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ABSTRACT

Teachers’ trade unions provide support to teachlersugh their ability to
mobilize and represent teachers’ interests natipnas well as through reaching
out to teachers at the local level. The purposthisf study was to establish the
effectiveness of trade unions in teachers’ protesdi performance in public
secondary schools in Kieni West District. The stwdyed to achieve this by
assessing the influence of trade unions role iurgeg benefits; trade unions
motivational programmes and advocacy on the psafaal performance of
teachers. The study targeted all the 262 TSC graglteachers as well as the 22
principals serving in public secondary schools irerk West District, Nyeri
County. The study sampled 26 teachers and 22 leeatidrs to participate in the
study using stratified random technique and censethod respectively. Data was
collected using questionnaires. Quantitative andlit@tive procedures were
employed in data analysis. The study found thatt¢laehers’ trade unions were
instrumental in fighting for teachers’ benefits aamlvocacy in education reform.
However motivation programmes for members wereerimtent and the unions
preferred pressuring the teachers’ employer to igeownotivation through better
allowances and promotion opportunities. The stunlyctuded that the increment
of teachers’ salaries and allowances motivated tdaehers to some extent.
However, the students’ achievement in Kieni Wesdtiit was not improving
which shows that other factors affected the peréoroe of the students. The
study recommended that the government and the desicemployer (TSC)
should strive to better teachers working conditibgsincreasing the number of
teachers as well as providing adequate teachingriahtin public secondary
schools.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the study

The Labour Relations Act of 2007 defines a trade®mras an association of
employees whose principle purpose is to reguldegioas between employees
and employers, including any employers’ organizati®y trade union or a labour
union as they are also referred to, is essentalprganization of workers whose
function is to enable them to act together to ematwllective bargaining.

However, under the trade unions Act, a trade umcludes both employers and

workers organizations (Odiwuor, 2005).

According to Guthrie (2002) Unions are needed irdemn society for a number
of reasons. For instance, executive compensatiarsuglly many, many times
that of the rank and file worker; a worker who afie mired in debt. Unions seek
to close the gap between labor and management;ibdérms of wages and in
representation or voice. Unions not only help woskéut also benefit employers
by establishing an open channel of communicationwéen labor and

management.

Like any other professionals, teachers normallykweithin systems where they
are supervised, monitored, and guided in their widrkll-functioning supervision

and support systems play a pivotal role in imprguime quality and efficiency of



education systems. In most cases the supervisioatste include a school head
teacher or equivalent based at the school, sonme édrexternal inspection and
monitoring of schools, and additional oversightnfréeachers unions and local

communities (Mulkeen, 2010).

Teachers’ labour unions provide support to teachibreugh their ability to
mobilize and represent teachers’ interests natignak well as through their
reach out to teachers at the local level (Mulkez81,0). However, unions also
engage teachers in other activities, includinggyoéinalysis, participation in the
global campaigns for education, and advocacy f@ravements in quality. At the
local level, many provide services to their mempargluding continuing
professional development, access to credit antiarcase of unfair treatment. In
this way, teachers unions are evolving to funcégnboth a support for teachers

and an accountability check on the education sy¢k¢amdy et al. 2008).

Kerchener and Koppich (1993) opine that an increpaumber of teacher unions
are beginning to redefine their role in educatieform and restructuring. They
argue that these unions have shifted their focwsn fitraditional industrial

concerns to a more prominent focus on professiasalles and school
improvement, an aspect they call professional usmnAccording to the authors,
professional unionism departs from traditional mmon in three ways: first, it
accepts that trade unions and management sharemanao goal — the

improvement of quality in the public sector, sedgndhat an adversarial



relationship between management and trade is thnecgssary and thirdly, that
unions accept a greater role in the evaluation asgkssment of the work of

teachers to ensure high standards in education.

Teacher unions can be found in a majority of thealzratic nations of the world.

Public school teacher collective bargaining hasobec a stable fixture in the
American education system over the last 40 yeass.ekkample, as of 1988, all
but seven states had passed a law either allovandhe right of teachers to
bargain collectively or explicitly requiring distts to bargain with teachers'
unions. Furthermore, only four states had statypeshibiting collective

bargaining between public school districts and heex (Freeman and Valletta,
1988). By 2004, 45.1% of public school teachersewaembers of a labor union
that exists for the purpose of collective bargainiand 50.8% were covered by a

collective bargaining contract (Lovenheim, 2009).

Unlike its counterparts in the west, traditioredd¢her unions in Africa are still in
their infancy. Teachers unions in South Africa oatgerged in the late 1980s but
unlike other parts of the world, the unions had @aamfocus on the political
struggle against apartheid. In Kenya a trade unfongpost primary teachers
emerged as late as the 1990's. The percentageachdes in primary and
secondary schools registered by the teacher umsadsout 80%. Table 1.1 shows

the membership of teacher unions in selected ciesritr Africa.



Table 1.1: Unionization of teachers in selected Aftan countries

Country  Significant unions MembergJnionized
teachers
Eritrea  Teachers Association of Eritrea 7,000 64%
Gambia The Gambia Teachers Union 5,500 71%
Malawi  Teachers union of Malawi 40,000 75%
Uganda Uganda teachers union 45,000 23%
Zanzibar Zanzibar teachers union 4,000 48%
Lesotho Association of teachers 6,141 45%
Lesotho Teachers trade union 2,000 15%
Liberia  National teachers of Liberia 10,000 76%
Zambia Zambia National union of teachers 39,000 60%

Basic education teachers union df5,000 28.6%
Zambia
Secondary school teachers union {300 27%

Zambia

(Source: Mulkeen, 2000)

In pre independence Kenya, the teachers were dabjeéc different terms and
conditions of service by the many employers thelprged to. The employers
who included missionaries and local councils nealawed them to meet and
exchange views. This kept them totally ignorantexgards to their rights and

therefore were seriously exploited by their masteBespite the fact that they



were kept in the dark, they slowly learned the needorm organizations still
based on religious sects organized at provincilleAccording to the Kenya
National Union of Teachers website, in 1934, Mes3asnes Gichuru and Eliud
Mathu formed a teacher's organization known as Kehlyican Teachers Union
(KATU). This Union eventually fizzled away undé&etpressure of powers of the
time. However the push for a teachers trade unmrer stopped and when In
1955, one of the teacher's leaders from Rift Vali®yn. Daniel T. Moi now the
retired President of the Republic of Kenya wastekbto the Legislative Council
(Leg.co.) he pushed for policy implementation @fd& unions and on 14th May

1959 KNUT was officially registered as a Trade Unio

The KNUT is a trade union registered under theetradions act Cap 233 of the
laws of Kenya. Its mandate is both of a trade umind professional organisation
that serves all Kenyan teachers who choose tognahas such recognises the
need to anchor our operations on certain key piesiand values. KNUT was
formed on seven policy demands: A single Employer dil teachers, Unified
Terms and Conditions of Service, Free Pension loteachers, Provision for
negotiating machinery, Pay rise for all teachersaih grades, responsibility
allowance for all posts of responsibility and abofi of the Colonial Code of

Discipline (KNUT, 2013). These policy demands stfind to date.

In 1998, another teachers union Kenya Union of Pashary Education Teachers

(KUPPET) was registered to respond to challengesectorial representation



among teachers. It was launched at a time whendaathndary and college tutors
were yearning for a forum to voice their conceffige birth of KUPPET was a

culmination of a long struggle between the posnpry teachers and government
in regard to a platform which would truly represémir aspirations, hopes and

fears (KUPPET, 2013).

Teachers’ job performance is a concern of everybodie society. According to
Aacha (2010), teacher performance connotes theheesicrole of teaching
students in class and outside the class. The kmctsof teaching involve the use
of instructional materials, teaching methods, raguhssessment of students,
making lesson plans, assessment of pupils, condtidieldwork, teachers’
participation in sports, attending school asserskdied guidance and counseling.
Therefore, teacher job performance is the teachabdity to integrate the
experience, teaching methods, instructional maserimowledge and skills in

delivering subject matter to students in and oetsid classroom.

According to a recent study in the Harvard Educatiteview, teacher unions
boost student achievement. The researchers comptates that are strongly
teacher unionized with those that are not and faumtear link between teacher
unions and higher state performance on certaindatdized tests. This pattern
holds even when other factors such as family inggmaeental education, gender,

geographic region and race are considered (Po2490D).



It is clear that teachers’ trade unions have aifsogimt role in the education sector
however many trade unions have concentrated ohubi@ess end of teaching by
fighting for teachers better pay and allowances @hestion as to whether the
labor unions efforts translate to greater teachenover have been majorly
ignored (Mundy et al. 2008). This study intendedstody the effectiveness of
teachers’ trade unions activities: securing teachbenefits, training and

professional development and motivation programnaesl how they effect on

teacher performance in public secondary schools.

According to Bascia (2003) there is a common belwidt teacher Unions are
more concerned with the salary, compensation anéflie of its members than
with their growth in the profession however sevé&ational and Local Teachers’
Unions are working to change this perspective. Meik (2000) found that in
Eritrea teacher unions held Seminars and worksf@p®achers on professional
ethics, HIV, and AIDS awareness; for school repneseses of the association;
and for female teachers. These workshops had ail bapported financially by
the sister associations. In the Gambia, there \Egteamural classes of formal
intensive summer courses to improve teachers’ e¢med qualifications, there
were also five-day training course for acting unrepresentatives (teachers) in
their schools, raising awareness of the teachigglations and ability to act at the
school level. Training for women in leadership, moting girls’ education,
making teachers aware of education policy, andithgi with other NGOs and

education partners. There was also developmemntaofing program for school
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head masters, to provide basic financial and manageskills Mulkeen (2000).
In Kenya however, professional development is raotied out by the teachers’
trade unions. The Kenya teachers’ trade unions (RNKUPPET) demand that

the government sponsors teachers to courses oesgrofal development.

Trade unions face various challenges in executieg tmandate; teachers unions
are not exempt to this. Kisaka (2010) investigaieel challenges facing trade
unions in Kenya. The results showed that therenaaey challenges affecting
trade unions in Kenya which include financial doaisits emanating from loss of
membership, splitting of unions and mismanagengnternment and employer
intervention in trade union activities and cortng of their affairs, the
differentiated and changing composition of workiwat has had a general effect
on weakening trade unions and advancements in aémy have made it
possible for the new units of production to be gapbically dispersed hence it is
no longer necessary for staff to be physically fedan the same place, thereby
reducing the workforce and in turn union membgrshihe study looked at all

available trade unions and was not specific tohtees trade unions.

Ayega (2012) aimed to establish factors affectieigjesment of industrial disputes
at Kenya National Union of Teachers (KNUT) . Thedst found that study
training among union officials affects settlememtimdustrial disputes among
union officials at KNUT to a great extent. The stumlso found that effective

communication skills, basic skills necessary fodimgon and alternative dispute



resolution were influencing settlement of industdisputes to a great extent. The
study also revealed that leadership styles amoegtdp management affects
settlement of industrial dispute at KNUT to a vegyeat extent. Workers
participation and communication affect settlemenindustrial dispute at KNUT

to a very great extent.

Kieni west district is located in Nyeri County. Thdistrict has 22 public
secondary schools which had students seating fd8EK@s at 2012. Table 1.2

shows the performance of the district in the 3 ao@d years preceding the study.

Table 1.2 Performance of schools in Nyeri County bRistricts

Academic Year KCSE Performance By Districts
Kieni West Nyeri Mukurweini
2010 3.667 4.935 4.734
2011 3.529 4.845 4.695
2012 3.889 4.956 4.758

Source: D.E.O, Kieni west (2013)

Table 1.2 above reveals that compared to the nergitp districts, the

performance of Kieni West public secondary schaotiismal.



1.2 Statement of the problem

The government has been engaged in various effjedsed towards improving
quality of teachers with the aim of bettering stnigdé performance through
various initiatives. Such initiatives include symogrammes as Strengthening of
Mathematics and Science in Secondary Education (S&# which aims at
improving teachers’ capacity for teaching matheosaéind sciences in secondary
schools and also cultivating positive attitudesdmg mathematics and sciences
among students. Entry grades to teacher colleges Ieen raised to ensure that

the institutions produce qualified teachers.

Teacher unions have been on the fore front in inghfor teachers rights ever
since independence. The Kenya National Union ofcfiees (KNUT) has been
and still is the biggest trade union in terms ohmbership. Before the year 2,000
the primary role of this union was to negotiate lfetter remuneration of teachers
but in recent years, the union together with thelpdormed Kenya Union of
Post Primary teachers (KUPPET) has pushed for édueh reforms in the
advent of the free primary education (FPE) andie constitution which makes

such reforms a right.

Most of the teachers’ demands have been met oinatke process of being
implemented such as the pay hike, harmonizatiofobfgroup remuneration,
better health insurance schemes and employmentooé neachers to reduce

workload. Trade unions are key to performance atlhers in the sense that they

10



fight for better terms of service for teachers asllvas play part in driving
educational reforms by involving teachers in foratign of policies that improve
teachers’ working condition with the overall goaf enhancing students’

performance.

However, there exists limited empirical evidencetlod impact of trade union
initiatives beyond securing of teachers benefitistlel research had gone into
assessing whether teachers trade unions have pectinon teachers’ output.
Much of the research has concentrated on the &fitgi of unions in carrying out
their duties [Kainda, 2011, Bascia, 2009] role ehdhers’ trade unions in
education policy and reform [Kerchener & Koppic99B: Bascia, 2003],
teachers’ trade unions in national politics antitipal insurgencies [Bauer, 1993;
Babeiya, 2011, Webster, 2007]. It follows that éhekists a knowledge gap about
the influence of teachers trade unions on teagherM®rmance; a gap which this
study sought to fill by investigating effectivesesf trade unions’ strategies in
teacher professional performance in public secondahools in Kieni West

District

1.3 Purpose of the study

The purpose of this study was to investigate thecg¥eness of trade unions in
teacher professional performance in public secondahools in Kieni West

District.

11



1.4 Objectives of the study

The study was guided by the following objectives;

I.  To investigate the influence of securing of teashéenefits by trade
unions on teachers’ professional performance ifipglecondary schools

in Kieni West District.

ii. To establish how motivational programmes by tradéons influence
teachers’ professional performance in public seaondchools in Kieni

West District.

iii. To determine the influence of trade unions advocacy teachers’
professional performance in public secondary schaol Kieni West

District.

1.5 Research questions

To achieve the above objectives, the following aesle questions were

formulated

I.  How does securing of teachers’ benefits by tradensinfluence their
professional performance in public secondary schmoKieni West

District?

12



ii.  How do motivational programmes provided by tradmuog influence
teachers’ professional performance in public seaondchools in Kieni

West District?

iii.  What is the influence of trade unions advocacyeathers’ professional

performance in public secondary schools in KiensW\&istrict?

1.6 Significance of the study

The study findings may be used to shed light oreffectiveness of trade unions
in teacher performance in Kieni west district. Teathions like Kenya National
Union of Teachers (KNUT) and Kenya Union of Postinfary Teachers
(KUPPET) may utilize the findings when negotiatifag the needs of teachers.
The government through the ministry of educatiord aheachers Service
Commission (TSC) could use the findings generatgdthis study to better
teachers working conditions. Researchers and ssholathe field of education

will benefit from the information brought about thys study in their work.

1.7 Limitation of the study

Kieni west district was quite vast and the targetetools are located remote
areas which are not easily accessible. The scheais also distanced from one
another. This forced the researcher to hire thevices of a number of
enumerators to enable the data collection takeephathin the stipulated time. In

the study, some of the respondents who were tlohées were unwilling to take

13



part in the study due to negative attitude towdhssstudy or lack of adequate
time relative to the researcher’s schedule. Thidccaffect their return rate of the
guestionnaires however the researcher convinced rédspondents on the
importance of the study and sought consent befdesviewing the participants to

ensure a high response rate.

1.8 Delimitations of the study

Delimitations refer to those aspects of the stutht tnade the study a success
(Orodho, 2005). The study targeted all the teacfrers all the public schools in
Kieni west district and as such ensuring that tineifgs of the study can be

generalized to the whole district.

1.9 Basic assumptions of the study

In undertaking this study, the researcher assuived t

i.  All the targeted teachers were unionized

ii.  The trade unions had teacher performance as aheiofgoals and

objectives.

1.10 Definition of significant terms

Advocacy refers to teachers’ unions support for, or recomuagon of a

particular cause or policy in the education sector.

Benefitsrefers to Allowances, perks and pension

14



Educational programmesrefers to Seminars and courses offered to teadhers

their unions

Motivational Programmes refers to Trade union’ initiatives geared towards

encouraging teachers in their work.

School refers to a government funded institution offerisgcondary school

education in Kieni west district

Student achievementrefers to performance in KCSE exams

Teacher refers to a registered educator serving in a pusdicondary school in

Kieni West District

Trade unions refers to a registered association of teacheis avigoal to ensure

collective bargaining with the employer (KNUT antyRPET)

Teacher performance refers to output of a teacher indicated by adequat

preparation for lessons and student achievement.

1.11 Organization of the study

The study is organized in five chapters. Chaptee amcludes background
information, statement of the problem, purposehef $tudy, research objectives,
research questions, significance of the studytditioin of the study, delimitations

of the study, basic assumptions of the study, defimof significant terms and

15



organization of the study. Chapter two includesititeoduction of the literature

review, analysis of trade unions and teacher pedoce, summary of literature
review, theoretical and conceptual framework. Chafitree consists of research
methodology which included research design, tgogeulation, sample size and
sampling procedures, validity and reliability ofsiruments, data collection

procedures as well as data analysis techniqgueqt@tfaur includes data analysis
and the discussion of findings. Chapter five pregidhe summary of research

findings conclusion, recommendations and suggesfianfurther research.

16



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter explores relevant policy instrumgmipgrammes, reports and
studies conducted in the past. Literature reviesvigied a framework with which
the findings were contextualized. The literaturée® was presented in terms of
related literature, theoretical review as well aspgical review. A conceptual
framework was presented to show how the varioumbkas interacted, this was
followed by a summary of the literature review withvhich gaps in the literature

were identified.

2.2 The Industrial Relations Act, 2007

The Industrial Relations Act, 2007 is the principad regulating Trade Unions
conduct in Kenya, It defines a Trade Union in Sett? as an association of
employees whose principal purpose is to reguldegioas between employees
and employers including an employers’ organizatiime Kenya National Union
of Teachers is a trade union registered underrégetunions act Cap 233 of the

laws of Kenya.

The objectives of the Labour Relations Act, 2007t Aadich regulates Trade
Union Activities in Kenya are as follows: to colidate the law relating to the

trade unions and trade disputes, to provide forréggstration, management and

17



democratization of trade unions and employers drgéions or federations, to
promote sound labour relations through the pratecéind promotion of freedom
of association and the encouragement of effeatoective bargaining and
promotion of orderly and expeditious dispute setdat. This is all aimed at

achieving social justice and economic development

According to the Labor Relations Act, 2007 evemployee has the right to:

Participate in forming a trade union or federatantrade unions, join a trade
union as well as leave a trade union. The act etspowers the employee in the
trade unions in that every member of federatiortrade unions has a right to
participate in its activities, participate in tHeaion of any of its office bearers of
officials, stand for election or seek for appointtn@s an official and to hold

office if elected. be appointed as a trade unigme®entative and to carry out the

functions of a trade union representative.

The labour relations Act, 2007 protects all empésya that any employee or any
person seeking employment shall not be discrimthatgainst for exercising the
rights given in the Act. The Act dictates that revgon shall do or threaten to do
any of the following: require any employee or aspar seeking employment not
to be or become a member of a trade union, pregenémployee or person
seeking employment from exercising any rights coefiby this Act, dismiss or

in any other way prejudice an employee or a peseaking employment, because

of past, present or anticipated trade union merhgerdor participating in
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formation or lawful activities of a trade uniony fexercising any right conferred
by the Act for failing or refusing to do somethitigat an employee may not
lawfully permit or require an employee to do so aml person shall give an
advantage or to an employee or person seeking gmplat in exchange for the

person not exercising any right conferred by this. A

The labour relations Act, 2007 provides for rectigni of Trade Unions and

Collective Agreement An employer, including an eayelr in the public sector,

shall recognise a trade union for purposes of ctile bargaining if that trade
union represents the simple majority of unionisadeployees and shall record
the terms upon which it shall recognise a trad®muniThe Minister may, after
consultation with the Board, publish a model recogm agreement. If there is a
dispute as to the right of a trade union to be gaem®d for the purposes of
collective bargaining in accordance with this sattior the cancellation of
recognition agreement, the trade union may referdibpute for conciliation and
if the dispute is not settled during conciliatidghg trade union may refer the
matter to the Industrial Court under a certificatairgency. Without limiting the

matters that may be dealt with in a recognitioneagrent, a recognition
agreement shall provide for trade union membera imorkplace to elect from

among themselves trade union representatives ordexce with the constitution

of the trade union.

19



2.3 Securing of teachers’ benefits by teachers’ tdee unions and its influence

on teachers’ professional performance

Traditionally, teachers’ trade unions are known fighting to protect jobs and
real earnings, secure better conditions of work &fe and fight against
exploitation. Despite teachers’ unions venturin iather areas such educational
reforms and offering credit to their members, tightf for better pay, more
allowances and harmonization of remuneration witheo civil servants has

always been alive.

In a review of teachers’ remuneration across Afrioageneral, Mulkeen (2000)
found that the average wage paid to teachers,nagltgple of country per capita
income, tends to decline as countries develop enaadly. Nigeria studies by
Akinwunmi (2000) and Ejiogu (1990) found that whhe typical low-income
earning teacher yearns is a sizeable salary inereasl they conclude that the

payment of a living wage would significantly enharhbeir performance.

According Bruns, Mingat and Rakotomalala (2003) ioxss factors may
contribute to the above trend. With increasing tlgwaent, the proportion of
educated people in the country tends to incredsegavith the proportion of jobs
requiring levels of education comparable to teaghiGecond, as countries
develop, there is an increasing requirement fovensal primary education and

reasonable class sizes. Teacher salaries thatradoowa huge budget allocation
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tend to make universal education unaffordable aedefore tend to either reduce

access to education or increase class sizes.

In a study of the roles of Mauritius’ teachers ursioHollup (2004) found that the
teachers' organisations have limited power and esé¢op collective bargaining.

The unions could make suggestions, submit memorasdand protest against
decisions that reduce or worsen their terms ofiserand by that hope that their
'voice' is taken into account but they continudigbt to defend the interests of
their members to maintain the rights and priviletiesy are entitled to: vacation
leave, influence on transfer exercise, workloaéatgr sharing between different
categories of teachers, promotions and teaches:egication training. The

study however did not the explore the aspect ofhes’ performance or the

impact of the teachers’ unions on teacher output.

The working condition of teachers in Kenya has ndagen promising for years
now. According to EYC (2010). the issue of teactenuneration has persisted
and in some instances even led strikes to petitiergovernment for better salary.
The teachers’ unions and especially KNUT have hasal in fighting for better
terms for teachers. Table 2.1 shows the currenpégachers as at 2012 as well

as KNUT’s demands.
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Table 2.1 Comparisons of Salaries offered by the TSwith what the KNUT

Demands

Offers by TSC 40% Demands by KNUT 60%

Grade Job GroupMinimum Maximum Minimum  Maximum

P2 F 13, 037 13, 795 13,750 14, 157
P1 G 14, 310 17,108 15, 093 17,527
ATS4 H 16,260 19,747 17, 208 20, 289
ATS3 J 21,165 24, 863 22,322 25, 895
ATS2 K 24,691 30,490 26, 323 31, 996
ATS1 L 28,457 33,719 30, 472 35, 275
SGT/SL M 33, 150 40,904 35, 275 42, 877
PL/1 N 37,970 46, 740 40, 835 49, 636
PL/ P 57, 207 72, 866 63, 782 81, 404
SP Q 68, 824 87, 490 77,527 98, 947
CP R 82,746 105,214 94, 235 120, 270

Source: KNUT, 20113

In addition to the salary demands shown in Table RNUT demanded that the
teachers’ employer, to put all teachers employedaniract on a permanent and
pensionable status. The teachers’ union also desdatidt the teachers’ salaries

and allowances be harmonized with civil servandaigses and allowances in the

various job groups.
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One of the core functions of the Kenya National dgnof Teachers (KNUT) is
promoting programmes aimed at improving teacheeffane and socio-economic
status. The KNUT has a number of socio-economicfanel programmes
including: Enterprises and Building Projects; Sgeimnd Credit Societies; Burial
and Benevolent Funds, and Children's Educationr8ekeThese programmes are
geared toward improving the wellbeing of KNUT memsheResearchers have
indicated that the low status, poor remunerati@mstant ridicule in public and
the mass media, the lack of fringe benefits, heawykload, and deplorable

working conditions have created a lot of despaiolagst teachers.

Musyoka (2012) sought to establish the benefithefKenya National Union of
Teachers' welfare programmes to primary schoolhacin Mwingi District,
Kenya. The study established that the Mwingi brabicKNUT operates welfare
and socioeconomic programmes that are beneficiachers. The most popular
programmes are savings and credit societies fotlolae burial and benevolent
fund. The least popular programmes were childrarca&ibn schemes enterprise
and building projects. As a result of membershipht projects, teachers felt that
their daily lives as teachers had improved. Theaesher therefore concluded that
teachers unions like the KNUT play a key role imorpoting the welfare of
teachers, not only by fighting for salary incrensehut also by running income
generating activities and other welfare programmehkiding savings and credit

societies, burial and benevolent fund, childrencation schemes, and enterprise

23



and building projects. However this study did notK at the impact of such

benefits on the professional performance of teacher

2.4 Teachers’ trade unions’ motivation programmesand their influence on

teachers’ professional performance

Ndawi (1997) opines that learning is a processaraction between teachers and
students as they both participate in the learnirazgss, but with more weight
given to teachers to show the way. Learning a@ments can mainly be
determined in classroom by motivated teachers whno for teaching, put into
practice what they have learned but teachers’ ratin is a critically ignored

factor in all levels of policy choices.

Fry (2003) adds that motivation of teachers hefpeetain teachers at their work
places and it includes “materials and psychologiesds” as pay on its own does
not increase motivation among teachers; howeves, abthor observes that
pecuniary motives are likely to be dominant amoegchers in less developed
countries. In Sub-Sahara Africa, teachers’ motoratis low and it has been

detrimental to the quality of education (Fry, 2003)

In all of the case-study countries reviewed by Melk (2000) there were some
opportunities for teachers to gain promotion to ighér salary scale. These
opportunities for promotion could be classifiedoirihree types. First, in some
cases there were opportunities for discretionamritdbased promotions to posts
such as senior teacher, which provided increasgdpiretained the expertise in
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the classroom. Second, and more commonly, teadtesthe opportunity for
movement to different salary scales, based on ivgat@cademic qualifications.
Finally, there were opportunities for promotionnonteaching positions, usually

in school management or inspection.

Mabonga (1998) sought to investigate teachers pgores and expectations of
the role of a teachers union in Kenya. The studnmdbthat there exists disparity
between the present role of Kenya National UnionTe&chers (KNUT) and
teachersexpectations of a teach®munion. Differences were also found between
primary and secondary school teacharsl between female and male teachers
perception towards the present role of KNUT. Howehe study did not outline
the various roles played by KNUT such as advocseguring of teachers benefits
and motivation and did not also relate its findingseither teacher professional

performance or student performance.

2.5 Advocacy in teachers’ trade unions’ and its infience on teachers’

professional performance

Unions are responsible for securing better paywaoixking conditions, which in
turn attract better teachers. Unions also oftesgfer smaller classes and lighter
teaching loads, allowing teachers to teach morectifely. Unions also tend to
raise the standards for teacher licensing, whichums that only qualified

candidates enter the profession.
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Teacher unions have not only the mandate from thembers but also the
responsibility to take an active role in educatieform (Adelberg, 2008).
Teachers ultimately implement any initiative. If guitiative conflicts with what
they know about how children learn, it will failf it does not respect their
professional knowledge and experience, they wj#ateit. Teachers ensure that
reform goes beyond rhetoric, that good ideas aamslated into practice

(Urbanski, 2001).

While some scholars consider teacher unions toaoefér education because of
union resistance to popular school reform ideas@ndrammes , my opinion is
that, the teachers’ unions could also be a posftvee in education for the very

same reason.

Adelberg (2008) carried out a study to determine beachers viewed the role for
their union leadership in the discussions of edanateform on their collective
behalf. The study found that teachers viewed themseas advocates for the best
interests of their students. However, they did ¢ the union as sharing this
role, believing such a role in conflict with theiom's more traditional functions.
The implication of this, according to the autharthe great challenge ahead for
the union in convincing both its own membership #mel public at large of its

ability to assume a serious role at the publicqyaiable.

Although Kenyan teacher unions are largely knowrncftampioning for teachers’

remuneration, they have also played their part docation reform albeit in
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collision with the central government. In a spedefivered in the 55th Annual
KNUT Delegates Conference, Chairman Wilson Sossail comprehensive
consultations among stakeholders before proposealsngplemented have to be
held. To quote the Chairman, “The advent of the gewstitutional dispensation
has seen a new constitution, new bills and policiée reforms in the education
sector must be undertaken with full consultatioh&KBUT.” (Sossion, 2012.)

Kenyan teacher trade unions have always been wodasues that affect them,
their members or the students such as understaffimy form 1 selection of
students. Little empirical evidence exists howewethe impact of teacher unions

on teachers’ professional performance.

Chisholm and Ngobe (2003) found that although gdiarmulation was broadly
participatory in most countries, involving govermme the private sector,
university researchers, NGOs and donors, overathiers were less involved than
other sectors. Significantly, it was found that whpolicy frameworks are
translated into financing frameworks, participatienconfined to government
ministries, donors and their technical assistare. study however did not relate
its findings to teacher output or student perforogaar the trade unions’ role in

enhancing teacher professional performance.

2.6 Summary of literature and gaps

The reviewed literature established that indeedch®ms’ trade unions have

become part and parcel of the education systemsvait the world (Bascia,
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2003). The literature has determined that secuohgeachers benefits and
especially basic salary and allowances has beemtjer role of such unions
(Guthrie, 2002). The literature suggests that aene¢ times the trade unions have
ventured into other areas such as education refoational politics as well as

providing credit to their members (Mundy et al. 800

Whether teachers’ trade union activities resulincreased and quality output by
the teachers is still debatable. Bascia (2003gstttat labor unions have always
been opposed to the question as to whether thiantes improve teacher output

to translate in greater student achievement.

The empirical review is testament to the shortayjempirical evidence on the
issue of impact of teachers’ trade unions on thgpuduof educators. The few
studies reviewed such as Jones-White (2004), Filechell & Hartmann (2000)

and Terry (2010) have been carried out in the Wni&ates and Europe
commonly referred to as the developed world. Thdifigs of such studies cannot

be replicated or taken to be the truth in the KenSauation.

In addition Hoxby (1996) and Figlio et. al. (ZQhad two major shortcomings:
first, both studies looked into securing of bersefit the only labor union activity
secondly these studies looked at teacher perforenancterms of student
achievement. While student achievement in exanunatiis a reflection of
teachers output it suffers the effect of variousnvening factors such household

income, parental education and availability of sel@yy school positions;
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problems which are prevalent in Kenya but mininmaihie Americas and Europe.
This study intends to fill this gap by looking ineome teachers’ unions’
strategies and at teachers’ performance using spweific indicators as shown in

the conceptual framework.

2.7 Theoretical framework

Webbs’ theory of trade unions also referred tohasdocialist pattern of society
can be used to explain the effectiveness of traiens in teacher performance in

public secondary schools in Kieni West District.

Sidney & Webb (1920) described trade unions asdlgituous association of
wage earners for the purpose of maintaining andampg the conditions of their
working lives", which they may achieve either thgbuwcollective bargaining with

employers or through the provision of benefitshiit members.

The Webb's theory of trade unionism can be appletthe case of teachers’ trade
unions. In Kenya, the law does not require thagagtier must join a trade union,
if anything contract teachers are not allowed toumonized. The teachers
willingly join such unions because the union hagyraater voice than the
individual in airing grievances which is known aslective bargaining and that is
what the Webbs’ trade union theory in my opiniopragiates, as a significant

motivation for unionization of workers.
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2.8 Conceptual framework

A conceptual framework was proposed for the stueigure 2.1 shows the
variables in the study and how they interact. Thenework presents the variables
categorized into three parts; input, process artgubuThe input represents te
trade union strategies to enhance teachers’ profedsperformance while the
process involves the methods in which the strasegiie implemented. The output

shows the indicators of professional performanceachers.

Securing of Better Salaries Performance of Teachers

teachers

benefits Better Students’ mean score in
Allowances KCSE

Motivation Invol (i Punctuality of teachers

of teachers tnvo vement in » Regular Student assessment
eaching and Ad te teachi

Advocacy learning procesyg equate teaching
reforms and preparathn :
policies Participation of teacher sin

extra-curricular activities

Figure 2.1: Conceptual framework

The teachers’ trade union activities are the inddpat variables in this study:
advocacy, securing benefits as well as motivafltne performance of teachers is
the dependent variable since the study aims attabksh whether teachers’ trade
unions impact on teachers’ performance. Securingeoiefits refers to teachers
union activities that aim to fight for teachers’ttee pay and better allowances.

Motivation of teachers refers to those activitibattaim to raise the morale of
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teachers. Advocacy refers to unions’ involvementpwlicy formulation and
educational reforms. The study investigated whetihese activities lead to
teachers’ performance in terms of punctuality, fagand quality assessments of

students, adequate teaching preparation as wsiudent performance.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter deals with methods that would be tsexrry out this study. It was
sub-divided into eight subsections namely: resealesign, target population,
sample size and sampling procedures, researchinmsiits, instruments validity,

instrument reliability, data collection procedussxl data analysis techniques.

3.2 Research design

The research design that was adopted in this ndsstudy was the descriptive
survey design. Descriptive survey is a method dfectng information by

interviewing or administering a questionnaire teample of individuals (Orodho,
2005). It can be used to collect information onge® attitudes and opinions, on
a variety of education or social issues. This stgdught opinions of head
teachers and teachers on the roles of teachersnsimnd their influence on

teacher performance.

3.3 Target population

Target population refers to all members of a raahypothetical set of people,
events or objects to which a researcher wishegnergte results from the study.
This study targeted all the 262 TSC employed teactserving in public

secondary schools in Kieni West District, Nyeri @bu The study also targeted
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the 22 head teachers of secondary schools in Kiest district. Table 3.1 shows
the distribution of the target population. A listtbe public secondary schools in

Kieni West District is available in appendix V.

3.4 Sample size and sampling procedures

According to Mugenda and Mugenda (2003) a sampla ismall group of
accessible population. Sampling refers to that ggs®f selecting a sample from
a defined population with the intention that thenple accurately represents that
population (Borg and Gall, 1983). Stratified randsampling technique was used
to select the teachers since it would provide gpeatision. The method also
ensured that the study obtained sufficient datufiport separate analysis of each
of the four zones of Kieni West District. Accorditg Orodho (2005) a share of
10% in random sampling technique is a sufficiemgi@. There researcher

arrived at the sample as shown in in table 3.1

Table 3.1: Target Population and Sampling frame

Education Number of public Population of Sample =

Zone secondary Schools Regular Teachers 10%*Population of
teachers

Mugunda 5 55 6

Gataragwa 6 62

Endarasha 6 92 9

Mweiga 5 53 5

Total 22 262 26
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The researcher employed a computerized table aloramnumbers to select the
26 teachers to participate in the study. A censasrique was employed to select
the head teachers since their total number istlems 30 as recommended by

Mugenda and Mugenda (2003)

3.5 Research instruments

The researcher employed questionnaires and schaohieation records to
collect data. The questionnaires were preferreithegs would provide a relatively
simple and straight forward approach to the stublye questionnaires were
administered to head teachers and teachers. Tearcher developed two sets of
guestionnaires one for the teachers and the otbertHe head teachers.
Questionnaires were preferred because they carectolhformation from
respondent within a short time and they also diipelrespondents fear for they
can be filled without the respondent being watcfMdgenda & Mugenda, 2003).
School records on KCSE performance of the sampthddas were necessary in
collecting information on students’ achievementtas was one of the indicators

of teachers’ performance in the study.

3.6 Validity of the instruments

Validity is the degree to which a test measureatwthought to measure. For this
study content validity was employed; content vaé§ids the degree to which a text

measures what it is supposed to measure. The ceseansured content validity
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by submitting the instruments to the university @pfed supervisor for review

before data collection.
3.7 Reliability of the instrument

Reliability is the ability of a research instrurhén consistently measure the
characteristic of interest over time. Reliabilisyinfluenced by random error, thus,
as error increases, reliability decreases. Ther enayy arise at the time of data
collection and may be due to inaccuracy by testigation or inaccuracy of the
instrument (Best & Khan 2004). A pilot study wasndacted to find the
instruments reliability and the procedures of adstiation. The researcher used
test-retest to ascertain the coefficient of interm@nsistency or reliability. The
instrument was administered twice to the same godlgubjects at an interval of
two weeks. The pilot data was entered into SPSK&biity co-efficient was
obtained by correlating the scores of odd numbstatement with the score of
even numbered statement in the questionnaire Toesof the first and the
second were correlated using Pearson product mocwnelation coefficient
formula
r=(Nz Txyv=3 LxEvi e 2-@ 721Nz 2-@ [

Xy
Where = sum of the gross product of the value of eaclalte

N = total number of items

) = Products of the sum of x and the sum of y
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The responses obtained were analyzed and companatisis of the pilot data
gave a Pearson product moment correlation coeftide63 which is above the

required 0.5 hence the instruments were reliabési{B Khan 2004).

3.8 Data collection procedures

The researcher sought an introductory letter frown department of education,
University of Nairobi. This introductory letter wasportant in getting a research
permit from the National Council for Science andchimology. The researcher
then got permission from the District Commissiom@eni West District and

further sought clearance from the District Edugatifficer Kieni West District.

The researcher contacted the heads of the samghedls and informed them of
the impending study. The researcher then drew it aghedule and visited the
schools personally in order to get consent fromhied teachers to administer the
instruments. This enabled the researcher to famdicherself with the teachers
and establish rapport. The researcher administeeedquestionnaires to the head
teachers and teachers. The researcher assured efipwndents of strict
confidentiality in dealing with the responses. Thesearcher collected the

guestionnaires later depending on both partiesrstateling on the timeframe.

3.9 Data analysis

After all the data was collected, data cleaning wWase in order to determine

inaccurate, incomplete, or unreasonable data ardithprove the quality through
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correction of detected errors and omissions. Tha was then coded and entered
in the computer for analysis. Data analysis prooesiuthat were employed
involved both quantitative and qualitative procedur Quantitative data was
analyzed using descriptive statistics such as &equy counts, means and
percentages with the help of Statistical Packag&éwmial Sciences (SPSS). SPSS
was able to handle large amount of data, givenwitee spectrum of statistical

procedures purposefully designed for social scieace was also quite efficient.

Qualitative data generated from interview schedwas organized into themes,
categories and patterns pertinent to the studwdtition, the qualitative data in
this study was analyzed thematically through disicus comparing of possible
relationships or significant differences betweemniows variables as well as

substantiating the possible causes of some reséaduhgs.
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CHAPTER FOUR

DATA ANALYSIS AND INTERPRETATION

4.1 Introduction

This chapter presents the findings of the studytaedresults of data analysis in
relation to the effectiveness of trade unions iacker performance in public
secondary schools in Kieni West District. Descuptanalysis was performed on
the data collected and the findings presentedearfdhm of tables and figures. The
findings aimed at answering the following questionew securing of teachers’
benefits by trade unions influence teachers’ pmfeml performance, how
motivational programmes provided by trade uniondluéamce teachers’

professional performance and the effect of tradensmadvocacy on teachers’

professional performance in public secondary schmoKieni West District.

4.2 Response rate

The study sampled 26 teachers and 22 head teachpesticipate in the study.
However 2 head teachers were not accessible agachdrs failed to return their
guestionnaires leaving 22 for analysis. This regmes an 84% response rate

which is a sufficient response rate according tgéhda and Mugenda (2003).
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4.3 Demographic profile of respondents

The study collected demographic information of tegpondents namely gender,

age, education level and job experience.

4.3.1 Gender of head teachers and teachers
The study sought to establish the gender of thporegdents in the study. This
enable the study establish whether there wererdiites in unionization of the

teachers by gender.The findings are presentedjuré&i.1

Figure 4.1: Gender of head teachers and teachers

Gender of head teachers and
teachers

® Male ™ Female

14(72%)

15(68%)

7(32%)

6(28%)

Head teachers Teachers

Findings in Figure 4.1 reveal that the male respoisl were the majority in
among the head teachers 72% (n=14) as well as athertgachers 68% (n=15).

The findings show a great gender disparity amorgg tdaching staff in Kieni
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West District. The findings show that the distribat of head teachers and
teachers in public secondary schools in Kieni Weste in contradiction of the
two-thirds rule which requires the composition tdfsin public institutions to

have not more than 66% of the staff from one gender

4.3.2 Age of head teachers and teachers
The study collected information on the head teaclerd teachers’ age. The
findings would assist the researcher to establisétier the unionization patterns

of teachers in Kieni West by age. The findings@esented in Table 4.1

Table 4.1: Distribution of respondents by age

Age (Years) Frequency Percentage
Head teachers 36-45 13 65%
46-55 7 25%
20 100%
Teachers 18-25 3 14%
26-35 10 46%
36-45 8 35%
56-65 1 5%
22 100%

Findings in Table 4.1 show that majority (65%) afad teachers were aged
between 36 -45 years while most (46%) of the teachvere aged between 26 and
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35 years. The findings show that there was no segmptation of the youth (18 -35
years) among the head teachers of public secorstdigols in Kieni west. This

can be attributed to the large number of yearsireddor one to be appointed to
the position of a head teacher which means that mesd teachers are elderly

(over 40 years).

4.3.3 Head teachers and teachers level of education

The study sought to establish the highest acadguoatfication achieved by the
participants in the study. This would enable thedgtto establish whether the
level of education determined teachers’ unionizatibhe findings are presented

in Figure 4.2

Figure 4.2: Head teachers and teachers level of echtion

Education level of head teachers and

teachers

70% B_13(64%)
60%

50% 9(41%)

40% 8(36%) 7 (36%)
30% 5{23%)
20%
10% 0%
0%
Diploma Bachelor's degree Post graduate degree

M Head teachers W Teachers
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Majority 64% (n=13) of the head teachers as welirajority 41% (n=9) of the
teachers had a bachelor’s degree as their highademic qualification. Findings
in Figure 3 show that the participants in the stwgbre highly qualified. This
means that the respondents had the sufficient atad@éowledge to comprehend
the information sought by the study. The high aoadequalifications can be
attributed to the nature of the job market in Kemylsich has forced people to

acquire higher education in order to secure welifgajobs.

4.3.4 Job experience of head teachers and teachers

The study sought to find out how long the headheecand teachers had served
in their respective positions of teacher and headher. This would enable the
study determine whether the participants in thestuad the relevant working
experience to be able to contribute to the studye findings are presented in

Table 4.2
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Table 4.2 :Job experience of head teachers and téwcs

Years Frequency Percentage
Head teachers 1-5 2 10%
6-10 5 25%
11 -20 11 55%
Over 20 2 10%
20 100%
Teachers 1-5 1 5%
6-10 4 18%
11-20 8 36%
Over 20 9 41%
22 100%

Findings in Table 4.2 show that majority (55%) ln¢ head teachers had served in
their current position for between 11 and 20 yeligjority (41%) of the teachers
had served for over 20 years. The findings meahlbth the head teachers and
teachers who participated in the study had acquredigh experience to be able
to contribute relevant information sought by thedst on effectiveness of trade

unions in teacher performance in public secondetnpals in Kieni West District.
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4.4 Unionization of teachers

The study sought to establish the unionization edchers by asking the
respondents what teachers’ union they belongetih®e findings would enable the
study establish the number of teachers and headhdesa who belonged to a

registered trade union. The findings are preseint&ayure 4.3

Figure 4.3 : Unionization of teachers

Unionization of teachers

1(5%)

mKNUT
B KUPPET

W None

Figure 4.3 shows that majority 95% (n=21) of thacteers were unionized. The
findings also show that majority of the teachersevmembers of the Kenya
Union of Post Primary Education Teachers (KUPPETRNIis can be attributed to
the fact that majority of KUPPET members are teeshgerving in public

secondary schools. KUPPET was formed in 1998 aeakbway from KNUT.

44



According to the founders, the union was registeécedespond to challenges of
sectorial representation among teachers. This ause secondary school
teachers deemed themselves to be having diffetedteages compared to the

primary school teachers.

4.5 Professional performance of teachers

The purpose of this study was to establish thectffeness of trade unions in
teacher professional performance in public secondahools in Kieni West

District. The study sought to establish the perfamoe of teachers; this was
achieved by assessing their performance in roudutées and roles as well as

academic achievement of the pupils in KCSE.

4.5.1 Professional performance of teachers in radeand duties
The study sought to establish how the teachersampublic secondary schools in
Kieni West district carried out their assigned sodad duties. The findings would

enable the study determine the professional pedoom of teachers.

The head teachers in the study were asked tohratprofessional performance of
the teachers in executing their roles and dutigkeir respective schools. This is
because head teachers as their name suggestseagglrthnistrative heads of
public secondary schools and have a supervisowy ovkr the teachers. The

findings are presented in Table 4.3.
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Table 4.3: Performance of teachers in roles and digs

Performance of teachers

Low Average High
Punctuality 14% 68% 18%
Lesson preparation 27% 56% 17%
Students’ assessment 13% 17% 70%

Teachers professional performance in assessingergiid assessments and
homework was rated highly by majority (70%) of thead teachers. However,
punctuality and lesson preparation was rated aeetag most of the head
teachers. The poor punctuality can be attributethéohardship nature of Kieni
West District. Poor punctuality could also expl#ie poor lesson preparation by
the teachers. These findings are in contrast wirfahof Marete (2012) who in
assessing the influence of teachers' practicesupiispperformance in Kenya in
Makadara district, Nairobi county, Kenya found ttesichers had high punctuality
in arriving to school and attending lessons. Shso dbound that teachers'
punctuality to school every day, attendance torthessons and co-curricular

activities highly affects the pupils' performance
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4.5.2 Students academic achievement

The head teachers were asked to rate the studmsii®vement in exams. The
findings would enable the study to establish thefgssional performance of
teachers as measured by students’ academic acleavermhe findings are

presented in Figure 4.4.

Figure 4.4: Students academic achievement

Students academic achievement
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According to majority 78% (n=16) of the head teashehe performance of
students in exams was average. The study probédefuto find out the mean
score of the schools in KCSE exams. This wouldsasise study attain empirical
findings on the performance of students in exanm® findings are presented in

Figure 4.5
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Figure 4.5: Students performance in KCSE
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Findings in Figure 4.5 show that majority 63% (n¥d8 the schools where the
teachers were drawn from were performing below ayerin the national exam
(KCSE). These findings are consistent with the D:&.district analysis for the
same period of time which showed majority of thdwasds scored a below

average mean score in the KCSE exams.

4.6 Trade union’s role in securing teachers’ bends

Question one of the study sought to establish hesuring of teachers’ benefits
by trade unions influence teachers’ professionafopmance in Kieni West
District. A number of statements relating to seogof teachers’ benefits by trade

unions and teachers’ professional performance wetdo the teachers to which
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they were asked to register their agreement tack thereof. The findings are

presented in Table 4.4.

Table 4.4: Teachers’ responses on the securing @achers’ benefits by trade

unions

Agree Uncertain Disagree

My trade union is instrumental in fighting for my7%  14% 9%

better pay and allowances

Better pay and allowances improve m§6% 5% 9%

professional performance as a teacher.

My trade union fights for better workingg8%  18% 14%
conditions
Better working conditions improve my82% 9% 9%

professional output as a teacher.

Benefits accrued from union activities improve9%  27% 17%
my job satisfaction which is important for my

professional performance

Findings in table 4.4 reveal that majority of theadhers agreed that their
respective trade union was involved in fighting tbheir benefits namely better
pay and working conditions. In addition, the finginshow that majority (59%)
opined that benefits accrued from union activitreproved their job satisfaction

which was important for their professional perfono@ The findings are in
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agreement with Musyoka (2012) who found teacheisnsnike the KNUT play a
key role in promoting the welfare of teachers, ooty by fighting for salary
increments but also by running income generatirtgvides and other welfare
programmes including savings and credit societiesial and benevolent fund,

children education schemes, and enterprise andibgiprojects.

To establish how securing of teachers’ benefits tkade unions influence
teachers’ professional performance in Kieni Wesdtiit, the study sought the
opinion of the head teachers on the issue of tesclenefits and teachers

professional performance.

Figure 4.6: Head teachers’ responses on teacheriefits

Head teachers’ responses on
teachers’ benefits

2(6%)

W Agree
m Uncertain

M Disagree

Majority 57% (n=11) of the head teachers agreed trede unions’ role in
securing teachers’ benefits was effective in imprgwvteachers’ output. These
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findings are in tandem with the findings from twaskian studies by Akinwunmi
(2000) and Ejiogu (1983) who found that what thpidgl low-income earning
teacher yearns is a sizeable salary increase; ukigora concluded that the

payment of a living wage would significantly enharhbeir performance.

4.7 Trade unions motivation programmes

Question two of the study sought to establish houwtivational programmes
provided by trade unions influence teachers’ psitesal performance. A number
of statements relating to teachers’ trade uniongivemmon programmes and
teachers’ professional performance were put toteéhehers to which they were
asked to register their agreement to or lack tHeféee findings are presented in

Table 4.5.

Table 4.5: Teachers’ trade unions motivation progranmes

Agree Uncertain Disagree

My trade union recognizes my professiond% 31% 36%
achievements

My trade union has programmes to encourabg 27% 56%
me to enhance my professional output as a

teacher?

My trade union fights for recognition of my59%  18% 23%
professional performance by my employer

My trade union fights for fairness in promotiod5%  32% 23%
schemes for teachers.

My trade unions’ motivational programmeS0%  14% 36%
encourage me to improve on my professional

performance.
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Findings in Table 4.5 show that trade unions did have programmes to
motivate their members. However the findings shbat the trade unions were
involved in fighting for teachers motivation progrmes from their employer;
this included fighting for professional recognititor teachers as well as fairness
in promotion. These findings are in agreement \iitds of Mulkeen (2000) who
found that unions sought to have the employer pwvnotivation to their

members as opposed to conducting their own progesnm

The study sought to find out from the head teacberthe issue of teachers’ trade
unions’ motivational programmes and teachers’ ggsibnal performance. The
findings would enable the study establish how nadibnal programmes provided
by trade unions influence teachers’ professionafopmance. The findings are

presented in table 4.7

Figure 4.7: Head teachers’ responses on motivatiahprogrammes
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Head teachers’ responses on
motivational programs
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Majority 52% (n=10) disagreed that trade unionsyth@tion programmes were

effective in improving teachers’ output. When exkto expond on their answer,
majority of the principals said that unions conet@d on monetary issues and
disregarded professional performance. These fisdang in agreement with a
Harvard University commisioned study which foundttibeacher unions boost
student achievement. This pattern holds even wlieer dactors such as family

income, parental education, gender, geographimmegnd race are considered

(Powell, 2000).
4.8 Trade unions’ advocacy

Question three of the study sought to establistetfeet of trade unions advocacy
on teachers’ professional performance in publiosdary schools in Kieni West
District. A number of statements relating to teash&ade unions advocacy and

teachers’ professional performance were put tot¢hehers to which they were
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asked to register their agreement to or lack tHerdde findings would enable
the study answer question three of the study. Twngs are presented in Table

4.6
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Table 4.6: Teachers’ responses on trade unions acary

Agree Uncertain Disagree

Advocacy of a teachers’ union in educatior2% 9% 9%
reform is very important in improving teachers’

professional performance.

My trade union is involved in formulation 0b5%  23% 22%
education policies that are aimed at improving

teachers’ professional output.

My trade union fights for reforms that will54% 23% 27%

improve my competence as a teacher.

My trade union requests for my input i41% 27% 32%

education reform matters that affect me.

Majority (72%) of the teachers agreed that advocaayg an important role for a
teachers’ union. Majority of teachers also confidnikat their respective unions
were involved in advocacy activities that were amat improving their

professional performance. The findings are in agrent with Kerchener and
Koppich (1993) who found that that an increasiagber of teacher unions are
beginning to redefine their role in education refand restructuring. They found

that these unions have shifted their focus froriti@nal industrial concerns to a
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more prominent focus on professional issues andadamprovement, an aspect
they call professional unionism. These findings hoavever in conflict with
Adelberg (2008) who found that teachers viewed Swwes as advocates for the
best interests of their students. However, theheacin that study did not see the
union as sharing this role, believing such a roéswn conflict with the union's

more traditional functions.

The study sought the opinion of the head teachetsanle unions’ advocacy. The
findings would enable the study establish the ¢ftédrade unions advocacy on
teachers’ professional performance in public seaonagchools in Kieni West

District. The findings in Figure 4.8

Figure 4.8: Head teachers’ responses on advocacy
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Majority 57% (n=11) of the head teachers were uagems to whether teachers’
trade unions’ advocacy was effective in improviegdhers’ professional output.
Most of the head teachers opined that teachergnghprime goal was securing
benefits for their members. Being a new area tohs’ trade unions, empirical
evidence of the effect of the teachers’ trade uniohe professional performance

of teachers is scarce.

4.9 Challenges to effective teachers’ professionagrformance

The teachers were asked to list factors that hedletheir professional
performance. The findings would enable the studgdiablish what other factors
outside the realm of the activities of trade unioamiéected the teachers’

professional performance. The findings are preseint&able 4.7.

Table 4.7: Challenges to effective teachers’ profs®nal performance

Challenge Frequency Percentage
Poor remuneration and allowances 18 81%
Difficult working conditions 16 72%
Inadequate teaching facilities 14 64%

Low entry grades 12 54%
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Poor remuneration and allowances emerged as thé¢ pnessing challenge to
teachers professional performance according to nhajo(81%) of the
respondents. This shows that despite teachers’nsnighting for members’
benefits, the teachers still found their salaried allowances to be low. Working
conditions was another challenge according to ¢helters. These findings are in
agreement with a 2010 study by Elimu Yetu Coalitwhich found that the
teacher’ remuneration and working condition of teszs in Kenya has never been

promising for years now.

4.10 Challenges in accessing services from thedreunion

The teachers in the study were asked what chaletigey faced in accessing
services from their union. The findings would emalhe study establish the
disconnect between union activities and the pradess performance of teachers.

The findings are presented in Table 4.8

Table 4.8: Challenges in accessing services fromettrade union

Challenge Frequency Percentage
Inaccessible union officials 18 90%
Lack of physical office 11 55%
Lack of information from the union 9 45%
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The major challenge facing the teachers in accgssemvices from their trade
union was the inaccessible nature of their traderumational and local

representatives (90%). Some teachers revealedhénatdid not know the names
of their union officials while others claimed thaey did not know the physical
address of their local union branch. These chaflengere mostly revealed by
KUPPET members. This can be attributed to the yagegof the KUPPET union

which means that the union has not adequately edvée entire nation.

4.11 Possible trade unions’ strategies to improveachers’ professional

output

Participants in the study were asked to proposesunea that the unions could
take to improve teachers’ professional output. Tihdings would enable the
study make recommendations on possible stratebascbuld be employed by
the teachers trade unions to ensure that theivies translate to professional

performance.

The head teachers in the study were asked to peopessures that the unions
could take to improve teachers’ professional pemntorice. The head teachers
opined that the unions should be engaged in priofesisdevelopment of teachers
to improve their capacity. The head teachers sugdeblat this could be achieved

through workshops and scholarships for teachers.

The head teachers in the study were asked to peopessures that the unions
could take to improve teachers’ professional pemntorce. The findings would
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enable the study make recommendations on possitdeeges that could be
employed by the teachers’ trade unions to enswaetkieir activities translate to

professional performance. The findings are preseintdable 4.9.

Table 4.9: Teachers responses on possible unionatgies

Recommendation Frequencyercentage

13 59%
Increase officials and local branches

11 50%
Organize forums to air grievances

14 64%
Organize capacity building workshops and
scholarships

12 55%

Visit teachers’ at their working stations

Capacity building and professional development th@smain strategy proposed
by majority (64%) of the teachers on how the unicem improve their
professional output. This shows that lack of uraativities related to professional

development was concern for most of the union mesabe
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents a summary of the findings filoe results of the study and
the conclusions made from them. It also preses¢ghommendations made by
the researcher. This is done in respect to theilatgd objectives in a bid to

answer the research questions.

5.2 Summary of the study

The purpose of this study was to establish thect¥feness of trade unions in
teacher performance in public secondary school&ieni West District. The
study aimed to achieve this by assessing the infeieof trade unions role in
securing benefits; trade unions motivational progrees and advocacy on the
professional performance of teachers. The studgeted all the 262 TSC
employed teachers as well as the 26 principalsirggrin public secondary
schools in Kieni West District, Nyeri County. Theeidy sampled 26 teachers and
22 head teachers to participate in the study usiragified random technique and
census method respectively. Data was collected gusgquestionnaires.
Quantitative and qualitative procedures were engdoyn data analysis. The

following are the findings of the study presentedhe order of study objectives.
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On the influence of securing of teachers’ bendfifstrade unions on teachers’
professional performance, the study found that ntgjof the teachers agreed
that their respective trade union was involvedghting for their benefits namely
better pay and working conditions. In addition, thmelings show that majority

(59%) opined that benefits accrued from union @t improved their job

satisfaction which was important for their professil performance. Majority
(57%) of the head teachers agreed that trade uniolesin securing teachers’

benefits was effective in improving teachers’ otitpu

On the influence of trade union motivation progragsnon teachers’ professional
performance in public secondary schools, the stodyd that trade unions did
not have programmes to motivate their members. é¥ewthe findings showed
that the trade unions were involved in fighting fteachers motivation
programmes from their employer; this included figh for professional
recognition for teachers as well as fairness inmmton. Majority (52%)
disagreed that trade unions’ motivation programmese effective in improving

teachers’ output.

On the effect of trade unions advocacy on teatlpeogessional performance in
public secondary schools, the study found that ntgj¢72%) of the teachers
agreed that advocacy was an important role foraahters’ union. Majority of
teachers also confirmed that their respective uware involved in advocacy

activities that were aimed at improving their pssi®nal performance. Majority
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(57%) of the head teachers were uncertain as tdhehéeachers’ trade unions’

advocacy was effective in improving teachers’ psefenal output.

5.3 Conclusions

The study has established that the trade uniomésafosecuring teachers benefits
was effective in ensuring teachers performances hbecause the increment of
teachers’ salaries and allowances motivated tlehéza to some extent. However,
the students’ achievement in Kieni West Districswat improving which shows

that other factors affected the performance ofdtiuelents. In addition the study
found that the teachers were not yet satisfied thi#ir salaries and were asking

for more.

The study has established that the trade uniond’ bt have motivation
programmes for their members to recognize thafgssional achievements. The
unions considered the securing of benefits as awugn motivation for the
teachers. The unions sought to have motivationagpammes come from the
teachers’ employers but the study found that pexd@sl recognition by the

teachers’ employer was non-existent.

The study has established that trade unions werelvied in advocacy and
especially in relation to education reform. Theamsi were involved in reforms
that aimed at improving teachers’ professional outps well as student
achievement in exams. However, the study found dld&bcacy was not given
much emphasis by the union and members were nwidgeh with information.
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5.4 Recommendations

Teachers’ trade unions should keep up the fightetter salaries as better
remuneration has been shown to improve job satisfaavhich translates to

improved output from teachers.

Teachers’ trade unions should come up with motwaprogrammes for their

members to reward professional performance.

Teachers’ trade unions should put more emphasisdwocacy and improve

involvement of members.

The government through and the teachers’ employ®€jJ should strive to better
teachers working conditions by increasing the numidifeteachers as well as

providing adequate teaching material in publicose@ry schools

5.5 Suggestions for further studies

The current study focused on trade union strategeesmprove teachers’
professional performance. Future studies shouldisfoon challenges facing

teachers’ trade unions.
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APPENDICES

Appendix |: Letter of introduction

University of Nairobi
Department of Educational
Administration and Planning
P.0.BOX 30196,

NAIROBI.

To the Principal,

Secondary School

Dear Sir/Madam,

| am a post graduate student at the School of EdugaJniversity of Nairobi.

| am currently working on a research project onéffect of trade unions on
the performance of teachers in Kieni West Distlittumbly request that you
allow me to gather data in your school. The idgnbt all the teachers
participating in this study will be kept confideadti Your assistance will be of
great value in conducting the study.

Thank you in advance.

Yours sincerely,

Wairagu Grace Wagaki
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Appendix Il: Questionnaire for teachers

The purpose of this questionnaire is to gatherrmédion on influence of trade
unions on teachers’ performance in Kieni West strThis questionnaire is
divided into parts A,B,C and D. Please respondltiteans in the questionnaire as
correctly as possible by putting a tick)) (next to the correct option. The
information you will give will be used for researonly. Therefore do not write

your name or that of your school.
A: Demographic information
1. What is your Gender?

O Male

O Female

2. What is your age in years?

O 18-25
O 26-35
O 36- 45
O 46 -55
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O 56 —65

3. How long have you been teaching in a seconddrgad?

O 5years

O 6-10 years

O 10-20 years

O Over 20 years

4. What is your highest level of education?

O College diploma

O Bachelors’ degree

O Post graduate degree

5. What trade union do you belong to?

O KNUT

O KUPPET

O 1do not belong to any union
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Section B: Trade Unions’ Strategies In Enhancing Tacher Professional

Performance

Kindly indicate with ) the extent to which you agree or disagree wiéh th
statements below.
KEY: 1= Strongly Disagree 2=Disagree 3=Uncertain 4= Agree 5=

Strongly Agree

5. Securing of benefits 12345

I. | My trade union is instrumental in fighting for mytber

pay and allowances

ii. | Better pay and allowances improve my professional

performance as a teacher.

lii. | My trade union fights for better working conditions

iv. | Better working conditions improve my professionatput

as a teacher.

v. | Benefits accrued from union activities improve nop
satisfaction which is important for my professional

performance
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6. Motivational programmes 12

I. | My trade union recognizes my professional ackmeents

ii. | My trade union has programmes to encourage me to

enhance my professional output as a teacher?

iii. | My trade union fights for recognition of my professal

performance by my employer

iv | My trade union fights for fairness in promotion eofes

for teachers.

v. | My trade unions’ motivational programmes encounags

to improve on my professional performance.

7. What type of recognition does your union offeuy

O Cash Awards

O Performance certificates
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8. Advocacy 1
I. | Advocacy of a teachers’ union in education refosmery
important in  improving teachers’ professional

performance.

My trade union is involved in formulation of eduicet
policies that are aimed at improving teachers’ @seional

output.

My trade union fights for reforms that will improvay

competence as a teacher.

My trade union requests for my input in educatieform

matters that affect me.

1




Section C

Please answer the following questions by writing yo response in the spaces

provided.

8. List three factors in order of importance thahder your professional

performance as a teacher.

9. What challenges do you face in accessing sefnoce your trade union?

10. List two strategies that your trade union cadeutake to improve your output

as a teacher?
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Appendix IlI: Questionnaire for Head teachers

The purpose of this questionnaire is to gatherrmédion on influence of trade
unions on teachers’ performance in Kieni West ustrThis questionnaire is
divided into parts A and B. Please respond totelhs in the questionnaire as
correctly as possible by putting a tickl) (next to the correct option. The
information you will give will be used for researonly. Therefore do not write

your name or that of your school.

A: Demographic information
1. What is your Gender?
Male [ ]

Female [ ]

2. What is your age in years?

18-25[ |
26-35[ ]
36-45[ |
46 -55[ ]
56— 65[ ]
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3. What is your highest level of education?
College diploma | ]

Bachelors’ degree [ ]

Post graduate degree [ ]

4. How long have you been a principal?
S5years| ]

6-10 years [ ]

10-20 years [ ]

Over 20 years [ ]

Section C: Performance of teachers

Kindly indicate the performance of the teachergdor skills with ) in the
various areas listed in the table below using tilewing scale.

KEY: 1=Very Low 2=Low 3=Average 4= High 5= Very high
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Statement 112 (3|4

i Academic achievement of students

i. Punctuality

iii. |Level of lesson preparation of teachers

iv. Level of teachers’ student assessment

7. Please indicate the KCSE mean score for yowdach the following years.
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Section B: Trade Unions’ Strategies In Enhancing Tacher Professional

Performance

Kindly indicate with ) the extent to which you agree or disagree wiéh th
statements below.
KEY: 1= Strongly Disagree 2=Disagree 3=Uncertain 4= Agree 5=

Strongly Agree

Statement 112 (34| 5

I Trade unions role in securing teachers benefits is

effective in improving teachers’ output.

ii. Trade unions motivation programmes are effective

in improving teachers’ output

iii. | Trade unions’ advocacy is effective in improving

teachers’ output

iV Teachers’ strikes lead to lost learning time which

results in poor academic achievement of student|

1Y

V. Teachers’ unions’ leaders fail to attend clasg in
favor of wunion activities which affects the

performance of students.
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9. What is your opinion on the influence of tradeoms on the performance of

teachers?

10. What strategies would you recommend to tradensnin order to improve

teachers’ professional performance?
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Appendix 1V: Public secondary schools in Kieni WesDistrict

Endarasha Boys High School
. Endarasha Day Secondary School
. Gataragwa Girls’ Secondary School

. Mweiga High School

1.
2
3
4
5. St. Joseph Simbara Secondary School
6. Watuka Secondary School

7. Mahiga Hope High School

8. St. Georges Gatarakwa

9. St. Regina Secondary School
10.Mugunda Secondary School

11. Amboni High School

12.Charity Secondary School

13.Laburra Secondary School

14.Njeng’u Secondary School
15.Bellevue Secondary School

16. Observation Hill Secondary School
17.Kimuri Secondary School

18. St. Jude Secondary School

19.Deb Solio Secondary School
20.Lamuria Secondary School

21.Mwiyogo Secondary School
22.Gakanga Secondary School
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Appendix IV: Research Authorization Letter

REPUBLIC OF KENYA

NATIONAL COUNCIL FOR SCIENCE AND TECHNOLOGY

Telephone: 254-020-2213471, 2241349, 254-020-2673550
Mobile: 0713 788 787 , 0735 404 245

Fax: 254-020-2213215

When replying please gquote

secretary@ncst.go.ke

NCST/RCD/14/013/842
Our Ref:
Grace Wagaki Wairagu
University of Nairobi
P.O Box 30197-00100
Nairobi.

RE: RESEARCH AUTHORIZATION

P.0. Box 30623-00100
NAIROBI-KENYA
Website: www.ncst.go.ke

pate:  24™ May 2013

Following your application dated 20™ May, 2013 for authority to carry out
research on “Effectiveness of Trade Unions’ strategies in enhancing teacher
performance in public secondary schools in Kieni West District, Keaya.” | am
pleased to inform you that you have been authorized to undertake research in Kieni
West District for a period ending 30" June, 2013.

You are advised to report to the District Commissioner and District Education
Officer, Kieni West District before embarking on the research project.

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

N b
DR. M. K. R PhD, HSC.

DEPUTY COUNCIL SECRETARY

Copy to:

The District Commissioner
The District Education Officer
Kieni West District

The National Council for Science and Tec

hnology

is Committed to the Promotion of Science and

Technology for National Development
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Appendix VI: Research permit
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