeted population with similarachcteristics constitutes the
target population in a study (Orodho, 2009). la tase of the current research

the teachers and head teachers serving in the stiedy constituted the target
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population. The number of teachers in the sub goumt370 while the head
teachers’ population is 16. The study thus hadgetgopulation of 370 teachers

as shown in table 3.1.

Table 3.1: Distribution of Schools in the sub coumnt

School Category Number of Number of Number of

schools Head Teachers Teachers

Boarding 4 4 105
Day 10 10 210
Day and Boarding 2 2 55

TOTAL 16 16 370

Source:DEQ'’s Office (2016)

The study thus had a target population of 370 t&ch

3.4 Sample size and sampling procedures

The study used the authority of Kombo and Trom@@&0vho argued that 10%
or more of the population can be representativaigmdo give a reflection of a
phenomenon. The stratified random sampling methas wsed for respondent’s
determination. In furtherance to the position ofndm and Tromp (2006), the
study picked 30% of the respondents in each cagyegbthe teachers and the

category of the schools will be used for strattiima.
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Table 3.2: Sampling Framework

Category of school Number of Teachers Sample size
Boarding 105 32
Day 210 63
Day and Boarding 55 20
TOTAL 370 115

The study thus had a sample size of 115 responddmtgave a representation of

the sub county.

3.5 Research instruments

The study used questionnaires as the instrumentthéostudy. The choice of
guestionnaires was motivated by the ability to semany respondents; self
administration, anonymity and capacity for standaatibn thus ease in data
analysis (Orodho, 2005). The questionnaires hadedoand open ended
guestions. The questionnaires entailed sectionsrowy the socio-demographics
information and the objectives of the study whickrey incentives provision,
professional development, work environments andolirament in school

governance as facilitated by the BOM’s.
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3.6 Validity of research instruments

Validity is the degree to which a test measurestwhaurports to be measuring.
Validity can also be said to be the degree to wingsults obtained from analysis
of data actually represent the phenomenon undesstigation (Orodho, 2005).

The study confirmed the face and content validitythee questionnaire. Face
validity is in relation to the misunderstanding omisinterpretation of the

guestions. This was done by use of the pre-testietnod. Content validity refers
to the capacity of the instrument to provide adégueoverage of a topic.

Adequate preparation of the instruments under tndagce of the supervisor,
expert opinion and pre-testing of the open-endedstijpns assured content
validity. Before commencing on data collection, tesearcher pre-tested the
guestionnaire in the neighbouring sub county of iNtgvn. Changes were made

on the questions deemed appropriate after thegste-t

3.7 Reliability of research instruments

Reliability is the ability of an instrument to castently yield the similar results
on consecutive administration to the same respdaadé@rodho, 2005). The test
retest method whereby the pre-test respondents ssued with questionnaires

for them to fill and the same subjected to a réses used.

r=2xy-2x2y
N
\ (X - (X)°) Y - E)?)
N N
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Where r = Pearson co-relation co-efficient
X = results from the first test
y = results from the second test

N = Number of observation

The reliability coefficient was computed using Rears Product Co-relation Co-
efficient method. The reliability co-efficient wasxpected to be 0.7 or higher
otherwise the instruments had to be revised to ongron their quality. This is

because in the event of lower scores the relighlitthe instruments would be in

guestion. In the event of current study the relighcoefficient was 0.73.

3.8 Data collection procedures

Permission to conduct the research was sought finenNational Commission of
Science, Technology and Innovation. The researchiersed the Nyeri county
commissioner and requested an introductory letedork visiting the primary
schools to reach the respondents. The researchedrdeivered and picked the

guestionnaires from the respondents.

3.9 Data analysis techniques

Data analysis entailed quantitative and qualitapvecedures. After all the data
had been collected, data cleaning followed for gheposes of identifying any
incomplete, inaccurate or unreasonable data forptmpose of improving on

guality through correction of detected errors angissions. Coding of the data
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thereafter followed and the codes were enteredardomputer for the purpose of
analysis. The researcher used the SPSS versiomogtam for the purpose of
data analysis. Tavakol (2007) argued that the SR@8kage is large data volumes
from its wide array of statistical procedures desi) for social sciences. The
study used Chi-Square and Spear Man Rank Ordestdhe significance of the
variables on the phenomena. Qualitative data walyzed by way of deciphering
the meaning of the information proffered by thepmslents and relating it to
documented data from previous research on Boarddaniagement governance

practices on teacher job satisfaction in publionary schools.

3.10 Ethical Considerations

The researcher sought to get the consent of tipomndents before administering
the research instruments to them. The researchauremh respondents
confidentiality as pertains to their identities.sfigance that the information was
for study purposes only was given. The researcbgpected the respondents’

right of choice to participate or not in the study.
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CHAPTER FOUR

DATA ANALAYSIS, PRESENTATION AND DISCUSSION

4.1 Introduction

The study was carried out in Nyeri Central Sub Gpuhhe study sought to find
out the to establish the Boards of Management gewee practices on teacher
job satisfaction in public primary schools in Niy€entral Sub County , Kenya.
The analysis entailed descriptive and inferentiaistics. The data was expressed
in percentages and frequencies form and varyinigsstal tests were used. The
study sought to interpret the opinions and rel&ent to the context of the
research. The findings were used to relate to ¢ésearch and answer the study
guestions that the researcher put forth when shghtdo establish the Boards of
Management governance practices on teacher josfagdion in public primary
schools in Nyeri Central Sub County, Kenya. The&gtobjectives were provision
of incentives by BOM, professional development, therk environment and

involvement in governance all geared towards enhgrteacher job satisfaction.

4.2. Response rate

The study sought to get primary data from the teexchnd by way of

guestionnaire administration and the responsewaseas captured in table 4.1
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Table 4.1 Response rate

Responses Frequency Percentage
Questionnaires returned 96 83
Questionnaires not 19 17
returned

Total issued out 115 100.0

The response rate as shown in table 4.1 indica8e% §n=96) of the teachers
participated in the study by filling and returnititge questionnaires. This was an
indication of good patrticipation thus ability topapciate the essence of the study.
It was also an indicator of the capacity to hawe rispondents identify with the
subject being investigated thus their willing papation. The study equally
satisfied the authority of Kombo & Tromp (2006) whiadvocates for a return

rate of 80% or more to represent good participatiom the respondents.

4.3 Respondents demographic information

The respondents’ demographic information was atucagh in the following

section.

4.3.1: Respondent’s gender

The respondents’ gender was as shown in table 4.2
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Table 4.2Respondent’s gender

Responses Frequency Percentage

male 52 54.2
Female 44 45.8
Total 96 100.0

The respondents gender as shown in table 4.2 stihawvsnost of the respondents
were male (54.2%) (n=52). This was an indicatioat tthe male teachers had
more active participation in the study. It could@mhave been an indication of a

higher male teacher population in the study area.

4.3.2 Professional qualifications

The teachers’ academic qualifications were as shioveble 4.3

Table 4.3 Highest professional qualifications

Responses Frequency Percentage
PI certificate 58 60.4
Diploma 23 24.0
Graduate 9 9.4
Post-graduate 6 6.3
Total 96 100.0
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Table 4.3 shows that most of the teachers had Riificse academic
gualifications (60.4%) (n=58). This was an indicatthat most of the teachers in
the sub-county had stagnated at the entry pointiwtiiey were employed by the
teachers’ service commission which is the P1 ceatié. It can thus be interpreted
to mean that they were complacent and had not reHfdds towards ensuring

that they improved their professional qualificagon

4.3.3 Length of service in current schools

The respondents’ length of service in current sthaas as shown in table 4.4

Table 4.4 length of service in current schools

Responses Frequency Percentage
Less than 1 year 7 7.3
1-5 years 69 71.9
6-10 years 13 13.5
11-15 years 7 7.3
Total 96 100.0

Table 4.4 shows that most of the teachers had denvéhe areas for 1-5 years
(71.9%) (n=69). The responses showed that the mnegmbs were fairly
knowledgeable with regard to experience as indicatethe timespans that they

had served in the institutions. This was an indicabf informed persons who
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were competent and qualified enough to contribaiteeims of providing research

information.

4.3.4: Awareness of Basic Education Act

Respondent’s awareness of the Basic Education Astas shown in table 4.5.

Table 4.5 Awareness of Basic Education Act

Responses Frequency Percentage
To a high degree 19 19.8
To a fair degree 58 60.4
To a low degree 19 19.8
Total 96 100.0

Table 4.5 shows that most of the respondents weire faware of the basic
education act, 2013. This was an indication thapde having information about
the act they were not very much aware. It was lacgdn of a situation whereby
the respondents alluded to faint knowledge thumdication of the need to carry

out capacity building and sensitization on the miaws of the Act.

4.4 Incentive provision on teacher job satisfaction
Guarantees of monetary provisions are made to eéemciwvho don't seek
managerial positions in Australia (Vanasky, 20Ilhe teachers are assured of

achieving the top most scale of their salaries peaod of nine to ten years. This
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enhances teacher job satisfaction levels in theviosheal schools. It also reduces
teacher attrition levels and guarantees the govenisnof lesser costs of hiring

and training personnel on a frequent basis.

4.4.1 Responses gprovision for incentives for teacher motivation

Responses on the ability of the BOMs in the respesichools to provide

incentives for teacher motivation was a s showale 4.6

Table 4.6 Provision for incentives for teacher motiation

Responses Frequency Percentage
Yes 91 94.8
No 5 5.2
Total 96 100.0

Table 4.6 shows that most of the schools (94.891h=had provisions for
incentives for teacher motivation. This was an¢ation that most of the schools
within the study area valued teacher motivatiormgsremise for enhanced job
satisfaction thus provision of incentives. It cam ibterpreted to mean that the
schools had strived to ensure optimal standard¢eather motivation were

achieved as a measure of enhancing the job sdimsfdevels.
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The respondents confirmed that varied motivatiotiviies were carried out
within the schools. The activities entailed prosmspf cash bonuses as a measure
of incentivizing the teachers to perform betterhvatview of seeing to it that the
monetary rewards encourage them. Provision forvattin in kind by way of
having congratulatory messages and appreciatioraisasa measure of incentive
provision. This was an indication that the schdwsl realized the essence of
encouraging teachers in all ways to work harden tiefore by way monetary and

non-monetary provisions.

This was confirmation of the position taken by Ngarm (2007) who was of the
view that one strategy to enhance teacher jobfaetion is to provide incentives
and reward teacher performance. This is by way afinfy a salary scale of
around three steps in terms of increments. In tB& the practice of having the
management boards of the schools taking chargemfntiously evaluating the
teachers was confirmed as a premise of enhanceig jfb satisfaction levels

attributed to the continuous appraisals.

4.4.2 Responses on cases of failure by the BOM tmpide incentives

Responses on instances of failure to provide pgeeed on incentives for teacher

motivation were as shown in table 4.7
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Table 4.7 cases of failure by the BOM to provide icentives

Responses Frequency Percentage
Often 51 53.1
Rarely 42 43.8
Not at all 3 3.1
Total 96 100.0

Most of the respondents confirmed that there haghHailure by the BOM to
provide prier agreed incentive for teacher motwatin the schools often (53.1%)
(n=51). The responses confirmed that in some instathe schools had promised
the teachers but failed to deliver on the agresmmpmes with regards to the
incentives that they were to provide. This was cordtion of the fact that the
situation of inadequate resources had in some aasapromised the ability of
the schools to have the BOMs meet their obligatimnthe teachers in terms of

the prier agreed on incentives.

The sessional paper No. 2 of the year 2010 takasgehof key programs of
education in Kenya. Teacher job satisfactionnsraperative of the sessional
paper (GoK, 2010). Mechanisms for teacher traingmgd promotion are

articulated as a measure of assuring incentivegfosatisfaction enhancement.
This identifies with the provisions of the Basicugdtion Act, 2013 which places
governance in public education institutions as aasuee of teacher job

satisfaction (GoK, 2013).
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4.4.3 Results on Pearson chi-square test on thiedetength of service and the
ability to appreciate the incentives provided tbamce job satisfaction were as

shown in table 4.8

Table 4.8 Pearson chi-square test on the teachenfgth of service and the

ability to appreciate the incentives provided to ehance job satisfaction levels

Value df Asymp. Sig. (2-
sided)
Pearson Chi-Square 67.064 3 .000
Likelihood Ratio 30.908 3 .000
N of Valid Cases 96

a. 4 cells (50.0%) have expected count less thdihé&minimum expected

count is .36.

Table 4.3 shows a cross tabulation between thdénéedength of service and the
ability to appreciate the incentives provided tdhamce job satisfaction levels
which gave a Chi-square valueydf= 67. 064 at a significance level of 0.36. The
calculated statistig” = 67. 064 was found to be more than the tableitativalue

of y* = 30. 908. The response showed a situation whettebyength of service
was a good premise on which the teachers were damgevith regards to their
awareness of the modalities of incentive provisba 0.36. It can be interpreted
to mean that the length of service enabled thensrado appreciate the different

mediums of incentive provision in the schools.
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The statistical findings affirmed the premise ofk;¢2013) in that the Ministry
of Education has decentralized teacher adminig&aictivities as a measure of
incentivizing service delivery standards for joktifaction enhancement The
decentralization of services has ensured thatehehers are easily attended to at
their counties and derive optimal satisfaction frima reduced cost of travel to
the headquarters. The present study sought totH#l knowledge gap by
investigating the extent to which incentives acedrdby BOM'’s influence job
satisfaction among the teachers in public primanyosls in Nyeri Central Sub

County.

4.4.4 Modalities of raising funds for incentive preision by the BOMs

The respondents confirmed that the schools hadedafsinds for incentive
provision via different ways. The ways includedemmal resources mobilization
whereby a kitty from the funds provided for freénparry education was set a side
with an aim of ensuring that the teachers were vat#d for the teaching and
learning activities undertaken. Provisions for fferents contributing monetary
resources geared towards providing incentives &k@ confirmed. This was an
indication that the parents willingly contributaddncial resources for the essence
of having their children benefit from the accrueddher job satisfaction levels.
The situation of the community members and persbmsfluence like politicians
and membership of the alumnae providing monetasguees for incentives was

also confirmed. This was an indication that theosty had different ways and
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means of raising funds for incentive provision aseasure of enhancing teacher

job satisfaction.

4.4.5: Responses on attributes for incentive provan by the BOMs were as
shown in table 4.9

The study sought to confirm the levels of agreemtit attributes on incentive
provision as a measure of enhancing teacher jodfaztion levels. The responses

were rated on a scale of 1-5.
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4.9 Lickert scale on incentive provision as a factaffecting teacher

motivation
BOM motivate enhanced
job satisfaction Total
Yes No

monetary incentives to Disagree 0 12 12
motivate teacher Agree 12 11 23
performance strongly agree 61 0 61
Total 73 23 96
system of rewarding Disagree 0 2 2

Agree 32 21 53

strongly agree 41 0 41
Total 73 23 96
school tours and excursions Strongly 0 4 4

disagree

Disagree 1 19 20

agree 43 0 43

strongly agree 29 0 29
Total 73 23 96
parents facilitate teachers to Strongly 0 22 22
take extra hours disagree

Disagree 39 1 40

agree 23 0 23

strongly agree 11 0 11
Total 73 23 96
assurance for promotion Strongly 0 11 11
motivates teachers disagree

Disagree 39 12 51

Undecided 17 0 17

agree 8 0 8

strongly agree 9 0 9
Total 73 23 96
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Most of the respondents confirmed that their schobld provisions for

monitoring incentives as a measure of motivatiragher performance. This was
an indication that the schools used cash rewardsotiovate teachers to improve
on their performance and it equally serves as aanitive for motivation. This

was a measure which ultimately affected the teagbbr satisfaction levels

influencing their ability to perform their functisnn the right manner. It was also
an indication that the schools had formulated wayd means of appropriating
financial rewards to specific outputs in terms effprmance by the teachers. it
can be interpreted to mean that the schools hathglace provisions which had
clearly years marked measures in terms of the émahnewards to be provided to
the teachers whose classes post good grades iaxtmainations. This was a
measure that positively affected teacher performar@ome schools had the
undoing of not motivating teachers by use of finahiacentives. This could have
been an indication of alternative measures of ajien as opposed to monetary

resources provision.

Presences of systems for rewarding good acaderhievament by appreciating
the teachers handling the classes were confirmethanschools. This was an
indication that the specific roles played by teashe executing the ideals of free
primary education were of great importance. Thistivated the schools to
undertake employment of measures for rewarding gmadlemic performance. It
can be interpreted to mean that the role of thehain the learning process was

greatly appreciated thus having the schools makeigions for the rewards
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systems. It can be interpreted to mean that theatshhad appreciated the
essence of rewarding teachers at the advent of gcademic achievement by the

pupils thus putting up the reward schemes.

Provisions to ensure school tours and excursiome w@nfirmed as a measure of
motivating the teachers. This was an indicatiort tha schools made provisions
for the investments in trips geared towards praxgahe teachers with memorable
experiences to enhance their positions as pertainkelivery in the classes and
other facets of learning. The responses were tefeeof a situation whereby
emphasis had been placed on the ability to enbateorganized activities aimed
at imparting memorable experience in the tours exalirsions were undertaken
to act as the fulcrum of motivation. It can be ipteted to mean that the schools
had gradually appreciated the importance of progigixperiences in kind with a

view of enhancing the teacher output and by exterie job satisfaction levels.

The ability to have monies paid by the parentdifate the teachers to take extra
hours in the classes was dissented to by mosteofedpondents. The responses
were an indication that the teachers and paremtslpedetermined position with
the awards given out to teachers with an aim ofrftathem extend the teaching
and learning hours. The responses showed that ehdis¢ teachers did not carry
out the tasks despite the monies having had beidnbgahe parents to facilitate

longer hours in class. This was an indication ttm& schools had alternative
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mechanisms of rewarding the stakeholders as opgosenforcing provisions to

teach for longer hours.

The assurance for promotion and its capacity tavata teachers to work harder
was not very certain. This was an indication thatteachers did this on their own
as measures to ensure personal growth and deveatbpiiteis was devoid of

contribution geared towards facilitation by theiudual schools. It was thus a
reflection of the fact that the ability to attenthss for personal growth and
development was hinged on personal incentive and imftuence from the

individual schools. It can thus be interpreted team that the schools had no
capacity to enforce provisions for teachers tonaktgrofessional programs in the

holidays and evenings as a measure of ensuringieetigob satisfaction.

4.5 Professional development on teacher job satsftion

Guarantees of monetary provisions are made to eéesaclvho don't seek
managerial positions in Australia (Vanasky, 20Ithe teachers are assured of
achieving the top most scale of their salaries peaod of nine to ten years. This
enhances teacher job satisfaction levels in thevichehl schools. It also reduces
teacher attrition levels and guarantees the goventen of lesser costs of hiring

and training personnel on a frequent basis.
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4.5.1 Responses on sustainable skills acquisition
Responses on the provisions for sustainable glaligiisition by the members of

staff were as shown in table 4.10

Table 4.10 Sustainable skills acquisition

Responses Frequency Percentage
Yes 22 22.9
No 74 77.1
Total 96 100.0

Table 4.10 shows that most of the respondents diémee schools as not having
the right provisions for sustainable skills develgmt. This was an indication that
the schools had not lived to their expectationteathers with regards to assuring
then capacity to grow their skills in a sustainatl@nner. This was an indication
that the schools had done very little or none &timathe quest of providing
resources and a good environment to teachers asasume of enhancing
individual skills acquisition to have them derivatisfaction from the resultant
and certification. It can be interpreted to meaat thptimal provisions had not
been put in place by the individual schools to emghat the teachers grew and

advance their skills as a measure of encouragihgrered job satisfaction.
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The few schools which had put in place provisiamsenhanced and continuous
skills acquisition by the members of staff confidmhney always engaged the
zonal tactutor to train the teachers on current pesctices and emerging issues

related to the syllabus in used.

4.5.2 Responses on the role of BOM in ensuring stafadvance the

professional skills was as captured in table 4.11

Table 4.11 Staff advances their professional skills

Responses Frequency Percentage

Yes 14 14.6
No 82 85.4
Total 96 100.0

Table 4.11 shows that most of the BOMs did not g@ay role in the quest of
ensuring that staff met their obligations in term$ professional skills
advancement. This was an indication that most ef B®Ms did not have the
capacity to enforce professional skills developm@nthe teachers. This was an
indication that most of the teachers were leftlegirtown and forced to innovate
with regards to professional skills development.isTheflected a situation
whereby the BOMs had not been capacity built enasgh measure of enhancing
the ability of staff to advance their professioséllls. It can be interpreted to

mean that the professional skills development @mgr required optimal
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investments than at present by the BOMs to enceuratjvidual teacher growth

and by extension retention by the service.

One strategy as noted by Naungart (2007) to enhatezcher job satisfaction is
to provide incentives and reward teacher perforraambis is by way of having a
salary scale of around three steps in terms oéments. In the USA the practice
of having the management boards of the schoolsigaginarge of continuously
evaluating the teachers was confirmed as a prewifisenhancing their job

satisfaction levels attributed to the continuougrasals.

4.5.3 Correlation on the ability of staff to advartbeir professional skills and the

capacity of the schools to provide avenues forasoable professional skills

development was as shown in table 4.12
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Table 4.12 Correlation on the ability of staff to @vance their professional
skills and the capacity of the schools to providevenues for sustainable

professional skills development

staff advance teacher

their professional
professional skills
skills development
. Pearson Correlatio 1 510
staff advance their
professional skills Sig. (2-tailed) .000
N 96 96
_ Pearson Correlatio -510 1
teacher professional
skills development Sig. (2-tailed) .000
N 96 96

** Correlation is significant at the 0.01 leveH@&iled).

A Pearson product correlation on the ability offsta advance their professional
skills and the capacity of the schools to provideermes for sustainable
professional skills development was done. The figdihad a correlation which
had statistical significance between the ability staff to advance their
professional skills and the capacity of the schomisprovide avenues for

sustainable professional skills developmegt< - 0. 127,p = .01). The findings

were that the ability of staff to advance theirfpssional skills and the capacity
of the schools to provide avenues for sustainatéepsional skills development

were inter-related. This was confirmation thatthre event of good work
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environments the ability of the teachers to advahe& professional skills was

enhanced.

The statistical findings confirmed the work of Vakg, (2012) who was of the
view that guarantees of monetary provisions areemtadeachers who don’t seek
managerial positions in Australia The teachersamsured of achieving the top
most scale of their salaries in a period of ninéetoyears. This enhances teacher
job satisfaction levels in the individual schodts.also reduces teacher attrition
levels and guarantees the governments of less#s @ hiring and training

personnel on a frequent basis.

4.5.4: The study sought to confirm the levels ofeaghent with attributes on

incentive provision as a measure of enhancing txgob satisfaction levels. The

responses were rated on a scale of 1-5
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Table 4.13 lickert scale on professional skills delopment as facilitated by

the BOMs
teacher
professional skills Total
development
Yes
No
policy of encouraging strongly disagree 0 26 26
teachers disagree 0 32 32
undecided 14 0 14
agree 13 0 13
strongly agree 11 0 11
Total 38 58 96
time to attend evening strongly disagree 0 10 10
classes disagree 0 16 16
undecided 0 11 11
agree 19 21 40
strongly agree 19 0 19
Total 38 58 96
accorded support and strongly disagree 0 29 29
guidance disagree 6 29 35
undecided 14 0 14
agree 11 0 11
strongly agree 7 0 7
Total 38 58 96
BOM liaises with the Strongly disagree 0 20 20
zonal tact Disagree 0 33 33
Undecided 13 5 18
agree 13 0 13
strongly agree 12 0 12
Total 38 58 96
appraisal of the teachers Strongly disagree 0 17 17
by the school Disagree 0 33 33
administration Undecided 16 8 24
agree 13 0 13
strongly agree 9 0 9
Total 38 58 96
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Most of the respondents dissented to the provisibthe schools having an
internal policy of encouraging teachers to take€gssional programs in line with
their training. This was an indication that theals seldom encouraged teachers
to go back to college for professional skills erdeanent. This was an indication
that the teachers were left on their own to mal@sitens regarding the academic
programs to take with a view of enhancing theievahce and job satisfaction
levels. It can thus be interpreted to mean thatsti®ols played an insignificant
role as pertains to teacher encouragement in Laidegt professional programs
identify with their line of training. This left éhteachers with no choice but to

grope in the dark as pertains to the professioragrams to undertake.

The ability to have the teachers given time torattéo evening classes and
holiday sessions was confirmed by most of the nmdeots. This was an
indication that the institutions had provisiongiace which provided for flexible
holiday programs and weekends so as to allow thenbees of staff the
opportunity to attend the academic programs witkieav of enhancing their
proficiency. This was an indication that the sdegalaced a premium on the
skills levels of the teachers thus the essencensiireng that adequate provisions
were made as a measure of encouraging them taldatteracademic programs in
their free time with an aim of enhancing their grdtion levels to achieve higher

job satisfaction.
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The respondents confirmed that the teachers weteaomorded support and
guidance as pertains to avenues of advancinghesers. This was an indication
that the schools did not have alternative provisitor the teachers devoid of the
normal career lines of instruction in the classreoifhis was an indication that
the schools always sought to retain the teachimgerfinity members in the
classroom duties as opposed to advising them oralteenative measures that
they could employ and still get to exploit theiillskin an optimal manner. The
prevailing situation could be attributed to the rtleaf the teaching personnel
occasioning shortfalls in the staff numbers to knels of not envisaging the
current members exiting the field. This could haeen a factor heavily limiting
the options of the current staff members. It carsthe interpreted to mean that
the schools always sought to retain the teacherbeumthus not seizing the
moment to encourage them to explore new avenuesmadértaking professional

tasks.

The ability of the schools BOM to liaise with thenal tact tutors to facilitate in-
house trainings for the teachers was dissenteg todst of the respondents. This
was an indication that despite the provisions acelfor the professional skill
development as facilitated by the office of the aatact tutors, the schools did
not exploit them. This disenfranchised the teachsrsegards the opportunities to
grow and enhance their skills levels. It equally ttem back as pertains to the
provisions of using the prevailing infrastructuee grow their skills levels and

derive optimal satisfaction at work. It can thusib&rpreted to mean that the
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failure to use the zonal tact tutors by the schbald occasioned the teachers the
misgiving of not growing their professional skilend equally deriving the

requisite satisfaction from their jobs.

The sessional paper No. 2 of the year 2010 takasgehof key programs of
education in  Kenya. Teacher job satisfactionnsraperative of the sessional
paper (GoK, 2010). Mechanisms for teacher traingmgd promotion are

articulated as a measure of assuring incentivegofosatisfaction enhancement.
This identifies with the provisions of the Basicugdtion Act, 2013 which places
governance in public education institutions as aasuee of teacher job

satisfaction (GoK, 2013).

The provisions for having the regular appraisaltted teachers by the school
administration ensuring that they take professioaehdemic programs was
dissented to by the respondents. This was an imoicghat the appraisal
programs did not have in place the provisions fadoeeing the requirements to
have the teachers carry out other professionalraneg as a measure of sustained
job satisfaction. This was an indication that thkea®ls appraised the teachers on
their ability to meet the expected standards asipesrto delivery at work but did
not enforce the requirements for follow up skillsgaisition as a measure of
ensuring that the teachers delivered on their ntasda the expected manners. It

can thus be interpreted to mean that the provisionsthe teacher appraisal
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programs did assure the individual growth as pestap ability to acquire new

professional certification by the affected appraise

The ministry of education has decentralized teaekeninistrative activities as a
measure of incentivizing service delivery standarids job satisfaction

enhancement (GoK, 2013). The decentralization ofises has ensured that the
teachers are easily attended to at their countidsderive optimal satisfaction
from the reduced cost of travel to the headquarfne present study sought to
fill the knowledge gap by investigating the extemtvhich incentives accorded by
BOM'’s influence job satisfaction among the teachensublic primary schools in

Nyeri Central Sub County.

4.6 Work environment on teacher job satisfaction

School buildings that are clean, quiet, safe, cotalide, and healthy determine
the work environment that the teachers work in.IBags that are not properly
maintained have the potential to inhibit studentcess due to one or more
deficiencies in the facility Gurney (2012) was dfetview that in London,

successful teaching and learning takes place aml@ewnronments. Lack of

school facilities can impede teacher job satistectiand learner success.
Schneider (2013) noted that the quality of fa@itihas more of an effect on
factors such as learner attitudes toward scholileseeem, security, comfort, and

pro-social behaviour, which in turn affect learniragnd achievement. The
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empirical evidence confirms a close relationshiptween the physical

environment and how well teachers derive satisfadtiom that environment.

4.6.1 Responses on the presence of optimal work @ownments

Responses on the presence of optimal work enviratsyguaranteeing the

teachers the right motivation were as shown inetdhl 4

Table 4.14 Optimal work environments guaranteeinggachers

Responses Frequency Percentage
Yes 63 65.6
No 33 34.4
Total 96 100.0

Most of the respondents (65.6%) (n=63) were ofuies that their schools had
optimal work environments guaranteeing the teacttergequisite satisfaction at
work. The responses vindicated the schools asdsdheir ability to ensure that
the teachers worked and delivered their mandatéseirenvironments that they
were comfortable in. This was a measure that edstine teachers derived
satisfaction from the tasks that they carried outhe schools. It can thus be
interpreted to mean that the schools had strivedpriavide optimal work

environments for the teachers and this was a félctdrencouraged them to derive

satisfaction from their work in the requisite manne
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4.6.2 Creation of a good work environment
Responses on the capacity of the BOM to createod gmrk environment were

as shown in table 4.15

Table 4.15 Creation of a good work environment

Responses Frequency Percentage
To a high degree 19 19.8
To a fair degree 49 51.0
To a low degree 28 29.2
Total 96 100.0

The responses showed that majority of the teacherseived their BOM's to
have done fairly well with regards to the ability treate a good work
environment (51%) (n=49). This was an indicatioat thespite the provisions in
place to ensure a good work environment, the resgas were still not very
satisfied with the measures taken. This was arcatidin that there was still more
that ought to be achieved with the essence of smpuhat the requisite

environments enough to satisfy the teachers wessed.

The respondents had varied positions with regateactual roles played by the

BOM in availing good work environment in the sclmol'hey were of the view
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that the provision of infrastructure, availing tesg and learning materials
provision of non-physical facilities and creatiori structures assuring the
institutions of sound systems were avenues that dieemed to have encouraged
good working environments. The responses denotuatyclof thoughts and the
ability to understand what the essence of good warkronment were on the part

of the respondents.

A comparative study carried out in Uganda, Zambia [digeria Rothstein (2010)
established great variations in the resources audities available for the
teaching and learning of all subjects. Although sdhools in the study were
government schools, sitting for the same natiorahenations within a country;
and depended on their governments for the bullher finances, some of these
schools were so impoverished (Snyder & Dillow, P01 ack of basic necessities

affected the teacher job satisfaction levels a$ agelearners’ achievement.

4.6.3 Correlation on optimal work environments
Correlations between the capacities of the BOM’'sgt@rantee creation of
optimal work environments and the BOM’s enhancihg work environments

were as shown in table 4.16
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Table 4.16 Correlations between the capacities ohé BOM’s to guarantee
creation of optimal work environments and the BOM’'senhancing the work

environments

optimal work work
environments environment
guaranteein¢c enhancement

teachers
. Pearson 1 977
optimal work .
environments C_o rrelathn
guaranteeing teachers Sig. (2-tailed) 000
N 96 96
Pearson 977" 1
work environment Correlation
enhancement Sig. (2-tailed) .000
N 96 96

** Correlation is significant at the 0.01 leveH@iled).

A Pearson product correlation on teapacities of the BOM’s to guarantee
creation of optimal work environments and the BOMshancing the work
environments was done. The findings had a coroglativhich had statistical
significance between the capacities of the BOM’'guarantee creation of optimal

work environments and the BOM’s enhancing the wamkironmentsrg = - 0.

127,p = .01). The findings showed that presence of agitwork environments

guaranteed the teachers the requisite satisfaletvefs.

The study sought to confirm the levels of agreemeitih attributes on work

environments as a measure of enhancing teachesgtbfaction levels. The

responses were rated on a scale of 1-5
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Table 4.17 lickert on work environment facilitatedby the BOM on teacher

motivation

work environment
enhancement Total

Yes
No
requisite infrastructure Strongly agree 0 13 13
encouraging teachers to Disagree 0 19 19
post good work output Undecided 8 0 8
Agree 40 0 40
strongly agree 16 0 16
Total 64 32 96
learning materials Strongly agree 0 3 3
encourages teachers to Disagree 0 23 23
excel Undecided 3 6 9
Agree 43 0 43
strongly agree 18 0 18
Total 64 32 96
stakeholders assures Strongly 0 7 7
harmonious co-existence disagree
Disagree 5 25 30
Undecided 9 0 9
agree 31 0 31
strongly agree 19 0 19
Total 64 32 96
sound systems which have Strongly 0 12 12
specific programs of disagree
events Disagree 1 20 21
Undecided 19 0 19
agree 31 0 31
strongly agree 13 0 13
Total 64 32 96
non physical facilities Strongly 0 9 9
within the institution disagree
Disagree 0 14 14
Undecided 2 9 11
agree 43 0 43
strongly agree 19 0 19
Total 64 32 96
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Most of the respondents confirmed that their schoodd all the requisite
infrastructure encouraging teachers to post goadk wotput. The responses were
an indication that the respondents appreciategtbesions in place in terms of
the infrastructure availed and its ability to cdmite to the individual work output
by the teachers. It was a reflection of the essaicafrastructure within the
schools as a measure geared towards encouragirtgatigers to work in good
environments. The responses depicted the abilityhefteachers to relate the
physical infrastructural provisions to their workve@onments and the premium
that they attached to infrastructural facilitiesaameasure of delivery at work. It
can be interpreted to mean that the ability to latle requisite infrastructure
positively affected the capacity of the schoolaffow the teachers amiable work

environments to undertake their duties in.

The ability of the teaching and learning matertalencourage teachers to excel
in their delivery in class was confirmed by mostloé respondents. This was an
indication that the capacity of the teachers totrtie= expectations of the learners
was tied to the ability of accessing the teaching l@arning materials requisite in
the right manner. This was an indication that asdesteaching and learning
materials encouraged the teachers to perform aret stakeholder expectation
while at the same time derive the satisfactionwatifrom the teaching exercise.
It was thus incumbent on the schools to ensure tti@tteaching and learning
materials essential for the delivery of learningpgstams were acquired and

delivered in time. It can be interpreted to meat the teachers had their tasks cut
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out and eased the moment implements for teachidglesarning were provided
for in the right manner. This encouraged the teeche derive satisfaction from

the duties undertaken.

Presence of good relations within the institutienth other critical stakeholders

was confirmed to have positively affected the tnstons. This was by way of

entrenching the feelings of mutualism and harmoetwben the teaching staff
and other stakeholders. This was a factor whiclo@raged the teachers to relate
and interact well with the other pertinent stakeleos. It gave the teachers
leverage to speak from informed positions by vifithe mutual interactions and

the cross-sharing of information. The sense of aslmp and purpose allowed for
by the interactions ultimately to impact on thecteax job satisfaction levels. This
may encourage the teachers to deliver on their atasdIt can thus be interpreted
to mean that mutualism and harmonious coexistemteden the schools and

local communities played a great role in the teagttesatisfaction levels.

The capacity to ensure that sound systems arevachia the quest of ensuring
that specific events are undertaken may also s&s\e good premise for teacher
job satisfaction. The respondents confirmed thathm event of good systems
clearly marked out the experienced optimal jobséattion levels. This was by
way of having structures and systems ensuring ®saminteraction of the
membership. This reduces conflict and dis harmonyha work place thus

assuring that the operations were carried out smaoth manner. it can thus be
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interpreted to mean that in the event of harmonreletions in the school setting
the teachers were bound to have optimum job setisfa and the ability to

objectively deliver on their aspirations maybe asdu.

The respondents further confirmed that the prowmisidb non-physical facilities
was a factor which enhanced their job satisfadeerls. The ability of the school
to assure the provision of non-physical facilitress great measures as regards the
ability to have the membership appreciate its availt. This denoted the essence
of the non-physical facilities with regard to assgrthe delivery of programs in
the requisite manner. It also encouraged the mesnberstaff to meet their
obligation to the learners who require the fa@stifor the achievement of the
ideals of the learning programs. It can thus berpreted to mean that the
capacity to meet the demands requisite from theigions within the schools in
terms of the non-physical utilities assured thei@a@ment of the requisite job

satisfaction levels.

School facilities are the libraries, text booksalghboards, pens and any other
item which make the teaching-learning process ptessind easier. Muvati (2011)
attested that a good teacher can teach anywherghanda willing learner is

capable of learning in spite of the setting. Cayaai teachers to teach as well or
students learn as much as they could have in b&tteoundings is however an
imperative. The school environment itself has gdir untapped potential as an

active contributor to the learning process andheagob satisfaction. The study
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was conducted to examine the influence of the vamrkironments facilitated by
the BOM’s on teachers’ job satisfaction in publignpary schools in Nyeri

Central Sub County.

4.7 Involvement in governance

Teacher productivity and job satisfaction is mainigtivated by the capacity of
the schools to put in place effective systems fesuang sound leadership
(Okach, 2011). The ability of the Boards of Managetrand the head teachers to
put in place the requisite environment allowingctesrs capacity to participate in
pertinent decision making programmes affects thaiisfaction at work at work
(Ngumbao, 2012). Failure to consult teachers aticatidecisions which they are
in turn supposed to implement affects their johistattion levels (Rockoff,,

2004).

4.7.1 Provisions for involvement of all stakeholderin decision making

Responses on the provisions for involvement otalkeholders in decision

making were as captured in table 4.18

Table 4.18 Provision for involvement of all stakehlders in decision making

Responses Frequency Percentage
Yes 69 71.9
No 27 28.1
Total 96 100.0
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Table 4.18 shows that most of the respondents pertéheir institutions to have
had provisions for involvement of all stakeholdens decision making. The
responses showed that most of the institutions hadin place mechanism to
ensure that decision making was consultative enessgul the input of
stakeholders. The responses denoted the fact tsttahthe schools had ensured
that the input of the membership was taken int@maetin the decision making
processes. This was a factor that brought to the tlee essence of stakeholder
participation as a measure of decision making.wds an indication that the
respondents took pride in having had participatethaking decisions pertaining
to the activities of the institutions. This was @asure that gave credence to
participatory leadership approaches as a measutecigion ownership. It can be
interpreted to mean that schools placed emphasigéninvolvement of the
teachers in decision making and this had motivaekdanced job satisfaction

from the practices.

Financial management is critical to the smooth mgof any institution. Public
schools on the other hand have the undoing of fimhriiccups and enormous
challenges in their financial management programiResfeldt, Lankford, Loeb,
& Wyckoff, 2011).This stems from the fact that thlegtve cash flow problems
especially at the advent of irregular cash disbues# programs by the exchequer
(Kuria, 2012). Many head teachers fail to involeadhers in schools financial
management programmes even in activities concethigig departments causing

them to be disenfranchised and de-motivated at Wakstations (Kuria, 2012).
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4.7.2 Responses on internal governance attributes &acilitated by the BOM
The study sought to confirm the levels of agreemesith attributes on
involvement in governance as a measure of enharteiacher job satisfaction

levels. The responses were rated on a scale of 1-5

Table 4.19 Lickert on internal governance as facilated by the BOM

BOM in ensuring

teacher involvement  Total
in the school
governance
Yes No

provisions for good Strongly agree 0 5 5
communication

Disagree 3 18 21

Undecided 11 11

Agree 41 41

strongly agree 18 18
Total 73 23 96
involvement in financial Strongly agree 0 15 15
management Disagree 4 8 12

Undecided 23 0 23

Agree 30 0 30

strongly agree 16 0 16
Total 73 23 96
provisions of the policy Strongly disagree 0 9 9
regulations Disagree 2 14 16

Undecided 12 0 12

agree 41 0 41

strongly agree 18 0 18
Total 73 23 96
good dispute resolution Strongly disagree 4 23 27
mechanisms Disagree 28 0 28

Undecided 21 0 21

agree 11 0 11

strongly agree 9 0 9
Total 73 23 96
hierarchy of command which Strongly disagree 0 8 8
adhered to good governance Disagree 4 15 19

Undecided 9 0 9

agree 32 0 32

strongly agree 28 0 28
Total 73 23 96
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Presence of good communication avenues enhancaahde job satisfaction

levels were confirmed in the institutions and thiess a factor which gave explicit
avenues for sharing information. This facilitategalvement of the membership
in the governance programmes carried out thus emgateacher job satisfaction
levels accruing from the participation in the demismaking processes. The
responses brought to the fore the premium that ati@ehed to involvement in
decision making as a measure of enhancing jobfaetien levels. This was an
indication that in the event the teachers felt lmgd and having had participated
in making a decision being implemented then thesevibund to fully participate

in the decision making process. It can thus berpné¢ed to mean that

participatory communication processes enhancedthéegab satisfaction levels.

Provisions for involvement of teachers in finanamédnagement enhanced the
satisfaction in the requisite manner. This was @ication that in the event
decisions on how to make budgetary appropriatioasevtaken with the input of
the teachers they were bound to be happy and dplbyeciate their involvement
in the financial management practice. This was thus indication that in
involvement in financial management gave the teachleverage in the
determination of goods to be procured thus pridetha feeling of their
appreciation in the governance programs of the ashohat entail fiscal
appropriations. It can thus be interpreted to m#aat participation of the

teachers in the governance issues entailing theigitgn of goods and services
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greatly fostered the goodwill to the levels of mayithe teachers feel that they

have been appreciated.

The ability to have the schools play by the rulesaaced the teacher motivation
and job satisfaction levels in the schools. This wecasioned by the fact that the
teachers appreciated the ability to have their gishoonform to the statutory
requirements thus giving them comfort in the knalgke that all that transpired in
the schools was within the confines of the lawthlts gave them the impetus to
work and derive satisfaction from the activitiesattithey carried out in the
schools. This was occasioned by the fact thateretrent of the teachers’ feeling
that the programs that they engaged in were aasndein good standing of the
statutes then they derived satisfaction from thiwities carried out. It can thus be
interpreted to mean that the teachers took comforthe awareness that the
activities carried out were within the statutorywysions thus non-injurious to

their standing and position.

The teachers dissented to the provisions of stdisygute resolution mechanisms
in the schools. This was an indication that thees vailure on the part of the
schools in terms of assuring the capacity to restte disputes that occurred. It
was a factor that negated the essence of good mgovee and mutualism in the
schools. It was also a premise that invited intestafe owing to the long

standing unresolved issues in the stakeholdecantthus be interpreted to mean
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that the failure to ensure that the optimal goveceastandards were achieved

affected the ability of the schools to run in aesikie manner.

Appreciation of the prevailing chain of command veagially a factor that came
out strongly as positively influencing the goveroarstandards in the schools.
This was an indication of the fact that the schbald clearly prescribed standards
as regards the chain of command as pertains tangtikutional pecking order.
This was confirmation of the fact that they hadcoaflict as regards to the mode
of operations and the responsibilities accordedh® different persons in the
institutions. This was confirmation that the clgastipulated provisions were
adhered to as regards the seniority and the pomsdsfor the responsibilities
accorded to each party. It can thus be interprietedean that there was clarity in
the provisions made for the hierarchies in the stsh@and this enabled the

realization of the ideals of the schools.

The communication avenues employed in the respestiiools equally affect the
teacher job satisfaction levels. Instances of tefetl access by select teachers to
the administration and having policy decisions elismated via the grapevine has
destabilized many schools (Musyoka, 2012). Failarecreate and inculcate a
culture which respects the systems and structusepeatains to the chain of
command is the undoing of many schools (MbijiwelP0 The feelings of
entittement by some and non-involvement by othembmrs of staff causes

situations of strife and ill-feelings among the niems of staff. This may portend
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the risk of disillusionment and de-motivation byetkeachers (Moglia, Smith,
Macintosh, & Somers, 2006). The present study sotmhind out the extent to
which teacher involvement in school governancditated by BOM’s affects the
job satisfaction of teachers in public primary salkoin Nyeri Central Sub

County.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter gives a summary of the findings, amiohs and recommendations
drawn from the findings in connection with the ughce of boards of
management governance practices on teacher jakfasditon in public primary
schools. The objectives that guided the study were: incestivprofessional
development, work environment and Involvement ivggnance on the teacher

job satisfaction in public primary schools.

5.2 Summary of the study findings:

In the past three years, there has been a widespeaaher’s turnover in primary
schools in Nyeri Central Sub County. StatisticBlgeri TSC unit showed that the
rate of teachers’ turnover rose from 16 percen20d0 to 21 percent in 2011.
Records at the Nyeri Central Sub-County Educatificeoindicate that primary
schools in Nyeri Central Sub County recorded thveelkt mean scores out of the
eight sub counties in Nyeri County for the lastethryears. It is against this
background that the present study sought to tigage the extent to which the
investigate Boards of Management governance practices on teate
satisfaction in public primary schools in centralbsounty, Nyeri County,

Kenya.
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The study used a descriptive survey design to ksitalihe Boards of

Management governance practices on teacher joffegdion in public primary

schools in central sub-county, Nyeri County, Kenyae current research the
teachers and head teachers serving in the study @astituted the target
population. The stratified random sampling methaaks wised for respondent’s
determination. The study used questionnaires amsiireiments for the study. The
choice of questionnaires was motivated by the tglili serve many respondents;
self administration, anonymity and capacity fomstardization thus ease in data

analysis.

Data analysis entailed quantitative and qualitapvecedures. After all the data
had been collected, data cleaning followed for gheposes of identifying any
incomplete, inaccurate or unreasonable data forptmpose of improving on
quality through correction of detected errors amdssions. The researcher sought
to get the consent of the respondents before adtarmg the research

instruments to them.

The summary of findings as guided by the objectofabe study:

5.2.1 Incentives provision by BOM and teacher’s jolsatisifaction

Most of the schools had provisions for incentivastéacher motivation. This was
an indication that the schools within the studyaaralued teacher motivation as a
premise for enhanced job satisfaction thus promisiaf incentives. The

respondents confirmed that varied motivation atésiwere carried out within
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the schools. The activities entailed provision ettt bonuses as a measure of
incentivizing the teachers to perform better withiew of seeing to it that the
monetary rewards encourage them. Provision forvattin in kind by way of
having congratulatory messages and appreciatioraisasa measure of incentive
provision. Most of the respondents confirmed tietré had been failure by the
BOM to provide prior agreed incentives for teachsstivation in the schools
often. In some instances the schools had prontisedeachers but failed to
deliver on the agreed promises with regards toirtbentives that they were to

provide.

5.2.2 Professional development and teacher’s jobtgsdaction

Most of the respondents deemed their schools atawng the right provisions
for sustainable skills development. This was ancattbn that the schools had not
lived to their expectations of teachers with regata assuring then capacity to
grow their skills in a sustainable manner. This wasndication that the schools
had done very little or none at all in the quespadviding resources and a good
environment to teachers as a measure of enhanuingdual skills acquisition to
have them derive satisfaction from the resultard eertification. Most of the
BOMs did not play any role in the quest of ensurihgt staff met their
obligations in terms of professional skills advaneat. This was an indication
that most of the BOMs did not have the capaciteméorce professional skills

development by the teachers. This was an indicatah most of the teachers
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were left on their own and forced to innovate wigigards to professional skills

development.

5.2.3 Work environment and teacher’s job satisfactin

Most of the respondents were of the view that tlsemools had optimal work
environments guaranteeing the teachers the regusstisfaction at work.
Majority of the teachers perceived their BOM’s tavh done fairly well with
regards to the ability to create a good work emment. The respondents had
varied positions with regard to the actual rolesyptl by the BOM in availing
good work environment in the schools. They weréhefview that the provision
of infrastructure, availing teaching and learningtemials provision of non-
physical facilities and creation of structures asguthe institutions of sound
systems were avenues that they deemed to have ragedugood working

environments.

5.2.4 Involvement in governance and teacher’s jolatisfaction

Most of the respondents perceived their institigiom have had provisions for
involvement of all stakeholders in decision makie responses showed that
most of the institutions had put in place mechantemensure that decision

making was consultative encompassed the inputakebblders. The responses
denoted the fact that most of the schools had edsthmat the input of the

membership was taken into account in the decisiakimg processes. This was a

factor that brought to the fore the essence ofestakler participation as a
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measure of decision making. It was an indicatlmat the respondents took pride
in having had participated in making decisions giamg to the activities of the
institutions. This was a measure that gave credémgearticipatory leadership
approaches as a measure of decision ownershign Ibe interpreted to mean that
schools placed emphasis in the involvement of daehers in decision making

and this had motivated enhanced job satisfactimm fthe practices.

5.3 Conclusions of the study

The study drew the following conclusions:

The schools used cash rewards to motivate teactwersnprove on their
performance and it equally serves as an incentiwenbtivation which ultimately
affected the teacher job satisfaction levels. Praseof systems for rewarding
good academic achievement by appreciating the ¢éeadtandling the classes was

confirmed in the schools.

The schools seldom encouraged teachers to go bac&llege for professional
skills enhancement but provisions were in placdléxible holiday programs and
weekends so as to allow the members of staff endtthe academic programs

with a view of enhancing their proficiency.
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Most of the schools had all the requisite infrasiine encouraging teachers to
post good work output. The teaching and learninteneds available encouraged
teachers to excel in their delivery in class. Thevision of non-physical facilities
was a factor which also enhanced the teacher fidfesation levels in the schools.
Presence of good communication avenues enhancetietegob satisfaction
levels. This facilitated involvement of the memlbéps in the governance
programmes carried out and their involvement iariicial management enhanced
the job satisfaction levels in the requisite manngne schools had clearly
prescribed standards as regards the chain of cothnaan pertains to the

institutional pecking order positively impacting the job satisfaction levels.

5.4 Recommendations of the study
The study made the following recommendations:-

i) The boards of management in public primary schsltaild innovate and
seek out measures of associating with corporatdsotiver well-wishers
with an aim of ensuring optimal provision of incees in the schools.
This may motivate the teachers who excel in tha@lajexct areas and other
facets. It may encourage improved academic perfocenand equally
enhance teacher job satisfaction levels.

i) The boards of management of public primary schebtsuld ensure that
they make adequate provisions to assure the teabkegefits from the in-
service programs. This may motivate improved dejivend enhance the

job satisfaction levels owing to the additionalllskattained.
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i) The boards of management in public primary schsletsild work towards
ensuring that they provide the institutions witk tequisite infrastructural
provisions for conducive teaching and learning. yTlsbould seek out
partnerships from corporates via the social respditg programs to
ensure that support for teaching and instructiotenss, infrastructure
and allied provisions is provided.

iv) The boards of management should work out modaltbesnhance the
governance systems and structures to ensure narpties of programs
owing to governance issues. It may ensure that dtieools meet
stakeholder expectations as pertains to conswdtasind participatory

standards within them in the prisms of governance

5.5 Suggestion for further studies

The study suggests that similar research with gdrigcope encompassing the
whole county should be carried out to find out Veetthe situation in Nyeri
Central identifies with the other sub counties.

The study suggests that similar research shoutshiveed out in public secondary
schools with a view of confirming the extent to walhithe situation in public

primary schools identifies with that of secondack®ols
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APPENDICES

Appendix l:Introduction Letter

Mercy Maina

University of Nairobi,

NAIROBI

Dear respondent,

REF: REQUEST FOR RESEARCH INFORMATION

| am a student pursuing a Master of Education Dedk.Ed) at University of
Nairobi. | am required to submit as part of my eesh work assessment on the
topic “Influence of Boards of Management governapc&ctices on teacher job
satisfaction in public primary schools in centralbsounty, Nyeri County,
Kenya”. To achieve this, you have been selectegatdicipate in the study. |
kindly request you to fill the attached questiom@dd generate data required for
this study. This information will be used purelyr facademic purposes .Your

name will be held confidential. Thank you very mdchyour assistance.

Yours sincerely,

Mercy Maina
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Appendix 2: Questionnaire For Teachers
The study seeks to find out the Influence of boarfimmanagement governance
practices on teacher job satisfaction in publianamy schools in Central Sub-
County, Nyeri County, Kenya. Kindly fill in the gvided spaces and tick against

the provided answers

Section A: Demographic Information
1. Kindly indicate your gender
Male () Female ()
2. What are your highest professional qualifications?
P1 Certificate () Diploma () Grade: @) Post-

Graduate () Any other

3. How long have you served as a teacher in the unistit?
Lessthan 1year () 1-5years (6-10years () 11-15years()

Any other

4. Are you aware of the basic education act whichpgrasisions for the BOM's
activities in the schools as pertains to corpogateernance practices?
Very much () Fairly () Notatall ()
Section B: Incentive provision by BOM and teacher’gob satisfaction
5.a) Does the BOM have provisions for incentivastéacher motivation in your
school?

Yes () No ()
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6. Have there been cases of failure by the BOM rtvige the prior agreed

incentives for teacher motivation?

Often () Rarely () Not at all ()

7. How does the BOM raise funds for incentive psamn? Kindly explain

8. Kindly state your position as pertains to ineentprovision as a factor

affecting teacher motivation:

SA — Strongly Agree A — Agree -
Undecided
DA — Disagree SDA - Strongly Disagree
SA DA SDA
i) Our school has provisions for monetary 2 1
incentives to  motivate  teacher
performance
i) The school has a system of rewardjrig 2 1
good academic achievement py
rewarding teachers whose clas
post good grades
iii) Provision for school tours andb 2 1
excursions act as a good motivator for
teachers
iv) Monies paid by parents facilitateb 2 1
teachers to take extra hours in the
classes
v) Assurance for promotion motivate$ 2 1

teachers to work harder
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9. Do the incentives by the BOM motivate enhanaddgatisfaction by teachers
in your school?

Yes () No ()
Section C: Professional development and teacher’sh satisfaction
10. a) Does your school have provisions for suatdeskills acquisition by the
members of staff?

Yes () No ()
11. Does the BOM play any role in ensuring that Htaff advance their
professional skills?

Yes () No ()

12. Kindly state your position as pertains to pssfenal skills development as

facilitated by the BOM's:

SA — Strongly Agree A — Agree U -
Undecided
DA — Disagree SDA - Strongly Disagree

SA A U DA SDA

i) Our institution has a policy af5 4 3 2 1
encouraging teachers to  take
professional programs in line with their

training

i) Teachers are given time to attend| ® 4 3 2 1
evening classes and holiday sessions

iii) Teachers are accorded support ahd 4 3 2 1

guidance as pertains to avenues| of
advancing their careers
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iv) The schools BOM liaises with the zond 4 3 2 1
tact tutor to facilitate in-house
trainings

v) Regular appraisal of the teachers by (the 4 3 2 1
school administration ensures that they
take professional academic programs

Does the support by the BOM in teacher professiskils development enhance

their job satisfaction levels

Yes () No ()

Section D: Work environment and teacher’s job satifaction
13. Would you consider your institution to have optinvabrk environments
guaranteeing teachers the right motivation at work?
Yes () No ()
14. Has the BOM played any role in ensuring creataf a good work
environment?
To a high degree () To afair degree () aTlow degree ()
b) Kindly indicate the actual role played by the BGn availing a good work

environment in the school

15. Kindly state your position as pertains to werk/ironment facilitated by the

BOM on teacher motivation;

SA — Strongly Agree A — Agree U -
Undecided
DA — Disagree SDA - Strongly Disagree
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SA A U DA SDA
i) Our school has all the requisit® 4
infrastructure encouraging teachers to
post good work output
i) Provisions for all teaching and 4 3 2 1
learning materials encourages
teachers to excel in their delivery |in
class
iii) Presence of good relations within thg 4 3 2 1
institution with all the stakeholders
assures harmonious co-existence and
optimal teacher motivation
iv) Capacity for sound systems which 4 3 2 1
have specific programs of events
within the school ensures good
motivation for all the teachers in our
school
V) Presence of support in terms of no® 4 3 2 1
physical facilities  within  the
institution ensures that the teachers
deliver in their mandates

D

16.Does the support by BOM in work environment eeanent affect teacher
job satisfaction levels?

Yes () No ()

SA A U DA SDA
i) Our institution has provisions fors 4
good communication avenues
enhancing teacher job satisfaction
levels
i) The provisions for involvement in5 4 3 2 1
financial management enhanges
teacher motivation in our school
iii) Adherence to the provisions of thé& 4 3 2 1
policy regulations pertaining t

(@]
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institutional governance enhandes
teacher motivation in our school
iv) Provisions for good  disputeb 4 3 2 1
resolution mechanisms between the
teaching and administration staff
enhances teacher motivation
v) a defined hierarchy of command 4 3 2 1
which id adhered to ensures good
governance in the school

Section E: involvement in governance and teacherjsb satisfaction
17. Does your institution have provisions for inkerhent of all stakeholders in
decision making?

Yes () No ()

b) What avenues are employed by the instituiio ensuring stakeholder

involvement in the decision making processes? Kieaplain

18. Kindly state your position as pertains to ingrgovernance as facilitated by

the BOM
SA — Strongly Agree A — Agree U — Undecided
DA — Disagree SDA — Strongly Disagree

19.Does the support by BOM in ensuring teacher lierment in the school
governance affect their job satisfaction levels?

Yes () No ()

Thank you for your cooperation
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Appendix 3: Research Authorization Letter

MINISTRY OF EDUCATION, SCIENCE & TECHNOLOGY
STATE DEPARTMENT OF EDUCATION

Telegram: “Schooling” Nyeri SUB -COUNTY EDUCATION OFFICE
Fax: 0612030535 NYERI CENTRAL

Email: deonyericentral @gmail.com P. 0. Box 208 - 10100

When replying please quote NYER!

Ref: GEN/RIS/42 VOL.11/191
- 3rd November, 2016

All Headteachérs,
Public Primary Schools

NYERI CENTRAL SUB COUNTY

RE: RESEARCH AUTHORIZATION - MAINA MERCY NDUTA

University of Nairobi has authorised the above named student to carry out a
research on “Influence of Boards of Management Governance Practices on
Teachers Job Satisfaction in Public Primary Schools in Nyeri Central Sub County”
vide a letter Ref. UON/CEES/SOE/A&P/1/4 specializing in Educational
Administration.

This is therefore to request you to accord her the necessary support.

—

MARY W. KAMURUA
SUB COUNTY DIRECTOR OF EDUCATION
NYERI CENTRAL.
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S

S

NATIONAL COMMISSION FOR SCIENCE,
TECHNOLOGY AND INNOVATION

Telephone:+254-20-2213471,
2241349.3310571.2219420
Fax:+254-20-318245,318249
Email:dg@nacosti.go.ke
Website: www.nacosti.go ke
when replying please quote

NACOSTI/P/16/58533/14683

Ref: No.

Mercy Nduta Maina
University of Nairobi
P.O. Box 30197-00100
NAIROBI.

RE: RESEARCH AUTHORIZATION

Following your application for authority to carry out research on “Influence
of boards of management governance practices on teacher job satisfaction
in public primary schools in Central Sub-County, Nyeri County, Kenya,” |
am pleased to inform you that you have been authorized to undertake research
in Nyeri County for the period ending 25" November, 2017.

You are advised to report to the County Commissioner and the County
Difector of Education, Nyeri County before embarking on the research

project.

On completion of the research, you are expected to submit two hard copies

9" Floor, Utalii House
Uhuru Highway

P.O. Box 30623-00100
NAIROBI-KENYA

th Date:
25" November, 2016

and one soft copy in pdf of the research report/thesis to our office.

MK \

Copy to:

The County Commissioner
Nyeri County.

The County Director of Education
Nyeri County.
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Appendix 4: Research Permit

CONDITIONS

. You must report to the County Commissioner and
the County Education Officer of the area before
embarking on your research. Failure to do that
inay lead to the cancellation of your permit.

. Government Officer will not be interviewed
without prior appointment.

. No guestionnaire will be used unless it has been
approved.

4, Excavation, filming aud Sollection of biological
specimens are subjeet to further permission from
the relevaint Government Ministries.

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

6. The Government of Kenya reserves the right to

modify the conditions of this permit including : d

its cancellation without notice ;e : National Commission for Science,

Technology and Innovation

RESEACH CLEARANCE
PERMIT /f“’ Tecs

-

b

: ()

Serlal NOIA ﬂ'i 5

CONDITIONS:-sser:J?aCk page

for the perlod emﬂng'
25th November,2017
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