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ABSTRACT
The purpose of this study was to establish theofacinfluencing management of
Board of Management in public secondary schoolSameta district, Kisii County,
Nyanza province. The study is guided by four oliyest that revolved on the
establishment of Boards of Management, the extemthich Boards of management
are trained in carrying out their duties, extenvtoch studies on schools boards from
international perspective have been adhered tohbyBoards of management and
finally the extent to which research work in Kenga schools’ boards have been
adhered to by the Boards of Management. The stddgtad descriptive survey and
the target population included 22 principals andp2Blic secondary schools three
sponsor's, representatives and the D.E.O in Sadisttect. Data was analyzed by use
of SPSS programme and presented by use of frequabtgs, bar graphs and pie
charts. Based on the findings of the study, iesommended that, panelists be given
relevant training in recruitment and selection alaBls of Management members. A
uniform selection criteria should be followed sigic the BOM chairpersons be
elected from any of the appointed BOM members and strictly from those
representing the sponsor alone. A BOM developmentnaittee in charge of the
BOM recruitment training and BOM welfare be estsidid at the district. BOM be
constituted in time, the chairperson be at leagjradluate, professional who are
educated should be involved in the process leavutighe politicians. The minimum
gualification of the BOM members be raised to ahleémrs degree, the selection panel
should strictly adhere to the MOE policy guidelireesl procedures, BOM positions
should be advertised, nominees should be interdeanel vetted and there should be
thorough verification of the nominees academiciftestes and testimonials by the
panelists. It was also suggested that in orderntwamece the effectiveness of the
training of the BOM members it was suggested tiet MOE should provide
adequate funding for training BOM members who stioattend a mandatory
induction course for one week before. Resumingedutthe MOE should deploy
adequate staff at the district, CDF should givepsupin the training of the BOM
members. A body in charge of BOM recruitment, tragnand welfare be established
at the district, the MOE should establish a systent&OM training program to be
carried out on a regular basis through seminarsaamishops and there should be an
annual review of the BOM performance. Lastly KEshiould devolve it's services to
the county level to assist the training progranasdo cut down expenses for training.
The suggestion in the Education Act (2013), the ed@®G to change to (BOM)
Board of Management and that professionals likehes should be allowed into the
BOM should also be adhered to. The researcher steghthat since this research was
conducted in Sameta District of Kisii County, sianilstudy should be conducted in
other districts to find the factors influencing BOflanagement in public secondary
schools. There is also need to asses the effeeigenf the recruitment, selection and
training of the SMC in management public primarpaus. There is also need to
assess the extent to which political, community eslidious interference recruitment
and selection of the BOM members in public secondahools are affected. Finally,
there is need to examine the challenges facing KEMfraining of the education
managers in Kenya.

Xii



CHAPTER ONE
INTRODUCTION

1.1 Background to the study

Management is an important component of runningaessful organization. The
success depends on the right knowledge, skillstiaadjuality of the management.
According to Griffin (1984), management is a praced planning, leading and
controlling an organizationals’ human, financiahypical and information resources
to achieve the organizational goals in an efficiantl effective manner. Emanuel
(2009) says, management in relation to educatiseiding is a field of study that is
concerned with the operations of educational omgditins for the purpose of
achieving the expected goals of education. The atiucmanagers’ main task is to
set educational objectives, formulate plans, setrftial revenues, identify tasks and

evaluate the working personnel.

The management of educational institutions in Kebyathe BOM s critical.

Therefore, the BOM should ensure that sound palicgpals and objectives are
formulated in secondary schools and that methodsdatermined of the target
objectives. For this reason, therefore, those apedito serve in the BOM should
have the capacity, to handle the required taske pihblic secondary schools
management has evolved over time. During the calo@gime management of
education was entirely left in the hands of misareas who provided schools with
teachers, finances, curriculum implementers, sg@ifiand moral guidance (Olembo

1992). During independence following the recomménda from the Education



commission (1964), chaired by Prof. Ominde, theegoment undertook to manage
public schools in Kenya formerly managed by thesioisaries. As a result, the Cap
211 Laws of Kenya of 1968 was enacted. It gave pewgethe minister of education

to establish BOM a corporate body consisting aft¢lein members each, to manage

public secondary schools on behalf of the mini@Rapublic of Kenya, 1968).

The BOM roles on management include financial mansmnt, staff and student
management theory, provision of physical and maltedsources, management of
curriculum and instructional programmes and managenof school community
relationship (Okumbe, 2001). These management adésgated to the BOM by
the minister are enormous. Therefore, the boaekpected to be conversant with
the management process whose general functior@aareing, organizing, staffing,
evaluating, and budgeting. The recruitment critér@s to be adhered to and the
guidelines from the ministry of Education on retment, selection, appointment
and training, implemented to the letter or the dedo be effective. This will ensure
that those recruited into the school’'s managemsmntpaople of integrity who are

gualified.

Recruitment of the BOM members is done by a selegbanel that is constituted
three months before the expiry of the existing Hoaccording to the MOEST
(2004) and Republic of Kenya (1987), members ofsblection panel includes the
DEO or his representative, the DC or his repredemt, the area chief , the area
member of parliament , the local county represemaiand the sponsor’s

representative.



The main duty of the selection panel is to nomirtate (10) persons whose names
are forwarded to the minister for approval. Thosenmated to the board shall
consist of:- Three persons representing the contynsarved by the school, four
persons representing bodies, organizations orsgmnsor, and three persons
representing special interests or circumstancg®nlthe appointment of the ten
(10) persons by the minister, three persons reptiegethe PTA are co-opted during
inauguration (Republic of Kenya, 1968). The BOM rbens are then briefly
inducted into carrying out their duties by the DEH®e induction is vital because, it
introduces the BOM members into the work proceduneles and regulations. In
order for the BOM to be effective, training andpaeity building should be a
priority. It provides specific knowledge and relavakills to enable them perform
their roles more confidently and competently. Thaniinge Report (1988)
acknowledges that, the role played by BOM in thenaggment of educational
institutions is crucial and therefore, boards stobk appointed on time and

members carefully selected to ensure that the bdeade committed members.

Therefore, the managers need to possess technicahn and conceptual skills if
they have to carry out their duties effectively aafficiently. The classical

management theory by Henri Fayol et al (1841-19Rf8nce emphasizes how
managers and supervisors relate to their orgaormtin the knowledge of this
goals, the implementation of effective means toggetls accomplished and how to
motivate employees to perform to the highest stahddhe proponent devised a 14

point model of management in France. According-&yol (1841-1925), these



specifications have proved popular in France. Thejyude; division of work,
authority, discipline, unity of command, unity ofirettion, subordination of
individual interests to the general interest, rearation, centralization, scalar chain,

order, equity, stability of tenure of personneitiaive, and Esprit de corps.

Fayol was the first person to actually give a dabn of management which is
generally familiar today namely “forecast and plém,organize, to command, to
coordinate and to control”. He also gave much he basic terminology and
concepts, which would be elaborated upon by futesearchers, such as division of

labour, scalar chain, unity of command and cemaébn.

In Kenya, the MOEST has too spelt out clearly #guirement for a suitable person
to be recruited to serve as a member of the BOMargnpublic secondary school.
According to the MOEST (2004), the members to bgoaged to the BOM should
meet the following requirements; have a minimum s®condary education
certificate, be a person of integrity and committedserve the community on
voluntary basis, the chairperson be at least aeusity graduate or one with a
profession, of high integrity and preferably th#te chairperson or any other
member should not have any business interest wighsthool in which one is

serving as a board member.

It is assumed that the selection panels follow gh&lelines on nominating and
suitable for appointment to serve in the BOM On tbentrary, the BOM
recruitment and selection panel does not adherglgtto selection guidelines as

stipulated by the MOE. This is attributed to redigs and political interference in the

4



nomination process. As a result, persons are ndaednfor appointment without
serious consideration of their academic qualifarati and hence, most are illiterate
(Matheka, 1987), have vested interests and loweanadlevels. (Nzuvu, 2004), lack
of management capacity (World Bank, 1996), andnateeffective in the decision

making (Mutai, 2003).

Having cited the gaps existing in the recruitmesglection and consequently
performance of BOM there remains an unanswereestmqn whether, the
recruitment guidelines are followed by panelistsl,anpon appointment, are the
board members thoroughly inducted and trained, tbasting doubts on the

effectiveness of the process, a task that thisysthell focus on.

Training of workers in an organization is importap¢cause it enhances job
motivation and satisfaction and, increases the eyagls productivity. Given the
enormous challenges that face the management afagduoal institutions, the
training techniques should be adequate and reldégaariable the BOM address their
job more confidently and competently. Okumbe (19%8serts that, training
provides junior employees with specific knowledged akills in order to enable
them perform specific tasks. The employees aredtioto an agreed standard of

proficiency through practice and instructions.

It is the responsibility of the MOE to provide maig to school boards and other
educational managers. The role is carried out byKibnya Education staff institute
(KESI) presently known as Kenya Educational Managienstaff Institute (KEMI)

which was established in 1981 by the Kenya Goventrtteough the World Bank



IDA 5™ Education Credit (KEMI) project.

It is charged with the responsibility of developinanagerial capacity within the
ministries of basic and Higher Education. The ds&himent of (KEMI) was in

response to the fact that many personnel in theirastnative and managerial
positions were initially trained as teachers onlythaut formal training in

management skills (Republic of Kenya, 1989). KEMbwn targets education
officers, sponsors, member of PTA, BOM and sclummwhmittees for educational
institutions. The purpose is to strengthen theinaggrial and planning capacity
through continued and expanded in- service trairang staff development, to
facilitate performance skills improvement for gtyakeducational service in Kenya

(Republic of Kenya 1989).

It is assumed that KEMI undertakes this major rofeimproving or capacity
building of the educational managers promptly aeglfarly. Studies that have been
done in Kenya have indicated that most BOM areféentive. Hence not being
knowledgeable of their duties and powers (Ogend@7)9lack of management
capacity and formal training in basic manageriallskWorld Bank, 1996), Poor
skills in decision making process( Mutai, 2003) l®tieno (2010) established that
the inhibiting factor to fully participate by the@/1 was lack of training in
management. These studies indicate that BOM areffextively inducted and or

trained in carrying out their duties, a fact thas tstudy shall attempt to investigate.

There is a clear indication from the foregoing d&sion that gaps exist in the

recruitment and training policies of the BOM inr§@, despite the availability of



existing policy guidelines on the recruitment anpp@ntment of the board
members. Recommendations made by the world Bang6j18nd Wangai report
(Report of Kenya, 2001) on the appointment anditngi of BOM have not so far
been effectively implemented. An explanation fas tfailure is missing. It is with
this background that a need with this backgrourad #ghneed for this research arose
to provide information on the effective procesdhaf recruiting and training of the

BOM in Kisii county.

1.2 Statement of the problem

Effective management has become an integral comipdtector of running
successful organizations. The management of edwedtinstitutions in Kenya by
the BOM s therefore critical because they plaeg role in the achievement of the
instructions’ goals and objectives. According te tMOE (1997), it is widely
recognized and agreed that one of the key faatbitsencing school effectiveness is
the nature and quality of leadership and managempentided by the managers.
Therefore, any procedures affecting their selecéind appointment must be done

carefully.

Management skills among other tasks by the BOM lead to high performance.
Workshops, seminars, in-service courses meant fwowe management in our
schools have been used nationally. This has beea wih an aim of improving the
academic performance (City Education, 2009). Desie government’s effort to
support education in public secondary schools me&da district through the posting
of teachers and improving the infrastructure, tefggmance has remained dismal.

The failure has been attributed to recruitment aetection process of BOM



members and training of the BOM members in carrgogtheir duties. Therefore
panel is expected to make the current practicegpbart to strategize, structure and

systems which bring the school close to attainivegdutcomes of the curriculums.

Table 1.1 School unrest in Sameta, Kisii central ahNyamache Districts 2008 -
2012

District Sameta Kisii Central Nyamache
Year
2008 5 3 2
2009 4 2 3
2010 4 3 1
2011 3 1 2
2012 2 1 1

Source: DEO, Sameta, Kisii Central and Nyamache discts

From the above table it can be noted that Samstaaiihad many student unrest
2008-2012 as compared to Kisii Central and Nyamadistrict which are
neighbouring. Schools’ unrest is an indicator obpschool management. It is for
this reason that the researcher wants to estathiestiactors influencing BOM of

public secondary schools in Sameta district, Kigiunty.

1.3 Purpose of the study
The purpose of this study is to establish the factmfluencing Board of

Management in public secondary schools in Samstad| Kisii County, Kenya.

1.4 Research objectives

i)  To determine how BOM members are established o performance of

management of public secondary schools in Samstaat Kisii County.



ii)

To determine the extent to which BOM are traineccanrying out their
management duties in public secondary schools me&a district, Kisii

County.

To establish the extent to which studies on schddtsards from an
international perspective have been adhered tohbyBOM in public

secondary schools in Sameta District, Kisii County.

To determine the extent to which research work Enya on schools
boards has been adhered to by BOM in the publiorskry schools in

Sameta District, Kisii County.

1.5 Research questions

The study was guided by the following research tioes.

)

ii)

How are the BOM established into their duties imagement of public

secondary schools in Sameta District Kisii County?

How are the BOM, trained in carrying out their mg@&@ent duties in

public secondary schools in Sameta District, Kunty?

To what extent has the studies carried out on $shboards affected the

BOM in public secondary schools in Sameta Distiasji County?

How much has the research work in Kenya on schbotsds affected

the BOM, in public secondary schools in SametaidtsKisii County?

1.6 Significance of the study

This study highlighted the factors influencing #féective functioning of the Board



of Management in public secondary schools. Thesteria may be addressed by the

MOE to make the management process more effective.

The findings of this study may assist the policykera in the MOE to design,
develop and finance full capacity building prograimethe BOM upon appointment
in order to improve their service delivery. Findsngf this study maybe useful to the
principals of the schools in getting the right amsionary leadership for the school
to assist in improving the academic standard. Ty assist the policy makers in
the MOE to design, develop and finance full capabiiilding programmes for the

BOM members upon appointment in order to improwrtbervice delivery.

Findings of this study may be useful to the priatspof schools in getting the right
and visionary leadership for the school to aseigtiproving the academic standards
which may benefit the parents and students. Thatydtndings may add to the pool

of knowledge in the area of educational adminigirat

1.7 Limitations of the study

According to Best and Khan (2008) limitations aoaditions beyond the control of
the researcher that may place barriers on the gsiocl of the study and their
application to other situations. Some responderdag oonceal information which
they consider personal. The researcher mitigatedltyr assuring the respondents
that the data being collected was for researchga@ponly and their identity would
not be disclosed. The members of the Board are &wayschools a condition that
made their availability to respond to the resealifficult. The researcher overcame
this by making prior booking with the principal ¢he date the BOM members

would be present.
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1.8 Delimitation of the Study

The study was conducted in Sameta District in Kesiunty and was restricted to
public secondary schools. The study involved ottg principals, sponsor

representatives and the DEO.

1.9 Basic assumptions of this study

The researcher assumed that performance is classbciated to management styles
of BOM members. They should be well trained andl wequainted with proper

administrative skills and that they should attem@ervice courses to empower them
with the right management skills to enhance peréoroe in their schools. The use

of questionnaires provided would give accurateasasps.

1.10 Organization of the study

This study is organized into five chapters. Thestfichapter consists of the
background to the study, statement of the probfampose of the study, objectives
of the study, research questions, significancdefstudy, assumptions of the study,
definition of significant terms and organizationtbé study. Chapter two consists of
literature review under the following subheadinggroduction, establishment of

BOM in Kenya, BOM recruitment and selection, tramiof BOM in carrying out

their duties, studies on school boards from anrmat&éonal perspective, research
work in Kenya on school boards, theoretical framéyoonceptual framework and
summary of the literature review. Chapter threaseis of methodology used in
this study. This chapter explained the researclgdetarget population, sample size
and sampling procedures, research instruments gilmty and instrument validity

and reliability. It also included data collectiprocedures, data analysis procedures.

11



In chapter four, the researcher dealt with datalyaisa data presentation and
discussions while chapter five focused on intromuct summary of the study,

conclusions, recommendations and suggestions fitrefuresearch.

12



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This review focused on factors influencing BOM inamagement of public
secondary schools' management in Sameta distrigsii ddunty, Kenya.
It highlighted the following concepts the estabimnt and functions of the Board of
Management, the BOM recruitment and selection m®cé&aining of BOM in
carrying out their duties, studies from other partghe world on school boards,
research work in Kenya on school boards and a suynwfaliterature review.

Conceptual framework and theoretical framework.

2.2 Establishment of Board of Management in Kenya

The BOM were established by the Cap 211 Laws ofyldeof 1968 and revised in
1980 to manage the public secondary schools onftettae minister of Education.
In accordance with section 6(b) every maintainedagsisted school other than a
primary school maintained by a local authority, Isbhe managed by a Board of
Management or as the minister may otherwise direcccordance with this Act
and, any regulations made under this Act" (Reputfli€enya, 1968). In this respect
the BOM are involved in the management of finandesnpan resource (staff &
student), curriculum and instructional materialsmenunity- school relations and
the provision of physical facilities. These rolesledjated to the BOM by the
minister are enormous and therefore, the recruitmamd selection process
procedures should be strictly followed so that ¢happointed to serve as BOM
members have the knowledge, skills and the compietemequired to perform their

duties effectively.

13



2.3 BOM Recruitment and Selection Process

According to Rutledge (1999), an effective recr@itin process centers on three
major questions: Who will be serving on and leadhmegboard over the next three to
five years? What is the plan to scout board leduietslent for the future? How will
we go about fostering and developing future boaadérship? She outlines the
elements of an effective recruitment process. Thosige is not referring to the
Kenyan setting, the said elements are generalljicatyle to BOM recruitment in

Kenya.

To establish year-round committeéestead of the traditional ad hoc nominations
process, the Board Development Committee (BDC) ssaldished because,
developing leaders include more than nominatinglgetm serve on our boards. It is
an on-going year- round function, prospecting, aotig, recruiting, orientating,
supporting, providing on-going training and evaiogt of the board directors.
Secondly]ink recruitment to the strategic plarhe Board Development Committee
will review the mission, vision, goals and straesgito determine the new skills,
knowledge, personal contacts and other attribuigsire directors will need to
posses. The BDC will need to analyze the curreatdwith a view to establishing
the expertise, knowledge, skills and experiengengths and weaknesses dadus
on the recruiting priorities by reviewing the orgaation's strategic plan as well as
the current board strengths and weakness, the Bib@lantify the gap between the
skills and knowledge needed on the board and wieatbbard directors currently
posses. Based on this, the BDC will then set dlearuiting priorities for future
board compositions by developing a written boarddwéctor’s job description

where each member has to understand and acceptspbeific duties and
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responsibilities that come with the board diredigrs A written statement or
agreement is developed for board directors in nooganizations to serve as job
descriptions and clarifies job responsibilitiesstiites in behavioral terms precisely
what board directors are expected to do. The seftegianel has therefore, the
responsibility of ensuring that the parameters bof edfective recruitment and

selection procedures are drawn and adhered to.

2.4 Training of Board of Management in carrying ou their duties.

On training, the government recognizes that effecéind efficient civil service is a
major factor in enhancing timely and cost effecseevice delivery. In order for the
civil servant to play this role effectively, trang and capacity building are of high
priority in the government's human resource deveku agenda. Induction is a
process and a fundamental requirement in settirfigeof into a new work

environment. It is intended to effectively intro@uihe officers to work procedures,

rules and regulations.

The government of Kenya's recruitment and trairpoficy (2005) stipulates that,
induction is mandatory and should be conducted iwithree (3) months of an
officer joining the service, or transfer to a netati®n, redesignation or promotion
However, there has not been a unified frameworkumdertaking the induction
process in the civil service. It should be conddad@ a continuous basis through

courses, seminars, workshops and on the job t@{epublic of Kenya, 2005).

However, induction and training of the BOM membigraot given a priority by the
MOE as required by this policy. During inauguratithe DEO briefly inducts the

BOM members on their duties and responsibilitiesibis not adequate enough to
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introduce them to work procedures, rules and rediguls governing the operations
of BOM in public secondary schools. In view of tipslicy, the study attempted to

establish how the BOM were inducted and trainechimying out their duties.

Training of workers in an organisation is importamtcause it enhances job
motivation and satisfaction and increases the eyepl® productivity. According to
Mullins (2002), training has a major influence e tsuccess of any organizations. It
ensures sustainable economic returns and effepgviormance: Mbamba (1992)
argues that, educational management is relativelyng in the African continent.
Professional educators or managers have for a tiomg managed their education
but, they have very much depended by and largeneim €ducational background
and on the job experience out of which, they angeeted to acquire knowledge,
skills and attitudes needed to manage the eduedtisystems effectively and

efficiently.

Studies carried in Kenya have indicated that tihereeed for adequate professional
training for secondary school administrators andnagars. According to the
Republic of Kenya (1998), institutional heads appanted from among serving
teachers, most of whom had no prior training ofifa8onal management. Lack of
such training adversely affects effective manageroéeducational institutions and
maintenance of quality and high standards of edwtand training. The in-service
programmes need to be provided regularly to theagears, administrators, teachers
and curriculum implementers. Secondary educatiom caly be improved by
identifying and training the right people. Headcteers and other managers have to

be appointed based on institutional managementraming and, qualification. This
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study established that the BOM were never trainadstitutional management.

Good governance is a key feature of school imprerdgmand effectiveness.
Training of school boards is vital to help them erstiand and discharge their duties
effectively. This is the responsibility of the Matiy of Education in any country. In
Northern Ireland for example, education and libtaoard (ELBs) have a legislative
responsibility to provide governors' training agaschools, irrespective of their
management types, where attendance of the traimngiot mandatory. A
comprehensive range of training courses is provideith focuses on the freedom
of information, special education needs and diggpflnancial management, human
rights awareness and anti-bullying, misuse of drigmalth and safety and child
protection matters. In England and Wales goveramesoffered training and support
by either the central government, Local Educatioatharity (LEA) or other

organizations (Republic of Northern Ireland, 2005).

2.5 Studies on school boards from USA

Smolley (1999) carried out a research on the effeicess of school boards in the
state of Delaware, USA. The objectives of the stugye to find out the level of

effectiveness of school boards in the state of Wata. The study also sought to find
out what strategies could be used to improve bbgrddormance. The target
population of the study was all the members of ¢bkool boards in the area A
sample of 45 board members was randomly selectedst@nnaires were used to
collect data. The study revealed that the ineffectess of BOM was as a result of
improper decision making process. This was attethub difficulties in accessing

and use of relevant information that would faciétaecision making process. There
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was lack of proper deliberations during board nmggsti ignoring the alternative

action to the one agreed and, lack of consensus.

Lack of skills in deliberations and decision makuohging board meetings indicated
that there existed a gap in the induction and imgirof BOM in the state of
Delaware U.S.A, facts that this study focused omkBa(2002) working for the
Scottish executive carried out research in Scottanelaluate the quality of current
support to school boards and the extent to whigddsi®f school boards were being
met. The objectives were to evaluate the leveloafl authority support to the
school boards, to identify the needs of school d®and head teachers in terms of
finance and administration, to establish whethearghwas need for initial and
continuing training for board members, evaluatetidoation of key agencies i.e.
governmental and non-governmental bodies in meetiaghneeds of school boards
and to identify key issues for future consideragiom administration of school in

Scotland.

Vanwuk (2001) carried out a research to investighte factors influencing the
implementation of policies in post apartheid SoAfhica. The objectives of the
study were to identify the reasons for efficient affective functioning of school
governing bodies which varied greatly between skshand also between districts in
South Africa. A survey research design was usee@. fahget population included
parents, teachers and school principals in Soutita#f Purposeful sampling was
used to select the subjects to be included in #nepke. Data were collected using

interviews and document analysis.
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A survey was carried out by Habibullah (2010) ohcgd management committees
and education development in Afghanistan that sbtgghstablish the enhancement
of community participation in education developmefforts. The survey revealed
that SMCs are established by the MOE through tloiRecial and District officers.
The composition included 7-8 members from divensierest groups, a school
administrator or principal, parents and communitjess. The SMC members are
selected by the community through shared decisi@kimg process. It further
revealed that SMCs were ineffective in their ralege to powerful influence of other
members making them to get less involved and hpad&ipate less in educational
activities. With these revelations, this study feed on how effectively the BOM

were selected in Kenya.

2.6 Research Work in Kenya on School Boards

Ogeno (1987) carried out a research about the Evebmmunity participation in
the administration of harambee secondary schoolsisn County in Kenya. The
purpose was to investigate the influence of BOM ioers participation in
harambee schools administration and the effecthaf participation on school

leadership in Rangwe Division on Migori County

The target population comprised of all head teacldérharambee schools in the
district together with the BOM members of thoseosth. Random sampling was
used to select schools for the study. All the teexlof the sampled schools were
included in the sample. Questionnaires were useddta collection and data were
analyzed by using descriptive statistics such @asgjuencies, mean scores and

percentages.
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The study revealed that the BOM always ganged agé#ie heads and interfered
with the day to day running of the institutions B&mn making was not approached
as a corporate venture and either the BOM wouldosppthe head teachers'
recommendations or the heads would reject the ad¥iche school boards. It also
revealed that the role conflicts between the heaghers and BOM were mainly
because the BOM members were not adequately kdge#le of their duties and

powers. The issues raised in this study where BéliMays ganged against the head
teachers, lack of corporate approach in decisiokimgaand conflict between the

head teachers and BOM due to lack of adequate lkdge of their duties and

powers, reflect how ill-prepared the BOM are imrgang out their duties, hence the

need for this study.

The World Bank (1996) conducted a study in Kenyamamagement of education. It
was ex-post factor method which employed a numbiemethods as follows.

Document analysis of pertinent materials, intergef selected education personnel
at all levels involved in the management of edwratind, held discussions with the
same people. The objective of the study was tcerethe management structure,
the capacity and management of education, supemnvisi education and the

efficient utilization of available resources. Thady revealed that one of the major

causes of problems with public schools managensetited "management capacity
of educational managers". It further noted thatcedé¢ralization of educational

management has shifted responsibility that hasdemand on the management
capacity of schools. The study found out that vieny managers of educational

institutions have had formal training in basic ngeraent skills, including even

some head teachers. In response to the above mmbtee World Bank study
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recommended that the Ministry of Education requésEMI) to particularly mount

urgent training for the entire BOM management. Heavethis recommendation has
not been fully implemented and hence, most BOM ehaat so far been trained for
effective management of public secondary schooleimya Reasons why they have
not been given formal training in educational mamagnt will be addressed by this

study.

2.7 Summary of literature review

The management of schools has been addressed ioys/atudies by local and
international scholars. Smolley (1999), focusedheneffectiveness of school boards
in the state of Delaware U.S.A. The study estabtisthat school boards were

ineffective due to improper decision making process

Management styles are defined as a particular behapplied by leaders to
motivate their subordinate to attain the object¥e¢he organization. The literature
review sought to find out how management of BOMmthers influence functioning
of public secondary schools in Sameta district. e Tiactors that influence
management identified in the study are: establisttroé BOM in Kenya, BOM
recruitment, recruitment process and selectionge®ctraining of BOM in carrying
out their duties as stipulated in the MOEST (20pdlicies and regulations. The
strength and weaknesses of each of the factors It discussed, the study was
aimed at investigating the factors influencing B@WMsecondary schools in Sameta

district, Kisii county and tried to fill the gaps the place.
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2.8 The theoretical framework

A theoretical framework is a collection of inteatdd ideas based on theories that
attempt to explain and clarify specific phenomeKanibo, 2006). The classical
management theory by Henri Fayol (1841-1925) Framphasizes how managers
and supervisors relate to their organizations i kinowledge of its goals, the
implementation of effective means to get goals agdshed and how to motivate

employees to perform to the highest standard.

The proponent devised a 14 point model managemmetrance. According to
Fayol (1841-1925) these specifications have prgagaular in France. They include
division of work, authority, discipline, unity ofoommand, unity of direction, and
subordination of individual interest to generakngst, remuneration, centralization,
scalar chain, order, and equity, stability of tenaf personnel, initiative and esprit

de corps.

Its rationale approach to the organization workbégemtasks and procedures to be
measured with a considerable degree of accuracyeasiMement of paths and
processes provide useful information on which teebanprovements in working
methods plant design. Improving work methods brougimormous increases in
productivity. It also enables employees to be fmgidesults and to take advantage

of incentive payments.

2.10 Conceptual Framework

This conceptual framework identifies various valésband how they interact on the
recruitment and training of BOM. This is based lb@ inanagement theory of Henry

Fayol (1841-1925) France that attempts to explaml a&larify the effective
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recruitment and training of BOM in carrying out ithaguties.

Figure 1.1 Conceptual framework in relation to mangement theory

Input Process Output

Level of education and
training

A 4

Principals leadership

A 4

styles Conducive Effective duty
environment for performance by
| BOM n . .| BOM by
performing their
Financial policy and | management management
instructions - duties.

Religious authorities

\ 4

The conceptual framework of the study is basedherfdct that the performance of
BOM members in management of public secondary $sheanfluenced by their
level of education and training, principals’ leagtep styles, financial policy and
instructions, and religious authorities. If theaetérs are conducive, they will create
a good environment for the BOM to perform their sgement duties. This will
result into Effective duty performance by BOM onfeefive management of
finances, human resource, physical facilities,iculum and instruction, community

and school relations.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter outlines the methodology that willus®d in carrying out the study.
This includes, research design, target populasample and sampling procedures,
research instruments, instrument validity and bditg of the instrument, data

collection procedures and data analysis techniques.

3.2 Research design

This study adopted a descriptive survey design.cijs/e research design was
employed to investigate the factors influencing rdsaof management where the
researchers primary interest is describing and mgaknterpretations about the
research phenomenon without manipulation (JwanPRO0IIhis study established
the factors contributing to the quality of boardsnosanagement. A survey was
appropriate since this study attempts to colle¢a a@m the factors influencing the
quality of BOM. This is related to survey wheréniolves determining the status of
population with respect to one or more variablesi®gy of questionnaires, interviews

and observation schedule Mugenda and Mugenda, Y2003

In this study therefore, descriptive survey waspaeld by using phenomenological
approach. According to Kombo (2006), a descripsuevey approach was used
when collecting data or opinions on a variety ¢fuss. According to McMillan
2006, phenomenological approach describes peoglesd experience of a
phenomenon. Data was collected from individualtheir experience on a particular

situation. Interviews were conducted with indivibu#o get their perspective and
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everyday experience with the phenomenon. It waslsle for this study since it was
aimed at getting the principals, BOM members, D&gion on recruitment and
training of BOM and their everyday experience oa dffectiveness of the process.
It enabled the researcher to obtain qualitativa dl@m open ended questions in the

guestionnaires.

3.3 Target population

The target population was 22 public secondary deh@2 principals, 3 sponsors’
representatives, the DEO. The researcher targesse because principals, sponsors
representatives, and DEO, participate in the reoent and selection process of the

BOM.

3.4 Sample size and sampling procedures

A sample is a small proportion of the target popota Sampling means selecting a
given number of subjects from a defined populatasn representatives of that
population. Any statements made about the sampbdelldhalso be true of the
population (Orodho, 2002). The study targeted tbals, 10 principals which was
45% of the target population. According to Mugeadd Mugenda (2003), a sample

of 30% is considered to be sufficient.

3.5 Research instruments

The researcher used three sets of questionnairegrificipals, sponsors and the
DEO. Each questionnaire had three parts, part oméaimed questions aimed at
obtaining general information about the respondantsthe school, the second part
contained specific questions related to the objestiof the study which is the
factors influencing BOM in public secondary schoats Sameta district, Kisii
county.
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3.6 Validity of the research instruments

It concerns the extent to which the instructionsasuee what they were supposed to
measure. To determine content validity, the insents are represented to research
experts from the department of post graduate studiaeiversity of Nairobi for
perusal and advice. Their suggestions were in-cabge to make the instruments
valid. The validity of the questionnaires and qiagive data that was collected was
determined by a credibility test demonstrated tgloumembers’ checks. The
researcher then verified data collected with thepoedents. They were asked to
reflect on the responses they gave to confirm weretiiat was what they said and

make their comments.

3.7 Reliability of the Research Instruments.

Reliability is the measure of the degree to whiclieaearch instrument yields
consistent results of data after repeat trials. ddhada & Mugenda, 2003). The
guestionnaires were administered twice within dariral of two weeks to the same
respondents from two schools in the district whiadére not included in the study
sample. The respondents included ten principalsBOM members. Pearson’s
product moment co-relation was used to computectireelating, co-efficient in

order to establish the extent to which the contehthe questionnaire consisted of
eliciting the same responses every time the ingnirwas administered. According
to (Mugenda et al, 1999), a co-relation co-effitieh 0.7 or more, should be
considered high enough to judge the instrument®& rBturned instruments were
analysed to compare the results of test-retestescofhe results of the
guestionnaires for principals, BOM members werdecbfrequencies ran and co-

related by the use of the SPSS software 11.5 versaiability co-efficient was
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obtained so as to establish whether the instrunvesits reliable. The results showed
that the principals’ questionnaires had a religpitio-efficient (r) of 0.845, BOM

members 0.795.

The analysis showed that the instruments had oragegea reliability co-efficient (r)

of 0.794 hence reliable enough to collect data. rEftiability of the questionnaires
were determined by a dependability audit. The rebea compared information that
was received from principals, sponsor represemstand the DEO by analysing

documents and through observation to confirm wles gaid.

3.8 Data collection procedures

The researcher sought permit from the National Cbfior Science and Technology
(NCST) before embarking on the study. The researttten paid a courtesy call to
the District Commissioner and the District Educati®fficers, Sameta and
explained her intention to carry out the researthe researcher made appointment
with the schools’ principals. On arrival at thehngols on the agreed dates the
researcher created rapport with the principal, #twedsponsors’ representatives and
explained the purpose of the study and then adtaneid the questionnaires to them.
According to Best and Khan (1987) the person adstening the instrument has an
opportunity to establish rapport, explain the pgsof the study and the meaning of
items that may not be clear. The respondents a&sered that strict confidentiality

would be maintained in dealing with their identity.

3.9 Data analysis techniques

This is the process of summarizing the collectetd dad putting it together so that

the researcher can meaningfully organize, caisg@nd synthesize information
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from the data collecting tools. Data gathered waded for analysis. This was
done after editing and checking out whether all stjpas had been filled in

correctly.

Quantitative data was analyzed using Statisticak&ge for Social Sciences and the
results were presented using frequency tableghaigs, bar graphs and percentages
to make meaningful conclusions. This was deemey mamterpretation and was
convenient in giving general overview of the prablander study. Qualitative data
was analyzed through content analysis which in was analyzed by organizing
data into themes, patterns and sub-topics. Themaser came up with conclusions

of the content and data analysis of instrumentisabiald not be quantified.
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CHAPTER FOUR
DATA ANALYSIS PRESENTATION AND INTERPRETATION

4.1 Introduction

This chapter presents the research findings ofsthdy. It includes data analysis
presentation and interpretation gathered from iblel in an attempt to assess the
factors influencing Board of Management’ managemensecondary schools in

carrying out their duties, in Sameta district, KSounty.

This section is divided into six sections. Thetfgsction presents the demographic
characteristics of respondents. It is followed Ilyeo sections which are presented
systematically according to the research questioasiely:-Establishment of Board
of Management in Kenya, training of Boards of Magragnt in carrying out their
duties, effects of the studies carried out on sishdoards in management of public
secondary schools and the effects of research imokenya on schools’ boards in

management of public secondary schools.

4.2 Questionnaires return rate

Questionnaires were administered to 10 princifalepresentatives of the sponsors
and the D.E.O in order to interview them. From gaestionnaires distributed to the
respondents in question, all were returned, carstg 100% return rat. The
researcher collected questionnaires from the gaisj the sponsors' representatives
and the D.E.O. The findings of the study were preseg using descriptive statistics

and thematic narratives in connection with theaesequestions.
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4.3 Demographic information of participants

The demographic information of the principals, sgms' representatives and the

D.E.O was analyzed in this section. It is preserdaedording to gender, age,

academic qualifications, and the sponsorship obalsh Boards of Management.

Knowledge of demographic characteristics of th@paadents who took part in the

study is useful in highlighting their important cheteristics.

Table 4.1 Respondents’ background information

Characteristics Principals Sponsors' representatives  Average
f % f % %

male 9 90 3 100 95

female 1 10 1 10

total 10 100 3 100 100

Age - - -

41-50 10 100 2 76.7 88.35

5 and above - - -

total 10 100 1 33.3 66.65

Academic qualification

Form four level - 3 100 100

Diploma - -

Bachelors Degree 9 90 - 90

Masters Degree 1 10 -

Total 10 100 100

Length of service

Below 3 years - -

4-9 years - - 1 20 50

10-15 years 8 80 2 80 60

Over 15 years 2 20 10
10 100 3 100 100
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The gender disparity in the composition of printspa the area of study can be
attributed to high number of schools which were edidor boys, with only 1 girls’
school. The dominance of male composition in mo&VB and the sponsors'
representatives may be attributed to the facti@gt female shy from applying or
contesting for elective positions while male argragsive. Age bracket indicates
that majority of all of the principals (10) 100%etkponsors' representatives are aged
between 41 years and above. This shows that mag@irthose sampled were mature
and experienced to take up leadership and managerheducational institutions in

the area to study.

Most principals had bachelors' degree, while omg dad master degree. All the
sponsors representatives had form four level otation. This clearly indicates that
the respondents had the required academic quélfitsafor either appointment as
principals, BOM members or participating in the mgement of educational
institutions. This is in agreement with the MOESZD@4) policy guidelines on the

qualifications for appointment into BOM.

This could be attributed to the fact that beforéejpendence management of
educational institutions was in the hands of thessionaries who established
schools, and provided , teachers, finances faslitspiritual and moral guidance.
The church was therefore aggressive in the spdmgoos schools; BOM members
represented different interest groups. The spoasormunity, special interest and
P.T.A. This is in line with their representation BOM as per the MOEST (2004)

policy guidelines and procedures on recruitmergcEn and appointment of BOM,
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where the community, P.T.A and special interesteah represented by 3 members

while, the sponsor had four slots in BOM.

Finally, it is indicated that majority of the pripals had served for over 15 years
while others had served between 10-15 years. Mgjofithe BOM members had
served for more than one term. The majority ofréspondents was experienced in
their work and had participated in the recruitmeft BOM while the newly
appointed or elected had little experience in stdfimoanagement. The demographic
information of the D.E.O shows that he is male.hdd bachelor degree in bachelor
of education. This implies then that he is qudlifi® manage education in the

district, interpret the MOE policies and have theffiected.

Table 4.2 Background information

Characteristic D.E.O
Gender Male
Age bracket 40-50
Academic qualification M.E.D
Length of service 6 years

4.4 Training of BOM recruitment and selection panel

Timely constitution of BOM is critical in enhancingfficiency. The researcher

sought to establish when the current BOM were dnst.
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Table 4.3 Boards of management constitution

When the current BOM was Principals Sponsors representativi Average

constituted f % f % %

Three months before expiry - - -

More than 3 months after expiry 7 70.C 2 60.0 65.0
Within 3 months after expiry 3 30.C 1 40.0 35.0
Total 10  100.( 3 100.0 100.0

None of the sampled schools had their BOM constituhree months before the
expiry date. Majority of the respondents of the npipals and sponsor's
representatives reported that the current BOM veenestituted more than three
months after the expiry date. While some of thengpals and sponsors'
representatives indicated that the current BOM werestituted within three months

after the expiry date.

There was generally a delay in the constitutionthef current BOM in the area of
study where on average 35% of the respondentstegptitat they were constituted
within three months after the expiry. Other respmd reported that they were
constituted more than three months after the exgatg. This was contrary to the
requirements of the MOEST (2004) that, BOM be dtutsid three months before
the expiry date. This implies that most schoolsratgel without legitimate BOM

during the period of transition, hence the need timely constitution of BOM

Training and capacity building of workers in an amgation is a key factor in

enhancing timely, cost effective and efficient seg\wdelivery.
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4.5 The procedures followed to source for suitableandidates by the selection

panel for nomination

Table 4.4 Advertisement of vacant positions

Are BOM Principals Sponsors Average
positions representative
advertised f % f % %
No 10 100 3 100 100
Yes

Total 10 100 3 100 100

All the principals and sponsors' representativg®nted that BOM positions were
never advertised when they fell vacant, applicatiere never invited and therefore
no sort listing was done and interviews were neogrducted for the current BOM

The BOM recruitment and selection panel does neteflore conduct interviews,

thus the nomination and subsequent appointmentCd8 Bnembers, may not be on
the basis of competence and suitability it implieat there isn't a systematic and
efficient process used in the recruitment of theMBOby the selection panel.

Interested and more qualified persons are nevetactad. It is at the discretion of
the panelists to decide who is to be nominated B@d1 appointment.

The findings agree with those of Otieno (2010) omo®l management of secondary
schools in Siaya district which established thatMB@embers never applied for

their jobs. There is need for the BOM members tbibed competitively.
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Table 4.5 induction of panelists on the MOEST (20Q4uidelines

Are the panelists Principals Sponsors representativ. Average
thoroughly inducted on f % f %
the MOEST (2004)

. L %
policy guidelines
No 7 70.0 2 80 75
Yes 3 30.0 1 20 25
Total 10 100 3 100 100

Majority of the principals and sponsors' represtereéa reported that the BOM
selection panelists were not thoroughly inductedtlbem MOEST (2004) policy
guidelines while, a few of the principals and a fefathe sponsors representatives
agreed that the panelists were thoroughly indudib was explained by the D.E.O
during interviews that the guidelines were selflarptory hence did not require any

formal training-
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Table 4.6 Adherence to MOEST (2004) policy guideles and procedures on

selection and appointment of BOM

Does the BOM selection Principals Sponsors representa Average
| .

pane! strictly adhere to f % f % %

those  guidelines and

procedures as stipulated by

MOEST (2004)

No 6 60 2 80 70
Yes 2 40 1 20 30
Total 10 100 3 100 100

The principals, and sponsors' representatives, riegpdhat the MOEST (2004)
policy guidelines and procedures were strictly adti¢o as stipulated. While some
of the principals and the sponsors' representasteged that they were not strictly
adhered to. The panelists were briefed by the D.Bdfore the exercise of
nomination begins. That is why they adhered togineelines where they were not

followed; it could be political, religious and coranity interests.
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Table 4.7 Adherence to policy guidelines and procedes

Reasons for non adherence Principals Sponsors average
representative
f % f % %

Luck of proper induction for tr 6 60 1 66.2 63.1
selection panel

Undue interference from polici 2 20 1 33.8 26.9
and the church

Due to localization of the proce: 1 10 10.0
Lack of professionadm in the 1 10 10.0
process

Total 10 100 3 100. 100,0

60% of the principals and sponsors' representateggrted that it was due to lack
of proper induction for the selection panel.

20% of the principals and a few of the sponsorpresentatives cited undue

interference from politicians and the church. Othleasons included; lack of

professionalism and localization of the processcwhivas represented by 20% of the

respondents.

4.6 Training of BOM members in carrying out their duties

For effective and efficient service delivery, tiaig and capacity building should be
given a priority, through seminars and workshope flesearcher sought to establish

whether the BOM members were trained.
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Table 4.8 Training BOM in carrying out their duties.

Are BOM members in yoL Principals Sponsors' Average
sponsored schools trained f % representatives %
carrying out their duties f

%
No 8 80 2 80 80
Yes 2 20 1 20 20
Total 10 100 3 100 100

Most of the principals and the sponsors' represgetaindicated that the BOM

members had not been trained in carrying out tdeties while some of the

principals and the sponsors' representatives aghe¢dhe BOM members had been

trained in schools management.

Generally, majority of the respondents indicateat the BOM had not attended any

training course in management. This could be duadk of an elaborate training,

program and inadequate funding. The few respondendsindicated that the BOM

members had been trained; this could be due tdatttethat individual schools or

sponsors organized induction courses for their nezmb
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Table 4.9 Challenges in the recruitment of the BOM

What challenges are there in the recruitmer  Principals Sponsor's  Average
BOM representative

f % f % %
Political interference 10 100 8 64.8 90.0
Sponsors' interference 8 80 6 60.0 70.0
Community interest and expectations 7 70 6 60.0 65.0
Lack of training for the selection panel 9 90.0 8 85,0 85.0
Delay in BOM constitution upon expiry 6 60 8 80.0 70.0
BOM positions not advertised 5 50 4 40.0 45.0
No adherence to MOEST guidelines and 6 60 3 30.0 45.0
procedures
Principals dictated who is to be 3 30.( 2 20.0 25.0
nominated
Conflict between the church and the 8 80 3 100 90

community on BOM chairperson

appointment

Inaccurate information given by 10 100 2 80 90
panelists on the nominees academic

qualifications

Lack of systematic criteria 6 60 2 80 70
Interference by local professionals 5 50 1 20 35

The respondents reported that there were seveadleobes in the recruitment of
BOM in the area of study. These included: politidgaterference, sponsors
interference, community interests and expectatack of training for the selection
panel delay in BOM constitution upon expiry, BOMsjions are not advertised,
lack of adherence to MOEST guidelines and procedaral principals dictate who
is to be nominated.

Political Interference

This was the greatest challenge in the recruitroé®OM members in the area of
study. It was mentioned by all principals and migorof the sponsors'

representatives. It was clear that politicians hdldience and exerted pressure on
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the selection panel on who should be nominated @B They use the BOM
positions to reward their supporters and therefiodirectly interfere with the
recruitment process and effective management ofi@iurstitutions. With these
revelations, there is need to de-link politiciamsnf the recruitment process and

involve a professional body to take charge.

Sponsors' interference.

This was the greatest challenge in the recruitroé®OM members in the area of
study. It was mentioned by most of the principaisl anajority of the sponsors'
representatives the sponsor nominates four repesas into BOM and dictates
who should be appointed the chairman. This is lmxahe provides for the
appointment of a BOM chair in consultation withetsponsor. There is need

therefore to allow any member of the BOM to beteld as a chairperson.

Community interest and expectations also attraetedsponse of the majority of
respondents. Some principals and sponsors' repatises identified the

expectations and interests of the community as jarnchallenge in the recruitment
of BOM members most schools in the area of studyewestablished on clan basis.
Each selection of the community fights for repréagon so that their interests can
be catered for. The chiefs and councilors who sofwc community representation
have to ensure that they strike a balance. Otherthis may result to nominating

persons who may not be qualified into BOM

Lack of training of the selection panel

This challenge on average attracted most pringipalsd most sponsors'
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representatives who identified it as a seriouslehge. The panelists were never
inducted on the recruitment procedures in the afstudy. Training of the selection

panel could greatly improve the recruitment process

Delay in BOM constitution upon expiry

There was generally a delay on BOM constitutionruprpiry in the area of study.
This was identified as a challenge by a numbehefgrincipals and of the sponsor's
representatives. Most respondents indicated thaM B@ere constituted, either
within three months after the expiry. It could beedto laxity of the DEO, the
principal and area M.P or lack of knowledge of tberuitment to constitute BOM
members three months before the expiry date. Tisereed for this challenge to be

seriously addressed by the panelists and the MOE.

No advertisement of BOM positions
The BOM position in the area of study were not atised, nominees were neither
interviewed nor vetted. As identified by some pipaés and some of the sponsors’

representatives there's need for the MOE to adeettie BOM positions and appoint

gualified persons competitively.

No strict adherence to MOEST policy Guidelines angbrocedures.

This attracted a response of principals and of gbensors' representatives who
identified it as a challenge. This could be attidalito interference from politicians,
the sponsors, and the community. Although the figdiof the study showed that the
guidelines were strictly followed as reported bg tespondents, this still remains a

challenge in the area of study which should beossly addressed.
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Principals dictate who should be nominated

Principals are in the selection panel as secrstafiee sponsors' representatives felt
that they influence or rather dictate who shoulthbminated. The area MP during

aninterview stated that, the principals had vestadrests because they influence
their friends' to be nominated. This is a serioballenge in the area of study

because if friends of the principals were nominatedvas likely to compromise

quality of service delivery.

Lack of a systematic criterion
There was no systematic procedure followed by tiection panel to source for

suitable candidate for nomination into BOM This lrage attracted a number of
the respondents both the principals and the spshsepresentatives. They noted
that various ways were adopted by the selectiorelpém source for suitable
candidates in the area of study. These includedifieking by the principals,

stakeholders proposals, handpicking by politiciacghsensus by the church or
community members, nomination, election or churetting community. With those

varied options, uniformity was lacking. There iged to have a systematic

procedure to be followed by all panelists for BO&¢nuitment.

Interference by local professionals

This challenge attracted the principals who fektttocal professionals had an
influence on who should be nominated to serve abIB@&mbers. They insisted on
literate and educated persons sometimes they pabes friends into the BOM

against the wish of the panelists. However, theseneed to involve local

professionals more in the recruitment of BOM sdoaget qualified candidates.
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Table 4.10 Challenges in the training of BOM

What challenges are there in Principal  Sponsors' Average
the training of BOM f representative %

% f %
Lack of funds from MOE to 10 10C 3 100 100
facilitate training.
Lack of support from the 10 100 3 100 100
CDF in training BOM
Inadequate resource 8 80 2 80 80
personnel at the district
No clear training policies put 8 8C 3 100 90

at school or district level
Fear from principals to have
BOM members who are
exposed

llliterate BOM members 5 50 2 80 65
Lack of a systematic
training program for BOM

by MOE 10 100 2 80 90
No specific body at the
district to train BOM 8 80 2 80 80

4.7 Challenges in training of BOM members

Findings from respondents indicated that there wargus challenges facing the
training of BOM in the area of study. These inéddlack of adequate funding
from the MOE to facilitate training, lack of suppdrom CDF in training BOM
members, inadequate resource personnel at thegligliterate BOM members, no
clear training policies put at school or distriev¢l, and fear from principals to have

BOM members who are exposed.

Lack of funds from the MOE to facilitate the training of BOM
This was the greatest challenge in the area ofysasdidentified by most of the

respondents. All principals and sponsors identiffed as a challenge in the training
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of BOM members. Training of BOM is done by KEMI dehalf of the MOE
Adequate funds are required to facilitate the oigion and execution of
workshops, seminars and short courses. Howeverfuhds are not available.
Therefore the ministry should allocate funds to thstrict for training BOM
members. Schools and sponsors should be encouradpediget for the training of

BOM members and other school managers.

Lack of support from the CDF in training of BOM

This was the second greatest challenge that atttaet response of all the
respondents who felt that CDF does not fund trgimhBOM in the area, of study.
All the principals and sponsor representatives tifled this as a major challenge.
They should therefore allocate funds to supportdapacity building of the BOM.

This will improve their competencies in the managamof public secondary

schools.

Inadequate resource personnel at the district

Majority of the principals and sponsors' represigrea reported this as a challenge
to BOM training in the area of study. The DQASQta district is the trainer and
the only one given that responsibility. Lack of egb personnel poses a serious
challenge. The MOE should therefore deploy adegstaf€ at the district to support

in the training of BOM members

No specific body at the district to train BOM
Majority of the principals felt that there should & body in the district charged with
the responsibility of training BOM members. Thigs supported by all of the

sponsors’ representatives. The BOM) recruitment seldction panel does not take
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part in the training of BOM. The BOM selection phekould therefore play a role

in the selection, development and looking at théane of BOM

Fear from principals to have BOM members who are exposed

Some principals may wish to work with less infornBdM members. They do not

bother therefore to organize capacity building vebidps for their BOM members
and other school managers. This greatly affectsr teectiveness. Exposed

managers may question and take into task incompptercipals. When the DEO

was asked to respond on the challenges facingetiraitment and training of BOM

He made the following remarks; “the process wastpwarious challenges. The
nominating authorities often gave inaccurate infation with regard to the

gualifications of the nominees. Other challengetuitle interference by politicians
and the church, conflict on the appointment of ¢hairperson between the church

and the community”.

Lack of funds to facilitate training and inadequateresource persons

This was the greatest challenge in the area ofysasdidentified by most of the
respondents. All principals and sponsors idemtiffes as a challenge in the training
of BOM members. Training of BOM members is donekisMI on behalf of the
MOE |Adequate funds are required to facilitate dhganization and execution of
workshops, seminars and short courses. However,fuhds are not available.
Therefore the ministry should allocate funds to thstrict tor training BOM
Schools and sponsors should be encouraged to bdioigdae training of BOM and

other school managers.
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Lack of verification of the nominees' academic quadfication

This attracted a response of the principals whotlfegt the academic qualifications
of the nominees were not verified. The panelistsaminating authorities often

gave inaccurate information with regard to the jigation of the D.E.O because
the academic and professional certificates werepnesented to the panel during
nomination. The panel should demand to see anti/\tha information given by the

members on the nominees.

Conflict between the church and community orBOM chairperson appointment
This was mentioned by the sponsors' representadivéshe principals. The sponsor
usually nominates one of his representatives far fosition of the BOM
chairperson. This conflicted the interest of thenowunity, hence the need to have a
BOM chairperson elected from among all the BOM merskand not from those

representing the sponsor alone.

Lack of a systematic training programme forBOM by the MOE

This was identified as a serious challenge by éhprincipals and the sponsors'
representatives. The MOE does not have a systempaigram for inducting the

BOM upon inauguration and then subsequently traittedugh short courses,
seminars and workshops on school management. &eeed to have clear training
policies for the school managers which will enstinat before the BOM members

resume duties, they undergo training.
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No specific body at the district to train BOM

Majority of the principals felt that there should & body in the district charged with

the responsibility of training BOM members. Thissasupported by the sponsors'

representatives. The BOM recruitment and seleqtanmel does not take part in the

training of BOM. The BOM selection panel shouldrdfere play a role in the

selection, development and looking at the welfdilB@M members.

4.8 Strategies to improve the recruitment and traimg of BOM

Table 4.11 Strategies to improve the recruitment o0BOM

Strategies to enhance selection of BOM

Selection panel be given relevant training
Strict uniform criteria for BOM selectior
be followed

BOM chairperson be elected from any
the appointed members not to be propc
by sponsor only.

BOM development body be establishec
each district

BOM be constituted in time

Involve professionals who are education
leaving out politicians

Chairperson should be a graduate
Minimum academic qualification for BO|
members be a degree

Selection panel to strictly adhere to M
policy guidelines and procedures

BOM nominees be interviewed and vette
Selection panel should verify the nomin
testimonials and academic documents

Principals Sponsors Average
representatives %

i % f %

9 90 3 100 95
8 80 3 100 90
6 60 2 80 70
5 50 2 80 65
4 40 1 20 30
7 70 1 20 45
5 50 2 80 65
5 50 1 20 35
5 50 1 20 35
4 40 - 40
5 50 1 20 35

The respondents suggested strategies that woulgubén place to enhance the

effectiveness of the BOM recruitment process. Mgjoof the respondents

suggested that the BOM recruitment and selectiorelpae given relevant training.
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Others indicated that strict uniform selection em@a should be followed while
others suggested that BOM chairperson be elected &my of the appointed BOM
member instead of being proposed by the sponsor. @thers suggested that a
BOM development body be established at each distiibe other strategies
suggested by the respondents which attracted aotber respondents included;
BOM be constituted in time , chairperson be a gaseluinvolve professionals who
are educationists and leave out politicians, mimmacademic qualification of the
BOM members be a bachelor degree holder. Othewstezpthat the selection panel

should strictly adhere to the MOE policy guidelirme®l procedures.

The rest of the suggestions attracted a few ofédbpondents. These included BOM
positions to be advertised, BOM nominees be inteved and vetted and thorough
verification of the nominees testimonials and acaidelocuments. As indicated by
the majority of respondents, the selection panglires thorough training and
adopts a uniform criterion to identify suitable datates for appointment to BOM
The chairperson is usually appointed in consultatioth the sponsor. However,
consultation should not mean that the sponsor tdieta’he suitable person for the
BOM chair should be elected irrespective of theaarerepresentation. The should
be reviewed to bring this out clearly. Otherwiseallif these strategies are adopted,

the process might be improved.

48



Table 4.12 Improving the training of BOM

Strategies to enhan Principals Sponsor Rep Average
the effectiveness « F % F % %
the training of BOM

MOE to provide 10 100 3 100 100
adequate funding fc

training

BOM to attend 10 100 3 100 100

mandatory causes f
one week befor
assuming duties

MOE to deploy 10 100 2 80 60
adequee staff a

district

CDF fo provide 5 80 40
support in

training BOM

A body is establishe 5 50 25
to be in

charge of recruitmer

training and welfar

of BOM

MOE to have 9 90 1 30 55
systematic  trainin

program for BOM

Annual review o 6 60 30
BOM performance

From the majority of the respondents it is cleat tiOE should provide adequate
funding for training BOM members. Others indicatkdt all BOM members attend
a mandatory induction course for one week befoseimeng duties. While other
respondents stated that the MOE should deploy adecaff at the district while
others suggested that the CDF should provide stipptne training of BOM. Other
suggestions given included; establishment of a bodarge of BOM recruitment,
training and welfare, which attracted a responsz fefv others, the MOE to develop
a systematic BOM training programme and suggestatian annual review of the
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BOM performance should be done. As suggested bymjerity of respondents,
adequate funding for the training of BOM shouldskeeously addressed by MOE. It
should be required to be met that upon appointnii&atpther officers in Education,
the BOM to undergo some form of induction beforsuraing duties at either

divisional level or school level.

Results of the interview on strategies to improseruitment and training of BOM
should demand prove of the nominees' academic esfdssional certificates. On
training the DEO, recommended that there shoulddequate funding from the
MOE, schools, CDF and other interested parties. fhuigher suggested that

‘performance of BOM should be reviewed annually.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introductions

This selection presents a summary of the reseamtings. Then it gives
conclusions derived from the study, recommendatams$ suggestions for further

studies.

5.2 Summary of the study

The main purpose of the study was to assess thersamfluencing Board of
Management in public secondary schools in Samstadlj Kisii County. The study
used a descriptive survey and naturalistic resedesign, involving the qualitative
and quantitative techniques. The sample populati@s arrived at by use of
probability and non probability sampling techniqu&ratified random sampling
was used to select 10 principals and 3 sponsgnggentatives. Purposive sampling

was used to select DEO in the district for the wytud

Data was selected using questionnaires. Using dkstipnnaires the researcher got
responses from 10 principals, 3 sponsors' reprabess and from the DEO. Data
collected was analyzed using quantitative and tpiade techniques. Quantitative
data was analyzed using descriptive statistics @nelsented as frequency
distribution, percentage tables and narration foffine qualitative data was
organized into themes that came out of the reseguelstions and analyzed using
descriptive narratives. The analysis of data emhtile researcher to come up with

six major findings based on the research questions.
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Training of BOM recruitment and selection panel.

The BOM recruitment and selection panel was no¢mirelevant training except the
brief induction given by the DEO during nominatievhich was too short to make it
effective. Also there was generally a delay in doastitution of BOM members

upon expiry, where majority of BOM were constitutedre than three months after

expiry.

Procedures followed to source for suitable candidas by the selection panel.
There were no systematic procedures followed by gheelists; to source for
suitable candidates for appointment into BOM. Th©MB positions were not
advertised hence, no applications or interview wayaducted. Various methods
were adapted to identify BOM nominees and thoskided proposals by the stake
holders, hand picking by politicians, consensush® community and the church
members, elections for PTA members and throughcthech vetting committee.

The recruitment process was declared ineffective.

Implementation of the MOEST (2004) policy guideline and procedures on

selection of BOM

The selection panel was not thoroughly inducted MOEST (2004) policy

guidelines and procedures. However the MOEST (2Qilicy guidelines and

procedures on selection and appointment of the B@&Mmbers were generally
adhered to as required. Lack of thorough inducéind interference from the church
and the politicians were among reasons advanceadorstrict adherence to the

policy guidelines procedures.
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Training of BOM members in carrying out their duties
The BOM members were not trained in carrying owirtliuties. They were not
given prompt training on a regular basis througmisars, workshops or courses.

The process of training BOM members was said tméiéective.

Challenges in the recruitment and training of BOM nembers

There were several challenges in the recruitmedttemning of BOM members in
carrying out their duties. In recruitment, the dgesa challenges were political
interference, sponsors' interference, communitgrests and expectations and lack
of relevant training for the BOM selection paneth€ challenges included; lack of
a specific body at the district in charge of the NB@ecruitment, training and
welfare, no clear training policies at school astuct level, illiterate BOM members
and fear from principals to have BOM who are expogen training of BOM
members, the greatest challenges included lackrafs from the MOE to facilitate
training, lack of a systematic BOM training progréy the MOE lack of support

from the CDF and inadequate resources personiiet alistrict.

Strategies to improve the recruitment and trainingof BOM members

Several strategies on how to improve the BOM reégremt and training process
were given. On recruitment, the strategies inclutleel BOM recruitment and
selection panel to be given relevant training, doum selection criteria should be
followed strictly, the BOM chairpersons be electexn any of the appointed BOM
members and not strictly from those representing $ponsor alone. A BOM

development committee in charge of the BOM recraittmtraining and BOM
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welfare be established at the district. BOM bestituted in time, the chairperson
be at least a graduate, professionals who are gduoisés should be involved in the
process leaving out the politicians, the minimumaldications of the BOM
members be raised to a bachelors degree, thetiselganel should strictly adhere
to the MOE policy guidelines and procures, BOM poss should be advertised,
nominees should be interviewed and vetted, andethsdtould be thorough
verification of the nominees academic certificaed testimonials by the panelists.
To enhance the effectiveness of the training of B@Mas suggested that the MOE
should provide adequate funding for training BOMmmbers, all BOM members
should attend a mandatory induction course forwaek before resuming duties.
The MOE should deploy adequate staff at the distGOF should give support in
the training of BOM a body in charge of BOM ratment, training and welfare be
established at the district, the MOE should esthbh systematic BOM training
programme to be carried out on a regular basisigir@eminars and workshops and

there should be an annual review of the BOM peréooe.

5.3 Conclusions

Based on the finding of the study, the followingnclusions were drawn:

No relevant training was given to the BOM recruitthand selection panel to make
it effective in the recruitment exercise.

There was no systematic and specific proceduréaredollowed by the panelists to

source and identify suitable candidates for appagmt to BOM
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Although the BOM recruitment and selection pane$wat thoroughly inducted on
the MOEST (2004) policy guidelines and procedutiesy were generally adhered
to as required.

The process of training BOM members in carryingtbetr duties was ineffective
Undue interference from politicians, the sponsommunity expectations and lack
of relevant training of the BOM recruitment andes#ion panel, were among the
greatest challenges that faced the BOM recruitnpeotess in the area of study.
While lack of funds to facilitate training and irexglate resource personnel at the
district hindered effective training of BOM

In general it was concluded that the recruitmend aelection of BOM was

ineffective while the training of BOM in carryirgut their duties was wanting.

5.4 Recommendations

From the conclusions drawn the researcher mad®llbe/ing recommendations.

Since KEMI has no capacity to train education manad@OM the DEO should
organize for the training of the BOM selection daona sourcing for suitable
candidates for BOM appointment.

The MOE should in future consider advertising BOMmibers positions and pick
the qualified candidates competitively through iivitews

A programme for training BOM members in each distehould be rolled out to
ensure that BOM members were trained for at leagtek on schools management
and funded fully schools and other organizatiormukhbe encouraged to take part
in supporting this process.

A professional body in charge of BOM recruitmendjriing and welfare should be

established at each district to manage BOM opeara@md review their performance
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5.5 Suggestions for further research
Taking the delimitations of the study into consatem the researcher made the
following suggestions for further studies.

1. The study was carried out in Sameta district, KBunty. There is need to
carry out a similar study in other districts e.gualhache, Kisii Central and
Gucha districts

2. There is need to asses the effectiveness of thwitreent selection and
training of the SMC in managing public primary solso

3. There is need to assess the extent of politicamtounity and religious
interference in the recruitment and selection ef B©OM in public secondary
schools.

There is need to examine the challenges facing KEMtfaining of the education

managers in Kenya.
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APPENDICES
APPENDIX A
LETTER FOR INTRODUCTION

Rachel Kerubo
University of Nairobi
P.0. BOX 268-00-100
Kisii

Tel; 0725-915 185.

Dear Sir/Madam,

RE: PERMISSION TO CONDUCT A RESEARCH IN YOUR SCHOOL ,

| am a post graduate student at the University airdti currently carrying out
research study on th&actors influencing Board of Management (BOM) in

public secondary schools in Sameta District, KisiCounty, Kenya.

Your school has been selected to take part in thdys| kindly request your
authority to gather the required information fropossor representative's through
guestionnaires, and from you regarding governmenDEMT policies and
regulations in your school. The questionnairessaeifically meant for this study
and therefore, no name of respondent or that of gobool will be required. Your

assistance and support on this matter will be kighpreciated.

Yours Faithfully,

Kerubo Rachel.
M.E.D student.
University of Nairobi.
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APPENDIX B

QUESTIONNAIRE FOR THE D.E.O

Part A- Background information

1) Gender

2) Age

3) Academic qualification

4) Length of service as the area DEO

Part B- Recruitment, selection and training of theBOM members

)] Relevant training for BOM members’ recruitmentlaselection panel.
5) Is there an established board development caesriit the district?
(a) Yes () (b) No ()
6) How do you constitute the BOM members selagtianel?
7) Is the BOM selection panel given relevant iragnbefore the selection
exercise?
(@)Yes( ) (b)No( )
8) a) If yes, how are they trained?

b) In which areas are they trained?
BOM Recruitment procedures
a) Are the BOM positions advertised in your didfi

) Yes( ) 2)No( )
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10) How does the selection panel get the nominees?

11) Is there a systematic process followed bys#lection panel to source for

suitable candidates for appointment to BOM.

12) Briefly explain the procedure followed in thecruitment and selection of BOM

members

Implementation of the MOEST (2004)guidelines and procedures
13) Are the requirements for one to qualify for appment into BOM known to the
selection panel?
a) Yes () b) No ()
14) Are the MOE guidelines and procedures on selecdf BOM members strictly
followed?

(hyes () (i)No ()

15) If no, please explain briefly-
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Training of BOM in carrying out their duties.

16) Do you have a training programmer for BOM mermha the district upon
inaugurations?
(i) Yes( ) (i) No

17) How frequent is the training?

18) Is the KEML1 involved in trained BOM memberdhie district ?
(i) Yes () (i) No ()

19) In your opinion, is the recruitment and trami policy effectively
implemented in the district?
() yes () (i) No ()

20) Do you have funds allocation from the MOE @Ffor training BOM.

(yes( ) mp( )

Part C: challenges and strategies to improve the oeuitment and training of
BOM members
21) What challenges are you facing as a distni¢he recruitment and training of

BOM?

BOM Strategies to improve the process.

22)  What strategies would you recommend to imptbeeprocess?
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APPENDIX C
QUESTIONNAIRE FOR PRINCIPALS

Part A- Background information.

(Please indicate your response by ticking in the@griate place)
1 Gender (Hmale ( ) (i) female ( )

2 Age bracket

(i) 20-30 yrs ()
(ii) 31-40 yrs ()
(iii) 41-50 yrs ()
(iv) 51 and above ()

3 Highest academic/ professional qualifications.

(i) Diploma ()
(1) O level ()
(111 Bachelor degree ()

(iv) Master of education ()
(v) Any other specify ( )

4 Nature of school

() Boys boarding ()
(i) Mixed day ()
(iii) Girls boarding ()
(iv) Mixed day ()

5 Which body is the sponsor of your school?

() DEB ()
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(i) SDA ()
(iii) Catholic ()

(iv) PAG ()

6. Length of service

(i) Below 3 yrs ()
(i) 4-9yrs ()
(iii) 10-15yrs ()
over 15 yrs ()

Part B-Recruitment, selection and training of BOM nembers
7. When was the current BOM members constituted?
() 3 months before the expiry date ()
(i) Within 3 months after expiry date ()
(i) More than 3 months after the expiry date X
8. Is the BOM recruitment and selection panel nedfective
(i) Yes() (i)No ()
9. Kindly indicate how they are trained
(i) Briefly by DEO before the exercise starts X
(i) Workshops/seminars training ()

(i) Any other specify ()
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The procedure followed by the selection panel to soce for a suitable
candidate.

10 Are the BOM positions advertised when theyvaltant?

(i) Yes () (i) No ()

11. If no please indicate how the selection paetd the nominees
() Handpicked by the principals ()

(i) Proposed by the stakeholders ()

(i) Hand picked by politicians ()

(iv) Consensus by the church or community members( )
12. Is there a systematic process followed by dhlection panel to source for
suitable candidates for appointment into BOM
() Yes( ) (i) No()
13. Comment on the effectiveness of the recruitraedtselection of the BOM
(i) Very effective ()
(i) Effective ()
(ii) Fairly effective ()
(iv) Ineffective ()

(v) very ineffective ()

i) Implementation of MOEST (2004) policy guidelines and procedures on
selection and appointment of BOM
14. Please indicate if the BOM selection pan¢h@oughly inducted on the policy

guidelines and procedures on the selection andirippents of BOM?

(i) Yes () (i)No ()
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15. Procedures as stipulated by the MOEST?
(hyes () (i) No ()
16. If no, what could be the reason?
a) Lack of proper induction for the selection pand] )
b) Undue interference from politicians and the chur( )
c) Lack of Professionalism in the process ()

d) Due to localization of the process ()

iv) Training of BOM in carrying out their duties.
Has your BOM members been trained in carrying beir tduties?
()yes( ) (i)No( )
18. If yes Please indicate how prompt they werendch upon appointment
(a).Within 1-3 months ()
(b).Within 4-6 months ()
(c).Within 6 months to one year ( )
(d). Above one year ()
19. Is the training given promptly and on a regllasis through seminars courses
and workshops?
()  Yes() (i)  No( )
20. In your opinion is the training of BOM memba&nrsmanaging public secondary

schools effective ?

(i) Yes ( ) (i)  No ()
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Part C: Challenges and strategies to improve recrtiment and training
21, What challenges are in the recruitment, s@ectnd training of BOM
members?

(@) Challenges in recruitment and selection of BOM

(b) Challenges in the training of BOM
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APPENDIX D
QUESTIONNAIRE FOR SPONSOR’S REPRESENTATIVES

Part A- Background information.
(Please indicate your response by ticking in the@griate place)
1 Gender (Hmale ( ) (i) female ()

2 Age bracket

(i) 20-30 yrs ()
(i) 31-40 yrs ()
(iii) 41-50 yrs ()
(iv) 51 and above ()

3 Highest academic/ professional qualifications.

(i) Diploma ()
(I O level ()
(111 Bachelor degree ()

(iv) Master of education ()
(v) Any other specify ()

4 Nature of school

() Boys boarding ()
(i) Mixed day ()
(iii) Girls boarding ()
(iv) Mixed day ()

5 Which body is the sponsor of your school?
() DEB ()
(i) SDA ()
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(iii) Catholic ()
(iv) PAG ()
6. Length of service

(i) Below 3 yrs ()
(i) 4-9yrs ()
(i) 10-15yrs ()
over 15 yrs ()

PART B-Recruitment, selection and training of BOM nembers

7. When was the curreBOM constituted?

() 3 months before the expiry date ()

(i) Within 3 months after expiry date ()

(i) More than 3 months after the expiry date X

8. Is the BOM recruitment and selection panel naffective
(i) Yes() (i)No ()

9. Kindly indicate how they are trained
(i) Briefly by DEO before the exercise starts X

(i) Workshops/seminars training ()

(i) Any other specify ()

The procedure followed by the selection panel to soce for a suitable
candidate.

10 Are the BOM positions advertised when theyvaltant?

(i) Yes () (i) No ()
11. If no please indicate how the selection paetd the nominees

() Handpicked by the principals ()

70



(i) Proposed by the stakeholders ()
(i) Hand picked by politicians ()

(iv) Consensus by the church or community members( )

12. Is there a systematic process followed by shlection panel to source for

suitable candidates for appointment of BOM.
(i) Yes () (i) No()
13. Comment on the effectiveness of the recruitmaadtselection of the BOM

(i) Very effective ()

(i) Effective ()

(i) Fairly effective ()

(iv) Ineffective ()

(v) very ineffective ()

i) Implementation of MOEST (2004) policy guidelines and procedures on
selection and appointment of BOM
14. Please indicate if the BOM selection pan¢h@oughly inducted on the policy

guidelines and procedures on the selection andirippents of the BOM

() Yes () (i)No ()
15. Procedures as stipulated by the MOEST?
HYes ( ) (i) No ( )

16. If no, what could be the reason?

a) Lack of proper induction for the selection panel ()
b) Undue interference from politicians and the chur ()
c) Lack of Professionalism in the process ()
d) Due to localization of the process ()
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iv) Training of BOM members in carrying out their d uties.

Have your BOM members been trained in carryingtieir duties?
(yes () (i) No( )
18. If yes Please indicate how prompt they werendch upon appointment
(a).Within 1-3 months ()
(b).Within 4-6 months ()
(c).Within 6 months to one year ( )
(d). Above one year ()

19. Is the training given promptly and on a regllasis through seminars courses

and workshops?

(i) Yes() (i) No( )

20. In your opinion is the training of BOM membénsmanaging public secondary

schools effective ?

(i) Yes () (i)  No ()
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Part C: challenges and strategies to improve recrtiment and training
(v). Challenges in the recruitment and trainindd&fvi

21, What challenges are in the recruitment, sepcind training of BOM

(@) Challenges in recruitment and selection of BOM

Challenges in the training of BOM

(vi). Strategies that could be put in place to iayer the recruitment and training of
BOM What strategies would be put in place to enkahe effectiveness of the
recruitment ~election and training of BOM

(@) Recruitment and selection of BOM

(b) Training of BOM in carrying out their duties.
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APPENDIX E

RESEARCH PERMIT
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APPENDIX F

LETTER OF AUTHORISATION

REPUBLIC OF KENYA

NATIONAL COUNCIL FOR SCIENCE AND TECHNOLOGY

Telephone: 254-020-2213471, 2241349, 254-020-2673550 P.0. Box 30623-00100
Mobile: 0713 788 787 , 0735 404 245 NAIROBI-KENYA
Fax: 254-020-2213215 Website: www.ncst.go.ke

When replying please guote
secretary@ncst.go.ke

our ror. NCST/RCD/14/013/981 " pate: 7" June 2013
¢ LA
Rachel Kerubo : B j‘l_C\"‘: oLy
University of Nairobi 75t W (g0 \
P.O Box 92-0902 Lr D oy
Kikuyu. s

RE: RESEARCH AUTHORIZATION

Following your application dated 3" June, 2013 for authority to carry out research
on “Factors influencing Board of Governors management of public secondary

schools in Sameta District, Kisii County, Kenya.” I am pleased to inform you that
you have been authorized to undertake research in Sameta District for a period
ending 30" June, 2013.

You are advised to report to the District Commissioner and District Education
Officer, Sameta 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.

X

DR. M. K. RU
DEPUTY COUNCIL SECRETARY

Copy to: Q,MG - RN
The District Commissioner We ' ) \Jo\?’
‘The District Education Officer 9‘)‘

Sameta District.

“The National Council for Science and Technology is Committed to the Promotion of Sciernce and
Technology for National Development™.

75



APPENDIX G

LETTER OF AUTHORISATION FROM THE D.C. SAMETA

OFFICE OF THE PRESIDENT
MINISTRY OF STATE FOR INTERIOR AND
COORDINATION OF NATIONAL GOVERNMENT

Telegrams “DC’S OFFICE”;SAMETA The District commissioners office
When replying please quote SAMETA District
desameta@hotmail. P.0.BOX 352

- OGEMBO

REF:SMT/ED.12/7/VOL.1/12
24TH JUNE, 2013

RACHEL KERUBO
UNIVERSITY OF NAIROBI
P.0O BOX 92-0902

KIKUYU

RE: RESEARCH AUTHORIZATION.

Reference is made to Deputy Council Secretary Letter, REF: NCST/RCD/14/013/9810f 7™ June,
2013 aver the above subject on Research “Fastors influencing Board of Governors
Management of Public Secondary Schools in Sameta District Kisii County’ Kenya”.

Authority has been given to undertake research ending June, 2013.

By copy of this letter, the DEO, Principals and other respondents are requested to give the
necessary assistance to the student.

JOHNSON M. MWIRIGI

DEPUTY COUNTY COMMISSIONER
SAMETA SUB-COUNTY.
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