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ABSTRACT /MASENO UN'VéR

Teacher transfer intention threatens staffing. In USA, bet 2@} Add 19}8 s,r:,s.f::{r l
requests were at an average of 13%, 19% in Lesotho and 3.1% in Kenya. T vibt Sub-
counties public secondary schools, average pending requests were 25.4% and 22% respectivgly
above Homabay County’s at 11.1% from 2009 to 2014. Given that 30.9% of requests were to
intra-sub-county schools, over national intra-sub-county rating of 9.4%, trangfer intention could
be associated with unique work-place conditions. A baseline survey in 2015 revealed that
252(89.6%) teachers had transfer intention, 73(28.9%) preferring schools within the area. The
purpose of this study was to determine relationship between teacher work-place conditions and
teacher transfer intention. Objectives of the study were to: determine relationship between school
workload management, leadership and facilitation, appreciation and orientation, and work-
community- cooperation, and teacher work environment, and teacher transfer intention. The
study was based on a conceptual framework drawn from Job Demands-Resources model. The
study employed descriptive survey and correlational research designs. The study population
consisted of one County Staffing Officer, 66 headteachers, and 252 teachers with and 29 teachers
without transfer intention. Purposive sampling technique was used to select one County Staffing
Officer, 66 headteachers, and 232 teachers with and 26 teachers without transfer intention.
Questionnaire, interview schedules and document analysis was applied for data collection. Face
and content validity of instruments was ascertained by experts in educational administration.
Reliability of instruments were determined through test-re-test method. A Pearson-r of 0.72 for
questionnaire at a p-value of 0.05 was considered acceptable. Quantitative data was analyzed
using descriptive statistics while ANOVA, post hoc and regression analysis for inferential
statistics. Qualitative data was analyzed thematically on an on-going process. The study findings
were that at a p-value of 0.05 with 0.652 and 0.079 significance, school workload management
and leadership and facilitation, respectively, had no significant relationship whereas with 0.036
and 0.000 significance, school leadership and facilitation and work-community-cooperation,
respectively, had significant relationship with teacher transfer intention. Teacher work
environment was associated with 40.2% variability in teacher transfer intention. From interview,
transfer intention was due to insecurity and headteacher bias against some teachers. There is a
moderate relationship between teacher work-place conditions and teacher transfer intention.
School managements should entrench structured teacher motivational activities besides
improving staff housing. The study may be useful to educational administrators in addressing
teacher work-place conditions management deficiencies and malpractices for staff stability in
public secondary schools. ! ‘
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INTRODUCTION

kground to the Study

as more favourable, display a drop in excitement with regular work activities (Quick &
011). Besides increased incidence of absenteeism, those who intend to relocate to
er job or to another work locale are often in conflict with workplace management,
s facing disciplinary action (Quick & Nelson, 2008; Jong & Gutteling, 2006). In this

%achers who have expressed the wish to transfer to another school tend to abuse teacher

ereas high performing schools are distinguished by the headteacher ability to maintain a
ble staff for necessary continuity in teaching, teaching as an occupation, is characterized by
levels of transfer, more particularly in hardship areas (World Bank, 2005; OECD, 2011). In
dition, such performing schools have a reservoir of old teachers with undoubted examination

preparation skills (Hightower, Delgado, Lloyd, Wittenstein, Sellers & Swanson, 2011) though

%ﬁred-time-servers (Denton, 2009). These schools exploit their young teachers” ambition vital for
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ulum dispensation (IPAR, 2008): for which old teachers have lost the vibrancy
Research reveals that many new recruits wish to transfer from schools within the
ue to poor work environment (Horng, 2009; Denton, 2009). Actualization of such

tioh, destabilizes staffing, and necessitates the beginning of Vet another teacher

t exercise, and the cycle goes on like a ‘revolving door” (UNESCO-IICBA, 2011).

and Kidney (2009) in a study based on Mobley’s employee turnover intention model

round and race had a significant relationship with teacher transfer intention. They also
that teacher transfer intention was due to the fact that inner London was expensive for
aid teachers, mostly blacks, and schools had highly indisciplined children with
ative parents. They used a 4-point rating scale whereby transfer intention scores from
49 v‘vere considered latent, non-symptomatic hence classified as teachers without transfer
on whereas those who scored from 1.50 to 4.0 had apparent emotional inclination and
were classified as teachers wifh transfer intentionu. These according to Mobley (1977)
’ d concern employers considering employee evident loss in commitment and organizational

Jentification.

teaching in a remote province as a perquisite for promotion in China and Korea; and provision
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allowance of 30% of annual salary to cater for isolation in Chile. However,
deru and Bolivia (SECTQ, 2009) and in South Africa (Vandeberghe & Tremblag,
d that teachers were most dissatisfied with their hardship allowances, hindering
'y

ation. To minimize the number of teachers who transfer or quit, governments rely on

ale stakeholder efforts for improving the teaching-learning environment (UNESCO,

to Arririan-Buono (2011), to overcome such demeaning working conditions,
s should manipulate work environment to minimize teacher transfer. This agrees with
(2012a, b) who described teacher work-place conditions within the ambit of the
er that may control transfer to constitute: job structure and autonomy; leadership and
reward and orientation; and work-group cooperation. Unlike the foregoing, whose
s on the headteacher role, this study considered teacher work-place conditions
ely to constitute school workload management, drawn from job structure and
; and school leadership and facilitation. It also considered school appreciation and
ion, drawn from reward and orientation; and school work community cooperation, drawn
ork-group cooperation. It was necessary to expand the scope of study since World Bank

ecommended a school-wide approach to effectively address school staffing challenges.

dy that is referred to, Rosenberg (2012b) was on the relationship between headteacher job
ent and teacher retention in Harlem slum pre-schools in New York City. It was based
ry of planned behaviour (Ajzen, 1991) which considered the four variables in question

ttitude which shaped the teacher intention-to-stay hence retention. Pearson’s -r was used



elationships whereby at a set p-value of 0.05, there was a significant positive
all the four respects considered. This differs from this study which applied Job
Resources model (Bakker & Demerouti, 2006) and, regression analysis and post hoc
5 aim was to overcome weaknesses in Rosenberg (2012b).whic(;:h' concentrated only
headteacher manipulation of teacher attitude could determine teacher retention. In
'_-'f;'? studies such as Chacha (2013) explained that headteachers themselves were facing
9111 the implementation of TSC policies such as those related to teacher transfer. The
- school-wide variables constitute job demands and resources which determined teacher
ntention owing to degree of teacher adaptation to work environment. The inclusion of
ond the headteacher was not only due to World Bank (2005) idea, but also because
0 (2005) recommends the reliance upon school locale stakeholders (inclusive of

ers, school managers, parents, teachers, pupils, school surrounding, well-wishers,

_A,pbrt staff, and county and Ministry of Education officials) to minimize teacher

] RSITY
| « L] iBR A /
1’[ is worth noting that some schools in hardship areas seem to chers fo their

v e f

, tg}ﬁ hood (Jones & Volpe, 2010; Pitsoe & Machasia, 2012). Literature recommends that
isadvantaged schools embrace remedial §trategic lé)qally designed headteacher activities,
;g"nu ough friendly workload management (Gomez, 2012; Horng, 2009; Heitin, 2012). This
;I.ement with Ariko (2009) who identified headteacher workload management as a factor
enced teacher transfer requests in Suba District (now Mbita and Suba Sub-counties).
g to Benedict (2013), in Kitui West District, lazy teachers perennially complained about

eacher involvement in workload distribution. Just like Ariko (2009), Benedict (2013) was
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litative study. Théy ignored other factors in workload management such lesson
d scheduling of duties, only associating it with the headteacher. Besides they did
the extent to which the headteacgher invoivement in workload management. In
-';:'E‘ was not in agreement with OECD (2011) which proposes tﬁé'implementation of
policies which enhance management effectiveness in retaining teachers. This
at addressing teacher desire for transfer should involve more than simply targeting
her as regards workload management. Based on this, the study sought to encompass

15 in totality by considering school workload management in establishing the

ip between this variable and teacher transfer intention.

the effect of leadership behaviour4 on staff performance in Ekiti area secondary
vs Nigeria revealed a significant moderate positive relationship between school leader
behaviour and teacher job performance (Oyedepo, 2013). It found that out of the 305
67% preferred directive headteachers in matters of policy, 31% preferred the
ive and consultative, while 2% preferred laissez’ faire behaviour. All the respondents

headteacher behaviour influences teacher desire for transfer. This concurred with

1) in a study on teacher retention in Mt. Elgon District who recommended directive
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oh the aforementioned studies also agree that TSC and intra-school policy ambiguity
h headteacher initiated disciplinary and voluntary teacher transfers, they disagree with
1) who found an insignificant relationship between headteacher leadership behaviour

{

lanned movement in inner London schools. In addition, ARose;h‘oerg (2012b) found
opriate headteacher leadership skills and resources facilitated school activities hence
‘acher retention. These included headteacher assertiveness and persuasiveness to
ol goals. In this respect, teachers while at work interact with leadership beyond the
‘the headteacher in relation to influencing their transfer desire. These include school
f departments, class teachers and senior teachers who on behalf of the headteacher
listribute and schedule duties to teachers and hence their leadership skills would
ite to resulting teacher job related attitude. Therefore, this study expanded its scope to the

in terms of headship coordination and physical support and focused on the relationship

1 school leadership and facilitation and teacher transfer intention.

gh over 60% out of the 211 young-to-middle-age teachers in Oyedepo (2013) preferred
tation, teaching experience and age of teachers influenced teacher perceptions of the work
jin ent. However, there was agreement that teachers who felt recognized by school
ers were likely to display high involvement, identification, commitment, and voluntary
ce (Kukla-Acevedo, 2009; Betielle, Kalogrides & Loeb, 2011). This was similarly the
Ladd (2011) whereby a positive significant relationship was realized between teacher
.‘:structures and teacher planned movement. These studies focused on discrete variables
as age and salaries as moderators in teacher appreciation of their working conditions (Ladd,

»nyedepo, 2013). In this respect, World Bank (2005) argues that teacher motivational
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h as payment and alldwances, and job skill re-engineering minimized teacher desire
. It is worth noting that these activities which include teacher supervision and
o “facilities are not the preserve of a headteacher. Therefore, the current study focused
headteacher as considered in Rosenberg (2012b) on teacﬁér appreciation and

n, a transient variable, from a school-wide perspective to determine its relationship with

ansfer intention.

a, over 70% of the schools are in rural areas (UNESCO, 2005). Ironically, most teachers

as were products of schools in urban locales or bore urban backgrounds and were
..ver-react to inadequacies which were otherwise bearable to the rural folk; secondary
hers being four times more likely to leave than their primary school counterparts
Varkey, 2011). Headteachers should therefore make effort to bridge their
"d—workplace variance (Reininger, 2012). This was in respect of the fact that teacher
reference was believed to influence their decision to seek transfer. However, a study on
of school administrators on teacher retention decisions found that teachers were

sfied with management efforts towards improving school climate based on their own

(Bbyd, et al-(2009).This was based on assertion by World Bank (2005) and Brown and

ation to the forgoing argument, a study on factors influencing teacher transfer requests in

"Strict, Ariko (2009) identified teacher factors as consisting of gender, age, academic

und, teaching experience; management factors as consisting of management styles;



cation of the school, electricity and socio-economic factors. The study established

transfer request stood at 27(29.7%) for its 93 teachers from all its 13 schools

i-pect, Rosenberg (2012b) explained that headteacher engineered school team
s and workplace warmth enhanced teacher retention in hardship work environments.
iijm (2009) and Rosenberg (2012b) the said studies indicate that the headteacher
iter—relationship between a teacher' and both his human and non-human work
ment. In terms of safety, security, student discipline, teacher welfare and interpersonal
, this is unrealistic given that in a school set up there are other players such students,
staff and other teachers who contribute to school community cohesiveness and teacher

> warmth. Therefore, this study focused on the school to establish the. relatioﬁship

1 school work- community -cooperation and teacher transfer intention.

Kingdom of Lesotho, individual schools express' the need for a teacher to Teachers
v ommission (TSC); Ministry of Education Science and Technology of Education grants
s to schools in respect of population lr:atios, their needs and budget considerations;
,;_,; anagement Boards conduct interviews and select teachers; once identified, the
s’ testimonials and certificates are ratified by TSC for ultimate employment by the

nment (UNESCO, 2005). This system assumes that teachers apply to schools of their



or, Sohai, Memon & Lodhi, 2012). Consequently, many teachers in Lesotho still

=

ansfers to schools in more facilitated quasi-rural-to-urban environments (UNESCO,
ing to Reininger (2012), teachers only sought job placement& due to the desperate

nt scenario devoid of considering locatignal preferences thereby leading to
search for new job localities right .from the date of employment. He adds that

jer persuasive management behaviour appropriately manipulates teacher work-place

s to achieve desired school management goals, such as teacher retention.

' 'iiKenya has had a recruitment system similar to that of Lesotho. To ensure staff
extends a five-year bonding (non-transfer-worthy) period (TSC, 2005) with the
n of certified medical grounds or some other circumstances determined by TSC
of Kenya, 2008a). However, natior}ally, newly-recruited teacher transfer requests
ed from 4.8% (TSC, 2004) to 5% (TSC, 2010) and 5.3% (TSC, 2015). This means the

stability will not be solved simply by TSC recruiting teachers through school-based
a ruitment, even with the S-ye.ar bond. In sub-counties in Baringo County, both hardship
areas, teacher transfer requests were at an average of 11.1% below those in Kericho
I:Izoia Counties, both non-ASAL and non-hardship areas, with transfer requests
:;at 13.2% and 12.7% respectively (TSC, 2015). In this regard, evident policy bias that
SAL areas by involving benefactors in socio-economic hardship mitigation, has resulted

glect of many educationally very needy non-ASAL areas, Suba District included (IPAR,
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y cdntribuﬁng to teacher desire for transfer to schools with more stakeholder

,2013).

(

,,.her transfer intention, 146 out of the 149 (98%) teacher rgs.pondents employed
ol-based recruitment system in Suba District by 2010 indicated that they would not
an offer of transfer on the day they reported to start working as TSC
."'gcha, 2011). This implies that these public schools receive teachers who are
1* on their way out. Hence, it is the prerogative of the headteacher, as TSC agent in
ategically minimize teacher desire for transfer through manipulative leadership
_management skills (Rono, et al., 2011). This gives credence to arguments that
,;,“ need for headteachers to optimize teacher work environment as a means of
stability and teacher retention (Jones & Volpe, 2010; Rosenberg, 2012b;
DIZ; Waititu, 2013).These studies focused on the headteacher as sole determinant of
,;:‘i.a of the work environment. Even from with this perspective, headteachers still
in school management. For instance, findings of a study by Chacha (2011)

B

hat despite teacher transfer policy in place, headteachers still had challenges in

nt of teackers in this respect. Due to this, it was necessary to expand the scope of

ond the headteacher to focus on all the components of teacher work environment. This
jerefore focused on teacher work-place conditions to comprise; school workload

school leadership and facilitation, school appreciation and orientation, school work

ty cooperation, and teacher work environment.




determines teache'r plécement is the TSC balancing policy. TS&I exerts it; authority
eachers (Republic of Kenya, 2008a). This is done through TSC County Staffing
r the guidance of TSC County Directors whose mandate includes induction of
of Management; counselling and discipline of headteaiehers; and teacher
which includes teacher discipline, distribution and redistribution (TSC, 2013).
ed teachers report to rural schools in such “balancing” efforts, many of them troop
 or resign from the job altogether (Tooley, 2009; Noor et al., 2012). If they teach in
ere is a tendency to display an ‘I don’t care’ worker attitude (Horng, 2009; Bukola
011). This precipitates high transfer intention (Ackerman, 2010). This defeats
nticement effort through hardship allowance for teachers in schools in designated
' ya (IPAR, 2008). This confirms the report by UNESCO-IICBA (2011) which

at poor work environment is a predominant predictor of teacher transfer intention.

?, in the perception of teachers, there are hardship areas in low poverty zones. In the
n, these are Nyando, Muhoroni, Uppér and LO;VCI‘ Nyakach, and Kuria East and West
s (IPAR, 2008). During ‘teacher recruitment, schools in such areas receive an
Iming number of applicants (Muindi, 2011). According to Pitsoe and Machasia (2012)
[ (2011), schools in highly endowed areas are likely to meet teacher expectations. In
erty areas, there are many unmet professional, physical, and psycho-social needs despite
hi;gh teacher social status (SECTQ, 2009; Reininger, 2012). In the Lake Region, these
erty areas are Mbita and Suba Sub-counties (IPAR, 2008). However, this assertion

with Chepkemboi, Kirago and Iravo (2013) whereby teachers in West Pokot District, a

11
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left teaching for NGOs in the same area for status reasons, and for less

(
amined challenges faced by headteachers in the implemenfation of TSC teacher

ransfer and disciplinary policies in schools in Suba District. The study revealed that

had denied at least two transfer requests to schools within the district. To avert
f such suppression, they used appointment to positions of responsibility, and material

es to boost teacher morale. In addition, there had been continued increase in

acher, and reappraisal from school locale stakeholders (Chacha, 2012).

s the population of teachers, the number of pending teacher transfer requests as a

. of teacher population, and the weighted average percentage per sub-county in

County for the period 2009-2014.

12



Pending Teacher Transfer Requests 2009-2014

Weighted
Number of Yet to be Granted Teacher Transfer Requests 2009-2013

2009 2010 2011 2012 2013 2014

Average

18(5.3%) 17(4.9%)  8(2.2%) 23(5.9%)  33(8.1%) 23(5.3%)} 5.3%

%339 *346 %360 *387 406 *#431
8(4.6%) 15(2.7%) 9(4.5%)  8(3.8%)  11(4.9%)  10(4.1%) 4.1%
%174 %186 %199 *211 226 244
19(6.3%)  7(2.1%)  4(12%)  8(23%)  21(6%)  23(6.3%) 4.0%
%302 %331 %339 *337 %349 *367
23(9.3%) 8(34%)  6(2.3%)  8(3.1%)  27(8.9%)  29(8.3%) 5.9%
247 %232 %275 %259 %304 *35]
14(31.1%)  21(20%) 27(18.1%) 19(14.7%) 35(23.8%) 41(24.4%)  22%
45 *105 149 129 147 168
15(34.8%) 9(15.8%) 17(30.3%) 24(192%) 27(213%) 47(31%)  25.4%
*43 %57 - #56 *125 127 £151
3 . . : . . 11.1%
931%) - 7(33.3%) 9(33.3%) 12(27.9%) 18(29%) 27(30.7%)  30.9%
29** 3 21** 27** 43** 62** 88**

population for the stated year in Homabay County
sts- Total number of requests yet to be granted in Mbita and Suba Sub-counties

North and South, and Mbita and Suba Sub-counties were classified as divisions
ay and Ndhiwa were districts up to the year 2012, now referred to as sub-counties.

annual reports (TSC, 20>10; TSC, 2011; TSC, 2012; TSC, 2013; TSC, 2014; TSC,

'lol-based- teacher recruitment system that intended to mitigate teacher desire for
¢ staff stability, Mbita and Suba Sub-counties face many teacher transfer requests.
reveals that, teacher transfer requests were a weighted average of 25.4% and 22% in
Suba respectively for the period 2009-2014. This was above the Homa Bay County
1-1.1%. It is also noteworthy that even though schools may be within the area, some
repulsive while others attractive despite similar socio-geographical characteristics.

videnced by 30.9% intra-area teacher transfer requests for the same period. In relation

13
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,\ay TSC Couﬁty Director released a circular dated 19/ 5/ 15 informing téachers that
uld not address any cases in respect of a transfer (TSC County Director, 2015),
requests. This seemed to be against TSC 5-year-bonding transfer policy which
sfer requests. However, in May 2015, a preliminary baseline sflivey to ascertain the
of teacher transfer intention among the 281 teachers revealed that 252(89.6%) had

ion, 73(28.9%) of the 252 preferring to relocate to schools within the two sub-

uld they be asked to request to be transferred (Appendix VIII & IX).This was quite

¢ that staff instability alongside other negative consequences of learners’
teachers with transfer intention hinders school achievements (Kukla-Acevedo,

A, 2013).

411 teacher transfer intention is increasingly becoming a matter of concern,
y in schools in high-need hard-to-staff areas mainly attributed to influences from work
(Heitin, 2012). According to literature, if headtéachers enhance work environment,
%chese areas may not suffer high teacher transfer intention which has negative
ces on teacher job input hence student learning (Boyd, 2011; Godwin, 2013; Waititu,
ever, stgdies such as Rosenberé (2012b5 and Ladd (2011) have addressed
‘_i;inﬂuence leaving other school factors with which the teacher interacts, the gap this
to fill. Therefore, this study encompassed thé school in totality and analyzed the

hip between teacher work-place conditions and teacher transfer intention.

14
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r transfer for staff stability ‘in schools. Official records a \[:Ie,r@fi;"Bay (5jounty
e reveal that the number of teacher transfer requests, being a él‘dcument\ed indicator
r intention, from specific secondary schools in Mbita and Suba Sub-counties
of 25.4% and 22% for Mbita and Suba respectively above the highest Homabay
Qf 11.1% for the period 2009-2014. This is despite many of the teachers having
placement in schools of choice since 2001. The scenario was ascertained by a
eline survey which applied an adzflptation of Mobley’s turnover intention model in
ealed that out of the 281 public secondary school teachers, 252(89%) had transfer
28.9%) of them preferring schools within the sub-counties. However, this
Homa Bay TSC County Director’s circular dated 19/5/15, seemingly negating
transfer policy, meant to completely discourage pursuit of transfer intention. This
the TSC county office acknowledges the existence of the problem of transfer
ut does not intend to address it. Therefore schools are faced with the challenge for
gf.u be strategic to overcome. Literature reveals that teachers with transfer intention
motivation to teach and often abuse TSC Code of Conduct and Ethics hindering
;nz performance. Learners under their care are therefore relatively disadvantaged.

acher transfer requests to schools within the same area ranged from a high average
the period 2009- 2014. Such intra-area transfer requests indicate that some schools

jve. Due to this, teacher transfer intention could be associated with teacher work-

itions which constitutes school workload management, school leadership and

15
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L appreciation and orientation, school work community cooperation, and
ironment in a specific school given-the similarities in the area’s socio-
haracteristics. Therefore, this study sought to determine the relationship between

3 _ ¢
place conditions and teacher transfer intention in public secondary schools in Mbita

f the Study
e of this study was to determine the relationship between teacher work-place

»; eacher transfer intention in public secondary schools in Mbita and Suba Sub-

¢ Objectives

of the study regarding public secondary schools in Mbita and Suba Sub-counties
ine the relationship between school workload management and teacher transfer

lish the relationship between school leadership and facilitation and teacher transfer

: tion.

ine the relationship between school appreciation and orientation and teacher

Determine the relationship between school work- community -cooperation and teacher
nsfer intention.
ermine the ‘relationship between teacher work-environment and teacher transfer

intention.

16
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e relationship between teacher work-place conditions and teacher transfer

lic secondary schools in Mbita and SuBa Sub-counties, Kenya was guided by
(

gnificant relationship between school workload management and teacher
ignificant relationship between school leadership and facilitation and teacher

gnificant relationship between school appreciation and orientation and teacher

significant relationship between teacher work environment and teacher transfer

17
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| Framework (Figure 1.1) is based on Job Demands-Resources Model
ti, 2006).
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‘ Conceptual Framework Showing Relationship between Teacher
‘Work-place Conditions and Teacher Transfer Intention (Framework

~ based on Job Demands-Resources Model (Bakker & Demerouti, 2006))
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| postulates that fhere is an indirect relationship between job demands and turnover
eby underlying the reasons why people choose to leave organizations. This is
demands cause emotional exhaustion, the opposite of job engagement, which leads
(

yee turnover intentions. Individual employees have personalized jb‘o expectations, and
which these are met determines whether an employee decides to continue working
ization or not. It attributes employee well-being to the characteristics of work-place
hereby job demands predict negative job strain while job resources predict work
In this study, turnover intention was considered, only, from the perspective on
fer intention. Intervening variables comprised of the following; TSC teacher

policy, perceived ability to be transferred upon request, school teacher student ratio,

ion about teachers seeking transfer, and reason for seeking TSC employment in the area.

mands-Resources model was applied in investigating the interplay between job demands
;,'sources among 439 Italian teachers working in secondary schools. Through cluster
is, it was realized that there were the resourceful, the wealthy and the stressed teachers. It
Iso found that job resources stirﬁulated personal growth and allowed teachers to achieve
l s regardless of the level of job demands (Simbula, Panari, Guglielmi, & Fraccaroli,
with increased job resources, teachers were more likely to satisfy their job
ds thereby also more likely to achieve school goals. In this study which relied on a likert
Ij"ob demands considered were teacher workloéd, teacher emotional demands and
ational changes. This differs with the ‘application of this model to the current study
reby job demands and resources were considered together to consist of school workload

ement, school leadership and facilitation, school appreciation and orientation, school work

19



S

cooperation, and the teacher work environment which results from the interplay
the study.

A

esources model is adopted with the assumption that teachi;fé has its job related
‘out of physical, psychological, éocial or “ organizational aspects which can be
{ :'l'bb demands which cause work strain such as work pressure, irregular working
ourable physical environment. Besides, it also has job resources which motivates
facilitate functionality to achieve work goals, reduce job demands and stimulate

learning, and development. These, altogether, alter attitude towards teacher

conditions and hence teacher transfer intention.

cance of the Study
A may be useful to:
dteachers and school managers in Mbita and Suba Sub-counties secondary schools in
l'ing teacher transfer intention hence enhanced teacher job performance.

achers in Mbita and Suba Sub-counties secondary schools in improving
acher nianagement characteristics to attract more teachers to seek recruitment, and

those in the system hence reduced staff shortage.
makers in instituting framework for enhancing teacher retention.

uture researchers as it may form a baseline data for studies in related fields.

20




werry D

of the Study

| on the following assumptions:

neither deserted duty nor resigned.
began teaching in Mbita! and Suba Sub-counties (with similar socio-
hical characteristics) with equal teacher transfer intention rating hence only
o transfer subject to their experiences from interaction with teacher work-place
in a specific school.

rs in Mbita and Suba Sub-counties’ public secondary schools took up TSC
g jobs by choice.

| in all schools has its job related physical, psychological, social or

zational aspects which can be classified into job demands and job resources.

of the Study
vere the delimitations of the study:
study would rely on descriptive and correlation research design only.

uld rely on questionnaire, interview schedule and document analysis to source data

21
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of the S.tu'dy -

itations of the study were encountered:
‘have arisen out of the choice of Mobley’s turnover intention model
77) which was adopted to establish teacher transfer int(‘éhtion as opposed to
ing turnover intention models by other authorities would have been used.
S was minimized through reliance upon relevant documents and interview of

achers.

that only secondary schools in Mbita and Suba Sub-counties were involved,
uniqueness of the area as regards its being a hardship yet non-ASAL area but

many transfer requests, limits the generalizability of the findings to the area of

22



1 Definition of Key Terms

aitions of operational terms as were used in this study:
 school: Congruence with organization that makes a teacher extend his effort to
(

school goals despite work environment hardships. B

vith school: Sense of solidarity and loyalty hence behavioural support for school

g staff; also referred to as hard-to-staff areas.

on and orientation: school management activities in respect of teacher
ard, recognition, motivation, induction, coaching and mentorship

rship and facilitation: school management activities in respect of teacher
ision considered togethef with the facilities and amenities provided to support
requisite teacher job performance.

ment: Administrators comprising of schc?ol headteachers, deputy headteachers,
' -il“s s of departments and class teachers.

{‘ommunity -cooperatidn: interaction between stakeholders involved in day-to-
chool operations e.g. students, teachers, heads of departments, headteacher,
puty headteacher and subordinate staff.

d management: delegation and distribution of duties considered together with

cheduling of duties as reflected in school routines and teaching timetables
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' -equesti For'mal‘ notice of a plan to migrate away erm the currentl school of
t to a school of preference, normally first presented to the headteacher then
County Staffing Office, and to TSC national office for extra-county
lace conditions: refers to the individual factors that constitute teacher work
nent, that is school workload management, school leadership and facilitation,
appreciation and orientation,, and school work-community -cooperation, as

the interplay of all the factors considered wholesomely in the work

nvironment: Aggregate physical and psychosocial conditions, arising out of
ork situation with which a teacher interacts, that is uniquely present in a given
which constitutes workload management, leadership and facilitation,

iation and orientation, and work-community -cooperation.
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2d to analysis of relationship between teacher work-place conditions and teacher

; in schools was reviewed under the following sub-headings: relationship
- workload management and teacher transfer intention; relationship between
and facilitation and teacher transfer intention; relationship between school
d orientation and teacher transfer intention; relationship between school work-
yoperation and teacher transfer intention; and relationship between teacher work

d teacher transfer intention.
hip between School Workload Management and Teacher Transfer Intention

Ver presents in two forms. First, is transfer which refers to migration to other
,condly attrition which involves leaving the teaching job altogether (Boe, Cook &
;_; 008). According to Ingérsoll and’'Merill (2012), either matters little to a school
emic impact is the same. For instance, there would be instructional costs due to
l disturbance because of the replacement of an already ineffective teacher with an
ed teacher (SECTQ, 2009). There would also be costs incurred in recruitment,.
development and separation costs such as insurance and pension. In addition, costs
,,curred in staff cohesion activities (Boe, Cook & Sunderland, 2008). This study

| teacher turnover intention from the perspective of teacher transfer intention.
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ows a U-shaped distributioh (Rosenberg, 2012; Ingersoll and Merill, 2012;
There is high attrition among the newly recruited, under 30s, tapering in mid-
ho ting sharply probably due to attainment of retirement age, death, dismissal,

8

among teachers over 40 years old (Brown & Wynn, 2009', Deal & Peterson,

* are male teachers and those from minority communities. In the USA,
programmes churn out an estimated 150,000 graduates annually. However,
AEE (2008) survey, between 2000-2001, only 456,000 of them replaced the

eaching. USA public employee annual attrition rate was 11% of the total

which 84.7% were teachers. Therefore teacher supply was not at pace with

o-staff areas are 10% less likely to recruit a headteacher at first attempt and six
to recruit a willing teacher than in towns (Reininger, 2012). In such schools,
half-heartedly (Paton, 2010), hence fewer of their candidates progress for
fessions (CCSRI, 2007; Ladd, 2011). They have few homegrown candidates to |
osing them to externai candida‘@s who take up teaching positions for temporary
itin,~2012). These soon seek to relocate to schools in towns (Arriaran-Buono,
berg, 2012a; Myung & Leob, 2010). To mitigate shortfall, schools in high-poverty
employ many untrained teachers. For trained teachers in Sierra Leone, this
‘an ordinary job’ lowering their self-esteem hence their transfer intention (Boe,

). Therefore some steps to boost: staff numbers actually further threatened staff

26



S

uence of scﬁool administzrations on teacher retention decisions in outer
y d, Grossman, Long, Lankford & Wyckoff ,2009), found that, teachers

x‘-hools with large concentrations of low performing pupils. If work

(

J vf{al\'lourable, self-initiated voluntary teacher transfer _requésts reduced by over
- the need for transfer, school principals facilitated curriculum implementation.
:a easures such as clock-in-clock-out, and enhancing remedial rigour for slow
teaching job burdensome in schools in low income London. Whereas Boyd, et
aspects of workload management that led to teacher desire for transfer in an

me dwelling, this study sought to determine the relationship between school

ent and teacher transfer intention in the rural set up for the selected study.

ding to Lagat (2010), Chacha (2011), and Rono (2012), school administrators
conflicts such as those arising out of non-lesson attendance, late submission of
ssessment test results and poor performance in internal and external school
y transferring certain teachers. However, Lagat (2010), Chacha (2011) and Rono
ucted in rural set ups but were descriptive studies unlike this study which was
and correlational study. They only identified teacher workload management

f the causes of conflicts in schools that leads to teacher transfer.

osenberg (2012b) positive principles regarding job structure and autonomy by
@Wed teacher freedom of expression and creativity in management of pre-school
es. This enhanced teacher self-expression hence job enjoyment which controlled

sire for transfer. This underlies recommendation by Gomez (2012), Horng (2009) and

27



bracing éautioﬁs headteacher activities, particularly in schools in: hardship
sing teachers. Literature from Boyd, et al.(2009), Lagat (2010), Chacha
12) indicate that workload management, either due to its burdensomeness or
conflicts contributed both to voluntary transfer desire!‘ ‘or to headteacher
s; both destabilizing staff. Based on OECD (2011) proposition that headteachers
patory approach to school management, implying involvement beyond the
as had been considered by studies such as Lagat (2010), Chacha (2011),
osenberg (2012b). Therefore this study will focus beyond the headteacher to

nship between school workload management and teacher transfer intention.

u between School Leadership and Facilitation and Teacher Transfer
i‘tutions

ership influences teacher work-place conditions (Ariki & Ugborugbo, 2009;
ever, organizations are shy to measure leadership input (Jha & Jha, 2013).
fr.}School leadership and facilitation constitutes the following two dimensions:
vision practices, and proﬂfision of teaching facilities and amenities (Figure 1.1).
wn from Koech, Tikoko and Chemwei (2014) who found that in Baringo District,
factors underlying teacher tumc;ver weré: old, dirty, leaky or unavailable

oom, teacher toilets and housing.

[ the two dimensions, there are various school leadership theories that may apply to
agement. For instance, Bush and West -Burnham (1994) cited in Ratanssi (2010)

/¢ major theories which may serve as the basis to the school’s administration work.

28



S

& bureauératié, collegial, political, subjective and role ambiguity theories.
ies lack emphasis on guidelines necessary for headteacher effectiveness in
'al., 2009). According to Gr;ssom (2611), failing school principals rely on
discovering that to succeed, they should draw 1eade;ship practices from

y manipulate their subordinates.

viour underpins achievement of organizational objectives (Armstrong, 2009;
) It vpositively enhances worker organizational identification (OI) (Kutilek, et
teacher perception of school tone (Grayson & Alvarez, 2008). In this regard,
| I theory identifies its three component§: organizational feelings of solidarity;
vioral support; and perceptién of shared characteristics with other members.
headteacher may role model the ideal to be observed by subordinates, or may
alignment by interpreting their variations.into a complementary congruency
u three OI tenets (Patchen, 1970) as argued by Schrodt (2009) may result from

| communication.

Carolina found that more than 25% of the teachers perceived that the
facilitative involvement of school leadership in their work-life activities were
i‘r‘ their intention to stay despite evident personal discomfort; a return for the good
) CCSRI, 2007). In this regard, despite criticism by US cabinet who thought that
incoln’s office was too open for all and sundry, and himself too much of a listener to
ncerns, Godwin (2013) identifies such leadership accessibility as a strength which
mulated for successful educational leadership.

TE]
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.. knew that by making himself accessible not only to well-wishers but
grumblers and complainers he made the constituents feel valued and
to the political process.... Rather, Lincoln seemed much more like a
touch with his constituents, a leader who genuinely understood the
of those he governed...Educational leaders could learn from Lincoln's
iple. Giving time and a listening ear requires a sacrifice of both time and
certainly, but a leader who will make that sacrifice will find himself
ded by stakeholders who are more likely to follow him. Accessibility is
eceptiveness than of mere presence. ‘Saying your door is open does not
ccessibility, walk out to meet others!”

schools in hardship areas include location in: troubled cities, high poverty
‘;iﬂ prone areas (World Bank, 2005; OECD, 2011). In this light, studies
strict identified reasons for teacher transfer requests to include: feared
DS, to join family, lack of electricity and inadequate teaching facilities
012); feared night-runners, detached headteachers and lack of opportunities
n (Chacha, 2012). In West Pokot District, teachers fear -cattle rustlers
, 2013). In Limuru District, a non-hardship area, teachers feared insecurity
. In Sierra Leone and Nepal, teacher retention challenges were due to wars of
ency (Boe, et al., 2008). These studies agree that headteacher leadership has a

> in controlling teacher motivation to seek transfer. However, they did not address

etween school leadership and facilitation and teacher transfer intention, which

a study of teachers’ perceptions of how leadership styles and practices of
le,nce their job satisfaction and retention in USA explored the details of Fullan
poses five leadership practices for effective school reform. ’He concluded the
' : educational leaders must be morally purposeful, must understand that change is a

s that requires a variety of strategies; must invest in respectful and collaborative
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must appreciate the importance of knowledge building, its sharing by adopting
g. This study explored beyond the scope of Deton (2009) by examining the
een school leadership and facilitation, part of which there is headteacher

(
<

d teacher transfer intention. "

m principal is the most influential individual in a school (KSSHA, 2013). For

Machasia (2012) asserted that headteacher leadership shapes school climate.
udy in which teachers expressed desire for headteachers who were visible,
l in their interaction with teachers, and clear communicators. In this study,
a_r were dissatisfied. By the third year, 22% and by fourth year 67% of the
had moved away. This was a sign of increased turnover with increased stay. To
sadteachers were arbitrary, abusive or "unsupportive. Unlike the descriptive

this was a correlational and descriptive cross-sectional study.

;Ez ¢ indicate that teacher retention, even in schools in hardship areas, may be
h headteacher leadership styles and practices, and facilitation. This may be drawn

ip theories and practices from Bush and West-Burhan (1994) and Fullan (2007)

between school leadership and facilitation and teacher transfer intention in public

schools in Mbita and Suba Sub-counties.
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een School Appreciation and Orientation and Teacher Transfer

s to consciously manipulate teacher attitude to enhance student outcomes
Tooley, 2014; Penfold, 2011). These authorities reveal&s,.that school leaders
| negative reinforcement to ;110tivate desired work characteristics. Such may
’terial incentives. This is supported by Gareau, Monrad, Distefano, May,
Mindrila (2009) in a study of the relationship between school climate and
which revealed that there was a strong positive relationship between school
ol performance. He used questionnaire and interview to source information from
nd teachers about school surrounding, and community support for school
this study was correlational hence applied regression technique in data

, unlike the focus on performance, this study analyzed the relationship

reciation and orientation, and teacher transfer intention.

2011) evaluated teacher perceptions of their working conditions in relation to
u were of teacher movement. It considered a combination of school-based and
| influences inclusive of parental involvement, community and County Office
; conditions such as allowances, salaries and leaves are to a large extent what
n-employee to seek employment and are therefore pre-existent and generally
10ss similar organizations. However, this study focused on school appreciation and
which results from day-to-day interaction with school management structures in the

job performance. This was not addressed by Gareau, et al. (2009) and Ladd




S

?stildy on OC (Organizational Commitment) and job satisfaction in higher
‘in Kenya applied OC Questionnaire (Allen & Meyer, 1990) in universities
w Likert scale, he found that OC determinants were role overload, school

{

on structures, supervisory support and job security. I}l addition, Schrodt
ed a study on the relationship between OI and organizational culture. He
iey (1983) Likert scale into 6 factors namely teamwork, morale, information
i‘, supervision and meetings. He found a significant positive relationship
Ol scores and intention-to-stay. Unlike the foregoing which considered
itment and organization identification separately, this study combined

OC and Cheney’s OI Questionnaire as used in Brown and Kidney (2009)

employee turnover intention model (Mobley, 1977; 1979) to establish teacher

| ysis, revealed that only orientation and reward management of the five
asured had a significant impact on turnover intention. The other dimensions were;
; community cooperation, college management involvement, student discipline, and
ations. Like Jeswani and Dave (2012), this study employed regression to determine
relationships. Unlike ‘turnover’. which implied change from one employer to

sfer’ implies change of location managed by the same employer, TSC, as was used

4
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d, appréci'atioh, motivation and orientation with headtéacher acti;/ities. For
he expanded view of school climate by Gaureau et, al. (2009), the focus is
her manipulation. However, World Bank (2005) indicated that teacher
es should enhance teacher loyalty, not to individual aciministrators, but to
because institutions risk losing such person-centered misdirected loyalty
transfer of individuals; given that administrators in public schools hold such
porarily such loyalty would sustain staff instability. Given this position by
) which suggests the focus beyond headteacher as in Gaureau et al.(2009),
mined the relaﬁonship between school appreciation and orientation and teacher

n secondary schools in Mbita and Suba Sub-counties.

between School Work- community -cooperation and Teacher Transfer
utions

her transfer is quite a dauntin;g task four educational managers (Rono, 2011;
This is more so, in the case of newly-recruited teachers whose hither-to
-service ambition risks ‘being deflated by teacher work and non-work related
(OECD, 2011; Myung & Loeb, 2010). Research has revealed that stakeholders
achers, County Education Officers, surrounding school communities, parents and
enced teachers have a part to play in minimizing transfer intentions of young
nberg, 2012b).The efforts to sustain positive work attitudes for teachers in schools
f zones should be rigorous (World Bank, 2005; Krishnan’ & Singh, 2010;

012).
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I , cholders havé varied values, including interactive work relations (Grayson
Penfold, 2011). This agrees with a study which investigated factors influencing
}'quests in Suba District of Kenya which revealed that to mitigate transfers,
1 that these be prioritized for improvement: opportu,nities;(”for further studies;
ty; housing; and institutional buildings. This differed from headteacher
,jif- itutional buildings; electricity; and housing (Ariko & Othuon, 2012).
n of these priorities would mismat:ch teacher priorities hence would not effectively
sfer requests. Teachers were found to be biased towards their welfare which is a
- school work community cooperation, while headteachers were towards student

‘ ing to Tikoko et al. (2014), discrimination by the headteacher which is an aspect
a inspired teacher turnover. Unlike the aforementioned literature which
: ovement of interactive work relations strategies for minimizing transfer requests,

t to determine the relationship between school work- community -cooperation

ransfer intention.

. Shafa (2011) while examining the role of headteachers in managing forces
rom the external world of schools in Gilgit-Baltistan in Pakistan found that non-local
‘ ’lained of being treated like second class citizens by school managements and the
mmunity alike. This zone had suffered tribal and religious clashes. The study
hat, according to management preferences, they initiated strategies unique to school

ich included; planning gatherings for interreligious discourse, school staff housing, the

of local languages, and appealing to the government for armed security. The study
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ite such éfforts, over 75% of non-indigenous teachers still had transfer

ci ied, there is scanty literature on teacher transfer intentif)'n. Kutilek, Couklin
agree that in organizations with optimum staff retention levels, managers
fl:f{ me reducing work difficulties and over 30% of the time involved in making
n pleasant (Dessler & Varkey, 2011; Handelsman, 2009). Literature also
should be incooperated to improve their work-place comfort. This is
reeptions about a situation can override actual occurrences (Jha & Jha, 2013).
and Wynn (2009) agree with Bakar, et, al. (2010) that to have objective
udies on leadership performance on matters such as those concerning staff
er insecurity (Tikoko, et al., 2014) should be approached from the perspective
‘f,a also agree with Jones and Volpe (2010) and Lew (2011) that motivated
{:;‘;n organizational commitment (OC) and high organizational identification |

nsidered together, are indicators .of employee turnover intention (Mobley, 1977;

 ' idies by Lee (1971) and Patchen (1970) cited in Ackerman (2010) found that
10 perceived supervisory effectiveness had low propensity to leave the
[his is because management accessibility is reciprocated through staff support
1 2009). On the same note, Bakar, et, al. (2010), conducted a study on the
of supervisory communication practices on relations between LMX (Leader-

hange) and perceived employee commitment to the workgroup. It applied linear
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ysis which- revealed that the more positive the perception of leader
es, the lower the turnover intention. Unlike Bakar, et al. (2010) which
ment to the workgroup as an outcome of LMX, this study determined the
fschool work- community -cooperation and teacher ‘ﬁ’ansfer intention in

in Mbita and Suba Sub-counties.

erature indicate that teachers should be involved in enhancing their own
| g to Ariko and Othuon (:2012), Tii(oko, et, al.(2014) and Shaffa (2011),
mismatches between headteacher prioritization and preferences for work
iprovement thereby controlling teacher desire for transfer. All these qualitative
u positive headteacher involvement with enhanced teacher intention-to-stay.

also true that teacher work-place conditions does not only constitute the
on this, this study sought to establish the relationship between school work-
peration and teacher transfer intention in Mbita and Suba Sub-counties public

Is. In addition to qualitative techniques used in study such as Ariko and Othuon

t al (2014) and Shaffa (2011) it épplied correlation in data analysis. -
between Teacher Work Environment and Teacher Transfer Intention in

eption of their work environment determines a myriad of job outcomes (Noor, et
ever, mangers rarely give in-depth consideration as regards factors influencing
related attitude. This eventually impedes job performance, increases worker

1 within staff conflicts thereby hindering overall organizational outcomes

37



C

sh, 2010). In respect of teachers ;uch impéded attitude, as reported in Hightower,
0X (2012) and Oyedepo (2013), are realized in teacher behaviour, some of which
control of policy. According to findings by Chacha (2012) in a study of
‘ in the implementation of TSC teacher recruitment, disc;i;linary and transfer
District found that teachers who were denied transfers as they had requested
I[t’eacher etiquette. In this regard headteachers faced the challenge of either
ntain with indisciplined teachers due to the already high teacher-student ratio or
"chool Board of Management repommengling their interdiction and worsening
;.ve The study also found that schools with headteachers who were perceived not

eacher plight in respect of the need for transfer perennially suffered.

‘senberg (2012), headteacher determined teacher work environment constitutes
autonomy; leadership and facilitation; reward and orientation; and work group
owever, OECD (2011) indicated that headteacher contributory input compliments
-wide aspects that constitute, teacher work environment in its totality. One of the
i*_;: interactions between elements of the resulting work environment is teacher need
It therefore recommends that school managers should come up with policies that
environment friendliness for improved school outcomes. In addition, World Bank
‘_end that all facets of a given school should be engaged in controlling staffing

Both OECD (2011) and World Bank (2005) therefore agree that concentrating on the

r does not effectively enhance teacher retention in schools.

38




S

r, et al. (2010) iﬁ a study of the mediating role of supervisory communication
1 between leader-member exchange and perceived employee commitment to
isidered the ways in which organizational managers achieve desired work-related
,‘gh-use of information. He classified communication p?éctices in terms of
direct or indirect and found that information passed through involving some
as conduits was better received with subordinates more likely to comply than
_al communication. Among the desired work-related expectations identified in
: . employee retention, sustained or improved job input, ‘enhanced interaction
dinates, and between subordinates'and their bosses, receptiveness to organizational
more positive perception by subordinates of their bosses, and deeper employee
organization. All the above formed employee work environment, highlighting
pects of workload management, leadership and facilitation, appreciation and

nd work community cooperation, as had been classified in the study.

-nhanced interaction between employees, and between employees and their bosses,
rAplored conflict management methods used by secondary school headteachers in
District and identified necessity for headteachers to enhance dialogue with class
puty headteachers, heads of departments and parents to enhance teacher job input .
) explained that enhanced dialogue avoided teacher-teacher and headteacher-teacher
resolved conflicts some of which had resulted in voluntary teacher transfer
‘ headteacher initiated teacher transfers. Such dialogue identified by Lagat (2013)
_‘areas such as in school workload management, school leadership and facilitation,

preciation and orientation, school work- community -cooperation whose interaction
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york environment. However, unlike Lagat (2013) who only indicated that

Is in respect of areas of school manégement resulted in teacher transfer
dy established whether there existed an actual relationship between how school

resses these facets, which make up teacher work environment, and teacher
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CHAPTER THREE

RESEARCH METHODOLOGY

vers research design, description of area of study, study population, sample and
iques, instruments of data collection, validity and reliability of the research

ical considerations, data collection procedures and methods of data analysis.

ed descriptive survey and correlational research designs. Descriptive survey

m involves collecting data in order to answer questions concerning the current

as conducted in public secondary schools in Suba and Mbita Sub-counties which are
s hardship areas (Republic of Kenya, 2008b). Mbita and Suba Sub-counties lie
and 00°50"S latitude and 34°00"E and34°20"E longitude (Appendix XIV).
j-Rarieda and Bondo Sub-counties in the North, Homabay and Rachuonyo in the
and Tanzania to the South, and Uganda to the West; 11.3% of the land is covered
ictoria with Kibwogi, Rusinga, Mfangano and Takawiri islands, being the major ones

3 16 islands. It had a population of 203,917 as at 2009 census with a density of 198
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" had a pbpuiation of 52.2% below poverty level with poor educational
,-of Kenya, 2008b). The main economic activities are fishing, subsistence
trade supported by poor road network. Mbita Sub-county, made up of
2 and Lambwe Divisions, has 35 secondary schools oﬁf of which one is
onal, 4 extra-county, 12 county and 18 sub-county schools, besides there are
townships, the other 30 within villages and 3 around the shores of Lake
sub-county, made up of Central and Gwassi Divisions has 31 secondary schools
are classified as extra-county, 12 are county and 15 are sub-county schools;
s are in townships, the remaining 28 being within farming village communities.
B

st dy population comprised of or;e Count}; Staffing Officer and 66 headteachers.
3

252 teachers with transfer intention, and 29 teachers without transfer intention

) schools in the 2 sub-counties as had been established by the preliminary survey

& X) as shown in Table 3.1.
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Headteachers and County Staffing Officer Study Population

Target Population * Accessible
Population
Homabay 1 1
1 1
Mbita - . 33
Suba 31 30
66 63
Mbita 109 101
Suba 143 131
252 232
Mbita 11 10
Suba 18 16
29 26
348 322

information fast over a wide area though it lacks in detail (Nkpa, 1997). Interview

the detail in data that would be inaccessible by questionnaire whereas document

Q

vides historical evidence to enrich findings (Ritchie, et al., 2003).
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\ ,“uestionnair.e ('TQ» I)
Juestionnaire (TQ I) for teachers with transfer intention consisted of open-ended
ed items seeking information on the relationship between school workload

leédership and facilitation, school appreciation and orientéffon, school work -
“operation, and teacher work environment to establish the overall position as

onship between teacher workplace conditions and teacher transfer intention as in

1.‘ Questionnaire (TQ II)

:.questionnaire (TQ 1II) for teachers without transfer intention consisted of open-
,losed—ended items seeking information on the relationship between school
-;aa agement, leadership and facilitation, school appreciation and orientation, school
mu ity -cooperation, and teacher work environment to establish the overall position
flationship between teacher workplace conditions and teacher transfer intention as in

L.

1 acher Interview Schedule (HQ)

Fcher interview schedule (HQ) consisted of open-ended and closed-ended items
;’mation on the relationship between school workload management, leadership and
-é-school appreciation and orientation, and school work -community -cooperation, and
environment to establish the overall position as regards relationship between
orkplace conditions and teacher transfer intention as in Appendix III.

ciler Interview Schedule (TIS-I)

.,iew schedule for teachers with transfer intention will consist interview schedule

d of open-ended and closed-ended items seeking information on the relationship
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"Orklbad management, leadership and facilitation, school appreciation and
hool work -community -cooperation, and teacher work environment to

| position as regards relationship between teacher workplace conditions and

“e

nterview Schedule (TIS- IT)

edule for teachers without transfer intention will consist interview schedule
v‘n-ended and closed-ended items seeking information on the relationship
0 workload management, leadership and facilitation, school appreciation and
ol work -community -cooperation, and teacher work environment to establish
on as regards relationship between teacher workplace conditions and teacher

as in Appendix V.

9 Y
' Staffing Office Interview Schedule (CSO-IS)
~;schedule consisted of structured items seeking information on the relationship
:: workload management, school leadership and facilitation, school appreciation
';%’; school work community cooperation, and teacher work environment to establish

osition as regards relationship between teacher workplace conditions and teacher

ntion as in Appendix VI.

ment Analysis
acher transfer requests documents (as an indicator of transfer intention) were sourced

taffing Office to examine the reasons for which teachers in Mbita and Suba Sub-
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ined as the degree to which a test measures“what it purports to measures (Fraenkel
9). In this regard, Gay (2006) argﬁes that the more the test items in an instrument,
hensive it is hence the higher the likelihood of content validity. Content validity
fi:z; considering that the questionnaire was structured with variety of questions
¢ objectives. Face validity of instruments of data collection was determined by
m to scrutiny by Maseno University experts in educational administration. Their
vere used to revise the questionnaire and the interview schedule by removing

nd making them more comprehensive in content.

Population Pilot Percentage
Size Population
Mbita 33 2 . 5.7%
Suba 30 1 3.3%
63 3 4.8%
Mbita 109 8 7.3%
Suba 143 12 8.4%
. 252 20 9.1%
ithout transfer ~ Mbita 11 1 9.1%
Suba 18 2 11.1%
29 3 10.3%
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he measure of degrée to which a research yields consistent result after repeated
s qualitative and quantitative aspects (Gabarino & Holland, 2009). Reliability was
‘dministering a test-re-test of the questionnaire within a two week interval on 20
with transfer intention and 3(10.3%) téachers without and g‘('l 0%) headteachers
,;.j‘ was deemed sufficient based on Ritchie, et al. (2003) who recommends the use
the study population for populations of 10-300. Pearson’s- r was used to determine
a correlation of 0.72 at a:p-value of 0.05 was considered reliable (Gay,
s regard, teacher with transfer intention questionnaire had a reliability index of 7.161

r without transfer intention questionnaire had a reliability index of 7.213. Findings

adjust relevant test items so as to remove deficiencies, ambiguities and

MASENO UNjv
; ERS]
;‘llection Procedures ,~ SG S' L!BRARY TYI

ing respective secondary school headteachers in Mbita and Suba Sub-counties of
led research were dispatched two weeks in advance of the visit. Questionnaire were
red to 101 and 131 teachers with transfer intention and 23 teachers without transfer
secondary schools in Mbita and Suba Sub-counties. Appointment was made with 28
and 21 teachers for interview. This number is sufficient because as the interview
es responses become repetitive (Ritchie, et al., 2003). Note taking was done
;ely. Following an appointment, the County Staffing Officer was also interviewed.

fiate documents were sourced for data from the County Staffing Office.
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:';i ata Analysis

 variable in this study was teacher transfer intention. Therefore, Mobley’s model
irnover intention (Mobley, 1977) was used in the preliminary survey to establish
tention status. Mobley’s model of employee turnover‘inter‘l’ifon (Mobley, 1977)
that thinking out quitting, looking for another job, intending to quit or to stay, and
to quit or stay is linked to employee satisfaction. If people find that the cost of
they think less about quitting while displaying high incidence of inappropriate
is seen in high scores in person-to-organizational dis-identification and
rating. As reported in Mobley (1979), the model posits that the non-symptomatic
of a rating scale gives way to the apparent stage (16.6-100%) where effects of
mover intentions manifest. It explains that, this may be altered due to adverse
:-to-individual influences such as in the change in management personality. A 4-
scale whereby teacher transfer intention scores from 1.0 to 1.49 were considered
lassiﬁed as teachers without transfer intention whereas the scores from 1.5 to 4.0

ied as teachers with transfer intention was used.

ndent variable for this study was teacher work-place conditions. Specific teacher
conditions elements of focus were school workload management, school leadership

.i}

tion, school appreciation and orientation, school work community cooperation, and
tk environment which was the interaction between the four separate factors. To
e work-place conditions rating for each of the variables, a Likert scale was formulated

ant items. Scores from item responses were aggregated to establish overall variable

L {position for all the 222 teacher with transfer intention respondents. In addition, mean
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;fiw réspondenté were established. These 222 teachers were the principle

e 21 of these teachers with transfer intention responded to interview schedule

reasons why teachers may want to go on transfer. However, information
(

23(100%) teachers without transfer intention to corfb'borate information

transfer intention given that they operate under similar workplace conditions

posing position as regards teacher transfer intention. This will be based on the

I model:

X5+ X4+ Xs

dependent variable (Teacher t;ansfer in%ention)

h Y intercept

able is teacher work-place conditions which is presented as X; X, , X3, Xu,

; variable school workload management

| variable school leadership and facilitation

i, ,,ﬂor variable school appreciation and orientation

r variable school work- community -cooperation
ictor variable teacher work environment
gression equation becomes:

hool workload management) + XZ(school leadership and facilitation) + X3(school appreciation and orientation)

fwmmunity cooperation) + XS(teacher work environment)

:_quantitative data derived from the study was tallied then presented is frequency

and percentages. Thereafter, it was analyzed by subjecting it to ANOVA to
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there was a significant relationship between them and transfer intention. For
jective, that is school appreciatigon and ofientation, and school work community
fter subjecting the data to ANOVA, post hoc tests was applied to establish the
j he specific variable to teacher transfer intention. Finally,:%or the 5 variable,
IL‘ ork environment which is the interaction between the 1% to the 4" variables,
t hoc test and regression analysis were used to determine the significance and
onship between teacher work-place conditions and teacher transfer intention, to
?‘ontributory value and to establish a model of prediction.  The foregoing led to
relationship between teacher work-place conditions status and teacher transfer
jf.z teachers in public secondary sc};ools in Mbita and Suba Sub-counties.

f qualitative data was categorized according to themes and sub- themes in an on-
S as they emerged. The themes were based on the variable of the study. For school
agement, these included, too many lessons and timetabling without consultation;
adership and facilitation, they were, dictatorial headteacher tendencies and
_ ilities; for school appreciation and orientation, these included, bias headteachers
'J g motivational procedures; and for school work community cooperation, these
outside school compound insecurity and poor teacher-neighbourhood relations.

these responses were reported verbatim. Based on these themes and sub-themes,

as done to establish their frequency counts, percentages and means.

cal Considerations
n to conduct research was obtained from Maseno University Ethics Review Committee
o

oceeding to the field for actual data collection (Appendix XII). In this respect, Richie, et
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s ethics in research to questions about how the topic is formulated and clarified,
d how the researcher gains access to information, data collection, processing,

is, write up and presentation in a morally responsible manner. According to David
1) since research often involves a great deal of interacti(;‘n.between different
ent institutions, its aims should be. attained without coercion of respondents,
rect or indirect form, and without infringement into the respondents privacy or
following were undertaken:

spect of seeking informed consent, both verbal consent and written informed consent
.‘- dix XI) was sought from teachers, headteachers and county staffing officer
ating in the study. In relatiorll to this, through a brief introduction, the
‘Onnaire requests potential respondents to voluntarily provide information on the
study title. The researcher left questionnaire behind for one week so that
pondents fill them in without his undue influence.

respect of confidentiality and anonymity, through a brief introduction, the
fionnaire requests potential respondents to voluntarily provide information on the

ated study title as required without personally identifying themselves by names. This

done by seeking information, whether from documents, questionnaire, observation,

'1; respect of data storage and handling, all data was kept safe within restricted access of
the researcher.
In respect of risks and benefits of the study, sensitive information in this study was such

as that which regards individual teacher transfer intention rating and that on individual
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CHAPTER FOUR

%PRESENTATION, ANALYSIS AND DISCUSSION

ificant relationship between school workload management and teacher

cant relationship between school leadership and facilitation and teacher

ificant relationship between school appreciation and orientation and teacher

respondents as a percentage of targeted sample population for the study was as
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of Respondents as a Percentage of Targeted Samplé Population

Targeted Actual Y%
Respondents Respondents Respondents
232 222 I8.7%
26 ‘ - 23 88.5%
63 50 76%
1 1 100%
322 296 90.5%

“e is presented in Table 4.1 as 222(95.7%) for teachers with transfer intention,
ichers without transfer intention, 50(76%) for headteachers and 1(100%) for
Officer. This is appropriate based on Ritchie, et al. (2003) who recommend that

ould reach a minimum of 70% taréeted respbndents to be deemed valid.

Characteristics of Respondents

era | picture of the characteristics of the respondents which would be necessary for
‘ﬂle outcomes of the study the following was done. Teacher with transfer intention
sfer intention respondents for the study were required to indicate their gender,
' ic qualification, length of stay at the current school, area of specialization, and

y were in that school as a first TSC posting or were on transfer in the questionnaire.

r respondents and County Staffing 'Officer were expected to reveal their highest
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ransfer Intention Index of Teacher Respondents

¢ fluidity of transfer intention, it was necessary to establish whether the transfer

, as as had been realized in the preliminary survey by subjecting all the teacher
l repeated scale. The finding was that individual teacher s(c:'(')res only oscillated
ous sub-categories hence validating the categorization into two namely, teacher
intention, and teacher without transfer intention. This was established using a

ion scale which was drawn from Mobleys’ model of turnover intention (Mobley,

; pothesizes that thinking about quitting, looking for another job, intending to quit
actually deciding to quit or to stay is linked to employee satisfaction. If people
| ost of quitting is high, they do less thinking about quitting while displaying high
inappropriate behaviour; seen in low levels of organizational identification and
it. To satisfy the components of this model (Mobley, 1977), a transfer intention scale -
by combining 6 items of organizational commitment questionnaire (Allen &
90) and the 6 tenets of organizational identification questionnaire (Cheney, 1983),
hich were appropriately adopted with modification for the study. A bi-polar approach
ersus low rating was adopted based on arguments by Quick and Nelson (2011) and
nan (2009) that employee social, emotional and physical characteristics tilt either away

ds the organizational objectives.

pondent was asked to rate 12 statements as displayed in Table 4.2 by indicating a value

ntinuum from very low rating respondents (VL) which scored 1, low (L) which scored 2,

H) which scored 3, and very high (VH) which scored 4. An average was arrived at across
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singlé-scoré which ranged from a minimum of 1 to ;1 maximum of 4. This
:"vidual teacher respondent’s transfer intention score. According to Mobley
. due to changing interests and work circumstances, employees desire to move
37 er a period of time; normally cyclically accentuating ir,i:S-year stratum. It is
ominence of apparentness of the intention that is detrimental hence should

ers. Based on the foregoing, scores as classified were interpreted in the following

low rating: respondents’ transfer intention score of 1.0-1.49 meant that the teacher
i tent transfer intention and hence does not intend to transfer or intends to transfer in
e unforeseen future (over 5 years) based on interpretation as set in Mobley’s turnover
atention model (1977). There were 23 respondent teachers without transfer intention.
'w: respondent’s transfer intention of 1.5- 2.49 score meant that the teacher intends to
ransfer in the near future (within 4-5 years); some ‘1 1(5%) respondents out of 222 had
cacher with transfer intention.

i : respondent’s transfer intention of 2.5-3.49 score meant that the teacher intends to

transfer in the very near future (within 2-3 years); some 115(51.8%) respondents out of

dlassification was then used to construct a wholesome presentation of the individual’s

ansfer intention rating. Responses were as summarized in Table 4.2.
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Vtation of confirmatory teacher transfer intention scores of teachers in public

in Mbita and Suba Sub-counties.

confirmatory teacher transfer intention rating scores for the ‘study.

';:fu atory Teacher Transfer Intention Rating Scores

ition Mean Rating for Individual Mean No. %o
Respondents Respondents

v;s.u fer intention/ Without transfer 1.39 23 100%

nding to transfer in the foreseeable

hout transfer intention 1.37 23 100%
fer intention; intending to transfer in 2.39 11 5%

> (wish to transfer within the next 4-5

_‘er intention; intending to transfer in 3.43 115 51.8
oh transfer intention; intending to 3.78 96 432
‘immediate future ’ "

Transfer Intention 3.2 222 100
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ers without transfer intention made up of 16.6% teacher population while the

3.4%) were categorized as teachers with transfer intention.

Experience of Teachers in Current School

teacher respondents’ length of stay at current school in public secondary schools
iba Sub-counties as categorized according to whether they had transfer intention
her transfer intention.

cher Respondents’ Length of Stay at Current School

Number of years % Respondents

| Transfer Intention

.: g experience 86 38.7%
: {hing experience 105 47.2%
s teaching experience 31 14.1%
| 222 100%

iF

thout Transfer Intention

ching experience 3 13%
saching experience 4 17.4%
1S teaching experience ‘ 16 69.6%
| 23 ’ 100%

ut of 23 teachers without transfer intention, 69.9% had over 10 years experience
ed in number from 17.4% for those who had stayed for 6-10 years, and 13% for
had stayed in their current school for 1-5 years. As regards teachers with transfer
ﬁgth of stay at current school, those who had been at current school for over 10 years
v 14.1% increasing to 47.2% for those who had been at current school for 6-10 years

i‘educing to 38.7% for those with 1-5 years teaching experience. This fluctuating
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for the latter category are unlike the case for teachers without transfer intention

> seems to be a direct link between length of stay and number of teachers without

emic Qualification of Respondents
is a presentation of academic qualifications of teacher, headteacher and Homabay
g Officer respondents.

: Academic Qualification of Respondents

Qualification Number of Percentage

' ~Respondents  Respondents
Master’s Degree 64 788

Bachelor’s Degree 144 64.9
Diploma 13 6.3
- 222 100
Master’s Degree 3 13
Bachelor’s Degree « 20 87
- 23 100
Master’s Degree 45 71.4
Bachelor’s Degree 18 28.6
) - 63 100
unty Staffing Officer Master’s Degree ” 1 100

TI- Transfer intention

4.4 reveals that out of the 222 teachers with transfer intention in Mbita and Suba Sub-
ies, 64.9% are holders of bachelor’s degree as compared to the 6.3% with diplomas and
with master’s degree. It also reveals that 87% of teachers without transfer intention are
lor’s degree holders. This reveals that majority of teachers in Mbita and Suba Sub-counties

secondary schools are bachelor’s degree holders unlike the case of headteachers whom

f 63, 71.4% are master’s degree holders. /~M
z ASENG
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History of Employment

ir current station of work. On the same note, out of all the' 23 teachers without
ation, 6(26.1%) were in their first school of employment since being posted by TSC

9%) had been transferred from other schools to their current station of work.

jhip between School Workload Management and Teacher Transfer Intention

as sought from 222 secondary school teachers with transfer intention and all the 23
1 out transfer intention by use of q{lestionnaire. All the 222 teachers with transfer
re subjected to a rating scale whereby they were expected to rate as to whether the 8
] egarding specified school workload management elements would be rated as very
‘igh, or very high in their schools. This gave the overall impression of the school
ns nagement scenario in secondary schools in Mbita and Suba Sub-counties. Further

esponses from every individual teacher with transfer intention mean averages were

d. The results were as shown in Table 4.5.
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g by Teachers with Transfer Intention as Regards School

agement in their Schools (N=222)

y school management in....?”
distribution of duties

427312

her workload 181 31 10 0
work deadlines 203 19 0 0 241 1.1
! based on interests and skills 94 107 21 0 371 1.7
‘1aints regarding the teaching of lessons 216 5 1 0 229 1.0
- - - - - 1.3
h of teacher work hours 200 22 0 0 244 1.1
concept of ‘personal time’ for teachers 53 169 0 0 391 1.8

evident of rapport between authorities and 217 5 0 0 227 1.0

uctional and non-instructional teacher duties 158 60 4 0 290 1.3

1.3

ry Low rating (VL); 2=1.5- 2.49 Low rating (L);
gh rating (H); 4=3.5-4.0 Very High rating (VH)

{ the variable school workload management was considered from 2 perspectives
legation and distribution of duties, and scheduling of duties. As regards the delegation
Ttion of dﬁties, all the 222 teachers with transfer intention scored a mean of 1.3
as very low rating. This was drawn from the following item mean scores; distributing
yorkload had 1.2, setting of objective work deadlines had 1.1, appointing people based
ests and skills had 1.7, and listening to complaints regarding the teaching of lessons had
aspect refers to the manner in which the total weight of the job meant to be performed
:. is shared among teachers. The score of 1.3 means that the scenario is unpleasant for

er with transfer intention. From the questionnaire, when asked to identify the aspect of
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¢ second aspect of school workload management, scheduling of duties the 222
;sfer intention had scored an average of 1.3, interpreted as very low rating. This
m the following mean scores; reasonable number of working hours an average of
'g the concept of ‘personal time’ for teachers an average of 1.8, timetabling
between authorities and teachers an average of 1.0, and balancing instructional
-.ﬁonal teacher duties an average of 1.3. This refers to the manner of timing of
ds its appropriateness. The avera;ge score 6f 1.3 means that teachers find work
ppleasant. From the questionnaire, they identified allocation of duties and having
s on Saturdays, public holidays, school holidays, evenings and very early in the
reason for seeking transfer. This is according to 29(13.1%) out of the 222 teachers

intention. The remaining 193(86.9%) intend to transfer because they were not
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> significance of relationship between school workload management and teacher

';\J for teachers with transfer intention in public secondary schools in Mbita and
ties ANOVA was applied. The findings were as displayed in Table 4.6.

OVA for School Workload Management Scores Versus
nsfer Intention Scores

Sum of Squares df Mean F Sig.

Square
163.600 21 .039 204 .652
42.798 200 193

206.398 221

ed in Table 4.6 shows the analysis of variance for school workload management
, '{ccacher transfer intention scores for teachers with transfer intention. It reveals
igniﬁcant evidence about there ]aeing a relationship between school workload
,,d teacher transfer intention. One way ANOVA reveals that F = 0.204, df = 221,
ce level of 0.652 at a p-value of 0.05. Hence we fail to reject the hypothesis that
': ificant relationship between school workload management and teacher transfer
public secondary schools in Mbita and Suba Sub-counties in Kenya.

nent data from the 222 teachers with transfer intention, information was also sought
.23 teachers without transfer intention who were asked to indicate their opinion on an
cale as regards whether school workload management rated ‘high’ in their schools

g Strongly Agree, Agree, Disagree or Strongly Disagree. This is shown in Table 4.7.
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g. her Without Transfer Intention Rating of School Workload Management

1eir Schools (N=23).

anagement rates high in...” the 1 2 3 4 T  Mean
-nts of school workload SD D A SA

d distribution of teacher duties

able distribution of teacher 21 2 0 0 25 11

able objective work deadlines 16 5 2 0 28 12
ople based on interests and skills 10 5 8 0 44 2.0
complaints regarding the teaching of 11 9 3 0 38 1.7

;;age - - - - - 1.5
f teacher duties

nable number of teacher work 15 8 0 0 31 1.3

31' concept of “personal time’ for 11 11 1 0 34 15

Tvident of rapport between 21 2 0 0 25 1.1
nd teachers ‘

structional and non-instructional 10 3 10 0 46 2.0
érage - - - - - 1.5
ar ! - = - - L 1.5
0-1.49 Strongly Disagree (SD); 2=1.5- 2.49 Disagree (D);
:5-3.49 Agree (A); 4=3.5-4.0 Strongly Agree (SA)
Total Sum

’ﬂelegation and distribution of duties the 23 teachers without transfer intention scored
1.5 interpreted as ‘disagree’ (Table 4.7). This was drawn from the following item
,. distributing teacher workload had 1.2, setting objective work deadlines had 1.1,
people based on interests and skills had 1.7, and listening to complaints regarding the

of lessons had 1.0. This meant that:the work situation as regards delegation and
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jes was ‘uhpleaéant’. When asked to identify the issues }elating tov delegation
:‘duties that may lead to teacher transfer intention, 17(74%) teachers without
| eited lack of consultation before allocation of duties to teachers, and forced
hile the remaining 6(26%) indicated that they were alloca%ed too many lessons
5 seemed to be in line with the reasons given by the 193(86.9%) teachers with

p who intended to transfer because of lack of personal work-life balance.

- of duties, the 23 teachers without transfer intention scored an average of
_ ee’). This was drawn from the following test item mean scores: ensuring
mber of teacher work hours had 1.3, appreciating the concept of personal time for
;.-5, timetabling evident of rapport between authorities and teachers had 1.1, and
structional and non-instructional teacher duties had 2.0. This meant that the work
 regards scheduling of duties was ‘unpleasant’. They were in agreement with
,chers with transfer intention by indicating that non-consultation and work during
would drive teachers to express intention to transfer from current schools. However,
n teacher respondents explained that this expééted ‘consultation with understanding’
w down school operations. Similarly, all the 21 teachers with transfer intention
’, suggested that it was important to involve teachers in school workload management.
s be done by discussing the school teaching timetable and school routine in staff
s before their irlnplementation, and seeking feedback from teachers on workload

ment implementation during every end of term staff meetings.
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‘too many lessons’ which had algo been i&entiﬁed by 6(26‘%) teache;s without
jon as a reason for teachers to intend to transfer, all the 21 teachers with transfer
rviewed identified some common factors which serve to worsen the school
nagement scenario. These include TSC not posting more l‘taachers to schools;
ilure to implore TSC to employ more teachers; headteachers over-enrollment;
janagement not considering cash token for teachers in compensation for extra
ge classes and/or extra hours of teaching. The County Staffing Officer and one
n terviewed were of the opinion that teaching»is a job that demands a lot of sacrifice
anding. To this end, the headteachér called for patience since understaffing was a
lem which was gradually being solved by the government. The County Staffing

eved that individual schools had come up with unspecified mechanisms to arrest the

f'.ncerns that instigate teacher transfer intention uhder school workload management,
.t with transfer intention interviewed suggested that headteachers should underscore
a teachers to join their families. This would help to avoid being absent through
5; hence promote concentration in the !performance of their duties at their ﬁew stations
e national effective curriculum implementation. In reference to TSC teacher transfer

‘!'" the 21 teachers with transfer intention interviewees held the view that headteachers

upport the transfer of teachers who had outlived the five-year non-transfer bond period.

regard, this one teacher interviewed explained that in case the other spouse is a teacher,
dteacher of a specific school should facilitate, with consultation, cross-transfer between

5 50 that the couple stays together or nearby. According to the County Staffing Officer,
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this was a rather genuine reason, teachers sought employmeﬁt in Mbité and Suba
; full knowledge that their families lived elsewhere. He also explained that it was
to grant transfers to newly married teachers given the serious teacher shortage, even
1 tlived the TSC policy of five-year bond to transfer. In additior‘i,« he said that even if
were to state so, it would not be adhered to just like the transfer policy for newly

jz:hers had been ignored for the greater benefit of learners in schools in Mbita and

reveals that all the 23 teachers without transfer intention realized an overall mean score
reted as ‘low rating’ in respect of school workload management. This meant that this
,nment variable was generally ‘unpleasant’ and could therefore lead to teacher
tention. However, this lot of teachers did not intend to transfer despite this unpleasant
1 addition, when asked to indicate one aspect of school workload management that
m not to desire to go on transfer, all the 23 of them indicated ‘Not Applicable’. This
't school workload management in their schools did not influence their desire to stay.
s category of teachers do not intend to go on transfer from their schools despite the low
s regards this variable, it may be deduced'that low rating in school workload management
t result in teacher transfer intention. This goes against existing literature which associates
over with, aspects such as, overburdening school workload (SECTQ, 2009; Heitin,
Bukola &Alonge, 2011). Rono, et al. (2011), in a study investigating opportunities and
iges for secondary school headteachers in respect of teacher retention in Mt Elgon District
Schools, found that it was undercut by pressure for teachers with too many lessons

indered teacher work-life balance. Such teachers tend to want to move away from
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e there is a lot of work (Gomez, 2012; CCSRI, 2007 and Waititu, 2012). Myung and

)), in discussing economic approaches to teacher retention, noted that too few lessons

cher indiscipline which negatively influences job outcomes, besides associating

iess with high teacher turnover intention.

eachers without transfer intention interviewed revealed that one would intend to go
ue to bully non-consultative heads of departments and time-tablers who disregard
nion in job allocation. Besides, 8(35%) of them indicated that one would intend to
sympathetic situation of the school; too few teachers against too many students who
er disadvantaged by decrease in:numbers. This implied that they expected that
tkload would be burdening as they applied for teaching posts in public secondary
Mbita and Suba Sub-counties. The remaining 15(65%) of them explained that they do
| to transfer because the County Office would not process their transfer application
\ce they were avoiding frustration due to expected disappointment.

)

ng was that school workload management generally rated very low by téachers with
ention at a mean of 1.3 (Table 4.5) as well as by teachers without transfer intention
cated ‘disagree’ at a mean of 1.5 when asked whether this variable would rate ‘high’ in
ools (Table 4.7). It meant that both teachers with transfer intention and those without
ie unpleasant school workload management scenario. This means that school workload
ment rating by teachers in public secondary schools in Mbita and Suba Sub-counties may

factor in determining teacher transfer intention.
[l ‘,
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circular emanatiﬁg from the Homa Bay TSC County Director’s bfﬁce datéd 19/5/15,
"spicuously displayed on notice boards in the County Staffing office, informed
at the said office would not be attending to any cases of transfer (Homabay TSC
ector, 2015). There were no memo operational dates or time linﬁts. This, the County
cer explained, was due to the biting shortage of teachers in almost all schools,
m those in Mbita and Suba Sub-counties. This had resulted in work overload, too
g tional and non-instructional responsibilities, for the few teachers. She added that
h Boards of Management could privately employ either trained or untrained
0 mitigate the shortfall, the said sub-counties were in high poverty zones with poor
e/levies payment records, making the caveat largely financially impracticable. In this
"rature indicates that employing untrained teachers to bridge personnel gaps lowers
lage of the profession, making it less prestigious for practicing trained teachers. In
ne, such lowered self-esteem enhanced teacher transfer intention thereby destabilizing

understaffed schools (Boe, et al., 2008).

cher said, “It is common knowledge that his is a hardship area and so all who come to
ere have to persevere with their choice.” This was seemingly the opinion of the County
"Ofﬁcer who was non-apologetic about the conf[ent of the circular (Homabay TSC
 Director, 2015) because she believed that all young-to-middle-age teachers were
ed in Mbita and Suba Sub-counties by choice given the school-based recruitment formula
"on since 2001. Hence the office could not entertain their transfer requests as expected.
ular was also posted on notice boards in school headteacher’s office by some 7(11%)

" herirespondents, and in the staffroom as reported by 3(4.7(%) headteachers. All the 23
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interviewed said that they had at least once referred to the circular at staff meetings
.%eachers from considering transfer application. According to the headteachers, after

,. there were wasteful follow-up trips to thé relevant TSC offices.

i

ill, one teacher with transfer intention interviewed revealed that, in adherence to the
d, “I acknowledged my right to seek transfer after expiry of the five-year TSC bond. I
ly pursued my transfer from TSC national office unsuccessfully and I am now
yesignation as an option, hence I am already seeking job alternatives”. This teacher’s
aled that even a circular emanating from a higher authority barring teachers from
T transfer does not control transfer intention. Besides, the teacher had taken the option

alternative job which if realized would not only destabilize teacher staffing in

§ this, another teacher with transfer intention interviewed proposed solutions to avert
Vol kload management conflict which enhances the desire to be transferred among
He said, “Headteachers to allow for the formulation of a time teaching schedule which
ce sessions (in the mornings, in the afternoons, free whole days) during the week for
fo attend to other personal needs; and sgchools tou organize transport to facilitate teacher
s to nearby market centers on market days or whenever necessary”. In respect of the
ome workload, two teachers with transfer intention interviewed suggested that they
e given extra money as pay for tuition for the extra burden since it appeared impossible

ate free days. This would, however, be criminal based on TSC Code of Ethics and

s

/MASERZ@ UNIVERS]

—SG.S. Lisrary |



prohibits payment of tuition fees to teachers for offering professional services

ut of a school setting to their regular students.

ers, while seeming to empathize ;Jvith the t;eachers’ plight, in&icated that it would
v‘expectation to have ‘free’ days for teachers, more so because their schools had
ffing. A headteacher being in agreement with the County Staffing Officer argued
teacher recruitment formula envisages a pre-application physical visit to the
ting with some of its environmental hardships. Based on this argument, they did
ther to react wildly to area’s inherent difficulties. Some of those highlighted were

work, distance to towns for valued amenities, and poor housing.

oregoing argument, one headteacher, whose school is an island in Mbita Sub-
d that he had no apologies for insisting that duties must be performed according to
.ff sometimes regardless of teacher personal interests. In this respect, he had
,‘aware that he would not endorse their transfer requests. Hence he further said he
ember the last time a teacher presented a transfer form to his office for
'..It is worth noting that, even before the circular dated 19/5/2015 that effectively
chers in Homa Bay County from seeking transfer (TSC County Director, 2015), this
.%'m already enforced a similar ‘nq—transferf_ position in his school. According to
f13) and Krishan and Singh (2010), headteachers whose teachers are retained
4 ough use of appropriate teacher management strategies, are likely to achieve

s. This is as opposed to the involuntarily retained.
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‘ from data from teacher respondents that school Workloaél management aspect
’k—place conditions extends beyond the school management choreographed
a distribution of duties, and scheduling of duties. This is evident in teachers
00l managements to address factors such as the prohibitivé‘distance to nearby
network, and ensuring that teachers join their families. This position is opposed
1’, who seem to be concentrating only on lesson distribution and allocation of
However, according to teachers, even this aspect, considered from the
"’.headteachers, was addressed inadequately due to non-consultative practices. It is

g that as regards school workload management, teachers are more concerned with

teachers in the unpleasant environment, than with the work itself in the same

1 ﬁndings of this study reveal that all the 222 teachers with transfer intention found
;_ad management unpleasant, evident in the 1.3 mean score (Table 4.5) interpreted
. This low score was associated with lack of consultation before allocation of duties,
d into early mornings, late evenings, weekends and holidays. This was in addition to
m to take up responsibilities besides the burden of too many lessons due to teacher
ir schools. They felt deprived of their valuable time to care for their family with
, Id schooling and other personal concerns such as recreation and shopping which
.;;. in distant town centres. These concerns are termed as employee personal work-life

1t is vital for organizational success (Armstrong, 2009; Quick & Nelson, 2011).

there seemed to be no recourse for the all the 222 teachers with transfer intention for a

ireasons. According to Republic of Kenya (2008b), Suba District (now Mbita and Suba
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;is a high poverty zone and hence options that would apply eisewhere, with better
idowments, such as by asking parents to pay additional levies to employ BoM
ase workload would not be practicable. This was not only the opinion of the County
"'3“-*\- but also, it would go against Ministry of Education Science and Technology set
guidelines. In addition, the Homa Bay TSC County Director through a circular
YTSC County Director, 2015) had decided to disregard TSC policy provision of
hers who had served for 5-years in a station from exercising this right to transfer by
; from seeking transfer. According to the County Staffing Officer who
lizes TSC staffing policy and some headteachers who are of the opinion that teaching
nd Suba Sub-counties was by choice, this illegal notice was part of TSC noble effort to
_vinterests of learners in schools in the region. The fact that fear of long periods of
jent by young teacher graduates drives them to job seek in unpleasant areas for

y convenience not withstanding (CCSRI, 2007, Heitin, 2012; Myung & Leobb, 2010).

going implies that all the 222 teachers were in schools in Mbita and Suba Sub-counties
y. Based on literature, such feachers have impeded motivation to exert optimum work
shna & Sing, 2011), were likely to display teacher indiscipline (Jong & Gutteling,
;j were therefore less effective (SECTQ, 2009). In‘this regard, some headteachers agree
| Staffing Officer that such teachers did not genuinely intend to work in Mbita and
ib-counties public secondary schools by alleging difficulties for which they had adequate

knowledge.
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noting that the reasons given by the all the 23 teachers without transfer inténtion and
ld the opposite position as regards the dependent variable, the matter of transfer,
| e. These were; too many lessons, distance from nearby towns and centres or towns,
tive headteachers and bully heads of departments. With a score 6£ 1.5 interpreted as
and therefore also unpleasant just like had been the case for the all the 222 teachers
fer intention indicates that their percéption on school workload management had no
sociation with their position as regards teacher transfer intention. This is based on
findings of significance of 0.652 alpha at 0.05. This finding is not in tandem with
literature which associates burdensome workload and its poor management with
'-Quch as teacher anomie attitude, poor job performance and low teacher retention

g, 2012b; World Bank, 2005).

ee workload management, as regards distribution, monitoring and evaluation, with

turnover intention (Koech, et al., 2014; Jones & Volpe, 2010; Jeswani & Dave, 2012).

e 222 teachers with transfer intention were subjected to a rating scale whereby they were
to rate as to whether the 8 statements regarding specified school leadership and
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'ents would be rated as very low, low, high, or very high in their schools. This
impression of the school leadership and facilitation scenario in secondary
and Suba Sub-counties. Further to this, responses from every individual of the
chers with transfer intention mean averages were considered. &Fhe outcome was as
Table 4.8.

v s the rating of teachers with transfer intention as regards school leadership and
 their schools.

ating of Teachers With Transfer Intention as Regards School Leadership and

in their Schools

of School Leadership and Facilitation 1 2 3 4T M
rating of my school management in ....?”
pervision practices

giving performance feedback 175 40 7 0 276 1.2

communication with teachers 209 13 0 0 235 1.1
teachers in monitoring and evaluation of 49 . 144 29 0 424 1.9

) *“feed-forward’ and feedback structures 77 93 52 0 419 1.9
Average - - - - - 1.5
of teaching facilities and amenities

on of instructional resources 198 24 0 0 246 1.1
ng use of diverse methods of teaching and 156 40 26 0 314 1.4
e of an inventory relevant to teacher 202 19 1 0 243 1.1

1al activities
ng appropriately to teaching deficiencies 7399 50 0 421 1.9

1.5

9 Very Low rating (VL); 2=1.5- 2.49 Low rating (L);
19 High rating (H); 4=3.5-4.0 Very High rating (VH)
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the variable school leadership and facilitation was considered from two aspects:
rvision practices, and provision of teaching facilities and amenities. As regards
vision practices, teachers with transfer intention scored a mean of 1.5 interpreted as
’ble 4.8).This was drawn from the following item mean scéres; consistency in
mmance feedback had 1.2, encouraging communication with teachers had 1.1,
achers in monitoring and evaluation of themselves had 1.9, and leadership feed-
feedback structures had 1.9. This refers to general school coordination as regards
janagement. This meant that the school scenario as regards this variable was
- When asked to identify the aspect of teacher supervision practices that may lead
\er transfer intention, 111(50%) teacher with transfer intention cited inconsistent,

ack that is untimely and inappropriate to teachers. The remaining 111(50%) cited

logged communication channels.

poor headteacher management approaches was indicated by 13(61.9%) teachers with
ention interviewed as the reason f(;)r which " they intended to transfer from their
', e respondents indicated that areas that inspire teachers to intend to transfer include:
;;a such as class prefects to monitor teacher job performance, for instance by signing
ce register in the classroom; use of watchmen in monitoring the clock-in-clock-out
d at the sentry-box; and having to report daily at the school office (office reception/
dteacher’s office) to fill-in attendance records. In relation to this, a study on the role of
er supervision in staff development in Kitui West District revealed that lazy teachers

checking of teachers professional tools (Benedict, 2013).

E
__9.G. 8. LiBRAZin.Yl




<

teachers with transfer intention interviewed complained about their headteachers
participatory leadership approaches; and not organizing benchmark excursions with
_u successful school leadership. This, they said, resulted in the use of archaic
’thods. The County Staffing Officer said, “Some headteacﬁers applied dictatorial
"re no longer appreciated today.” Other reasons were: false victimization according
pondents; no feedback according to 4(19%) respondents; and no action on feedback
15(62%) respondents. In this respect, in reference to Binns Report (1952) which
led .strict supervision for attainmer;t of educational objectives, Benedict (2013)
principals in public secondary schools in Kitui West District, being a hardship
ed specific competencies to succeed. These were conceptual skills, technical skills,

tion skills, evaluation skills, and communication skills.

s provision of facilities and amenities, teachers with transfer intention had scored an
f 1.5, interpreted as low. This was drawn from the following mean scores; equitable
on of instructional resources had 1.5,epcouraging use of diverse methods of teaching
having an inventory relevant to teacher instructional activities had 1.3, and responding
ately to teaching deficiencies had 2.0.This refers to availability of resources as would
performance of the teaching job. This meant that the school scenario regarding this
as ‘unpleasant’. The use of pit-latrines and incomplete, old, or unavailable classrooms
a were identified by 114(51.4%), lack of electricity identified by 60(27%) and
textbooks, laboratories, library, symposia and school bus as identified by 48(21.6%)
with transfer intention as reasons for their intention to transfer from their schools.

Wo teachers with transfer intention interyiewed indicated that their school managements
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d below expéctatioh in addressing school infrastructure. In this ‘respect a
."d, “Headteachers should impress upon CDF, sponsors, well-wishers, parents and
funds to support school facilitation”. According to the County Staffing Officer,
g by school managements that endorsed, concurrent and s“ometimes multiple,
rbjects overburdened parents against the Ministry of Education Science and
Education Science set school levies policy. Considering the two aspects of
rvision practices, and provision of facilities and amenities, school leadership and
a mean rate of 1.4. This was is interpreted as low rating (Table 4.8) meaning
tk environment variable was generally ‘unpleasant’ and therefore could lead to
sfer intention. Information from interview further supported these findings, by

» spects of school leadership and facilitation that led to their transfer intention.

sh the significance of relationship between school workload management and teacher
ention for teachers with transfer intention in public secondary schools in Mbita and

counties ANOV A was applied. The following were the findings as displayed in Table

H

shows analysis of variance (ANOV A) output for school leadership and facilitation

sus teacher transfer intention scores

): ANOVA for School Leadership and Facilitation Scores Versus Teacher
i,jntention Scores

Sum of Df Mean F Sig.
Squares Square
3.781 26 592 3.108 .079
41.177 195 .190
44,958 221 ;
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,"'es statistically insignificant evidence about there being a }elationship between
E'ln and facilitation and teacher transfer intention. One way ANOVA reveals that
221, with a significance level of 0.079 at a p-value of 0.05, the hypothesis that

snificant relationship between school leadership and facilitation and teacher transfer

_—

ublic secondary schools in Mbita and Suba Sub-counties is not rejected.

_ t data from the all the 222 teachers with transfer intention, information was also
1 fhe 23 teachers without transfer intention respondents who were asked to indicate
='5u an ‘agreement’ scale as regards!whether “school leadership and facilitation rated
; schools. All the 23 teachers without transfer intention were subjected to a scale
f:’ondents were-expected to indicate their opinion as regards whether specified school
,d facilitation elements rated “High” by indicating Strongly Agree, Agree, Disagree
ly Disagree. The outcome was as displayed in Table 4.10.

. shows teacher without transfer intention perception on rating of school leadership

X

ation as “High™ in their Schools.

79



eacher Without Transfer Intention Perception on Rating of School

nd Facilitation as “High” in their Schools (N=23)

anagement rates high in...” the 1 2 3 4 T Mean
nts of school leadership and facilitation

| giving fair performance feedback 13 7 3 0 36 1.6
e communication with teachers 15 7 0 1 33 1.4

achers in monitoring and evaluation of 6 6 11 0 31 2.2

eed-forward’ and feedback structures 11 10 2 0o 27 1.2

d fair distribution of instructional resources 16 3 4 0 34 1.5

o use of diverse methods of teaching and 5 7 10 1 53 2.3

entory relevant to teacher instructional 16 S5 0 1 30 1.3
appropriately to teaching deficiencies 7 11 6 0 47 2.0
' e 1.8
- - - - - 1.7

Strongly Disagree (SD); 2=1.5- 2.49 Disagree (D);

A 4=3.5-4.0 Strongly Agree (SA)

teacher supervision practices, the all the 23 teachers without transfer intention scored
.1.6 interpreted as low rating (Table 4.10). This was drawn from the following item
ores; This was drawn from the following item mean scores; consistency in giving
nce feedback had 1.2, encouraging communication with teachers had 1.1, involving
in monitoring and evaluation of themselves had 1.9, and leadership feed forward and
structures had 1.9. This meant that the work situation as regards teacher supervision
5, was ‘unpleasant’.  When asked to identify the issue relating to teacher supervision

s (for which they had an average of 1.6) that may lead to teacher transfer intention,



8

without traﬁsfer intention cited dictatorial headteacher leadership tendencies
g at teachers in the hearing of students, 7(20.4%) indicated, closed door policy of
hile the remaining 7(20.4%) indicated, the use of sub-ordinate staff to supervise
:Spect to such poor leadership tendenciés, the County Stafﬁr;g' Officer explained
i y been a problem for newly appointed headteachers, particularly those who
this position without having served as deputy headteachers. This practice of

0 headship position without deputyship, however, is nowadays avoided. This

,,e teachers without transfer intention, expect to be involved in their own

the second aspect of school leadership and facilitation, provision of facilities and
23 teachers without transfer intention had scored an average of 1.8 interpreted as
able 4.10). This was drawn from the following test item mean scores; distribution of
resources had 1.1, encouraging use of diverse methods of teaching and learning had
‘F: ce of an inventory relevant to teacher instructional activities had 1.1, and
‘ppropriatcly to teaching deficiencies had 1.4. In this regard, 16(69.6%) teacher
"'fef intention respondents indicated that biased involvement of teachers led to
1hases and distribution of resources such as textbooks and laboratory equipment
¢ departments/ subjects, particularly those to which the headteacher was sympathetic,
cilitated at the expense of others could make some teachers to intend to transfer. In
1(30.4%) respondents reported that there were too many stages through which an
y was to be reported, spanning several meetings such as those of class teachers, subject

ieads of department and senior management committee. In the course of this, there
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, ere conflicts between the affected teachers and those to Whom‘ they Weré reporting
or due to incompatible personality and previous conflicts. Build-up of the resulting
to teacher transfer intention. !
n, the challenge of thuggery, theft and robbery was identified by 11(52.4%) teachers
fer intention interviewed to drive them to seek transfers from their schools. This ,they
” engineered by both outsiders and ‘some insiders’ who organized to steal not only
operty such as television, computers, textbooks, food reserves, but also attacked staff in
ing, sometimes injuring them and their dependants. In this respect, 10(47.6%)
'th transfer intention interviewed proposed solutions to this to be: headteachers to
;al administrators in sensitizing schoc;l surrour;ding community on value of security;
s to engage the police in surveillance, and arrests where necessary; and headteachers
¢ more, trained watchmen. According to a headteacher respondent, “Headteachers as

0ol supervisors had not adequately involved local administrators in community security

tion to the school’s disadvantage thereby challenging staff stability™.

i?g to all the 23 headteacher respondents and the County Staffing Officer, even though it
j_‘pleasant to work with inadequate resources, teachers were expected to utilize what was
This was against the background of high poverty levels in Mbita and Suba Sub-
s, hence insufficient resources to facilitate schools. This, should be understandable to
15 if they had honestly intended to teach in the said socio-geographical area. In this
3(4.7%) headteachers suggested that TSC should extend teacher non-transfer bond from

ent Syears to 10 years. This, they thought, would ensure that only applicants who
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“tended fo teach in the specific Mbita and Suba Sub-counties secondafy schools
jobs there with TSC. They explained that some newly-recruited teachers began
sfers from as early as the third year of serviuce in the hope that by expiry of their
r;:i would have followed up with the County ‘Stafﬁng Office adeqii’ately to be granted

However, 11(5%) teachers with transfer intention were of the opinion that the bond

ieduced to 3 years.

n y some teachers sought transfers to schools within the same neighbourhood, the
Staffing Officer explained that he linked this to teacher motivation arising out of
‘r management style. This was because he had experienced cases of some schools with
.;hers applying for transfers and spend}ing many work hours following them up at the
fﬁce. If these had been granted, school teaching activities would be destabilized due to
anges of teachers of some subjects, or further depressed due to lack of teachers to
?them. However, this trend gradually changed upon the change in headteachers by

eling them, transferring them or following headteacher management courses.

'.8 reveals that-all the 222 teachers with transfer intention score a mean of 1.5 which was
W ‘ rating in respect of leadership and facilitation apd hence one would deduce that this
ant scenario leads to transfer intention. On the contrary, the finding as indicated in Table
veals that the 23 teacher without transfer intention respondents realize a mean score of 1.7‘
~ ee’ in respect of school leadership and facilitation. Since this category of teachers do not
to go on transfer from their schools despite the low score , which implies an unpleasant

:} i0, it may be deduced that low rating of school leadership and facilitation may not have
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'hip with in teacher transfer intention. This finding disagrees {)vith Grissém (2011)
,ds that school leadership is key to teacher retention. This is headteachers give
nd necessary support during work-related quagmire that may hinder achievement of
. He cites Mobley (1977) who postulates ‘that under normallc.circumstances, all
;,desire success, in whose absence, turnover desire is fuelled. Such turnover intention

noticed in dwindling levels of employee commitment and identification with the

or they serve. For this study, this assertion does not seem to hold.

gachers without transfer intention respondents as considered school leadership and
to be of a mean rate of 1.7 (Table 4.10). This meant that this work environment
generally ‘unpleasant’ and could lead to teacher transfer intention. Information
chers with transfer intention interviewed, headteachers, and County Staffing Officer
upported these results, by highlighting aspects of school leadership and facilitation that
to teacher transfer intention. Since this category of teachers do not intend to go on
from their schools despite the low score as regards this variable, it may be deduced that
;; dership and facilitation rating cannot result in teacher transfer intention. This disagrees
Z;v (2009) who identifies one of the conditions necessary for teacher retention as
quality school leadership. Pitsoe and Machasia (2012) asserted that high quality of
:eadership shapes school climate resulting in school friendly teacher behaviour displayed

cher intention to stay; and Ackerman (2010) and Armstrong (2009) related positive
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,o indicate one aspect of school leadership and facilitation that makes £hem not to
transfer, all the 23 teachers without transfer intention indicated Not Applicable.
ff hool leadership and facilitation in their schools does not influence their desire to
was therefore driven to infer that school leadership and (facilitation rating by
Mbita and Suba Sub-counties pubiic seconaary schools may not be a factor in
g teacher transfer intention. When asked to indicate reasons why a teacher may not
0 on transfer, 13(57%) teacher without transfer intention interviewed alluded to the
e should sympathize with the headteacher who also finds himself in difficult scenario.
.' ng 2(8%) teachers indicated the fact that either the headteacher will not endorse
liest due to shortage and 8(35%) respondents indicated that the process would not be
k the County Director’s Office even if the headteacher endorsed it at school level. On
13(57%) respondents indicated that one would intend to transfer due to grossly
te resources hindering achievement of! academinc goals and 10(43%) of them due to

I headteachers and their delegatees.

 being contrary to opinion that enhanced headteacher leadership activities motivates
] fo display job-friendly behaviour, among them employee intention-to-stay (Grissom,
'ss;)m & Loebb, 2013; CCSRI, 2007), this finding indicated that school managements
focus elsewhere, such in the school surroundiné community and road network, to
ze teacher transfer intention. It can be realized from data from teacher respondents that
leadership and facilitation aspect of tea:cher work-place conditions extends beyond the
| management choreographed teacher supervision practices and provision of teaching

ies and amenities. This is evident in teachers expecting school managements to address the
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thuggery, theft and robbery by sensitizing school surrounding community of the
ity. This position is opposed to that of headteachers, who seem to be concentrating

ing that teachers attend as many allocated lessons as possible, and distribution of

p and facilitation, teachers are more concerned with threats to themselves as teachers in

ant environment, than with the work itself in the same environment.

hell, findings of this study reveal that all the 222 teachers with transfer intention found
leadership and facilitation unpleasant, evident in the 1.5 mean score (Table 4.8)
e as Low. This low score was associated with use of student and subordinate staff
watchmen and secretary to supervise teachers besides use of written records of daily
attendance which were viewed as dictatorial by teachers. This was in agreement with
by Benedict (2013) in a study of public secondary schools in Kitui West District who
that lazy teachers were not comfortable with hands-on headteacher teacher supervision
misms. In this respect, the teachers in Mbita and Suba Sub-counties public secondary
alleged false victimization and lack of feedback. This was probably meant to imply that

pervision mechanisms were ineffective and hence needed to be changed.

was in' addition to the challenge of thuggery, theft and rol;bery of school property which
,lieved occurred due to lack of headteacher showing leadership by involving the local
inistration and surrounding community in crime control. They associated this vice with
mie attitude of headteachers towards empIO};ees outside the classroom as the threat was not
x ed to school property only. This signals lack of personal safety to an individual employee.

ides they lost vital work tools such as computers and textbooks making their work less
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1an inadequate work environment in terms of old dilapidated buildings, that was not
ed with electricity. Job dissatisfaction in a given institution has also been associated

turnover intention (Mobley, 1977; 1979).

| noting that the reasons given by all the 23 teachers without transfer intention and
hold the opposite position as regards:the dependent variable, the matter of transfer,
e. With a score of 1.7 interpreted as ‘disagree’ and therefore also unpleasant just
been the case for the all the 222 teachers with transfer intention indicates that their
n on school leadership and facilitation had no association with their position as regards
fer intention. This was as confirmed through ANOVA whereby there was realized
ificant relationship (Table 4.9). This finding is not in tandem with available literature
ssociates  school leadership that was unacceptable to teachers with outcomes such as
headteacher conflicts, suspicion between ordinary members of staff and those favoured,
kitchen cabinet, and headteacher initiated transfers , all leading to teacher transfer
(Lagat, 2009; Rosenberg, 2012b; Heitin, 2009). In as much as teachers with transfer
o’s opinion on school leadership and facilitation tended to point to this matter being the
of transfer intention, those without transfer intention similarly indicated that it was
ant. This leads to the conclusion that this variable is not significant factor in teacher
er intention. This was confirmed when the scores were subjected to analysis of variance

h determined it as insignificant.
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iship between School Appreciation and Orientation and Teacher : Transfer
was sought from secondary school all the 222 teachers with transfer intention and all
hers without transfer intention by use of questionnaire. All thé<222 teachers with
ention were subjected to an rating scale whereby they were expected to rate as to
f8 statements regarding specified school appreciation and orientation elements
ated as very low, low, high, or very iligh in tI;eir schools. The outcome that gives a
pression of school appreciation and orientation scenario in secondary schools in Mbita
}5; b-counties as per the views of the said teachers was as presented in Table 4.11.

1 shows rating by teachers with transfer intention as regards school appreciation and

1 in their schools.
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Rating by Teachers with Transfer Intention as Regards School Appreciation
on in their Schools

:chool Appreciation and 1 2 3 4 T M

| “What is the rating of my school
99

rd, recognition and motivation
chers find work meaningful and 92 97 33 0 352 1.6

ith giving credit than taking it 91 100 31 O 384 1.7
ovative solutions to school 33 185 4 0 415 1.9

'-'*'.._ of teachers for their work » 57 163 2 0 389 1.8
' 1.8
.ff‘ aff in new personal and professional 194 13 5 0 230 1.0
g a commitment to learning based on 16 85 91 30 579 2.6
her behaviour

ng teachers about TSC code of conduct 0 17 48 157 806 3.6

g opportunities for relevant professional 69 141 12 0 387 1.7

2.0

149 Very Low rating (VL); 2=1.5-2.49 Low rating (L);
High rating (H); 4=3.5-4.0 Very High rating (VH)

1¢: Sum

study, the variable school appreciation and orientation was considered from two aspects:

s teacher reward, recognition and motivation, all the 222 teachers with transfer intention
d a mean of 1.8 interpreted as low rating (Table 4.11). This was drawn from the following
s mean scores ; helping others find work meaningful and important had 1.6, concerned with

credit than taking it had 1.7, developing innovative solutions to school problems had 1.9,




r:n g of teachers for their work had 1.8. This refers to the manner in which school
it would boost teacher morale. This means that the scenario as regards teacher
ognition and motivation was ‘unpleasant’. When asked to identify the aspect of
jard, recognition and motivation that may lead them to teache“rr.transfer intention,
ieacher with transfer intention cited bias reward, and no recognition or anomie
school management. The remaining 149(67.2%) teacher with transfer intention

ts cited lack of respect for teachers by school management.

s the second aspect of school appreciation and orientation, teacher induction, coaching
forship all the 222 teachers with transfer intention had scored an average of 2.1
d as ‘low’ (Table 4.11). This was drawn from the following items mean scores ;
g staff in new personal and professional ventures had 1.0, modelling a commitment to
astd on headteacher behaviour had 2.6, reminding tgachers about TSC code of conduct
"‘policies had 3.6, and allowing opportunities for relevant professional development had
s refers to the manner in which school management would enhance teacher knowledge
s for performing of the job. According to 91 (4 1.%) respondents, headteachers were in
lof hiding or with-holding invitation letters, only releasing them once it was too late for
er to attend seminars or workshops while 56(25%) of the respondents noted the
ing of teacher mentors from school ‘kitchen cabinet’ who were partisan and blind to
‘ent anomalies. The remaining 75(34%) indicated that based on headteacher bias,
¢ indtction programmes were organized without of adequate consultation of the target

ciaries, namely the teachers.
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) the significance of relationship between school appreciation and orientation and
nsfer intention for teachers with transfer intention in public secondary schools in
‘Suba Sub-counties ANOVA was applied. The following were the findings as

n Table 4.12. "

2 shows analysis of variance ANOVA output for school appreciation and orientation
sus teacher transfer intention scores.

12: ANOVA for School Appreciation and Orientation Scores

Teacher Transfer Intention Scores

Sum of Df Mean F Sig.
Squares Square
5.021 22 .846 4.471 .036
Groups 50.536 199 .189
| 55.557 221

fa provides statistically insignificant evidence about there being a relationship between
.ppreciation and orientation and teacher Fransfer intention. One way ANOVA reveals that
/1, df =221, with a significance level of 0.036 at a p-value of 0.05, the hypothesis that
s no significant relationship is rejected. However, ANOVA only gives an indication that
ariable had significant effect, hence it was necessary to establish the magnitude of
bution by the variable in the relationship with teacher transfer intention.

regaid, the following Tukey’s post hoc test was applied:

g (k " I)MS Within
1 + MS Within

C
~~ Between

SS.

Tota
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ude of effect of teacher appreciation and orientation in its relationship with teacher
tention was 0.090. This shows that, overally, school appreciation and orientation as an
| variable contributed 9.0% variance in the teacher work-place conditions relationship
er transfer intention. o

ppreciation and orientation was comprised of 2 parts, that is teacher reward, recognition

ﬁon, and teacher induction, coaching and mentorship. It was therefore necessary to
’u magnitude to which each one of them contributed to the overall school appreciation
atation score. ANOVA was applied and the findings are as displayed in Table 4.13.

13 shows analysis of variance (ANOVA) output for individual elements of school

tion and orientation versus overall school appreciation and orientation score

Versus Overall School Appreciation and Orientation Score
: Sumof df - Mean F Sig.
Squares Square

Between Groups ~ 18.7643 20 101 521 .047

Within Groups 13.6547 201 - .111
Total 32.419 221

Between Groups ~ 28.4111 23 047 1.098 .035

Within Groups ~ 40.0529 198 -099
Total 68.464 221

ards each of the 2 elements of school appreciation and orientation, the data in Table 4.13
s statistically significant evidence about there being a relationship between teacher
I, recognition and motivation and teacher transfer intention. One way ANOV A reveals that

21, df=221, with a significance level of 0.047 at a p-value of 0.05, the hypothesis that there
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mificant relationship is rejected. In addition, the data also provides statistically

;cvidence about there being a relationship between teacher induction, coaching and
; and teacher transfer intention. One way ANOVA reveals that F=0.204, df=221, with
ance level of 0.035 at a p-value of 0.05, the hypothesis that thére is no significant
ip is rejected. However, ANOVA only gives an indication that the variable has
contribution to overall school appreciation and orientation score, hence it was
'to establish the magnitude of contribution by each aspect of the variable to school

jon and orientation’s relationship with teacher transfer intention.

ukey’s post hoc test, the magnitude 'of effect of teacher reward, recognition and
on to overall school appreciation and orientation score in its relationship with teacher
.tention was 0.573. This showed that teacher reward, recognition and motivation as a
wverall school appreciation and orientation score contributed 57.3% to this variable in its
;“i ip with teacher transfer intention. In addition, the magnitude of effect of teacher
n, coaching and mentorship to the overall school appreciation and orientation score in its
:jh with teacher transfer intention was 0.412. This implied that teacher induction,
» and mentership as a part of overall school appreciation and orientation score
ited 41.2% to this variable in its relationéhip with teacher transfer intention. The sum of
reward, recognition and motivation, and teacher induction, coaching and mentorship
post hoc test revealed that the absolute content of the questionnaire reflected 98.5% of

e variable school appreciation and orientation score represented in its relationship with

transfer intention rating. The remaining 1.5% would be attributed to other aspects of

93



<

preciation and orientation not included in the questionnaire and errors due to

0 a scale whereby respondents were expected to indicate their opinion as regards
specified school appreciation and orientation elements rated “High” by indicating

gree, Agree, Disagree and Strongly Disagree. The results were as displayed in Table

14 shows teacher without transfer intention perception on rating of school appreciation

atation as “High” in their schools.




4.14: Teacher Without Transfer Intention Perception on Rating of School
eciation and Orientation as “High” in their Schools (N=23)

school management rates high in...” the 1 2 3 4 T Mean
ying elements of school appreciation and

her reward, recognition and motivation
ing us find our work meaningful and important 10 6 7 =~ 0 41 1.8

with giving credit than taking it 15 3 5 0 26 1.1
uraging us to develop innovative solutions to 1110 2 0 37 1.6
ol problems
gnizing us for our good work 4 7 0 2 36 1.6
total Average = = . - - 1.5

cher induction, coaching and mentorship
icipating with staff in new personal and 8§ 12 2 1 42 18
essional ventures
deling a commitment to learning based on 0O 2 9 12 79 34
adteacher behaviour

gularly reminding us abéut TSC code of conduct 0 0 0 23 92 40

owing opportunities for our relevant professional 16 7 0 0 30 1.3

1.0-1.49 Strongly Disagree (SD); 2=1.5-2.49 Disagree (D);

2.5-3.49 Agree (A); ‘ 4=3.5-4.0 Strongly Agree (SA)

=Total Sum '

§ regards teacher réward, recognition and motivation, all the 23 teachers without transfer
fention scored a mean of 1.5 interpreted as low rating (Table 4.14). This was drawn from the
,Wowing test item mean scores; helping teachers find their work meaningful and important had
8, concerned with giving credit than taking it had 1.1, developing innovative solutions to
0 problems had 1.6, and recognizing of teachers for their work had 1.6. This meant that the

jork situation as regards this aspect was ‘unpleasant’. When asked to identify the issue relating

b teacher reward, recognition and motivation that may lead to teacher transfer intention, all the
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acher without transfer intention cited non-recognition as a matter that could lead teachers to
d to transfer. This was presented through people taking too long to be promoted according
)(52.2%) teachers without transfer intention while 11(47.8%), cited inadequate teacher

yational activities through trips, gifts, certification and cash awards by school managements.

n interviewed, 5(23.8%) out of all the 21 teachers with transfer intention indicated the need
‘eédteachers to be seen to be: appraising teachers and forwarding the outcomes to TSC
ces for action; and issuing letters of recommendation and certificates for staff input and
vements. Besides, one interviewee opined that individual teachers may pursue promotions,
hemselves, at the relevant offices. To this end, the said respondent added that headteachers

ded to allow teachers with such interest leaves of absence without a grudge.

nilarly, poor prospects of being promoted soon or low chances for one to fill upcoming senior
ancies in individual schools was indicated by all the 21 teachers with transfer intention
1 iewed as the reason for which they intended to transfer from their schools. Personal
nefits that arise, or are hoped for, out of long service in an organization may be attractive to
e extent that they, alone, control employee turnover intention (Grissom, 2011). Such benefits
gy include appointment to prestigious managerial positions or promotion to higher salary
gles. In the cases of secondary schools, these may be to headteacher, deputy headteacher and
ead of department positions. In this respect, forga teacher“who aspires positions of responsibility
:. is therefore motivated by such, it would be unwise to relocate to other schools where

ances of promotion may be more obscure.
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gards the second aspect of school appreciation and orientation, teacher induction, coaching

jentor;hip, all the 23 teachers without transfer intention had scored an average of 2.6
e’ (Table 4.14). This was drawn from the following test item mean scores; participating
;, aff in new and professional ventures had 1.8, modelling a commitmeﬁt- to learning based
gadteacher behaviour had 3.4, reminding £eachers about TSC code of conduct and other
ies had 4.0, allowing opportunities for relevant professional development had 1.3. This
nt that the teacher induction, coaching and mentorship scenario was ‘pleasant’. Some
5.2%) teachers without transfer intention indicated that headteachers used personal bias in
mizing for teacher in-school induction programmes. These often did not match teacher
uction needs. The remaining 8(34.8%) respondents reported that because of non-consultative
gement approaches, headteachers repeatedly exposed a section of the staff only, often
mbers of the ‘kitchen cabinet’, to external wqushops and seminars. This created rifts within
staff, the majority against the favoured, sometimes ending up in bitter verbal exchange,

'ting in poor staff relations that inspired teacher transfer intention.

ferature associating good induction and mentorship with teacher intention to stay abounds.
ong these are Ariko and Othuon (2012) which identified poor mentorship as one of the
ctors that influenced teacher transfer requests in Suba District (now Mbita and Suba Sub-
unties); World Bank (2005) which suggested that school managements enhance induction of
ly-recruited teachers to control their desire for transfer; and Tooley (2014) who asserts that
quality teachers are retained by high quality introductory encounters and sustained moral
j)port following induction. These arguments largely agreed with the findings of this study

thich indicate that all the 23 teachers without transfer intention perceive school appreciation and
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ation as low and do not intend to go on transfer (Table 4.14). All of them rall the 23
IS without transfer intention just like all the 21 teachers with transfer intention interviewed,
that poor induction, coaching and mentoring practices in their schools could lead them to
d to transfer. For this category of respondents without transfer intenéian, it was pleasant

2it could be the reason inspiring their lack of transfer. intention.

sadteacher admitted that discrimination in making staff appointments based on gender,
"sm and tribalism which was identified by teachers with transfer intention and teachers
out transfer intention was inevitable. This was because Mbita and Suba Sub-counties schools
I‘generally clan-based, with political expectations of school locale. Failure to meet these a
:eacher'would most likely be evicted by public demand. This meant that headteachers were
gtimes biased for their survival. Being politically expedient, 3(13%) headteacher respondents
ed that they did not balance clearly acceptable parameters of age, experience and merit in
motions or appointment to school positions. One of them édded that even the County Staffing
icer faced such pressure from stakeholders: churches that sponsor schools, community
e é, members of parliament, and associations of former students. Such undue pressure was
'iz noted among public secondary school headteachers in Kitui West District iﬁ appointing

hers to attend workshops and seminars (Benedict, 2013).

sed on the questionnaire responses from all the 23 teachers without transfer intention
ndents as considered from its two aspects of teach@r reward, recognition and motivation,
: induction, coaching and mentorship, which form school appreciation and orientation had a
an rate of 2.1. This was is interpreted as a low rating (Table 4.14) meaning that, on the whole,

liis work environment variable was generally ‘unpleasant’ and thereby could lead to teacher
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r intention. Information from teachers with transfer intention interviewed, headteachers,

Jounty Staffing Officer went on to support, by further highlighting aspects of school
ciation and orientation that could lead to teacher transfer intention. Since this category of
do not intend to go on transfer from their schools despite the low éb’ore as regards this
le, it may be deduced that school appreciation and orientation rating may not result in
er transfer intention. As regards school appreciation, Deal and Peterson (2009) argue that
ers work best and longest for school managements that reward their effort. This, they
in depends more on school locale involvement than on employer designed working

tions which are rather generalized for teachers regardless of school realities.

finding was that school appreciation and orientation generally rated low by teachers with
sfer intention, at a mean of 2.0 as in Table 4.11, as well as by teachers without transfer
ion who indicated ‘disagree’ as to whether this aspect would rate ‘high’, at a mean of
Table 4.14). This meant ‘unpleasant’ scenélrio of séhool appreciation and orientation. In
'pn, when asked to indicate one aspect of school appreciation and orientation makes them
fo desire to go on transfer, 7(30%) of the all the 23teachers without transfer intention
icated Not Applicable; 5(22%) indicated motivational trips, 3(13%) indicated certification
u for recognition , and 8(35%) indicated holding positjons of responsibility. This showed
tin this éegment, teacher reward, recognition and motivation was of more value than teacher
; ction, coaching and orientation. This was confirmed by all the 23 teacher without transfer
ention respondents who while not identifying any reason why a teacher would not intend to go

 transfer in this respect, explained that a teacher would intend to transfer due to demeaning
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mal ventures. This means school appreciation and orientation in their schools does

 their desire to stay.

w gfeement, all the 21 teachers with transfer infention interviewed icientiﬁed demeaning
onal engagements to inspire their need to transfer. They highlighted the following: upon
ment in school KCSE mean-score, they were awarded- some, blankets, utensils or
ple electrical appliances; 200/- for every grade ‘A’ in a teaching subject after 4 years
t’hereas elsewhere it won as much as 1,000/-; a lunch trip to Kisumu or Homa Bay
e or such other un-thought-out venues; some, a paid-for compulsory trip to the coast of
\ Kampala in Uganda, or to Mwanza in Tanzania with minimal out-of-station allowance,

ndicating money less than 5,000/- for a one week outing; or just being mentioned at an

bly of parents.

pect of the cash value of motivation for izndividualu teachers, the County Staffing Officer
at, on several occasions, he had sensitized headteachers about school fund usage with
_;accountability. This was in apparent reference to Chapter Six of Kenya Constitution
on leadership and integrity which is operationalized through the Public Officer Ethics
"hapter 183: 6: 76: Sectionl-3) on financial probity .Of state officers. It stipulates that a
officer shall not use his office to improperly enrich himself or others. In addition, he may
cept a gift given to him in his official capacity, but unless the gift is a non-monetary gift
does not exceed 5000/- value as prescribed by regulation, such a gift shall be deemed to be a

i"c the public officer’s organization (TSC, 2003). This implies that the worth of specific
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al motivation or gift for a given teacher should not, in public perception, espouse

misappropriation or corruption. /

MA?EW
IVERSITY

with transfer intention said, “Our headteacher shows open bias when dealmgwith

matters that touch on teachers beyond his world of work. These, none-the-less have
motivational influence”. The respondent gave the example of headteacher selectively
upport and attending funerals at homes of some members of staff, in favour of the
vjinsiders, the ‘kitchen cabinet’. This made many teachers feel unwanted, hence the urge
fer to other schools in the surrounding whose headteachers were perceived to be more
friendly, or just in protest. One headteacher agreed that it was natural to show bias
s teachers who exhibited motivation in their work. For instance, in his case, he did not
. y consider teaching experience as a prerequisite for internal appointments to positions
 Heads of Department. Besides, based on relative degree of vulnerability, the headteacher
:‘ed gave priority to female teachers with regard to school housing allocation. This, he
disappointed prospective teachers. In this regard, according to Fleener, Smither,
er, Brudy and Sturn (2010), leéders often misapply their intentions with unexpected

5, thereby working against organizational objectives.

nal information from teachers with transfer intention interviewed revealed that matters
_{; to school appreciation which inspired teachers to intend to transfer from their schools
‘non-recognition of effort by school management according to 2(9.5%) respondents; bias in
er reward as reported by 7(33.3%) respondents. Another motivating factor which made

{0 intend to transfer from their schools was prospective benefits from school performance

101



dicated by 10(49.5%) teachers with transfer intention intervie%ved. Acco?ding to
the work of teaching, in itself, may be rewarding to the teacher thereby enhancing his
n to work as propounded by Herzberg’s 2-factor-theory of job satisfaction. In a school
,;-n ong the many factors that may enhance teacher motivation to tfansfer are; student
» pérformance, student non-academic performance and behavioural outcomes, school

erception (Pitsoe & Machasia, 2012; Waititu, 2013; Kukla-Acevedo, 2009).

. pect, the County Staffing Officer arguéd that it was the headteachers who needed to be
| to appreciate their role first, before they would effectively transfuse school goals to
jin their schools, either in person, or through proxies. This was not in agreement with
ertion by 2(3.2%) headteacher respondents and 4(19%) teachers with transfer intention
ewed who explained that it was rather difficult to induct experienced teachers, particularly
yho had been involuntarily transferred from ‘bigger’ schools to the ‘small” schools within
‘}u Suba Sub-counties. The County Staffing Officer, being in concurrence with Benedict
) emphasized the value of headteacher supervisory mentorship to avert effects of

ntary placement to job positions of responsibility or transfer to schools.

J with the position taken by all the 222 teachers with transfer intention who also
'y scored ‘low’ meaning ‘unpleasant’ with a mean rate of only 2.0 (Table 4.11) and
d to transfer. This leads to associating school appreciation and orientation with teacher
inte;ltion. This may be due to the significant relationship, at 1.9% variance, which meant
despite the seemingly minimal relationship, it cannot be taken for granted. This agrees with

ey (2014) who considered teacher intrinsic motivation to be higher than money as an
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motivator. In addition, Toéley (2014) and UNESCO-IICBA (2011‘) contend that, the
mployee is treated by management or its proxies in instances of uncertainties determines

g the employee is likely to resist enticement from organizational competitors.

e realized from data from teacher respondents that school appreciation and orientation
of tealcher work-place conditions extends beyond the school management choreographed
' eward, recognition and motivation, and teacher induction, coaching and mentorship.
S evident in teachers expecting school managements to address these aspects by
ing them in unbiased ways beyond what was not only unaffordable by schools, but also
unacceptable for the government and other school stakeholders. This position is
ed to headteachers, who seem to be instituting measures which selectively motivate a few
jzs at the expense of the majority, sometimes for political expedience. However, it is worth
g that as regards school appreciation and orientation, teachers are more concerned with
ures that would benefit themselves regardless of what this would entail for the work itself

¢ same environment.

‘utshell, findings of this study reveal that the all the 222 teachers with transfer intention
d school appreciation and orientation unpleasant, evident in the 2.0 mean score (Table 4.11)
mpreted as very low. This low score was associated with demeaning motivational
agements which were of relatively low monetary value such as blankets, 200/- for each grade
after foﬁr years of toil and poorly facilitatéd trips. This however, could not be addressed
ed on the fact of high poverty in the region (Republic of Kenya, 2008b) hence parents could

tbe asked to pay in more money. According to the TSC County Staffing Officer, demand for
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than parents were already unable to pay would be immoral. This ar;gument wéuld be
'_d on TSC Code of Conduct and Ethics which prohibits teachers from accepting gifts or
d due to performance of their duties that was worth more thén 5,000/-. This would raise
ship and integrity issues as indicated in chapter 6 of the Kenya Constitution (2010). This
n addition to bias response to teacher welfare needs such as to attending funerals, and staff
.‘alloca_tion, besides bias appointment to positions of responsibility and recommendation for
rvice workshops and seminars. Fleener, et, al.(2010) identify unfairness as a leadership

acteristic as demotivator towards common organizational good.

worth noting that the reasons given by the all the 23 teachers without transfer intention and
efore hold the opposite position as regards the dependent variable, the matter of transfer,
e the same. With a score of 2.1 interpreted as ‘disagree’ (Table 4.14) and therefore also
leasant just like had been the case for the all the 222 teachers with transfer intention (Table
1) indicates that their perception on school appreciation and orientation may be assumed to
¢ had no association with their position as regards teacher transfer intention. This was also
impression created by one sample test. However, ANOVA to establish the relationship
tween school appreciation and orientation and teacher transfer intention confirmed otherwise
¢ it reveals a significant association. This finding of existing association is in tandem with
ailable literature which associates appreciation and orientation as motivators which enhance

b satisfaction and hence high teacher retention (Rosenberg, 2012b) .

is worth noting that as regards school appreciation and orientation , the scores from both
achers with transfer intention and those without transfer intention, indicated that the overall

thool scenario in this respect was unpleasant. However, when the scores of teacher with transfer
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fion were subjected to analysis of variance, it revealed that it was a significant contributor to

er transfer intention.

(

Relationship between School Work- community -cooperation and Teacher Transfer

egards school work- community -cooperation in secondary schools in Mbita and Suba Sub-

ities, the responses for teachers with transfer intention are recorded in Table 4.15.

le 4.15 shows rating by teachers with transfer intention as regards school work- community -

peration in their schools.



e4.15: Rating by Teachers with Transfer Intention as Regards School Work-

munity -cooperation in their Schools

ents of School Work —Community- 1 2 3 4 T M
peration: “What is my rating of my school

agement in....?” <

cher welfare and interpersonal relations

lving staff in decision making for work 153 56 13 0 304 14

. ctively confronting and managing staff 40 148 34 0 438 2.0

(=]

ommodativeness when teachers raise concerns 9 91 32 37T In¥
wing free presentation of personal problems to 56 141 25 0 413 1.9
staff

-total Average 1.8

cher safety and security, and student discipfine
laging institutionalized complaint procedures 206 13 3 0 241 1.1
viding a stable, safe and secure work 166 39 17 0 295usd

‘r? of rules and regulations, and consequences of 18 75 129 0 555 25

lolding self-respect and respect for others 94 104 24 0 374 1.7
b 1.7
1.8

3_10'-1.49 \;ery Low rating (VL); 2=1.5- 2.49 Low rating (L);

25-3.49 High rating (H); 4=3.5-4.0 Very High rating (VH)

] etal Sqm

this study, the variable school work- community -coopefation was considered from two
pects: teacher welfare and interpersonal relations, and teacher safety and security, and student
scipline. As regards teacher welfare and inteljpersonal ;rel'ations, the all the 222 teachers with
nsfer intention scored a mean of 1.8, that is low rating (Table 4.15). This was drawn from the
llowing items mean scores ; involving staff in decision making for work collaboration had 1.4,
mstructively confronting and managing staff differences had 2.0, accommodativeness when

achers raise concerns had 1.7, and allowing free presentation of personal problems to staff had

9. This refers to matters that enhance wellbeing of a teacher in so far us survival within a
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and non-human environment is concerned. This meant that the work situation z;s regards
r welfare and interpersonal relations was ‘unpleasant’. Related to this, when asked to
fy the aspect of teacher welfare and interpersonal relations that led them to have teacher
r intention, lack of proper housing in the surrounding was citedl‘ ‘as a reason why

9.5%) teachers.

eacher with transfer intention interviewed explained that he felt too important in society to
In ‘mabati’ housing that was available, coupled with its filthy, fishy, insecure, congested
inding. He appreciated the fact that this was the only available alternative since his
place had no staff housing, adding that he could not divorce staff housing, whether
utional or not, from staff work situation.: This was confirmed by one headteacher who
i that housing deficiency was so serious in the surrounding of his school that locals who had
with descent houses, staying in towns allowed teachers to stay in these houses as they
ht alternatives. These were sometimes found quite a distance from schools. When asked to
cate what inspires their need to transfer from the school, 17(80.9%) teachers with transfer

ition interviewed indicated staff housing; its unavailability, its inadequacy or its unfriendly

ddition, the questionnaire also revealed that as regards teacher welfare and interpersonal
ions, teachers with transfer intention indicated that the following led them to intend to
sfer from their schools: many unresolved conflicts and biased conflict resolution by
dteachers according to 38(17.1%) respondents. The other reason was school management
mie attitude towards teacher welfare issues of lunch programmes, health, security,

icational advancement, family concerns, and staff housing quality as reported by 44(19.8%)
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fransfér intention respondenfs. However, 4(6.3(%) headteachers explained that they
aged school housing on behalf of BoM, but also noted that it was not their obligation to
ide teacher housing since all teachers were paid house allowance. Teachers could therefore
for non-school housing, particularly if they were dissatisfied with what \;vés available within
precincts of the school, or if the school was still too small to prioritize staff housing. In this
ct, one headteacher said he had agreed with school management to renovate school houses

¢ it was convenient for enhancing teacher-student contact hours.

regards the second aspect of school work community cooperation, teacher safety and security,
i student discipline teachers with transfer intention scored an average of 1.9 interpreted as
w' (Table 4.15).This was drawn from mean scores whereby; managing institutionalized
mplaint procedures had 1.1, providing a stab}le, safe e;nd secure work environment had 1.3,
rity of rules and regulations and consequences of behaviour being clear to all had 2.5, and
holding self-respect and respect of others had 1.7. This refers to work environmental factors
at would sustain psychological harmony to enhance teacher job performance. This is also
itributed by the nature and level of student discipline which leads to either presence or lack of
ace. This.meant that the work situation as regards teacher safety and security, and student
iscipline was ‘unpleasant’. According to 33(15%) respondents, during dry seasons, teacher
.using break-ins both within and without the school compound, were almost an ordinary
ccurrence, both during the day and at night.} There were also threatening night-runners as
orted by 29(13%) respondents; and lack of electricity as reported by 59(26.6%) respondents.

0 relation to this, some 7(33.3%) teachers with transfer intention interviewed alleged that they

wspected that thuggery within the school staff housing was organized by some students and

108




school subordinate staff. Two headteachers admitted that in their schobls, theft aﬁd break-
rep‘orted mostly during school holidays when a number of teachers were away, leaving
houses without caretakers. This finding was in agreement with Waititu (2013) who
ed factors influencing teacher turnover intention in“public high schoolé in Limuru District
Ited that teachers feared for their lives due to frequent cases of theft, thuggery and robbery

ed both within the school and in its surrounding.

tablish the significance of relationship between school work- community -cooperation and
er transfer intention for teachers with transfer intention in public secondary schools in

aand Suba Sub- counties, ANOVA was applied. The findings were as displayed in Table

e 4.16 shows analysis of variance (ANOVA) output for school work- community -
peration scores versus teacher transfer intention scores.
le 4.16: ANOVA for School Work- community -cooperation Scores versus

icher Transfer Intention Scores

Sum of Squares Df Mean - F Sig.

Square
. ' 16.5
een Groups 24.601 21 2.956 46 .000
ithin Groups 24.384 200 179
( 48.985 221

¢ data provides statistically significant evidence about there being a relationship between
‘:1 work- community -cooperation and teacher transfer intention. One way ANOVA reveals
t F=16.546, df =221, with a significance level of 0.000 at a p-value of 0.05, the hypothesis

lat there is no significant relationship between school work- community -cooperation and
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er transfer intention is rejectéd. However, ANOVA only gives an }ndication J that the
1e has significant effect, hence it was necessary to establish the magnitude of contribution
¢ variable in the relationship with teacher transfer intention.

g Tukey’s post hoc test, the magnitude of effect of school work- commur;ity -cooperation in
lationship with teacher transfer intentiop was 0.500. This shows that school work
munity co-operation as an individual variable contributed 50.0% in the relationship with
her transfer intention. However, this variable was comprised of 2 elements, that is teacher
fare and interpersonal relations and teacher safety and security and student discipline. It was

gssary to establish the contributory level of each of these aspects to the overall school work-

Imunity -cooperation score as was determined in Table 4.17.

e 4.17 shows ANOVA output of individual elements of school work- community -
peration versus overall school work- community -cooperation score

ble 4.17: ANOVA of Individual Elements of School work- community -cooperation

ires Versus Overall School work -community -cooperation Score

Sum of df Mean F Sig.
Squares Square
sacher welfare and
Between Groups 89.0056 23 A11 328 .031
terpersonal relations
| Within Groups 101.6453 198 . 221
Total 190.6509 221
cher safety and
curity, and student Between Groups 77.6574 22 .035 2.907 .043
scipline
Within Groups 104.6705 199 119

Total 182.3279




ards each of the 2 elements of échool work community cooperation, the kdata in Tagle 4.17
s statistically significant evidence about there being a relationship between teacher
l, welfare and interpersonal relations and teacher transfer intention. One way ANOVA
that F=0.328, df=20,201, with a significance level of 0.031 at a p—;‘/alue of 0.05, the
jesis that there is no significant relationship is rejected. In addition, the data also provides
ally significant evidence about there being a relationship between teacher safety and
ty, and student discipline and teacher transfer intention. One way ANOVA reveals that
07, df = 22,199, with a significance level of 0.043 at a p-value of 0.05, the hypothesis that

1$ no significant relationship is rejected.

ever, ANOVA only gives an indication that school work- community -cooperation has
ficant effect, hence it was necessary to establish the magnitude of contribution of each of the
pects of the variable in its relationship with teacher transfer intention. Using Tukey’s post
t, the magnitude of effect of teacher welfare and interpersonal relations to school work-
munity -cooperation in its relationship with teacher transfer intention was 0.466.This
ved that teacher welfare and interpersonal relations as a part of overall school work-
munity -cooperation score contributed 46.6% to school work- community -cooperation in its

ionship with teacher transfer intention.

addition, the magnitude of effect of teacher safety and security, and student discipline to
ool work- community -cooperation in its relationship with teacher transfer intention was
4. This meant that teacher safety and security, and student discipline as a part of overall

ool appreciation and orientation score contributed 42.4% to school work- community -




ration in its relationship with teacher transfer intention. The sum of (teacher welfare and
ersonal relations, and teacher safety and security, and student discipline through post hoc
evealed that the absolute content of the questionnaire reflected 89.1% of what the variable
)| worlg- community -cooperation score represenfed as regards teachér‘-transfer intention

9. The remaining 10.9% were the subject of measurement errors and other aspects of school

- community -cooperation that were not considered in the questionnaire.

'mplement data from the all the 222 teachers with transfer intention, information was also
it from all the 23 teachers without transfer intention who were asked to indicate their
jon on an ‘agreement” scale as regards whether school work- community -cooperation rated
b in theair schools. They indicated their opinion as regards whether specified school work-

munity -cooperation elements rated “High” by indicating Strongly Agree, Agree, Disagree

Strongly Disagree. The outcome is displayed in Table 4.18.

le 4.18 shows teacher without transfer intention perception on rating of school work-

imunity -cooperation as “High” in their schools.
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4,18: Teacher Without Transfer Intention Perception on Rating of School

- community -cooperation as “High” in their Schools (N=23)

chool management rates high in...” the following 1 2 3 4 T Mean
nts of school work -community -cooperation (
ler wel‘fare and interpersonal relations

v ;ng staff in decision making for work collaboration 11 6 6 0 41 1.8

g staff to constructively confront and manage their 13 8 2 0 35 1.5

cher safety and security, and student discipline

aging institutionalized complaint procedures 9 4 5 5 52 23

iding a stable, safe and secure work environment 14 7 2 0 34 1.5
s and régulations, and consequences of behaviour 6 11 4 2 48 2.1
‘r clear to all

olding self-respect and respect for others 8§ 12 3 0 41 1.8

erall Mean : . 1.8

0-1.49 Strongly Disagree (SD);  2=1.5- 2.49 Disagree (D);
.5-3.49 Agree (A); | 4=3.5-4.0 Strongly Agree (SA)
Total Sum

,regards teacher welfare and interpersonal relations, all the 23 teachers without transfer
ention scored a mean of (1.7) interpreted as low rating (Table 4.18). This was drawn from the
llowing test item mean scores; involving staff in decision making for work collaboration had
8, helping staff to constructively confront and manage their differences had 1.5, feeling
omfortable when we raise concerns that are important to us had 1.4, and allowing free

esentation of our personal problems had 2.1. This meant that the work situation as regards
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welfare and interpersonal relations was ‘unpleasant’. When asked to identify reasons that
ad teachers to intend to transfer, poor human relations was identified by 9(39.1%)
s without transfer intention highlighting conflicts between teachers and students,
s, headteachers, and parents. Similarly, 6(28.6%) teachers w1th transfer intention
ewed - explained that in a tension-packed environment, teachers feel psychologically
ned. This was unlike in a warm work environment whereby teachers invested in
;; ng such relations, hoping that they lasted as long as possible. Teachers being social
 develop attachments to human and non-human endowments in a work environment. Over
od of time, such social investment grows. Upon relocation, a teacher may feel a degree of

1al loss, hence such fear makes certain employees to avoid changing jobs (Quick & Nelson,

yiew revealed that one teacher with transfer intention believed that teachers intended to
fer because headteachers had failed to enhance staff welfare activities such as through
ance and counselling, and by not organizing team building excursions. This respondent also
ained that headteachers had avoided facilitating the transfer of teachers with irreconcilable
erences before the conflicts become infectious in the staff. This was necessary to avoid
_ous conduct (Republic of Kenya, 2008c) which once in a while witnessed in abhorrent
iting matches between staff. As stated by 3(14.3%) teachers with transfer intention
rviewed, headteachers should engineer the handling and management of the causes of

flict.
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if, or inadequate school housing as a reaéon why a; teacher could ir;tend to trénsfer from
schools was noted by 14(60.9%) teachers without transfer intention. The substantial
tage identifying this challenge concurred with the 140(69.5%) teachers with transfer
on. A headteacher lamented, “Some teachers expect the headteachefof a school to be a
human, pre-empting all their difficulties, having appropriate formulas in place in time to
ate or‘solve them, and be receptive to blame in case of anomaly or failure”. This
eacher gave the example of a teacher whose house caught fire from his neighbourhood,
transported his family to the school compound, next to the administration office. The
er expected to be provided with alternative! accommodation. The fact that just like himself,
leadteacher was also not expecting the fire, and that there were no vacant rooms in the
ol compound notwithstanding. Further, one teacher with transfer intention interviewed
ied to support this position by arguing that the headteacher should be more experienced and

¢ mature in age to guide and counsel teachers, and to play a pseudo-parenting role when need

regards the second aspect of school workv- community- cooperation, teacher safety and
writy, and student discipline for which all the 23 teachers without transfer intention had scored
average of 1.9 ‘disagree’. This was drawn from the following test item mean scores;
naging institutionalized complaint procedures had 2.3, providing a stable, safe and secure
ok environment had 1.5, rules and regulations, and consequences of behaviour being clear to
‘.had 2.1, and upholding self-respect and respect for others had 1.8.This meant that the work
uation as regards teacher safety and security, and student discipline was “unpleasant’. All the

j teachers with transfer intention cited school community responsibility in threatening teacher



place safety and security. Accordmg to 20(86. 9%) teacher respondents this was by way of
'z themselves breaking into teachers’ houses organizing with outsiders who rob teachers,

g unpleasant reports about some teachers and in response, the community gets angry and
shes concerned teachers through thuggery, and witnessing theft or robbe‘iy and not reporting
:‘ er school or community authorities, thereby abetting crime. This report shows that there
evident unfriendly-suspicious relations between some teachers and their students that led to
:intention to transfer. It was reported by one teacher with transfer intention interviewed that
dteachers reluctantly addressed student indiscipline. Only 3(13.1%) blamed subordinate staff

olvement for such discomfort.

cording to the County Staffing Officer, regardless of the number of seminars and workshops,
| however detailed the headteachers’ management guide books may be, the role of the
dteacher in school teacher management may never be exhausted. In this regard, the study
jealed that teachers expect headteachers to participate in addressing their needs and fears
yond the ;fonnal work environment. This seems to have been implied by three headteachers
spondents who had argued that there was no clear boundary between the work environment
ith intertwining teacher public interests guided} by TSC policy and other innumerable teachers’
in-school public-private interests on non-work environment. They explained that there were
‘ ances when headteachers have used school vehicles to rush members of teachers’ families to
spitals, have participated in educational or medical fundraising; and have assisted teachers in
nding housing in the surrounding. This was despite the fact that TSC provides housing and

edical allowances thereby expecting teachers to address these matters on their own. Since
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aising is a private affair, a teachers is expected to live within their means to avoid threats of
embarrassment to himself and the employer (Republic of Kenya, 2008).
esearcher perused a file in which, of the 14 transfer requests that had t;een prioritized for
deration by the County Staffing Office, 3(21.4%) transfer applicants had indicated the need
, family, while 11(78.6%) transfer applicants were for medical reasons. In the non-
itized files, besides the said reasons was the element of thuggery. All the 14(100%)
" ts h.ad outlived the TSC Syear non-transfer bond. However, such prioritization did not
ate any immediacy, because it was the duty of the County Staffing Office, in conjunction
;the TSC headquarters, to responsibly coorfiinate area school staffing and redistribution of
hers. The County Staffing Officer argued that, even with supportive documents, cases of
goery were isolated and unless a teacher would prove that he was the target due to repeated
ks, this was an invalid reason for seeking transfer. The foregoing results confirm that

ters of welfare made teachers to intend to transfer from their schools.

sed on the questionnaire responses from all the 23 teachers without transfer intention as
isidered from its tw;> aspects of teacher welfare and interpersonal relations, and teacher safety
d security, and student discipline, school work- community -cooperation had a mean rate of
. This was interpreted as a low rating (Table 4.18) meaning that this work environment
able was generally ‘unpleasant’ and thereby could lead to teacher transfer intention.
formation from teachers with transfer intention interviewees, headteachers, County Staffing
ficer, and documents supported these results by highlighting aspects of school work-

mmunity -cooperationthat could lead to teacher transfer intention.  Since this category of
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ers do not intend to gor on transfer from their schools despite the low score as regards this
ble, it may be deduced that school work- community -cooperation rating cannot result in
jer transfer intention. This disagrees with Horng (2009) who identifies one of the conditions
for teacher retention as upheld quality school leadership chairacterized by warm

essional and interpersonal interactions.

e 91(41%) teachers with transfer intention noted lack of or inadequate school fencing. A
Jteacher .one explained that it was difficult to control trespassers since the school shared its
-hole water with the surrounding community. This was obligatory since the school was
structed on a donated piece of land which included the water resource for the donor family,
elatives, and neighbours, some of whom included teachers in the said school. According to
 headteacher, it was therefore obligatory to tolerate trespass until the school got financial
port to drill or dig a community water borehole strategically away from the school
ipound. The headteacher confirmed that, just like other teachers residing in such school
‘Pound, he had suffered the effect of idler, beggar, night-runner, and kleptomaniac

§passers. -

cording to 10(4.5%) teachers with transfer intention, there were also frequent outbreaks of
gases such as cholera, dysentery, typhoid and malaria which sometimes led to too many
erals in the area. In this regard, teachers feared for their lives. Moreover, 2(9.5%) teachers
ih transfer intention interviewed and one headteacher were in agreement that interaction
tween school community and its surrounding once in a while had a negative effect,

shlighting spread of diseases such as cholera and dysentery. So far, this had not caused death




o the feacher families in their schools. Similar fear had been identified by Ariko (2009)
nvestigated factors influencing teacher transfer requests in Suba District to include the fear
ntracting HIV/AIDS from the school neighbourhood that was associated with the many

als in the school surrounding. ! iy

finding was that school work- community -cooperation generally rated as low by teachers
transfer intention (Table 4.15) as well as by teachers without transfer intention who scored a
‘-of 1.8 “disagree’ as to whether this aspect would rate ‘high’ (Table 4.18). In addition,
n asked ‘to indicate one aspect of school work- community -cooperation makes them not to
e to go on transfer, 9(39%) of the all the 23teachers without transfer intention indicated
ndly staff mates; 4(17%) indicated nearness to homes, and 10(44%) indicated respect and
pgnition by surrounding community. This showed thai in this segment, both teacher welfare
interpersonal relations, and teacher safety and security and student discipline were of value
teachers. This was confirmed when 5(21%) teachers without transfer intention were
erviewed said they would not intend to transfer because they were near their homes, 10(44%)
them indicated that it was cheapér to work in Mbita and Suba than in towns with regard to
sonal exp;enses and that there were friendly people in the school and its surrounding according
8(35%) of them. As regards reason why one would intend to transfer, 17(74%) of them
dicated poor housing both in schools and in the school surrounding while 6(26%) identified
security. This means school work- communit§; —cooperz;tion in their schools influenced their

sire to stay.
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study was driven to deduce that this, together with the low‘ rating of school work-
u unity -cooperation from likert scale outcomes by teachers in Mbita and Suba Sub-counties
lic secondary schools, it could minimally be a factor in determining teacher transfer
ntion. The study was deduced that school work- community -cooperatio;r rating by teachers

Mbita and Suba Sub-counties public secondary schools may not be a factor in determining

cher transfer intention.

an be realized from data from teacher respondents that school work- community -cooperation
ect of teacher work-place conditions extends beyond the school management choreographed
; er weifare and interpersonal relations and teacher safety and security, and student
eipline. This is evident in teachers expecting school managements to address poor housing
dlack of proper housing in the school surrounding, general area insecurity, fear of contracting
tagious diseases from school neighbourhood; and inadequate money to meet personal needs.
is position is opposed to that of headteachers, who seem to be concentrating only on conflict
olution between teachers, and provision of lunch and water for teachers. However, according
teachers, even these aspects were éddressed inadequately due to its biased approach. It is
orth noting that as regards school work community cooperation, which is concerned more with
teachers.themselves, than with the work itself headteachers take for granted the importance

ffeacher housing.

lhe findings of this study reveal that all the 222 teachers with transfer intention found school
jork- community -cooperation unpleasant, evident in the 1.8 mean score (Table 4.15)
terpreted as low. This low score was associated with poor housing both within the school and

mtside school surrounding, insecurity realized in thuggery, robbery, night runners, beggars and
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e sers-by and likeliness to contract diseases from the school neighbourhood. These
ms are termed as employee personal work-life balance that are vital for organizational

.-" (Armstrong, 2009; Quick & Nelson, 2011).

yorth noting that the reasons given by the all the 23 teachers without transfer intention and
fore hold the opposite position as regards the dependent variable, the matter of transfer,
the same. With a score of 1.8 interpreted as ‘disagree’ (Table 4.18) and therefore also
easant indicates that their perception on school work- community -cooperation may have
no association with their position as regards teacher transfer intention. However, ANOVA
i ed that there is a significant relationship between school work cooperation and teacher
sfer intention. The scores from teachers with transfer intention as well as those without
sfer intention revealed that the scenario was fairly pleasant as regards school work
munity cooperation. This was confirmed through analysis of variance which revealed a

ificant relationship.

' .Relationship between Teacher Work Environment and Teacher Transfer Intention

ying considered re'lationships between individual work environment elements and teacher
nsfer intention, it was necessary to establish the interrelationships between the variables
emselves and their combined relationship with teacher fransfer intention. This was because
se variables, however independent, do not have isolated relationship with teacher transfer
ention. This was based on arguments that it is not possible to isolate work environment
ements from each other given the inherent interplay within them (Rosenberg, 2012a;
osenberg, 2012b). This was because they do not affect it in isolation as suggested by literature
as Penfold (2011), Ladd (2011) and Kukla-Acevedo (2009) who argue that the way a factor
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an outcome individually fnay not be the same way when considered communally. This
that in a school setting, the overall teacher transfer intention was determined by
utions of all the four variables, both the significant and the insignificant.

therefore necessary to determine the extent to which each variable in the interplay
ated with teacher transfer intention. The results, taken together, were then subjected to
VA, post hoc tests, then to regression analysis. The findings are as displayed in Table 4.19
0. Table 4.19 shows analysis of variance output for school workload management, school
ship and facilitation, school appreciation and orientation, and school work- community -

eration scores versus teacher transfer intention.

le 4.19: ANOVA for Individual Teacher Work Environment Elements Scores Versus
cher Transfer Intention Scores

Sum of df Mean F Sig.

Squares Square
‘ Between Groups 163.603 21 77905 329 358
ool Workload L ? :
Within Groups 42.798 200  236.455
Total 206.398 221
! ) Between Groups 3.781 26 180 d91 844
100l Leadership and o
Within Groups 41.177 195 227
Total 44.958 221
A = Between Groups 5.021 22 239 856 .049
hool Appreciation and o
Within Groups 50.536 199 279
Total 55.557 221
| - Between Groups 12.601 21 .600 2.985 .000
hool Work -community o
: ] Within Groups 36.384 200 201
poperation
Total 48.985 221

regards each of the 4(four) elements of teacher work environment interacting within one
ther, the data in Table 4.19 provides statistically significant evidence about there being a

mificant relationship only between school appreciation and orientation, and school work-
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munity -cooperation and teacher transfer intention. One way ANO(VA reveais that with
329, df=221, with a significance level of 0.358 at a p-value of 0.05, the hypothesis that there
o significant relationship between school workload management and teacher transfer
ition is not rejected. In addition, it reveals that with F=0.791, df=22 li;,"-with a significance
lof 0.844 at a p-value of 0.05, the hypothesis that there is no significant relationship between

ol leadership and facilitation and teacher transfer intention is not rejected.

the contrary, one way ANOVA reveals that with F=0.856, df=221, with a significance level
).049 at a p-value of 0.05, the hypothesis that there is no significant relationship between
0ol workload management and teacher transfer intention is rejected. In addition, one way
(OVA reveals that with F=2.985, df=221, with a significance level of 0.000 at a p-value of
5, the hypothesis that there is no significant relationship between school workload

magement and teacher transfer intention is rejected.

owever, ANOVA only gives an indication that a variable either has significant or insignificant
fect, hence it was necessary to establish the magnitude of contribution by each variable in the
ltivariate relationship that results in teacher work environment. This involved both the
u ificant and insignificant variables. Using Tukey’s post hoc test, the magnitude of effect of
hool workload management within the multivariate teacher work environment relationship
etween teacher work environment and teacher transfer intention was 0.016. Hence school
jorkload management, though insignificant as established through ANOVA (Table 4.19), in the

ultivariate relationship it contributes to 1.6% variance in teacher transfer intention.
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magnitude of effect for school leadership and facilitation within the multivariate teacher
environment in the relationship between teacher work environment and teacher transfer
tion was 0.068. This showed that school leadership and facilitation, though insignificant as
lished through ANOVA (Table 4.19), in the multivariate relationship it icontributes to 6.8%
nce in teacher transfer intention. In addition, the magnitude of effect for school appreciation
orientation within the multivariate teacher work environment in the relationship between
ier work environment and teacher transfer intention was 0.075.This revealed that school
eciation and orientation, was significant as established through ANOVA (Table 4.19), in the

ivariate relationship it contributes to 7.5% variance in teacher transfer intention.

magnitude of effect for school work- community -cooperation within the multivariate
her work environment in the relationship between teacher work environment and teacher
sfer intention was 0.243. This implied that school work community cooperation, was
ificant as established through ANOVA (Table 4.19), iﬁ the multivariate relationship it
%‘n ibutes to 24.3% variance in teacher transfer intention. Hence, this test overally revealed that
of the total 100% of teacher transfer intention, teacher work environment lead to 40.2%
iability. This was accounted for by variable in the following ratios: 1.6% was accounted for
school workload management, 6.8% by school leadership and facilitation, 7.5% school
eciation and orientation, and 24.3% by school work corﬁmunity cooperation. The remaining

8% were accounted for by other factors including errors of measurement.

was necessary to establish a model of prediction for this relationship between teacher work
vironment and teacher transfer intention. Regression analysis was applied and the outcome

s as displayed in Table 4.20.




£4.20 shows regression analysis for school workload management, school leadership and
itation, school appreciation and orientation, and school work- community -cooperation

¢s and teacher transfer intention scores.

le 4.20: Regression Analysis for Individual Teacher Work Environment Elements
res and Teacher Transfer Intention Scores

R R? Adj. Std Mn F Sig® B Std 6 7k Sig.
| R? Error  Sq Error
Est.
3.826
150 25435 .000
-002  .002 -063  -921 358
-014  .069 -015  -197 844
-086  .060 -103 1437  .049
-231 064 -259  -3.624  .000

301 .090 402 42253 879 4923 0.001 - - - - -
A79

Sig.* “ ANOVA statistics significance

Unstandardized coefficients Std €- Standard error of estimate

fandardized coefficients F— Observed ANOVA statistic
Multiple correlation coefficient t- Observed t statistic
Proportion of total variance a- 0.05 alpha

. R*- Improved approximation of R>  Con.- Constant

M- School workload management SL&F- School Leadership and Facilitation
&0- School Appreciation and SWC-School work -community -cooperation
entation

hle 4.20 shows the result of inter-variable interaction and its relationship with teacher transfer
ention. In this, it reveals an insignificant relationship between school workload management at
58 significance & at 0.05 and teacher transfer intention, and school leadership and facilitation
0.844 significance & at 0.05 and teacher transfer intention. Besides, it reveals a significant

ationship between school appreciation and orientation at 0.049 significance ¢ at 0.05, and
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hool work- community -cooperétion at 0.000 significance @& at 0.05 with teacher transfer

tention.

ata on the last row (model summary) provides information on inter—i/ariable interaction
stween all elements of work environment as investigated in this study. These were:

1. SWMs- Status of school workload management X; whereby P =3.826 -0.002 X,E This
means that an increase of 1 unit in school workload management leads to a decrease in
.~ teacher transfer intention by 0.002 units.

i. SL&Fs- Status of school leadership and facilitation X, whereby PY = 3,826 00145
- This means that an increase of 1 unit in sch(;ol leaderéhip and facilitation leads to a decrease
~ in teacher transfer intention by 0.014 units.

i SA&Os- Status of appreciation and orientation X3 whereby P" = 3.826 -0.086X:E This
means that an increase of 1 unit in school appreciation and orientation leads to a decrease in
teacher transfer intention by 0.086 units.

| ,SWCCS- Status of work- community -cooperationX4 whereby P"'=3.826 -0.231 X,4E. This
means that an increase of 1 unit in school work- community -cooperation leads to a decrease

in teacher transfer intention by 0.231 units.

lhe model that encompass them is:

VI= 3.826 -0.002 X; -0.014X,-0.86X3 -0.231 X4E

'TI “Predicted Transfer intention

lhis means that at a constant of /3.826, an increase of 1 unit in school workload management

ads to a decrease in teacher transfer intention by 0.002; an increase of 1 unit in school
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tadership and facilitation leads to a decrease in teacher transfer intention by 0.014 units; an
necrease of 1 unit in school appreciation and orientation leads to a decrease in teacher transfer
iention by 0.086 units; and an increase of 1 unit in school work- community -cooperation

tads to a decrease in teacher transfer intention by 0.231 units. e

Adi. R* = 40.2. This gives proportion of 40.2% to the total variance in transfer intention is as a
sult of interaction between the four study variables. This is significantly accounted for by
school appfeciation and orientation at 0.049 significance, and school work- community -
ooperation at 0.000 significance, both at ¢0.05. It therefore means that 59.8% of variance is
wcounted for by other factors. These are errors due to measurement and other factors not

investigated in the study.

~‘e implication of this finding, the existence of a negative linear relationship between the
idependent and dependent variables, is that to reduce teacher transfer intention in public
ccondary schools in Mbita and Suba Sub-counties, school workload management, school
leadership aﬁd facilitation, school appfeciation and orientation, and school work- community -
tooperation ought to be enhanced by school managements. This would lead to enhanced staff
stability.

‘ his finding is in agreement with general literature which popularly propounds that employee

over intention is inspired By intra-organizational activities (Allensworth, et al., 2009;

sthool managements to optimize teacher work environment to control teacher demotivation,
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scipline, and their intention to move away either to other schools or to other jobs (World

ik, 2005; Rosenberg, 2012a; Myung & Loeb, 2010; Ladd, 2011).

erally, it can be realized from data frorﬁ teacher “ respondents that “teacher work-place
ditions extends beyond the school management choreographed school workload
nagement, school leadership and facilitation, school appreciation and orientation, and school
k community cooperation. This is evident in teachers expecting school managements to
dress work factors which affect teachers per se, which according to headteachers, are ignored
they concentrate on in-school factors per se. It is worth noting that as regards these teacher
tk-place conditions variables, the more the variable touches on the teacher per se, the more
mificant it was found to be in determining teacher transfer intention. In respect of this, school
mnagements should be involved in addressiné teacher concerns that may seem extraneous to
administrative jurisdiction but none-the-less influence their being teachers in the said
yironments in Mbita and Suba Sub-counties. These are: poor road network; poor housing in
¢ surrounding; distance from school environment to towns where there are good schools,
tertainment, shops and markets; insécurity; and threats of disease and death. All the fore
entioned ﬁinge morg on welfare aspect of a teacher’s personal life than on one’s teaching

ik per se.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

1 Introduction

ie study investigated the relationship between teacher work-place coﬁditions and teacher

nsfer intention in Mbita and Suba secondary schoolsn sub-counties. The specific objectives

e to establish whether there was a:

1. Relationship between school workload management and teacher transfer intention

ii. Relationship between school leadership and facilitation and teacher transfer intention

ii. Relationship between school appreciation and orientation and teacher transfer intention.

iv. Relaﬁonship between school work- community -cooperation and teacher transfer
intention

v. Relationship between teacher work environment and teacher transfer intention.

ie findings and interpretations of data were ’presented and discussed in chapter four. This

apter summarizes the findings, draws conclusions and makes recommendations based on these

)Summary of Findings

verall teac.her transfer intention, had a high mean of 3.2 (Table 4.2).This may be directly
sociated with the fact that the study revealed that 162 (72.9%) teachers with transfer intention
dever thought of seeking a transfer from the sghool, and that 97(43.7%) teachers with transfer
tention had actually applied for transfer in their lifetime at the current school.

Summary of findings as regards the relationship between school workload management and

teacher transfer intention in Mbita and Suba secondary Schools. The data adduced were
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resented in means, frequencies and percentages, and thereafter subjected to ANOVA. They

were also classified according to themes and sub-themes. The outcomes were as follows:

Based on results derived from Likert scales, teachers with transfer i(ntention rated school
workload management in their schools as very low at a mean of 13 This seemed to
agreg with the opinion of teachers without transfer intention who scored 1.5 interpreted as
‘disagree’ as regards whether school workload management was rated ‘high’ in their
schools. Given that both indicated that school workload management was unpleasant but
with opposing teacher transfer intention ;;ositions, “school workload management could be
said not to lead to teacher transfer intention.

From ANOVA, the study revealed that at 0.652 significance at a p-value of 0.05, school
workload management had no significant relationship with teacher transfer intention.
Qualitative information from questionnaire seeking how school workload management

i

may be connected with teacher transfer intention from the two categories of teachers; the

222 with transfer intention and the 23 without transfer intention. They identified

- management practices that were non-consultative in the delegation, distribution and

scheduling of duties. This was also the géneral opinion of all the 21 teachers with transfer

intention that were interviewed. In this regard, some of the 23 headteachers admitted that

this was the case, also indicating that it might have led to teacher transfer intention.

However, some of them indicated that consultation was in some cases impractical or

inappropriate. The County Staffing Officer noted that it was the duty of headteachers to
'

manage school workload in a manner that did not hinder achievement of overall school

goals through voluntary teacher retention. The need for headteachers to be strategic



<

school managers was suppbrted by documents such as the Headteachers” Management

Guide.

Summary of findings as regards the relationship between school leadefship and facilitation
and teacher transfer intention in Mbita and Suba secondary schools. The data adduced were
presented in means, frequencies and percentages, and thereafter subjected to ANOVA. It was
‘also classified according to themes and sub-themes. The outcomes were as follows:

a) Based on results derived from Likert scales, teachers with transfer intention rated school
leadership and facilitation in their schools as very low at a mean of 1.5. This seemed to
agree with the opinion of teachers without Transfer intention who scored 1.7 interpreted
as ‘disagree’ as regards whether school leadership and facilitation was rated ‘high’ in
their schools. This means that both categories of teachers rated this variable as
unpleasant, yet with opposing teacher transfer intention positions. Due to this, school

leadership and facilitation can be said not to lead to teacher transfer intention.

b) From ANOVA, the study revealed that at 0.079 significance at a p-value of 0.05, school

leadership and-facilitation had no significant relationship with teacher transfer intention.

¢) Qualitative information from questionnaire seeking how school leadership and
facilitation may be connected with teacher transfer intention from the two categories of
teachers; all the 222 with transfer intention and all the 23 without transfer intention. They
identified management practices that were biased, non-consultative and demeaning to

teacher as regards teacher supervision and provision of teaching facilities and amenities.
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This was also the general opinion of the 21 teacher with transfer intention interviewed.

In this regard, some of the 23 headteachers admitted that this was the case, also indicating
that it might have led to teacher transfer intention. Some of them ﬁQ’Eed inadequacy of
funds and teachers demanding more than could be availed by school management in the
prevailing circumstances. However, some of them indicated that with increased teacher
participation, and with more understanding, teachers would be more satisfied hence
leading to reduced urge to intend to transfer. The County Staffing Officer admitted that
some headteachers applied inappropriate leadership approaches but noted that there were
certain cases that had been addressed tilrough héadteachers’ workshops/seminars with
considerable success realized in fewer teacher complaints hence expected increased
teacher retention. This was part of the reason behind a document (Homabay TSC County

Director, 2015) which emanated from the Homa Bay TSC County Director’s office.

Summary of findings as regards the relationship between school appreciation and orientation

‘and teacher transfer intention in Mbita and Suba secondary Schools. The data adduced were

subjected to ANOVA and post hoc test. It was also classified according to themes and sub-

themes. The outcomes were as follows:

a) Based on results derived from Likert scales, teachers with transfer intention rated school

appreciation and orientation in their schools as low at a mean of 2.0. This seemed to
agree with the opinion of teachers withouﬁ transfer intention who scored 2.1 interpreted as
‘disagree’ as regards whether school appreciation and orientation was rated ‘high’ in
their‘ schools. This implies that both categories of teachers rated this variable as

unpleasant though they hold opposing positions as regards teacher transfer intention.

'
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School appreciation and ori-entation can therefore be assumed not to lead to teacher
transfer intention.

From ANOVA school appreciation and orientation was made up of teacher reward,
recognition and motivation with a significance of .047, and teacher i“nduction, coaching
and mentorship with a significance of .035 contributory value to overall school
appreciation and orientation score. The study also revealed that out of the total value of
schoé)l appreciation and orientation score, teacher reward, recognition and motivation
score contributed 57.3% whereas teacher induction, coaching and mentorship contributed
41.2%.The remaining 1.5% could be zjlttributedu to other factors including errors of
measurement. Overally, ANOVA, revealed that at 0.036 significance at a p-value of
0.05, school appreciation and orientation had significant relationship with teacher transfer
intention. Tukey’s post hoc test revealed that school appreciation and orientation

contributed to 9.0% variance in teacher transfer intention.

_ ¢) Qualitative information from questionnaire to find out how school appreciation and
orientation may be connected with (teacher transfer intention from the two categories of
teachers; all the 222 with transfer intention and all .the 23 without transfer intention. They
identified management motivational practices that were biased, non-consultative and
demeaning to teachers as regards teacher excursions and awards, and teacher induction
and mentorship. This was also the general opinion of the 21 teachers with transfer
intention interviewed. In this regard, some of the 23 headteachers admitted that this was
the case, also indicating that it might have led to teacher transfer intention. Some of them

noted that they needed to enhance their leadership skills such as by being more
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participatory in approach to teacher motivation and orientation based on the available
resources. The County Staffing Officer :1(100%) -admitted that some teachers who had
applied for employment in Mbita and Suba Sub-counties had not genuinely intended to

teach there. _

‘Summary of findings as regards the relationship between school work- community -

cooperation and teacher transfer intention in Mbita and Suba secondary Schools. The data

adduced were presented in means, frequencies and percentages, and thereafter subjected to

- ANOVA and post hoc test. They were also classified according to themes and sub-themes.

The outcomes were as follows:

a) Based on results derived from Likert scales, teachers with transfer intention rated school
work- community -cooperation in their schools as low at a mean of 1.8. This seemed to
agree with the opinion of teachers without transfer intention who scored 1.8 interpreted as
‘disagree’ as regards whether school work- community -cooperation was rated ‘high’ in

_ their' schools. With such opposing teacher transfer intention positions, but with similar
opinion about the unpleasant position as regards school work community cooperation,
school work- tommunity -cooperation can be said not to lead to teacher transfer

intention.

b) From ANOVA school work- community -cooperation was made up of teacher welfare
and interpersonal relations with a significance of .031, and teacher safety and security,
and student discipline with a significance of .043 with a contributory value to overall

school work- community -cooperation score. The study also revealed that out of the total
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value of school work- comrhunity -cooperation score, teacher welfzire and intérpersonal
relations score contributed 46.6% whereas teacher safety and security, and student
discipline contributed 42.5%.The remaiﬁing 10.9% could be attributed to other factors
including errors of measurement. Overally, ANOVA, revealed that a;‘t 0.000 significance
at a p-value of 0.05, school work- community -cooperation had significant relationship

with teacher transfer intention. Tukey’s post hoc test revealed that school appreciation

and orientation contributes to 50% variance in teacher transfer intention.

Qualitative information from questionnaire to find out how school work- community -
cooperation may be connected with teacher transfer intention from the two categories of
teachers; all the 222 teachers with trar{sfer inteﬁtion and all the 23 teachers without
transfer intention. They identified inadequate and biased school management
involvement in teacher welfare activities and interpsts. They particularly identified
teacher housing needs that were unmet by schools, and teacher insecurity which was
enhanced by indisciplined students and unconcerned headteachers. This was also the
gene}al opinion of all the 21 teachers with transfer intention interviewed. In this regard,
some of the all the 23 headteachers admitted was the case, also indicating that it might

have led to teacher transfer intention.

., Summary of findings as regards relationship between teacher work environment and teacher
sfer intention considered this interrelationship from a multivariate perspective which forms
kacher work environment and its relationship with teacher transfer intention. The data adduced

fas subjected to ANOV A, post hoc test and regression analysis. The results were as follows:

|
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ip-value of 0.05 school workload management had a significance of 0.358, school leadership

facilitation had a significance of 0.844 and hence both variables had statistically insignificant
ionship with teacher transfer intention.
ap-value of 0.05 school appreciation and orientation had a significance gf 0.049 and school
k- community -cooperation had a significance of 0.000 and hence both variables had
ificant relationship with teacher transfer intention.
ults from post hoc tests reveal that in the inter-variable relationship with teacher transfer
etion, school workload management contributed 1.6%, school leadership and facilitation
itributed 6.8%, school appreciation and orientation contributed 7.5% whereas school work-
mmunity -cooperation contributed 24.3%. Teacher work environment therefore contributed
2% variability in teache’r transfer intention.
'.Multiple regression analysis revealed that when all variables were taken together against
teacher transfer intention, only accounted for 40.2% variance in teacher transfer intention.
The model of prediction for the combined interrelationship was: P'' = 3.826 -0.002 X, -
0.014X,-0.086X3 -0.231 X4E This means that with one unit increase in; school workload
management X, teacher transfer intention decreases by 0.002 units, school leadership and
facilitation X, teallcher transfer intention decreases by 0.014 units, school appreciation and

orientation X3 teacher transfer intention decreases by 0.086 units, and school work-

community -cooperationXy teacher transfer intention decreases by 0.23 1units.

A8
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Conclusions

purpose of the study was to analyze the relationship between teacher work-place conditions
| teacher transfer intention. Work-place conditions was considered by sub-dividing it
matically into five (5) objectives: ; . a

1. School workload management

i.. School leadership and facilitation

iii. School appreciation and orientation

iv. School work community cooperation

v. Teacher work environment

e five (5) themes were also considered collectively. The scores of teacher transfer intention
e obtained by relying on Mobley’s (1977) model of employee turnover intention as had been
gd by Brown and Kidney (2009) and Ladd (2011) to establish teacher transfer intention rating
nong teachers with transfer intention. These scores were tallied to establish means, frequency
ounts and percentages. They were then subjected to ANOVA, post hoc tests, and regression
alysis to establish the relationship between teacher work-place conditions and teacher transfef
itention in Mbita and Suba Sub-counties secondary schools. In addition, data was classified
tcording to themes and sub-themes. This is concluded as follows:

is regards objective one (1), the study found out that, 59(26.5%) was very low and 127(57.2%)
bw with regard to school workload management rating. It also emerged that only 36(16.3%)
ated the variable high with regard to school workload maﬁagement. No one 0(00%) teacher with
ransfer intention respondents rated it very high. However, at with a significance level of 0.652,
/0.05, this did not have a significant relationship with teacher transfer intention. The null

hypothesis that there was no relationship between school workload management and teacher
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sfer intention in Mbita and Suba Sub-counties public secondary schools was therefore not
ected. Interview revealed that non-consultative delegation, distribution and scheduling of
lies led to teacher transfer intention.

regards objective two (2), the study found out that, 43("19.4%) were very low and 150(67.6%)
wwith school leadership and facilitation. It also emerged that only 29(13%) were the variable
gh with regard to school leadership and facilitation. No single 0(00%) teacher with transfer
ention respondent rated this variable as very high. However, with a significance level of 0.079,
0.05, this did not have a significant relationship with teacher transfer intention. The null
jpothesis that there was no relationship between school leadership and facilitation and teacher
nsfer intention in Mbita and Suba Sub-counties public secondary schools was therefore not
jected. Interview revealed that demeaning leadership practices and bias allocation of teaching

sources led teacher transfer intention.

5 regards objective three (3), the study found out that, 54(24.4%) were very low and

10(63.1%) low with school appreciation and orientation. No single 0(00%) teacher with transfer
ention respondents rated this variable as very high. It also emerged that only 28(12.5%) the
ariable high with regard to school appreciation and orientation. However, with a significance
vel of 0.036, ¢0.05 and at 9% contributory variance frorﬁ post hoc test, this had a significant
tlationship with teacher transfer intention. The null hypothesis that there was no relationship
gtween school appreciation and orientation a;{d teacher" transfer intention in Mbita and Suba

Sub-counties public secondary schools was therefore rejected. Interview revealed that demeaning

ind biased motivational practices, and biased promotion of teachers led to teacher transfer
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regards objective four (4), the Study found out that, 67(30.1%) were very low and 138(62.2%)
W with school work community cooperation. It also emerged that only 17(7.7%) rated the
iable high with regard to with school work community cooperation. No one 0(00%) teacher
th transfer intention respondents rated it very high. However, with a[‘s‘”i‘gniﬁcance level of
000, ¢.0.05 at 50.0% contributory variance, this did have a significant relationship with teacher
nsfer intention. The null hypothesis that ther;: was no "relationship between school workload
nagement and teacher transfer intention in Mbita and Suba Sub-counties public secondary
hools was therefore rejected. Interview revealed that inadequate or lack of staff housing,

adequate housing in the school surrounding, and poor and biased attention to teacher welfare

d to teacher transfer intention.

MASENO Ui unwmsg
f S.G. S. LIBRAR Wf

s regards objective five (5), the study found out that teacher Work SnViTOTTIE
e interrelationship between school workload management, school leadership and facilitation,
thool appreciation and orientation, and school work “community cooperation, only school
ppreciation and orientation, and school work- community -cooperation at significance levels of
149 énd 0.000 respectively at a p-value of 0.05, had significant relationship. Post hoc analysis
evealed that, conside{ed all together, teacher work environment contributed to 40.2% variability
nteacher transfer intention.

The model of prediction is: P™ = 3.826 -0.002 X, ;0.014X2—0.086X3 -0.231 X4E. This
means that with one unit increase in; school workload management X, teacher transfer
intention decreases by 0.002 units, schqol leadership and facilitation X, teacher transfer
intention decreases by 0.014 units, schooi apprecia;ion and orientation X3 teacher transfer
intention decreases by 0.086 units, and school work- community -cooperationXy teacher

transfer intention decreases by 0.23 1units.
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Recommendations

ed on the findings and conclusions drawn that school workload management and school

dership and facilitation were of insignificant relationship with teacher transfer intention,

greas school appreciation and orientation, and school work- communi%y' -cooperation were
mificant, the study makes the following recommendations:

i5tly, it has established that school appreciation and orientation had significant relationship

th teacher transfer intention at 0.036 significance at p-value of 0.05 School appreciation and

entation should be enhanced by these recommendations:

1. School managements’ entrenching a staff development orientation process through
seminars and workshops for teachers, without bias neither against certain teachers nor
professional areas not favoured by headteachers, as the need may arise.

ii. School managements’ entrenching teacher motivation through consultatively structured
and organized staff excursions and material awards in individual school strategic plans.
econdly, it has established that school work- community -cooperation had a significant
latiqnship with teacher transfer intention at 0.000 significance at p-value of 0.05. The study
gcommends that school work- coMunity -cooperation should be enhanced by these
gcommendations: -

School managements calling on government to establish police posts near their schools
and to sensitize school surrounding community on teacher security needs.

ii. School managements to put up more staff housing and to improve the existing ones. This

is besides involving school surrounding community in providing descent teacher housing.

In addition, commuter allowance should be enhanced to cushion teachers travelling from
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long distance decent hOuSihg to workplace schools. Government should provide grants to

school housing for all teachers.

iii. School managements to strengthen staff welfare organizations that would enhance staff
interpersonal relations, and to support staff members in case of pérsonal needs such as
bereavement or those with cases of illnesses.

irdly, it has established that in the inter-variable relationship comprising of school workload

agement, school leadership and facilitation, school appreciation and orientation, and school

ork community cooperation, teacher work environment had 40.2% contribution to variation in
cher transfer intention. The study recommends that the 2 (two) factors be addressed as already

utlined here-to-fore under school appreciation and orientation, and school work community

goperation’s recommendations.

5 Suggestions for Further Research
a) Based on Objective I on school workload management: Investigating the relationship
between school workload management pfactices ar;d teacher transfer intention.
b) Based on objective II on school leadership and facilitation:
i. Investigating the influence of school headteacher on teacher perception of teacher
work-place conditions.

ii. Investigating the role of school headteacher on minimizing teacher transfer intention.

¢) Based on Objective III on school appreciation and orientation:

i. Investigate the relationship between teacher perception of school motivational

practices and teacher transfer intention.
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ii. Determination of the médiating role of perceived nearness to holding position of

responsibility in the relationship between teacher work-place conditions and teacher

transfer intention.
d) Based on objective IV on school work-community-cooperatidn: Investigate the
relationship between school management involvement in teacher staff welfare activities

and teacher transfer intention.

¢) Based on objective V on teacher work environment: Investigate the role of non-school

based factors on teacher transfer intention.
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