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ABSTRACT
Enhancement of job satisfaction is a critical st for improving performance of
employees including teachers. Scholars have revdhb factors such as remuneration,
supervision, working conditions and job securitywddhe potential of influencing job
satisfaction in teachers, leading to positive wpétformance. However, there has been
rampant teacher transfer request in some parteny&hence questioning whether this is
due to perception of poor remuneration, supervjsworking conditions or job security.
During 2014-2017, highest rates of transfer requestong public primary schools in
Kisumu County were noticed in Nyakach (186); Muhor¢l64) and Kisumu Central
(104) sub counties. Similarly, disparities in KCPErformance were recorded in the
county, with schools in sub counties from whichh@gt number of teachers requested to
be transferred to such as Kisumu Central (283.05gkach (260.32) and Muhoroni
(259.87) recording higher mean scores than the(Mysindo, Seme, Kisumu West, and
Kisumu East). The purpose of the study was to imya® the influence of selected job
satisfaction factors on work performance of pulgianary school teachers in Kisumu
County, Kenya. Specific objectives were: to estdblihe influence of remuneration on
work performance of public primary school teacher&isumu County, to find out the
influence of supervision on work performance of lpulprimary school teachers in
Kisumu County, to determine the influence of wogksonditions on work performance of
public primary school teachers in Kisumu Countyd a0 establish the influence of job
security on work performance of public primary schteachers in Kisumu County. A
conceptual framework was developed to illustratertationships between the variables.
Descriptive research design was adopted on a tpogetlation of 601 head-teachers, 5436
teachers and 35 Curriculum Support Officers (CS@mane’s formula was adopted to
calculate a sample size of 375 respondents: 37 teszhers, 335 teachers and three
CSOs. Simple random sampling was used to seled teschers and teachers while
purposive sampling was used to select CSOs whaciparted in the study. Closed and
open ended questionnaires were used to collect fdata teachers and head teachers
respectively, while interview schedule was usectdbflect data from CSOs. Instrument
validity was enhanced by consulting the researgesisors. Reliability of the instrument
was attained through test retest and the Pearseffictent of 0.87 obtained which was
above the set value of 0.7. Descriptive statistiogl thematic analysis were used to
analyse quantitative and qualitative data respelgtidt was found that satisfaction with
remuneration (M=2.67; SD=0.61) and working conditio(M=2.73; SD=.85) have
influenced work performance to a moderate extehtlensupervision (M=4.29; SD=0.80)
has influenced work performance among teacherddoga extent. Job security (M=1.43;
SD=.89) has influenced work performance among &acto a small extent. The study
concludes that disparities in allowances betwed&ods in some sub counties, workload
and tough regulations implemented by CSOs havenflaenced work performance. It is
recommended that remuneration should be commeeswdh the workload while
teachers should be provided with adequate faalittemake their work efficient. Further
studies is recommended on the implication of Teadherformance Appraisal and
Development (TPAD) on teacher job satisfaction andk performance as well as teacher
job satisfaction levels of senior teachers in puipliimary schools in the wake of new
roles by Teachers Service Commission (TSC).
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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study
Teachers are not only a means to implementing éducgoals; they are the key to
sustainability and national capacity in achieviegrhing and creating societies based on
knowledge, values and ethics (UNESCO, 2017). Tpreireminent role in the provision of
guality education is recognized by the Dakar Fraorkvior Action (2000). Furthermore,
the Incheon Declaration at the World Education RorQVEF, 2015) expressed the
commitment to ‘ensure that teachers and educat@rswvall motivated and supported
within well-resourced, efficient and effectivelyygyned systems’. Indeed teachers remain
the key to the achievement of the Sustainable Deweént Goal Number 4 (SDG 4): to
ensure inclusive and equitable quality educatiord gsromote lifelong learning
opportunities for all by 2030 (ILO, 2015). Accordito Sahito and Vaisanen (2017)it is
thus particularly important to find how comfortatitsachers feel in workplaces. This is
because satisfied employees can more effectivelfill ftheir duties to facilitate
achievement of organizational goals. Koutouzis Efadliara (2017) argue that teachers’

job satisfaction is a factor which significantlyexdts many aspects of quality in education.

Job satisfaction refers to one’s feeling towards'®job (Armstrong, 2010). An individual
having satisfaction is said to possess positivitudé towards the job. On the other hand,
Robbins and Judge (2016) state that job satisfadtouses on the feelings of a person
about his or her job. Similarly, DeCenzoand Robl§#®10) describes it as the particular
views of employees, which are affected by the faable and unfavourable feelings and
attachments toward one’s work. According to Rajd @amand (2013), individuals join
organizations with certain expectations which, ufffisiently realised, the individuals

become satisfied with their job and this increakeirt efficiency and performance.



However, varying circumstances have been presdmjeesearchers as influencing job

satisfaction among teachers without substantiveeagent.

Teacher remuneration, working conditions, supeswisiand job security have all been
shown as affecting job satisfaction among teachattsout illustration of whether each
teacher is affected the same way. Using PISA 2@003 and 2006 survey data of
students’ scores of fifteen year old pupil enrolladlower secondary school in OECD
member countries, Arain, Jafri, Ramzan and Ali(204dsessed the impact of teacher
wages on students’ achievement. They found thaetiea positive impact of teacher
remuneration on students’ performance. SimilamyAustralia, Leigh (2012) assessed the
impact of teacher pay on teacher aptitude amondests entering teacher education
courses in one Austrian University. Findings regdahat 1 percent rise in the salary of a
starting teacher boosts the average aptitude désts entering teacher education courses
by 0.6 percentile ranks. On the other hand, Fatind Ali (2016) investigated the impact
of teachers’ financial compensation on their jobséaction at higher secondary level in
both public and private sectors of Islamabad. Tieeyd that compensation practices and
job satisfaction are highly correlated although pensation practice in itself has no
significant impact on the job satisfaction. Theefgming studies (Arain et al, 2014; Fatima
and Ali, 2016; Leigh, 2012) illustrate lack of agneent concerning the influence of

remuneration on teacher job satisfaction.

According to Robbins and Judge (2016), one of thefactors that determine employee
satisfaction includes working conditions: work camt autonomy, promotion, personal
growth/development, supervision, communicationweookers, and workload. However,

information regarding how working conditions infhee job satisfaction of teachers in
primary schools and consequently their performasesms incoherent and scanty. Sims

(2017) used the 2013 Teaching and Learning Intemat Survey (TALIS) to test for the



relationships between different aspects of workdogditions in schools, and grade nine
teachers’ job satisfaction in the USA. It revealledt more cooperation between teachers
and more effective professional development is @atal with increased teacher job
satisfaction. In another study, Muhammad, Reharaad,Ahmed (2015) sought to check
the relationship between work environment and teehjob satisfaction in private
business universities of Karachi, Pakistan. Theynéb that the employer — employee
relationships is most important factor of work eomiment. On the other hand, Bahtilla
(2017) examined the relationship between workingddemns and teachers attrition in
secondary schools in the South West Region of Caoneit was found that poor working
environment and bad principal leadership style oute greatly to teacher attrition. It is
however critical to note that Bahtilla (2017), Mualmad et al (2015) and Sims (2017)
have not revealed how working conditions influejatesatisfaction of teachers in primary

schools.

Educational supervisors are the main administratdreducational institutions levels
(Abubakar, 2018). They are responsible for overggeill the administrative duties at
elementary and secondary schools. According to Msgpoand Tshabalala (2013),
supervisors have the responsibility of assistimghers in making decisions regarding the
quality of their instructional competencies. Howe\ierature regarding how supervision
has influenced job satisfaction and performancéeathers is fraught with incongruity,
particularly in primary education. Apenteng (20EXplored the effect of supervision on
staff performance in the Ga South Municipal EdwratDirectorate, Ghana. It came to
light that supervision cannot be overlooked sincesia major tool for better staff
performance given the right supervisors, right $oahd right resources. Sule (2013)
investigated the influence of principal’'s supervysdemonstration strategy on secondary

school teachers’ job performance in Cross RiveteStdigeria. It revealed that principal’s



demonstration strategy did not significantly infhee teachers’ job performance. Mwesiga
and Okendo (2018) investigated the effectivenes$ezfds of schools in supervising
teachers’ teaching activities in secondary schaol&agera region, Tanzania. Results
suggest strong significant relationship betweenogktheadship and teachers teaching
commitment. It is thus emerging from Apenteng (20Mwesiga and Okendo (2018) and
Sule (2013) that the influence of supervision do gatisfaction and performance among

teachers in primary schools is shrouded with ldaiarity.

Job security is the probability that an individuall keep his or her job; a high level of job
security implies that the person with the job wounlave a small chance of becoming
unemployed (Armstrong, 2010). Job security has edlyi been associated with
organizational commitment, although the same haseen linked with job satisfaction
and performance. Moreover, much attention with rega job security has not been paid
to teachers compared to other service sectors. Kivablodibert and Amankwa (2016)
examined the predictability of job security, joliisaction on organizational commitment
and workers’ performance within industries in Tadirin Ghana. Results showed that job
security did not show significant correlation wiplerformance as well as organizational
commitment. Waga and Simatwa (2014) analysed hggaérd motivational factors that
influence job satisfaction and dissatisfaction e&dhers in public primary schools in
Kisumu East and West Sub-counties, Kenya. Theyddhat job security, cordial working
relations with colleagues, good medical servicesl security influence job satisfaction

among teachers.



In another study that focused on teachers’ empoeetnhutsilili, Wanyoike and Mwangi
(2014) sought to find out whether or not teachpesticipation in decision making affects
the performance of secondary schools in Nakuru TBast Sub County. They found that
decision making is moderately and positively congadial to performance of secondary
schools. It therefore seems evident from Kwabiadl €2016), Lutsilili et al (2014) as well
as Waga and Simatwa (2014) that how job securilyence teachers’ job satisfaction and

performance among primary school teachers hasewst bufficiently covered in research.

Scholars (Armstrong, 2010; Robbins & Judge, 20l1@yeh linked employee job
satisfaction to organizational commitment as wsllparformance. Indeed studies (Arain,
et al, 2014; Apenteng, 2012; Lutsilili et al, 201&ims, 2017) have associated
remuneration, working conditions, supervision, gold security with job satisfaction.
However, majority of the studies have tended tousoon teachers in secondary and
tertiary institutions. Moreover, information linlgrjob satisfaction factors among teachers
as influenced by the aforementioned factors withrkwperformance in public primary

schools seems to be scanty.

Lack of teacher commitment as well as low perforogaseems to be witnessed among
public primary schools in Kisumu County during tlast five years as provided by data
from Kisumu County Director of Education (KCDE, B)1For instance, teacher transfer
requests have escalated in various sub countigsnwite county in the last five years.

Table 1.1 presents transfer requests of teachgngllc primary schools by end of 2018.



Table 1.1:Primary School Teacher Transfer requests as atar218

Sub County Transfer request from Transfer request ®
Kisumu Central 24 104

Kisumu East 76 38

Kisumu West 60 72

Nyakach 36 186

Muhoroni 54 163

Nyando 130 16

Seme 97 44

Source: Kisumu County Education Office (2018)

Table 1.1 illustrates that high teacher transfeuests exist in particular sub counties
more than others. For instance, most teachers eaueested to be transferred to: schools
in Kisumu Central Sub County than those who hageested to be transferred from the
area (140:24); schools in Nyakach Sub County these who have requested to be
transferred from the area (186:36); schools in MahbSub County than those who have
requested to be transferred from the area (163B4is tends to imply that factors that

lead to job satisfaction among teachers exist @sa¢hareas (Kisumu Central, Muhoroni,

and Nyakach Sub Counties) more than the other .af@asthe other hand, Table 1.1

illustrates that there is high transfer requestieathers from schools in Nyando (130:16),
Seme (97:44), and Kisumu East (76:38) than to dshioothe same areas respectively.
This seems to suggest that there are factors ¢aak 1o teacher dissatisfaction among

public primary schools in these sub counties.



There have also been disparities in academic pedioce among public primary schools
in the seven sub counties. Table 1.2 presents smaBRs in Kenya Certificate of Primary
Education examinations attained by public primacho®ls between 2014 and 2017

among the seven sub counties in the area.

Table 1.2:Kisumu County Mean Scores in KCPE from 2010 to 2017

Year / Name of Sub- 2014 2015 2016 2017 Mean
County

Nyakach 256.77  257.45 265.50 261.57 260.32
Nyando 239.89 242.71 246.91 251.52  245.26
Muhoroni 255.40 257.63 260.77  265.67 259.87
Kisumu East 245,51 247.11 260.64 271.45 256.18
Kisumu West 248.51  237.00 250.01 256.20 247.93
Kisumu Central 267.46 272.60 293.11 299.04  283.05
Seme 258.12 260.34 258.17  257.95 258..65
County Mean Score/ 253.09 252.42 262.44 267.20  258.75
Average

Source: County Director of Education: 2018

Table 1.2 illustrates that performance as showmbgn scores in KCPE during 2014 —
2017 is highest in Kisumu Central (283.05); Nyak#260.32) and Muhoroni (259.87)
public primary schools. This seems to suggestwluak performance of teachers in these
areas is better than other sub counties in thetgo&milarly, the same sub counties that
have posted better academic performance in KCPE tenwded to attract more teachers
based on transfer requests received by end of Z0a8le 1.1). However, limited
information is available with regard to whether temaration, supervision, working

conditions, or job security have any influencehiage sub counties than the others.



1.2 Statement of the Problem

Job satisfaction is a critical factor in any endgato ensure commitment and work
performance of employees. Remuneration, superyisieorking conditions, and job
security are some of the factors that that canteilore effort to be exerted towards
achievement of organizational goals and employentien. Teachers are critical in the
realization of equitable quality education by 208€ envisaged by the SDG 4. Job
satisfaction of teachers is therefore a criticgréaient among efforts aimed at ensuring
work commitment and academic performance of leatndowever, there is indications
insufficient job satisfaction among teachers in sotounties in Kenya as witnessed in
massive transfer requests and disparities in KC&fopnance. During 2014-2017, high
rates of transfer requests to public primary schaolKisumu County were noticed in
Nyakach (186); Muhoroni (164) and Kisumu CentraD4)l sub counties. Similarly,
disparities in KCPE performance have been recomddtle county, with schools in sub
counties which teachers requested to be transféorsdch as Kisumu Central (283.05),
Nyakach (260.32) and Muhoroni (259.87) recordinghbr mean scores than the rest.
Limited information is however available as to #dent to which satisfaction with job
factors such as remuneration, supervision, workimgditions and job security influence
work performance of public primary school teacherghese sub counties. There was
therefore need to analyse the influence of thecsadejob satisfaction factors on work

performance of public primary school teachers sdlea.



1.3 Purpose of the Study

This study sought to investigate the influenceeaésted job satisfaction factors on work

performance of public primary school teachers iaufiu County, Kenya

1.4 Objectives of the Study

The study was guided by the following objectives;

To establish the influence of remuneration on waekformance of public primary
school teachers in Kisumu County.

To find out the influence of supervision on workrfpemance of public primary
school teachers in Kisumu County.

To determine the influence of working conditionswark performance of public
primary school teachers in Kisumu County.

To establish the influence of job security on wpedformance of public primary

school teachers in Kisumu County.

1.5 Research Questions

How does remuneration influence work performancepualblic primary school
teachers in Kisumu County?

How does supervision influence work performancepablic primary school
teachers in Kisumu County?

How does working conditions influence work performoa of public primary
school teachers in Kisumu County?

To what extent does satisfaction with job secueityhance work performance of

public primary school teachers in Kisumu County?



1.6 Significance of the Study

The findings of this study might inform strategiasning at improving teacher job
satisfaction of public primary school teachers. &dion policy makers stand to gain a
better understanding of the best practices in thgvation of human resource and this is
expected to inspire optimal performance of teachEducational administrators at all
levels, that is, Teachers Service Commission(T3@pistry of Education, County
Directors of Education, Sub — County Directors afuBation, Teacher Management
Officers, Curriculum Support Officers (CSO), headieers and Boards of Management
(B.O.M) stand to be driven to facilitate an enafpliworking environment that aids
achievement of educational objectives. TSC wouldeustand teacher job retention trends
and advance approaches that are expected todeitétention of teachers in the service.
This study would explain the attitude of primaryasal teachers towards the teaching job

and in effect provide a basis for exploring viatdéorms.

1.7 Scope of the Study

The subject of the study focused on the influeniceetected job satisfaction factors on
work performance of public primary school teacherkKisumu County, Kenya. The study
covered influence of satisfaction with remunergtionfluence of satisfaction with

supervision; influence of satisfaction with workingpnditions, and influence with

satisfaction with job security. The study was gdidgy a conceptual framework which

was adapted and modified from Adams (1963).

1.8 Limitations of the Study

The use of questionnaires in research creates itatiom as to how much data can be
collected. This will occur mostly during analysi$ qualitative data. To control this,

interview schedules for Curriculum Support Officeneere used to triangulate data

collected from teachers and headteachers.
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1.9 Assumptions of the Study
The study was guided by the following assumptions;
I.  Respondents participated willingly and providedrecr data
ii.  There were employment related factors that affemther job satisfaction in public
primary schools.

iii.  There were relationships between teacher job aatish and work performance

1.10 Conceptual Framework

The study was guided by a conceptual frameworkhefstudy was adapted and modified
from Adams (1963). Adams’ theory acknowledges thmiployees seek a fair balance
between what they put into the job and what theyoge of it. Adams (1963) called these
inputs and outputs. Inputs include effort, loyaltygrd work, commitment, skill, ability,
adaptability, flexibility, tolerance, trust in sups@s, support of colleagues and personal
sacrifice. Outputs are financial rewards which udd pay, benefits, rewards and pensions
and intangible rewards which include recognitiorgige, training and development and
promotion. He proposes that employees expect ardturn for what they contribute to
their jobs, a concept referred to as ‘equity norfAdams, 1963). He opined that
employees determine what their equitable returrulshbe after comparing their inputs
and outcomes with those of their coworkers. Empdsy®ho perceive themselves as being
in an inequitable situation will seek to reduce thequity either by distorting inputs
and/or outcomes in their minds by directly alterninguts and /or outputs or by leaving the

organization.
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Independent Variable Intervening Variable Dependent Variable

Remuneration

« Satisfaction with » Performance in
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procedures of Activities

fringe benefits e Teacher

Commitment
levels at work

A 4

Supervision 7y
Satisfaction with

support from
immediate supervisor

A 4

Working conditions
+ Satisfaction with

* Employment Act

rules and Y ?

procedures of > age policy
work * Prevailing
 Satisfaction with economic
conditions

the tasks and
workloac

Job security

» Satisfaction with
one being able to
hold onto the job

Y

Figure: 1.1: Conceptual Framework showing factors influencing g$atisfaction among
public primary school teachers

It is illustrated in Figure 1.1 that job satisfactiand academic performance among public
primary school teachers depend on factors suctemsirreration, supervision, working
conditions and job security. Remuneration and benigfcluding allowances facilitate the
total well-being of a teacher. He /she will be atdepay bills, support the family and to

meet all obligations. Employees also exhibit satsbn when opportunities for
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advancements are clearly spelt in an organizafidmancement on the job comes with an
improvement on the pay package and is likely tor $pin satisfaction. It also creates a
change in job content which brings new challenyé#isen new challenges are met, there is
likelihood that job satisfaction will be enhanc&dhen pay is meager, the teacher will be
distracted from work and this is likely to affecérformance. Job security eliminates

worries about whether employment is steady or not.

Working conditions refers to the working environrhand aspects of an employee’s terms
and conditions of employment. Some conditions atkwmay stifle performance. For
instance, a requirement by TSC that a teacher ngnbe transferred after working in a
station for five years on first appointment, mayywoke anger and discontentment
especially when a teacher has a genuine case #rdas @ transfer. Such a teacher may not
execute his /her duties to the level best. Supervisnsures that an employee gets support
from the immediate supervisor or superiors. Thippsut is necessary to goad an

employee in the right direction.

Work itself interrogates the type of work done bg tmployee. For a teaching job, an
employee may examine the workload, class sizedeaxher status among other aspects
of the teaching job. Satisfaction with the worlelfontributes to an increase in the level
of teacher job satisfaction. When these factors aiequately provided in a job
environment, there will be high output, high workeetiveness, high internal work

motivation, high self-esteem and high job satigéerct
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1.12 Definition of Operational Terms

Burnout

Factor

Inputs

Job satisfaction

Job security

Outputs

Remuneration

Supervision

Turnover

Physical or mental exhaustion caused by overwaotless or
frustration.

A circumstance, fact or influence that contributesa result or
outcome

This encompasses the quality and quantity of thele@yees’
contributions to his or her work. These include djneffort,
loyalty, hard work, commitment, ability and persbsacrifice.
How content an individual is with his or her job.iwhether or
not they like the job or individual aspects of tjob. These
aspects of the job include remuneration, fringe efies)
supervision, job security, working conditions anarkvitself.
Exposure to reprimand for failing to adhere tocstregulations
implemented by the CSO. Such regulations seldornsiden
workload or hardship situations on the ground

Positive and negative consequences that an indivjzerceives a
participant has incurred as a consequence of hisher
relationship with another. Outputs include job s#gusalary,
employee benefits, expenses, recognition and praise

The salaries and benefits offered to teachersHeir teaching
work.

Management by overseeing the performance or opearat a
person or a group of people

The process in which an employee leaves an orgammzaither

voluntarily or involuntarily
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Working condition The environment in which work is executed. Thisludes

Work

performance

availability or lack of working tools, rules andoggedures of
work and the nature of work itself.
Observable behaviors that people do in their jobs &re relevant

to the goals of an organization

15



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter examines previous studies that aategbko job satisfaction. It highlights the
relevant literature on factors enhancing teachlersgtisfaction and the impact of teacher

job satisfaction on performance in national exarnoms.

2.2 The Concept of Job Satisfaction

Job satisfaction refers to an employee’s emotistate which covers the complete range
of emotions from positive to negative (Zhang, Yab,Cheong, 2011). Thus, job
satisfaction can also be defined as pleasantnessgleasantness of employees during
their work Hee, Yan, Rizal, Kowang, and Fei (2018) define gdtisfaction as a
pleasurable or positive emotional state resultirgnf the appraisal of one’s job or job
experience. It is the result of employees’ perceptf how well their job provides those
things that are viewed as important. This viewimilar to Sahito and Vaisanen (2017)
who defines job satisfaction as the amount of dve@asitive feelings that individuals
have towards their jobs. Unfavorable feelings resujob dissatisfaction (Gregory, 2011).
Koutouzis and Malliara (2017) define teacher jobséaction as a source of motivation

that sustains effort in performing tasks requirédand teachers.

Job satisfaction describes how contended an ingiigs with his or her job (Armstrong,
2010). It denotes how people feel about their jabd different aspects of their work.
Robbins and Judge (2016) suggest that job safisfat an emotional response towards
work environment. This definition infers that thengral attitude towards work is
influenced by the perception towards various aspext an employee’s work. Job
satisfaction is necessary for the success of aanargtion. Its absence often leads to

lethargy and reduced organizational commitment @w®w0and Robbins, 2010). Lack of
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job satisfaction can also lead to quitting of a {@ahito & Vaisanen (2017). It has also

influenced the retention of employees over thesgiear

According to Sahito and Vaisanen (2017), job satisbn is related to physical and mental
health and that job satisfaction contributes tadpedbverall mental health. A satisfied
teacher contributes to an increase in studentsieaement. They further asserts that
frustration and despair caused by an unpleasamigolades an individual’s life and make
workers feel depressed both on the job and at h&aj. and Anand (2013) affirmed that
a motivated worker is easy to spot by his or hditagdedication, enthusiasm, focus, zeal

and general performance and contribution to orgdimaal objectives.

Therefore, job satisfaction is a function of marspects of work. It is an affective or
emotional response towards various facets of ge&'gfKreitner & Kinicki 1995). Souza

— Poza& Souza — Poza (2000) came up with a frantewlmat postulates that job
satisfaction depends on the balance between wadte-inputs such as education of an
employee and working time and work — role outputshsas wages, rewards and status.
Job satisfaction increases when work — role outimgteases relative to work — role input.
Adequate compensation and safe and supportive kehemonments serves to attract and
retain teachers, whereas low pay and poor workorgitions undermine teachers long

term commitment to their jobs (Ingersoll, 2006).
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2.3 Teacher Job Satisfaction with Remuneration antVork Performance

Compensation forms the main source of earning fostnteachers. Employees attach
greater significance to remuneration. Murrey (20d$gerts that teachers are not able

to engage in private practice like employees ireptrofessions, for instance, medicine
since they give all their day hours to the job. Hemmesh (2001) observes that job
satisfaction is less for employees who receive &ssunt of remuneration whereas higher
amount receiving employees have high level of miisgaction. Heywood and Xiangdong,

(2006) agrees that remuneration is an imperatigeofdor job satisfaction but adds that

other related factors are promotion, recognitiot i involvement.

The roles of teachers are crucial for the transfé&nowledge in schools. At the same time
teachers remuneration is the biggest cost factedircational finance. In most countries,
developing and industrialized alike, teachers’ sasaaccount for between half and three
quarters of the education expenditure. In mostcafri countries, education takes the
largest share of national budget (World Bank 20@®)cording to the Kenyan 2014 —

2015 budget, education got 27.3% of the nationdigbtiwhich translates to Kshs. 308.6
billion of which Kshs 161 billion or 52.6% was to ¢owards payment of salaries. Given
this huge financial investment involved, it is extrely important to establish whether

these funds are being used efficiently.

Research reveals that remuneration strategies dgasitive impact on the performance
of educationists (Malik, Rizwan & Munir, 2012). Agssential purpose of a job is to earn
sufficient salary to sustain a good life. AccorditmgAhmad, Nawaz, Igbal, Ali Shaukat
and Usman, (2010) motivational factors increase leyags’ job satisfaction. Satisfied
employees in return can help in improving instdnal performance. Tasema and Soeters
(2006) also established a positive relationshipvbeh compensation practice and job

satisfaction. Leigh (2012) assessed the impaceather pay on teacher aptitude among
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students entering teacher education courses irAaaian University. Findings revealed
that 1 percent rise in the salary of a startinghiea boosts the average aptitude of students
entering teacher education courses by 0.6 pereerdihks. Remuneration satisfaction
variable is, therefore, associated with outcomes tlod organization. Employees
dissatisfaction with remuneration lead to decregsedormance, decreased motivation,
decreased job satisfaction, increased turnoveiramdased absenteeism

(Nisar, et al 2012). Ghaffar, Ameer, Arshad and djr¢2013) who did a research on
factors affecting job satisfaction levels of acadestaff in Pakistan concluded that the
most important factor having major impact on thes&action level of academic staff is
remuneration. Their views concur with those of ilaRizwan and Munir (2012) who
conducted a study on the influence that remuneradind promotion has upon job
satisfaction at university level in Province PunjaliPakistan. However, these studies did
not establish the influence of remuneration on heacjob satisfaction and work

performance.

Bilal (2012) has discovered that job satisfacti@pehds upon the matching of rewards
with the expectations of employees from the emplayed other factors like desires,
wishes and needs of the employees. According t@rgBRdeshi study (Tasnim, 2006)
female teachers are greatly affected by statusl@mdsalary in performing their duties.
Tasnim also asserts that salary should be suffitteoope up with the social standing and
culture and to cover the living cost. If salary manmeet the living cost, then the teacher

has to look for other earnings and would not be &bfocus on the job.

Teachers work performance and effectiveness isrrdated by effective teaching
measured by learners academic performance in eaions. In America, Machin and
McNally (2008) as cited in Warui (2013) noted theachers are a central pillar in the

learning process that takes place in schools aadthieir effectiveness and productivity
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can vary depending on the incentives they facey geahead to document that about
40% of teachers in New York City quit after threeays because the average weekly
remuneration has declined in recent years compuaiéid the remuneration of other
college graduates. The African society has beemwiat pf teachers’ dissuasion in the
teaching profession. Those who opt for educatiotertiary institutions and universities
are regarded as failures in other lucrative academmntures. Teaching is therefore taken
as a last resort (Nganzi, 2014). According to Voagd Kiragu with Rarieya and Githigo
(2012), who sought to examine the difficulties Kenyeachers encountered in their work,
teachers in Kenya are said to be the least paidfalt public sector workers and far from
giving them financial security some teachers thought teaching yielded lower returns
than running an informal business. Consequentlgretrthas been an exodus from the
profession to other lucrative jobs. According tBC4.0 report by Kenya Secondary School
Heads Association, schools lose up to 6000 teaghars/ear who change professions.

UNESCO places the figure at between 7000 — 110&htrs annually (Onwong’a, 2012).

Yamoah (2013) examined the relationship betweenamwsystems and teachers’
performance in Ghana. Data was collected and agrlysterms of descriptive statistics
and Pearson chi square was used to test the smmi# of relationship between rewards
and performance. The result indicated a significaldtionship between teachers’ rewards

and job performance.

Matovu (2001), who conducted a survey on teachdrs were considering leaving the
teaching profession in Uganda established thatrysalas the most important factor in
driving their decision. Research also indicates Migerian teachers have been constantly
agitating for an improvement of the terms of sesvior teachers in public schools
(Nganzi, 2014; Komolaye, 2010; Bennel & Akyeampo2§07). These three studies

established that teachers develop attitudes orb algpending on financial outcomes it
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rewards. They further observe that Nigerian tedsheb satisfaction is generally low and
teacher’'s agitations and demands for improved remagion have been given little

attention by the Nigerian Ministry of Education.

A study conducted by Baraza, (2003) on the effett®wards on job satisfaction among
secondary school teachers in Sirisia/Malakisi Dirisaffirms that money is the main
reason for working in many cases in developing teesy He adds that there are many
other factors that people take into account wheiddeg to leave or remain in a job.
Mbugua, (1998) as cited in Wangai (2012) assedsithwould be significant to determine
the motivational needs and job satisfaction leaet®ng teachers. Nzure, (1999) indicated
that people join and work in organizations in orttesatisfy their personal needs. These
needs can be satisfied through adequate wagedaoiesaOkumbe, (1998) adds that job
satisfaction is enhanced when workers perceivetadgei pay compared to their input.
When workers feel that they are inequitably remateat, dissatisfaction sets in. Siringi,
(2009) attributes lower levels of teacher job diséaction in Kenya to poor remuneration

and stagnation in the same job group.

A study conducted by Okungu (2012) on determinafteccupational attrition among
teachers in public secondary schools in Kisumu Béstrict revealed that poor schemes
of service highly determine occupational attritiancomparison with other determinants.
According to a study conducted by Waga and Simat(28®14) on hygiene and
motivational factors that influence job satisfantiand dissatisfaction among teachers of
public primary schools in Kisumu East and West Salinties, teacher job satisfaction is
influenced by job security, good transport systerd good medical service. Teacher job
dissatisfaction in the two sub counties was infagehlargely by low pay, poor working

conditions, poor medical scheme and lack of fribgeefits. However, these studies did
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not establish the influence of remuneration on heacjob satisfaction and work

performance, a gap that this study sought to bridge

2.4 Teacher Job Satisfaction with Working Conditiors and Work Performance

Teachers working conditions play an important pathe quality of education. Herzberg
(1976) argued that working condition is a basiarement for employees and determines
success or failure at the work place. Supportivekvemvironment is one where teachers
team up regularly and learn from one another. Belydl(2011) postulates that teachers
choose to leave schools with poor working enviromtsielmproving the social conditions
involves building social trust between teachers seftbol leaders and engaging teachers
in co-constructing the social context of their wéBtyk, Sebring, Allensworth, Lupescu&

Easton, 2010).

Desirability of the teaching profession and teaghbrsatisfaction is closely related with
working conditions. Osei, 2006 as cited in NjirlD12) notes that in most countries in
Africa, teachers work in overcrowded classroomsnhgadue to increase in learners’
population in primary schools with inadequate fdes. This, Osei notes, has negative
implications on teaching/learning and learners egtment. Hedges (2002) affirms that
poor working conditions consequently determinetdachers’ decision to remain or quit

the profession.

Teacher job satisfaction is the results of the mxte® which different aspects of
employee’'s work situations are relevant to job Jatesl value system (Tiffin &
McCormick, 1971). According to Brough and Frame02)) work conditions are defined
as an employee’s work place, work instrumentsybek itself, organizational policy and

organizational rules. Arnold and Feldman (1996) sadiygiene, working hours and
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resources as part of working conditions that mestuifilled for job satisfaction to be

realized.

Providing a supportive context in which teachers @#rk contributes to improved
student achievement (Ladd, 2009). Bryk et al, (20diéntified two sets of factors that
define a teachers’ work place. These are concrederansactional factors which include
pay, workload and contractual responsibilities #imel social and factors which include
interactions with colleagues and administrators twledschool organizational culture. This
is in line with the findings of Orodho, Waweru, Mdu and Nthinguri (2014) who sought
to determine home based challenges to effectivéeinmgntation of curriculum under free
primary education in nomadic Kenya. They observeat the education policy that
requires primary school teachers to teach all sihjm the curriculum is a challenge to
effective implementation of the curriculum becauséoads on a teacher as a heavy

burden.

Boyd et al, (2011), who conducted a survey on Aoagriteachers, established that in
addition to salaries and benefits, working condsicsubstantially influence teachers’
career plans. They concluded that working condstiane important predictors of New
York City teachers’ decisions to change schooldeare the profession. Ladd (2009)
while examining the relationship between workingnditions and students achievements
in elementary schools in Massachusetts establigte#dvorking conditions predict school
level value added scores in mathematics and tgseledegree in reading. Ladd suggests
that teachers flee dysfunctional and unsupportieekvenvironments in which they are
assigned. What is not clear in these two studie®ter factors that also influence teacher
job satisfaction and performance a bridge thatrégsgarch intends to bridge.

Research shows that safe environment, strong asinative leadership, collegial

cooperation, high parental involvement and suffitieearning resources can improve
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teacher effectiveness, enhance their commitmensdoool and promote their job
satisfaction (Guarino, Santibanec & Daley, 2006hin@li (2010) as cited in Obineli
(2013) argues that inspired work place will resaoltinspired workers. Decent working

conditions provide greater physical comfort forctears to boost their morale.

Zembylas and Papanastasiou (2006) who studied dbeces of job satisfaction and
dissatisfaction among Cyprus teachers assert dlaghérs derive satisfaction from such
aspects as working with children and seeing themwgand achieve, making a
contribution to the society, working collaboratiyelvith colleagues and achieving
personal professional growth. These findings agi#ie those established by Steyn (1992)
and Steinberg (1993) as cited in Louw and Badenti@@®98). The variables that emerged
from these studies were aspects pertaining to wgrkbnditions; interpersonal relation
with managers, colleagues and learners; profedsimvelopment, management style and

community involvement.

Garney (2007) as cited in Warui (2013) observes ith&dondon, effective teaching and
learning takes place in school structures that ckean, quiet, safe, comfortable and
healthy. Buildings that are not suitably maintainealve the likelihood of inhibiting
student success. Studies carried out in Pennsgamcluded that output is higher where
teachers have a low teaching load (Atkinson, 1988is finding is reiterated by results of
a survey on working conditions of North Carolinadkeers which stated that teachers
working conditions were learners’ working condisorAny effort towards improving
teachers working conditions consequently resultsato improvement on learners’
performance (Mike, 2008).

In South Africa, Naidoo, Botha and Bisschoff, (2P18udy of teacher dissatisfiers
revealed that some of the reasons for teachersdigdatisfaction included job demands

(overloads), a lack of growth opportunities, jolsenurity and lack of control. This
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conforms to the findings of Davidson, (2007) whaabBshed that Tanzanian teachers
were not happy with pay, fringe benefits, housprgmotion, status and workload. Peltzer
et al, (2009) attributes the high cases of hypsitern stomach ulcers and other stress
related diseases among South African teacherset@apbpalling conditions of teacher job

dissatisfaction.

In a comparative study in Uganda, Zambia and NégdRithstein (2010) found abundant
disparities in the resources and facilities ava@dbr the teaching and learning in schools.
Some schools in the study were so underprivilegady did not have the basic necessities
such as sufficient classrooms, desks, textbookisesf toilets and apparatus. The adverse
effects of these are frequent cases of transfetsemacher attrition (Tierney, 2012: Ogari,

2011).

Babirye (2011) sought to establish the relationdlepween teachers’ remunerations and
performance of schools under Universal Primary Btlan (UPE) system in Uganda.
Analytical and correlation designs were used indberse of the study. Quantitative data
was gathered in order to establish the relationsbtpreen the independent and dependent
variables. Findings on establishing the relatiopdbetween teachers’ remuneration and
performance of schools under UPE system revealsttomg and positive relationship
between teachers’ remuneration and performancelodods under UPE system. Study
findings also revealed that teachers’ fringe bégedind nature of working conditions
greatly affects performance of schools under UP&esy. Maingi (2012) and Okach
(2011) concurred with these findings and adds témethers quit teaching due to pressure

of work affects the quality of tutelage and in effeas an impact on performance.

The aforementioned studies have presented thetlattworking conditions have had

influence on job satisfaction among teachers imouarcountries. However, focus on how
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working conditions have influenced transfer requastl performance of teachers as
reflected in the academic outcomes of learners sdetm have been overlooked. This
study therefore strived to highlight on how workicanditions have influenced teacher job

satisfaction and work performance in Kisumu County.

2.5 Teacher Job Satisfaction with Supervision and Wk Performance

The relationship employees have with their supersiss directly connected to their
success and growth at work. Supervisors who developositive relationship with
employees may be more likely to learn their empdsyestrengths and weaknesses,
making it easier for supervisors to use their erygds’ talents for the good of the
organization (Koutouzis&Malliara (2017). According Alimi, Olatunji, Akifolavin and
Oyandroja (2012), school administrator's supervisgractices attempt through second
intervention to ascertain, maintain and improve dolity of work. This concurs with
Wardiah and Kristiawan (2018) which observed intdg done in Indonesia that there
was significant influence of headmaster's supeowison effective teachers; there was
significant influence of achievement motivation effective teachers; and there was
significant influence of headmaster’s supervisiod achievement motivation on effective

teachers.

Yousaf, Usman and Islam (2018) investigated theewugion practices of school
managers related to staff development and its ioelsttip with teachers’ work
performance and growth in primary schools. To aghithis objective, this study collected
data through survey instrument from a sample ohqgguals and teachers in Lahore,
Pakistan. The results, obtained from correlatiod esgression analyses, revealed that
supervision practices of principals related to fstidvelopment are indeed helpful in

attaining better performance of teachers and thearall growth. Further, it was also
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found that there is not much difference betweeff d&velopment practices of male and

female school principals.

Mapolisa and Tshabalala (2013) investigated th&uosonal practices of Zimbabwean
school heads of schools. The study adopted theriptdge survey design. The target
population comprised of all teachers in primary cgdb in three of Zimbabwe’s

educational provinces of the Midlands, Matabelelliodth and Matabeleland South. The
random sample procedure was employed. A total wérséaundred and forty eight (748)
respondents were used of which three hundred aredyniwo (392) were female and three
hundred and fifty-six (356) were male. The mairdings indicated that the majority of
heads did not understand the concept of instruatisnpervision. The study, further,
revealed that teachers had negative attitudes tlswastructional supervision; that heads
of schools engage in the most current and presssugs like financial management,

sporting and grounds development at the expensestiéictional supervision.

Usman (2015) examined the Impact of InstructionalpeBvision on Academic

Performance of Secondary School Students in Nasaftate with reference to Senior
Secondary Certificate Examination (SSCE) in Nigefiide study showed that regular
instructional supervision using robust supervisgirategies like checking of students’
notebooks, classroom visitation/inspection by sthambministrators, checking teachers’
lesson plan/notes and inspection of teachers reloeeging have significant correlation
with teachers’ performance and academic achieveofesttidents in Secondary Schools.

Sule (2013) investigated the influence of princgpalpervisory demonstration strategy on
teachers’ job performance in Cross River State,ehg Respondents involved six
hundred and sixty (660) teachers and three thouddnee hundred senior secondary
school students which were randomly selected framm lhundred and thirty two (232)

secondary schools in Cross River State. The re$whalysis utilizing one-way analysis
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of variance (ANOVA) indicated that principal’'s denstration strategy did not

significantly influence teachers’ job performance.

Nemes and Sharali (2015) examined the effectivenédsead teachers in monitoring
teaching and learning in the primary schools of ¢ district, Tanzania. It established
that HTs involve teachers in the allocation of teag subjects, hence facilitating the
attainment of the set goal of achieving teachind Earning. Moreover, the HTs were
found to ensure there was an equal supply of tagcaind learning materials, review of
lesson plans and class journals, with only a fewragrtheir ranks undertaking classroom

observation.

Mwesiga and Okendo (2018) investigated the effea@ss of heads of schools in
supervising teachers’ teaching activities in seapyp@chools in Kagera region, Tanzania.
The study employed convergent parallel design froiwed research approach. Results
suggest strong significant relationship betweenogktheadship and teachers teaching
commitment. In Kenya, Mbatia (2016) sought to dgthbteacher’s perception of head

teachers’ supervisory practices on performance uwf dn public primary schools in

Nakuru North district. A total of 20 head teacharsd 94 teachers participated in the
study. The findings of the study were; head teacheke classroom observation and hold
conferences to discuss problems encountered andomagrd. Most of the head teachers
endorsed and helped the teachers to prepare payfasdocuments, checked pupils books
to ascertain the amount of work and comments mad#h@m. Teachers too agreed that
instructional supervision helps to improve teachamgl learning, head teachers do carry

out instructional supervision in their schoolsaetbr they perceived positively.

The foregoing studies notwithstanding, availabled&s have provided mixed outcome

with regards to how teacher supervision influerate gatisfaction and work performance
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among public primary schools. To gain deeper irtsigto the matter, the current study
therefore collected data from public primary scldal Kisumu County to shed light into

this factor.

2.6 Teacher Job Satisfaction with Job Security antéVork Performance

Job security is considered as the likelihood thatholder of a job will keep the job. Job
security can be achieved through an organizatiolalate that allows for educators to
participate in matters that concern them as welinasollegial behavior. Naidoo et al
(2013) reaffirms that desirable teacher behavionifest in a teacher with a high sense of
job security. According to Luthans (1989), job s#gus the feeling which involves being
able to hold onto the job and being sure that @llbe well with the job as in the past. He
describes insecurity as a haunting fear that thiasgfs, that one may lose what he /she has

at the moment.

Ichino and Riphahn (2005) as cited in Leung (200®)s that the average number of days
of absence per week more than triples once theapilily of being fired increases. The
number of days of absence per week reduces signifjconce employment protection is
granted. Armstrong (2010) placed job security asfittst on the list of priorities for many
employees and labour unions because of the emetigiegts from technological change.
On the other hand, DeCenzo and Robbins (3010) dajdte security as the first among
eight job factors indicating that it was the masfportant factor that contributes to job
satisfaction among secondary school graduate tesacfieb security was cited in this

research as the only advantage enjoyed in puldidutions.

Baluyos et al (2019) sought to determine the matstip of teachers’ job satisfaction and
their work performance in the Division of Misamicé€dental during the school year

2018-2019 in Philippines. One hundred and four Y Hathool heads and three hundred and
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thirteen (313) teachers responded to the study. rEsearcher used the descriptive-
correlational research design; and the Teacher Shtisfaction Survey Questionnaire
(TJISQ) and Individual Performance Commitment Reviemm (IPCRF) as instruments.
Mean, standard deviation, and Multiple Regressioralysis were the statistical tools
used. Findings revealed that the teachers werdyhggiisfied with their job, and their
work performance was very satisfactory. The satigfa of teachers on school heads’

supervision and job security inversely affect thachers’ work performance.

Kwabiah et al (2016) examined the predictability job security, job satisfaction on
organizational commitment and workers’ performamgthin industries in Takoradi in

Ghana. A total of 294 employees sampled from threen sectors of the economy
namely, para-military (immigrations), civic servi@nd the organized private sector
(Ghana Coke Company) were involved in the studwrBtructured questionnaires were
used to elicit their responses which were analymethg Pearson product moment
correlation and multiple regressions. The findisfgewed that job satisfaction and job
commitment correlated with job performance. Howeveb security did not show

significant correlation with performance. Also, thewas no correlation between job

security and organizational commitment.

Lutsilili et al (2014) sought to find out whether wot teachers’ participation in decision
making affects the performance of secondary schoolakuru Town East Sub County.
Descriptive survey was used to carry out the resedrihe target population comprised of
464 public secondary school teachers in the areastrActured questionnaire was
employed to collect data. It was established thate exists a positive and moderately
strong correlation between decision making and @sh@erformance. It was concluded
that decision making is moderately and positivebnsequential to performance of

secondary schools.
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Waga and Simatwa (2014) established that teachedigsatisfaction in Kisumu East and
West Districts manifests itself through absenteeisteness, insubordination, desertion of
duty, conflicts and lack of commitment to duty. Téfere, attempts to improve
performance in schools will never succeed if tea@hte satisfaction is ignored. Motivated
and satisfied teachers are likely to affect thernees positively. Educational
administrators should pay attention to the phen@mainteacher job satisfaction. This
study did not endeavor to look at performance amdas conducted in only two sub
counties in Kisumu County out of seven. The curstuady aimed at bridging the gap in
the above study by determining the factors enhangwob satisfaction and work

performance among public primary school teacheksamu County.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter gives a description of the study altearovides a socio — cultural profile of
Kisumu County. The chapter then explains the resedesign, sampling procedure and
data collection methods that were used in the stlidwplso highlights data analysis

procedures and ethical consideration in research.

3.2 Research Design

The study undertook a descriptive research desigeoliect information from selected
teachers in various primary schools within Kisumau@ty. Gay (1996) contends that
descriptive research design determines and replogtsvay things are and commonly
involves assessing the attitudes and opinionsdi¥itiuals, organizations and procedures.
Descriptive research attempts to describe and iexptanditions of the present (Best and
Kahn, 2008). Descriptive research design was ugefallowing the research to assess a
wider variety of behaviors and other phenomena tet be studied in a typical

naturalistic observation study (Marczyk, DeMatte&@&stinger 2005).

3.3 Area of Study

The area of study was Kisumu County. Kisumu Cousitetches from the Nandi
Escarpment in the east to the Kano Plains in tidglimiall the way to the hills of Seme in
the west. It is the f3most populated county in Kenya and tfferBost populated county
among the six counties in the former Nyanza PraincdWNVestern Kenya. Kisumu County
lies between longitude 3AE, 353'E and latitudes @N, 0°5" S. It covers an area of
2,085.9 kmwith a population density of 460 persons per sqiéoeneter. Its’ headquarter

is located in Kisumu City (County Government of kisu, 2014).
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Kisumu County neighbours Siaya County to the Weégtiga County to the North, Nandi
County to the North East, Kericho County to thetEllyamira County to the South and
HomaBay County to the South West. It has a sharetin Lake Victoria occupying
northern, western and a part of the southern shadrétee Winam Gulf. The climate of the
county is modified to a larger extent by Lake Vi@pthe second largest fresh water lake
in the world. The county has an annual relief @inthat ranges between 1000 mm and
1800 mm. the rain mainly falls in two seasons March — May and September —
December. Kisumu County is warm throughout the yeiein a mean annual temperature
of 23C. Temperature ranges between2and 35C (Kenya National Bureau of Statistics,

2012).

Kisumu County is divided into seven sub — coungash following the borders of the
constituency which bears a similar name. TheseKaemu East Sub County, Kisumu
West Sub County, Kisumu Central Sub County, Nyak&ab County, Muhoroni Sub
County, Nyando Sub County and Seme Sub County. sile— counties are further

divided into 35 wards (Appendix V).

Kisumu County is host to several colleges and usities. It has 601 public primary
schools and a substantial number of private irtgiitg. Enrollment rate in primary
schools stands at 248,627 with a Gross Enrolmete Bf@al27.5. The number of public
primary school teachers in Kisumu County is 603d #me teacher to pupil ratio is
1:51.Kisumu County is ranked among counties with blest access to modern services
and conveniences such as internet, mobile phoneectinity and television access.
However these conveniences are only limited to teidicome earners and those in the
major towns within the county. Poverty incidencekisumu County stands at 60%. The
county contributes 1.7 % to national poverty witB83185 people in the county living

below poverty line (Kenya National Bureau of Stitss 2014).
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The County was selected for the study owing to magks of transfer requests to schools
in particular sub counties as opposed to the otlnatls nearly all teachers posted in such
areas not willing to be transferred to schoolsidaetsuch sub counties. Moreover, KCPE
performance over the years has been comparatiigthyamong primary schools in the sub

counties to which most transfer requests have bemsived.

3.4 Target Population of the Study

Target population refers to an entire group of vidiials, events or objects having a
common observable characteristic of interest torésearcher (Mugenda & Mugenda,
2005). The study targeted 601 head-teachers, B&@8¢rs and 35 CSO. The headteachers
were targeted because they are the immediate botsles teachers and are therefore in
better positions to understand factors that migiiaece teacher motivation. On the other
hand, the teachers were targeted because theheames whose job satisfaction levels
were under investigation. Work performance of teachers determines test scores in
KCPE. The CSOs are targeted because they arersffideo oversee implementation of
government policies including setting up of workicmnditions, supervision, benefits, and

security.

3.5 Sampling and Sample Size

A sample is a smaller group or sub-group obtainesnfthe accessible population
(Mugenda & Mugenda, 2005). According to Saundeesyis and Thornhill (2012), this is

a carefully selected sub group to be representaifvéhe whole population with the
relevant characteristics. Each member or caseeisdimple is referred to as respondent or
participant. There are several approaches to detemgnthe sample size. These include
using a census for small populations, imitatingaengle size of similar studies, using

published tables, and applying formulas to caleudatample size.
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This study adopted Yamane’s (1967; cited in Isr2@1,3) formula to calculate the sample

size as shown below:

N
1+N(e)2

Wheren is the sample siz&\ is the population size, ards the level of precision (0.05).

6072

- _ =375
"= 1+ 6072(0.05)2

The sample of the study was therefore 375. To ensgual representation of each
member in the study, stratified random samplingciwhinvolves dividing the population
into subgroups and then taking a simple random kampf = n/Nx 100%in each
subgroup was used (Patton, 2002). WHeigethe sample size of the sub groups the
population of the sub group; aitis the total sample size. This study therefore thagle
strata: head teachers, teachers, and CSOs. Thdesdispibution is as shown in Table
3.1.

Table 3.1:Distribution of Sample Size

Respondents Target population Sample Size Percent
Head Teachers 601 37 9.87
Teachers 5436 335 89.33
CSOs 35 3 0.8

Total 6072 375 100

Simple random sampling was used to select heathéem@nd teachers from whom data
was collected using study questionnaire. On therdtlnd, purposive sampling technique
was used to select the CSOs. Purposive samplingeshnique where respondents who
are believed to have the required information irgigen subject, are targeted and

interviewed, one point at a time. Kombo and Tror@p06) point out that a purposive
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sampling technique is used where the researchgettaronly groups or individuals
believed to be reliable and having relevant infararaon the subject of study and that, it

can be used both for quantitative and qualitativeiss.

3.6 Research Instruments
The objectives of the study were achieved by the o& the following research
instruments; a standardized teachers’ job satisfagurvey questionnaire, Headteachers’

open ended questionnaire, and interview schedul€ $®s.

3.6.1Teachers’ Survey Questionnaire

The teachers’ job satisfaction questionnaire cosegriof 26 items on a five point likert
scale. The questionnaire was divided into five isast Section one assessed the
demographic characteristics of the respondentsipseisvo looked at remuneration factors
enhancing job satisfaction and teacher job satisfacand work performance; section
three focused on supervision and teacher job aatish and work performance, while
section four covered working conditions and teacha satisfaction and work
performance. The fifth section looked at job seguand teacher job satisfaction and work

performance.

The advantage of using questionnaire was thatabled each respondent to be asked to
respond to the same set of questions, thus prayidm efficient way of collecting

responses from a large sample prior to analysiss@nnaire also reduces time and cost.

3.6.2 Headteachers’ Open ended Questionnaires

The headteachers’ questionnaires consisted of opeded questions.Open-
ended questions allow respondents to include maofermation, including feelings,
attitudes and deeper understanding of the sulipsszd & Onen, 2009). Head teachers were

selected for the administration of open ended questbecause they have deeper
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understanding of factors that satisfy teachers hasetheir lived experiences as school
administrators. The questionnaire was divided Bixoparts, with the first part assessing
demographic characteristics of the head teachdrs; decond section looked at
remuneration factors enhancing teacher job satisfa@and work performance; section
three assessed supervision and teacher job stitsfand work performance; section four
focused on working conditions and teacher job fati®n and work performance; section
five looked at job security and teacher job sattsém and work performance, while

section six focused on work performance of teachers

The likert scales allowed the researcher to idgictitain response patterns to see whether
there is a problematic set that emerges as indidayerestricted variability in responses

(Orodho, 2004).

3.6.3 Interview Schedule for Curriculum Support Officers (CSO)

An interview is an open ended discovery orientethan that is well suited for describing

both program processes and outcomes from the perspef the target audience or key
stakeholder (Robson, 2010). It can also be destmisea conversation with an individual
whose goal is to deeply explore the respondentistpof view, feelings and perspectives.
In-depth interviews can uncover valuable insigimd anable one to find out the real story
from the people in the know. This method of dathection was used to systematically
record and document responses coupled with intpnsieing for deeper meaning and

understanding of the responses.

The interview involved open-ended questions thaevesked to the sampled CSOs which
were constructed from knowledge gained from lite@aton factors enhancing job
satisfaction and work performance. According to Mak (2005), interview is often an

efficient and valid way of understanding someongsspective. The researcher asked
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inquisitive, exploratory and analytical questionscdsing on factors related to
remuneration, supervision, working conditions aold $ecurity as factors enhancing job

satisfaction and work performance amongst teachers.

3.7 Data Collection Procedure

The researcher first sought authorization from MaseJniversity Ethics Review
Committee (MUERC). Once permission was granted, tbsearcher undertook a
preliminary survey of schools in the county withveew of conducting appropriate
sampling. Appointments were also sought with Couitector of Education officers, Sub
County Director of Education officers, Curriculunagport Officers (CSO), headteachers
and teachers to facilitate data collection. Theeaesher personally administered the
instruments to all the selected respondents. Qaresires were administered in a cluster
of schools that could be reached comfortably foseeaf navigation. The researcher
distributed them in the morning and collected titemsame day in the afternoon. During

this period, the researcher was available for dayfication.

3.8 Validity and Reliability of the Research Instrunents

Validity is the extent to which a study measuresathis intended to measure. It is the
conceptual and scientific soundness of a reseduncly $Graziano & Raulin, 2004). Items
in the research instruments were discussed withstipervisor and advice given were
incorporated in the instruments. The instrumentsevtken given to at least two experts
from the Faculty of Education to establish theirreotness. Their input was incorporated

in the final draft of the instruments so as to ioya on their validity.
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Reliability is the degree to which a measuring pthoe gives consistent results
(Postlethwaite, 2005). A measuring procedure isibéd if similar results are replicated a
second time following the same procedure. The sasd@t can, therefore, be generalized
on other groups of research participants. Relighaf the instruments was determined by
piloting in five schools which were not included tine final study. Using test — retest
method, teachers in the sampled schools were gabjéx the research instruments. After
three weeks they were re-subjected to the sameumshts. The results of the two tests
were correlated using Pearson Product Moment etioal to establish the reliability

coefficient. A reliability coefficient of 0.87 wasbtained for all the variables.

3.9 Data Analysis and Presentation

Data analysis is the process of examining the iogsislip between different variables,
measure differences between groups and conditiotieramines and generalizes results
obtained from a sample back to the population frehich the sample was drawn. As
Kerlinger (2006) asserts, the purpose of analysisoi reduce data to intelligible and
interpretable form so that the relations of redegmoblems can be studied and tested.
Quantitative data was analyzed using descriptiatissics while qualitative data from
open ended questionnaire and interview scheduleanaysed using thematic analysis.
Descriptive statistics allowed the researcher srdee the data and examine relationship

between variables. Descriptive statistics involtregluse of mean and standard deviation.

Data was analyzed using the Statistical Packag8doral Sciences (SPSS).The following

scale was adopted for the analyses of the likatesc
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Key: Interpretation of Mean Ratings

1.00 — 1.44: Strongly Disagreed (SD)
1.45 — 2.44: Disagrees (D)

2.45 - 3.44: Not decided (N)

3.45 - 4.44. Agreed (A)

4.45 - 5.00: Strongly Agreed (SA)

The qualitative data obtained from open ended duestand interviews was analyzed
using Thematic Analysis. This involved categorizopgnerated answers into outstanding
themes and reported in narrative forms. The queMtalata was used to compliment the

information obtained the study questionnaire adstémed on teachers.

3.10 Ethical Considerations

Ethics in research generally means that a resaahelsea moral obligation to protect the
participants from harm, unnecessary invasion off ghivacy and the promotion of their
well- being (Marczyk, DeMatteo & Festinger, 2005he researcher obtained a research
permit from Maseno University Ethics Review Comeatt(MUERC) and sought for the
consent of the County Director of Education in KimuCounty, to carry out the research.
Consent was also sought from the Sub County Directd Education, Curriculum
Support Officers (CSO), headteachers and teachermg the period of the study, utmost
confidentiality of respondents was observed. Anyeask events that might have occurred
to respondents during the course of their researcblvement were reported to the
relevant organs. A Data Safety Monitoring Plan (0F§Mvas put in place to monitor the
data collected to ensure safety of subjects ansbpat data. During the period of study,
the researcher observed intellectual property sigatknowledge sources of information
and seek the copyright permission where necesd$ayticipation in the study was

voluntary and respondents selected from the tqrgetilation were informed of what was
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expected of them. The researcher carried out hinrsel dignified manner and ensured
that ethical values were not violated. Such issueduded proper conduct of the
researcher during the research period, confidémtialf information obtained from

respondents, avoidance of physical and psycholbperen to respondents and obtaining

voluntary and informed consent from the respondents

3.11 Operationalization of the Study Variables

This section explains how the variables are opamatised in the study. This is shown in

Table 3.2.
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Table 3.2:Operationalization of the Variables

Variable Operational Indicators Data Measureme Scale
definitions Collection nt tool
Methods

1 Establish whether  Monetary Pay; Questionn Percentage, Ordinal
remuneration rewards given Pay rise aire Mean; (1-5)
enhance job to teachers for Rewards Standard
satisfaction and their efforts Fringe Deviation;
work performance benefits Themes

among public
primary school
teachers
2 Find out the extent Support
to which supervision provided to a

Support Quantitati
from ve and

enhance job teacher by the immediate qualitative
satisfaction and iImmediate boss boss

work performance or the head

among public teacher/head of

primary school department

teachers

3 Determine whether Nature of
working conditions environment

enhance job and the
satisfaction and prevailing
work performance relationships
among public where the
primary school teacher works.
teachers

4 Establish whether  The extent of
job security enhance permanence or

satisfaction and temporariness
work performance  of terms of
among public work or job
primary school

teachers

Rules and  Quantitati
procedure of ve and
work; qualitative
Type of

work done;
Relationship

with co-

workers

Risks of Quantitati
termination; ve and
Risks of qualitative
interdiction

Percentage, Ordinal
Mean; 1-5)
Standard

Deviation;

Themes

Percentage, Ordinal
Mean; 1-5)
Standard

Deviation;

Themes

Percentage, Ordinal
Mean; 1-5)
Standard

Deviation;

Themes
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CHAPTER FOUR
DATA ANALYSIS, INTERPRETATION AND DISCUSSION

4.1 Introduction

This chapter presents demographic characteristitiseorespondents and a discussion of
the findings of the study. The study objectives ayeto establish the influence of
remuneration on work performance of public primachool teachers in Kisumu County,
to find out the influence of supervision on workrfpemance of public primary school
teachers in Kisumu County, to determine the infagenf working conditions on work
performance of public primary school teachers isufiu County, and to establish the
influence of job security on work performance ofbjc primary school teachers in

Kisumu County.

The researcher was able to administer the studgtigneaire to 330 respondents out of

the sampled 375. Table 4.1 presents the questiencaverage rate.

Table 4.1:Distribution of Sample Size

Respondents Sample Size Covered Percent
Respondents

Head Teachers 37 32 86.5

Teachers 335 295 98.2

CSOs 3 3 100

Total 375 320 88

Table 4.1 illustrates that the overall questiommaimverage rate was 88%. The researcher
was able to administer the questionnaire on 320037 (86.5%) sampled head teachers;
295 out of 335 (98.2%) sampled teachers; and altithee CSOs (100%) sampled in the
study. This was an acceptable questionnaire retaten given that it surpasses 20% for
surveys involving small population (Gay, 1992) &@d6 recommended by Mugenda and

Mugenda (2003).
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4.2 Demographic Characteristics of the Sample

The first section of the study questionnaire erepubout demographic information of the

study respondents. This information was categoraedender, age, education level, and

period of service in teaching. Characteristicsespondents are presented in Table 4.2.

Table 4.2: Demographic Characteristics of Respondents

Demographic Characteristics Frequency Percent
Gender H/Teachers Male 24 76.8
Female 8 23.2
Total 32 100
Teachers Male 137 46.5
Female 158 53.5
Total 295 100
Age H/Teachers Below 30 00
31-40 00 00
41 -50 16 50
51-60 13 43
Above 60 3 7
Total 32 100
Teachers Below 30 90 30.2
31-40 105 35.9
41 - 50 53 18.2
51-60 47 15.7
Total 295 100
Experience H/Teachers Less than 10 yrs 00 00
10 yrs and above 32 100
Total 32 100
Teachers Less than 10 yrs 149 50.4
10 yrs and above 146 49.6
Total 295 100
Quialification H/Teacher P1 Teacher 00
Approved Teacher 16 50
Diploma 9 28
Degree 7 22
Master 00 00
Total 32 100
Teachers P1 Teacher 162 55
Approved Teacher 59 20
Diploma 59 20
Degree 15 5
Master 00 00
Total 295 100
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Table 4.2 illustrates that among the head teacli&8% were males while 23.2% were
females. This finding tend to point at the fact @sdhave dominated administrative roles in
the public primary schools. Among the teachers,|@4dl2 illustrates that 53.5% of them
are females while 46.5% were males. Whereas malas$ to dominate administrative
position in public primary schools, findings in Tab4.2 seem to suggest that class

teachers are predominantly females.

Concerning age distribution of study respondentld 4.2 illustrates that 50% of the
sampled head teachers were of between 41 and 5 wbde 43% were between 51 and
60 years of age. Seven percent of the head teasleees60 years and above. This finding
depicts the fact that the administrators were neafwtults capable of comprehending the

factors that might affect job satisfaction amorerteers.

Equally, Table 4.2 indicates that 35.9% of the dachpeachers were between 31 — 40
years old, while 30.2% were below 30 years old 38@2% were of between 41 and 50
years old. The rest (15.7%) of the sampled teachers between 51 and 60 years old.
With over 65% of teachers under 40 years of age fitiding suggests that the teaching
force among the public schools was mature andivelgtyouthful capable of unleashing

sufficient work performance in a satisfying job @omment.

With regard to teaching experiences possessedebyaimpled head teachers and teachers,
Table 4.2 indicates that all the sampled head txacfil00%) had over 10 years of
experience. This revelation of long experience $ema illustrate the ability of the
administrators to set up suitable work environmdatsenhancement of job satisfaction

and work performance among teachers.
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Similarly, Table 4.2 shows that 50.4% of the sadgkachers have had less than 10 years
of teaching experience while 49.6% of the teachacsmore than 10 years of experience.
This finding illustrates that the teachers undedgthave sufficient teaching experience
thus should be able to exert adequate effort tosvatiainment of better academic

performance in KCPE.

Finally, Table 4.2 also shows that 50% of the sahghead teachers have Approved
Teacher qualification; 28% have diploma while 22&kédn degree level of qualifications.
This finding tends to illustrate that the head kems in this area have adequate
gualifications to comprehend issues or factors twaild give rise to job satisfaction
among teachers. Similarly, Table 4.2 indicates &6 of the sampled teachers have P1
gualifications; 20% had Approved Teacher qualifmas while another 20% had diploma
level of qualifications. The remaining five percesftthe sampled teachers had degree
level of qualifications. This finding tends to ingplhat majority of teachers in this area
hold initial or entry qualifications to primary t&ang profession. Their level of job
satisfaction therefore seemed to be pegged updargathat would propel their status to

higher status including academic qualifications.

4.3 Influence of Selected job satisfaction on penfmance of public primary
schoolteachers.

The purpose of the study was to investigate thkiente of selected job satisfaction
factors on work performance of public primary sdheachers in Kisumu County, Kenya.
Specific objectives were to establish the influenteemuneration on work performance
of public primary school teachers in Kisumu County, find out the influence of
supervision on work performance of public primacir@ol teachers in Kisumu County, to

determine the influence of working conditions onrkvperformance of public primary
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school teachers in Kisumu County, and to estalhshinfluence of job security on work

performance of public primary school teachers isufiu County.

4.3.1 Performance of Teachers influenced by Job Ssfiaction

The study sought to determine the measure of therdkent variable: work performance
of teachers as reflected by academic achievemelgaofers in terms of mean score in
KCPE during 2018 national examination. Table 4.8spnts the distribution of KCPE
mean scores.

Table 4.3: Academic Achievement of Learners influenced byRera®/ork Performance

KCPE score in 2017 Frequency Percent
244.9 and below 53 8.8
245.0-250.9 67 111
251.0-255.9 49 8.2
256.0-260.9 45 7.5
261.0-265.9 47 7.8
266.0-270.9 45 7.5
271.0 -275.9 44 7.3
276.0-280.9 42 7
281.0-285.9 32 5.3
286.0-290.9 26 4.3
291.0-295.9 24 4
296.0-300.9 21 3.5
305.0-310.9 17 2.8
311.0-315.9 13 2.2
316.0-320.9 16 2.7
321.0-325.9 12 2
330.0-335.9 9 15
336.0-340.9 12 2
341.0-345.9 7 1.2
346.0-350.9 9 15
351.0-355.9 4 0.7
356.0-360.9 3 0.5
361.0-365.9 1 0.2
366.0-370.9 2 0.3
371 and above 1 0.2
Totals 601 100

Source: County Director of Education (2018)
Table 4.3 illustrates that most of the schools9%®.in the county scored below a mean of

250 points in KCPE, with 64.5% of them scoring abélve county mean of 258.75. The
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table also illustrates that 35.5% of the schootzest below the county mean of 258.75.
This implies that approximately 19.9% of the sckastored mean grades which could not
allow their learners to be admitted into schoolsciwhithe desired to join. It could however

be deduced that the there is a significant digpamitperformance between schools with
mean scores above the county mean (64.5%) and wittseenean scores below the county
mean (35.5%). Based on the fact that each schd¢¢mya receives state funding in equal
proportion based on the population of learners,disparity could only be attributed to

influence of selected teacher job satisfactionofiact

4.3.2 Satisfaction with Remuneration and work perfanance

The first objective aimed to establish how remunenainfluences job satisfaction and
work performance. The sampled respondents wereftirer presented with statements
related to how they view remuneration providedhi@it employment and requested to rate
their opinions as: 1= Very Dissatisfied; 2= Disst#id;3= Not Decided; 4= Satisfied; 5=
Very Satisfied. Having gathered all the distributgdestionnaires and analyses, the
researcher was able to draw findings based on érezjes and percentages, and thereafter
the mean (M) as well standard Deviation (SD) fa thsponses per statement. Table 4.4

presents the responses.
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Table 4.4: Teacher satisfaction with Remuneration and Workd?arance

Remuneration and Job 1 2 3 4 5 M SD
Satisfaction F (%) F (%) F (%) F (%) F (%)

| feel happy with my pay and 141(47.8) 86(29.2) 6(2.1) 17(5.8) 45(15.3) 2.38 .73
fringe benefits

The monthly salary is 106(35.9) 49(16.6) 70(23.7) 28(9.5) 42(15.1) 2.5888 .
sufficient to meet all my

important expenses

| feel comfortable withmy  81(27.6) 29(9.5) 12(4.1) 80(27.5) 93(31.5) 3.39 .67
future incomes.

I am happy with the gifts | 203(84.2) 33(10) 6(2.1) 8(2.7) 3(1) 1.32 .77
receive from management for

the contribution | make in the

school

| feel satisfied with my 80(27.5) 21(12.2) 13(1.2) 117(39.7) 66(22.4) 3.7675 .
chances for salary increases

| am satisfied with bonuses | 106(35.9) 55(18.6) 26(8.8) 10(3.4) 98(33.2) 2.785 .8
receive from my employer

| feel comfortable with 109(37) 57(19.3) 14(4.7) 34(11.5) 81(27.6) 2.47 .75
rewards | get for doing a good

job in the school

Overall mean and std. dev 267 61

Table 4.4 illustrates that the sampled teachers veatisfied with remuneration to a
moderate extent (M=2.67; SD=0.61), suggesting thaiuneration provided to them has
influenced job satisfaction and work performanceoagteachers in public primary
schools in the area in a mixed way. Specificallg, $ampled teachers remained undecided
that: they feel happy with their pay and fringe éfés (M=2.38; SD=.73);the monthly
salary is sufficient to meet all their importantperses (M=2.58; SD=.88); they feel
comfortable with their future incomes (M=3.39; SBA), they are satisfied with bonuses
they receive from their employer (M=2.78; SD=.8&)d that they feel comfortable with
rewards they get for doing a good job in the scHdb$2.47; SD=.75). They however
disagreed (M=1.32; SD=.77) that they were happyhwite gifts they receive from

management for the contribution they make in thikost Conversely, the sampled
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teachers agreed (M=3.76; SD=.75) that they feesfsad with their chances for salary
increases. These findings tend to imply that rematie only help the teachers with
meeting the basic necessities but with little $atison. This may mean that work

performance among teachers is not influenced byaimeineration that they get.

Interviews conducted with the CSOs as well the opeded questions from the head
teachers also revealed themes suggesting that ezatiom to teachers seem
unsatisfactory based on the workload they handhe @ the CSOs stated thus:

Teacher shortage in Kenya exposes primary schachers to high students-
teacher ratio. Therefore remuneration teachersigatot commensurate with
their workload (CS@).

This statement points at the lack of equity in nelegy the effort put in by teachers
ostensibly due to high number of learners thatheec are supposed to handle in a
classroom. This therefore makes teachers feel wyhaph the remuneration which might
not actually be low. Similar sentiments were alseealed by the open-ended questions
from the sampled head teachers. One of the thema¢®merged from the head teachers

was:

Remuneration for teachers offered by the emplogems inadequate given
the enormous workload teachers have. This is duéange class size
particularly since the introduction of FPE.

This finding also highlights the imbalance betweeorkload and reward for the same.
Similarly, head teachers seem to be helpless wighrd to remunerating teachers in terms
of their workload. The introduction of FPE resultedo influx of learners into public
schools without proportional recruitment of teasher rise in remuneration in equal
measures. This was revealed in a statement fromobtiee head teachers’ open-ended

guestionnaires:
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FPE tied the hands of school administrators in t®whgenerating finances
to help in offering fringe benefits to teacherghe face of large workloads.
Thus, teachers remain generally unhappy with tremunerations.

This statement illustrates the fact that even tbadhteachers are aware that workloads
handled by teachers are not commensurate withettmeimeration they get. However, an
interesting scenario emerged during one of theviges with the CS©which depicted
variation in allowances paid by TSC as a motivatagor in teacher movement from one
Sub County to the other. An outstanding statemleatt Was captured by the researcher
was:

There exist variations in teacher packages withardg to hardship and
commuter allowances paid in some Sub Counties pesagl to the others.
Such amounts are substantial to teachers hence m#iteof differences in
their monthly emoluments. At the same time, soneasawhich were
considered as not being hardship have become hgrdsteas, facing
severe instances of insecurity and extreme climatigations such as
draught and floods (CS

Statements attributed to CHighlights the possible dissatisfaction with mdyth
emoluments that some teachers carry home. It catiexplain the possible reason why
some teachers would request for transfers fromSuieCounty to the other. Indeed Ariko
and Othuon (2012) observed the issue of bonusiest@ss that push teachers to request to
be transferred from one area to the other in aystimhe in Kenya. These findings also
seem to concur with Fatima and Ali (2016) in a gtddne in Islamabad that schools have
fixed pay system for teachers and they (teachelsjHat compensation practices and job
satisfaction are highly correlated with each otl&milarly, Muguongo, et al (2015) also
revealed in a study done in Kenya that basic pdgwances and work environment
influences teachers’ job satisfaction to a gredemx and that teachers were highly
dissatisfied with all aspects of compensation thay receive. This, as envisaged in the
Equity Theory (Adams, 1963), seem to have led tet@cko view what they receive as

remuneration as being inequitable to their effbegace low job satisfaction.
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However, these findings contradict Hasbay and Adm (2018) which sought to define
the factors that affect the performance of teachwrking in secondary-level education in
Turkey. It revealed that teacher performance wiectd mostly by management factors,
followed by working environment and wages: the wéaggor did not show any effects
that directly increase teacher performance. lteisehy emerging that remuneration could
be a job if allowances were provided equally torguveacher as opposed to regional
consideration: allowances provided to some areasewdiscriminating others cause

dissatisfaction with remuneration.

4.3.3 Supervision and teacher Job Satisfaction antfork Performance

The second objective of the study sought to find lmow supervision influences job
satisfaction and work performance among teachegpsittic primary schools. Respondents
were presented with statements regarding how tiey supervision in their respective
schools and requested to respond as: 1= Stronglggee; 2= Disagree; 3= Neither
Agreed nor Disagreed; 4= Agree; 5= Strongly Agreéable 4.5 presents the responses

obtained from the sampled teachers.
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Table 4.5: Teacher Job Satisfaction with Supervision and V\Rekormance

Supervision and job 1 2 3 4 5 M SD
satisfaction F (%) F (%) F(%) F (%) F (%)

| feel happy with the support 10(3.4)  5(2) 6(2) 188(63.7) 86(29.2) 3.78 .81
that | receive from the

management

| am satisfied with the 8(2.7) 2(0.8) 10(3.4) 206(69.8) 69(23.4) 4.18 .73

autonomy | have in making
decisions about my daily tasks

| am satisfied with my 3(1) 29(9.5) 2(0.8) 10(3.4) 251(85) 4.52 .69
professional ability for doing
my job

| feel satisfied with the 8(2.7) 33(11.2) 6(2.4) 245(80.2) 3(1) 432 .67
recognition | have at my
workplace

| feel satisfied with the care  6(2) 15(3.1) 3(1) 41(13.9) 230(78) 4.46 .68
that | receive from my
immediate supervisor

My supervisor shows a lot of 10(3.4)  8(2) 6(2) 236(80) 35(10.8) 4.43 .69
interest in the feelings of the
subordinates

| am satisfied with the way the 34(10.4) 21(7.3) 14(2.5) 241(81.7) 57(18.6) 4.375 .7
supervisor involve us in target
setting

Overall mean and std. dev 429 .80

Table 4.4 indicates that the sampled teachers aghe4.29; SD=0.80) that supervision
has influenced job satisfaction and work perforneaamong teachers in public primary
schools in Kisumu County. Specifically, the sampkeadchers agreed that: they are
satisfied with their professional ability for doinigeir job (M=4.52; SD=0.69); they feel
satisfied with the recognition they have at thearkplace (M=4.32; SD=0.67); they are
satisfied with the way the supervisor involve thientarget setting (M=4.37; SD=.75); the
supervisor shows a lot of interest in the feelingshe subordinates (M=4.43; SD=0.69);
they are satisfied with the care that they recéiom their immediate supervisor (M=4.46;

SD=0.68); they are satisfied with the autonomy thaye in making decisions about their
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daily tasks (M=4.48; SD=0.73); and that they fesgbpy with the support that they receive
from the management (M=3.78; SD=0.81). These figslitend to suggest that the
sampled teachers are satisfied with the supervisieyn receive from their superiors. They
(teachers) derive job satisfaction from variougrferof support that they get from their

supervisors.

Based on interviews conducted with the CSOs, itrgetethat head teachers are called
upon to ensure that they provide all necessary@tippthin their means to teaching staff
so as to make their (teachers) work easy. A nthgme that emerged from the interviews

was:

The head teachers are encouraged to work closely t®achers. They are
not expected to supervise instructional activitedy, but also to look at

teachers’ welfare too (CSP
This statement seems to suggest that supervisideraschers goes beyond instructional
supervision alone. It caters for personal wellbehgeachers as well. It is the obligation
of the supervisor to ensure teachers are comferialtheir workstations so as to enhance
teacher commitment to the school. Such themes atserged from the open-ended

guestions presented to head teachers. One statemphasized that:

Teacher supervision today includes being concemiddtheir
(teachers) wellbeing in and outside the schoolsThparticularly
critical in catalyzing teacher commitment and miiziimy absenteeism

among other issues.
The head teachers’ statement highlights the impbmale teacher supervision play in
eliciting aggressiveness among the teaching d&iffiting of motivation in the teaching
staff is a critical role in improving academic perhance of learners. This factor emerged

during interviews conducted with the head teacheity, the emphasis that:
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Supervision of teachers is no longer an activityoiming victimization. Its
goal is to elicit more effort from the teaching fétgeared towards

enhancing pupils’ performance.

It is emerging that supervision ensures that teachejoy the working relationship in the
school. This is critical in ensuring job satisfactiamong teachers. These findings are in
agreement with Apenteng (2012) which explored tlffece of supervision on staff
performance in a study involving external and in&rsupervisors as well as training
officers and administrators in Ghana. It revealet supervision is a major tool for better
staff performance. Similarly, Hasbay and Altind@918) revealed in study done in
Turkey that teacher performance was affected mdstlynanagement factors. However,
findings in this study disagree with Sule (2013)ickhinvestigated the influence of
principal’s supervisory demonstration strategy @achers’ job performance among
secondary schools in Nigeria. It revealed thatgypa’s demonstration strategy did not
significantly influence teachers’ job performandeé.thus emerges that supervision

practices that influence teacher job satisfactiwhwork performance seem to be specific.

4.3.4Satisfaction with Working Conditions and Teachkr Work Performance

The third objective of the study sought to estébhsw working conditions influence job
satisfaction and work performance among teachepsilitic primary schools. Respondents
were presented with statements regarding how they working conditions in their
respective schools and requested to respond aStrbngly Disagree; 2= Disagree; 3=
Neither Agreed nor Disagreed; 4= Agree; 5= Strongbyee. Table 4.6 presents the

responses obtained from the sampled teachers.
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Table 4.6: Teacher Job Satisfaction with Working Conditiond &viork Performance

Working Conditions and 1 2 3 4 5 M SD
job satisfaction F (%) F (%) F(%) F (%) F (%)

Teaching is an interesting job78(63.7) 86(34.0) 6(2.4) 70(3.4) 85(2.0) 3.28 .87
to me

| am satisfied with the co-  26(69.8) 19(27.3) 10(3.4)118(2.7) 122(0.8) 4.28 .68
operation | receive from my
workmates

| feel comfortable withmy  251(86.6) 29(10.5) 2(0.8) 10(3.4) 3(1) 1.30 .97
present responsibilities in my
job

I enjoy much freedom in my 75(84.2) 33(11.2) 56(2) 68(2.7) 63(1) 3.32 .77
current place of work

Most of the rules and 230(78.3) 41(13.9) 3(1) 15(5.9) 6(2) 146 .95
regulations make our work
comfortable

| am comfortable with the  236(80) 35(11.9) 6(2) 10(3.4) 8(2.7) 143 .98
geographical location of our
school

Teaching provides me with  34(11.5) 57(19.3) 14(4.7)169(57.2) 21(7.1) 4.07 .75
opportunity to use all my
skills

Overall mean and std. dev 2.73 .85

Table 4.6 illustrates that the sampled teacherhereagreed nor disagreed that working
conditions (M=2.73; SD=.85) influence job satisfantand work performance among
teachers in public primary schools in Kisumu Couiityey agreed that they were satisfied
with the co-operation they receive from their wodtes (M=4.28; SD=.68) and that
teaching provides them with opportunity to usetfadlir skills (M=4.07; SD=.75). On the
other hand, the teachers disagreed that. they deetfortable with their present
responsibilities in their job (M=1.30; SD=.97); nhad the rules and regulations make
their work comfortable (M=1.46; SD=.95), and thaey were comfortable with the

geographical location of their school (M=1.43; S88). They however neither agreed nor
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disagreed that teaching is an interesting job ¢otliM=3.28; SD=.87) and that they enjoy

much freedom in their current place of work (M=3.3D=.77).

These findings seem to highlight the fact that heag have self esteem in them but the
work environment tends to deny them the opportutatyinleash their potential through
some dissatisfying work environment. This fact egedrduring interviews conducted with
the sampled CSOs, that:

There are some schools with inadequate infrastnectuhich at times
force teachers to deliver lessons to children unttees, with some
children seated on stones. This state demoraleashers a lot (CSE).

This statement tends to imply that state of scleowironment can significantly influence
job satisfaction of teachers. Indeed, the incréag®pulation of pupils as a result of FPE
exerted a lot of pressure on both school facilinesl teachers. On the other hand, the
demand that school curriculum be completed withpeaod of time without considering
adequacy of resources makes teachers to be ditgati@m one way or the other. This
notion emerged from the open ended questionnainssvexed by the sampled head

teachers, that:

The regulations demanding the school syllabus t@dyered in full do not
consider pupils-teacher ratio and availability oésources in the schools’
possession. This in turn puts teachers in awkwasidtions hence dissatisfying.

The aforementioned situations illustrate that teeslare trapped between inadequacy of
resources and the regulations requiring full cogeraf the school syllabus. This give rise
to a situation of helplessness among teachers hbergeend up attending school work to
fulfill regulations. It also emerged from the opended questionnaires answered by the
head teachers that most schools are located ih atgas with seasonal roads and poor
supply of electricity, water and other social aniesi This seems not to go well with

teachers especially young and newly recruited &achs one statement indicated:
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Lack of adequate infrastructure like roads, elegityi and good housing
near schools forces teachers to rent houses irmmtigbwn centers hence

causing a lot of discomfort commuting to and fraio®l every school day.

The dissatisfaction caused by poor infrastructaréocations where most of the public
schools are situated is highlighted in the stateraéinbuted to the head teachers. Thus,
inconsiderate regulations as well unavailabilitykefy infrastructure where schools are
located remain factors that lower job satisfactomn work performance among teachers.
Similarly, good working relationship among teachdras tended to provide job

satisfaction.

These findings concur with Muhammad et al (2015)ictvhsought to check the
relationship between work environment and teachebssatisfaction in Pakistan. It found
that the employer — employee relationships is nmpbrtant factor of work environment.
Similarly, Shonje (2016) also established in a gtddne among secondary schools in
Tanzania that teachers work in poor conditionsfiggiwith lack of necessary facilities
like chairs and housing. This results into teadi®menteeism and lateness which leads to
lower students’ academic performance. In a sinstady by Alyaha and Mbogo(2017) on
the impact of working conditions on teachers’ jaiigfaction and performance in the
private primary schools in South Sudan, it was tbthmat inadequacy of school facilities

led to teachers’ dissatisfaction with their job.
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4.3.5 Satisfaction with Job Security and Teacher W& Performance

The fourth objective of the study analysed how geburity influence job satisfaction and
work performance among teachers in public primahosls. Respondents were presented
with statements regarding how they view job segunttheir employment and requested
to respond as: 1= Strongly Disagree; 2= DisagreelN8ither Agreed nor Disagreed; 4=
Agree; 5= Strongly Agree. Table 4.7 presents tlspaorses obtained from the sampled

teachers.

Table 4.7: Teacher Satisfaction with Job Security and Workdéterance

Job Security and job 1 2 3 4 5 M SD
satisfaction F (%) F (%) F (%) F (%) F (%)

| am satisfied with the 146(57.5) 86(34.0) 6(2) 10(3.4) 5(2) 1.58 .87
regulations protecting me from

being fired

| am satisfied with in-service  206(69.8) 69(23.3) 10(3.4) 8(2.7) 2(0.8) 1.48 .88
training opportunities | have as
a teacher

| feel protected against arbitrary251(82.6) 29(9.8) 2(0.8) 10(3.4) 3(1) 1.30 .91
penalties in my current job

I am not intending to change my245(80.2) 33(11.2) 6(2) 8(2.7) 3(2) 1.32 .89
teaching profession if
opportunity arises

| feel satisfied with the available230(74.3) 41(13.9) 3(1) 15(5.9) 6(2) 146 .88
professional development
opportunities in my job

Overall mean and std. dev 1.43 .89

Table 4.6 illustrates that the sampled teachemydeed (M=1.43; SD=.89) that the state
of job security for teachers has enhanced teaohesgtisfaction and work performance in
public primary schools in Kisumu County. They dissgl that: they were satisfied with
the regulations protecting them from being fired=@068; SD=.87); they were satisfied
with in-service training opportunities they haveteachers (M=1.48; SD=88); they feel

protected against arbitrary penalties in their entrjob (M=1.30; SD=.91); they were not
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intending to change their teaching profession parpunity arise (M=1.32; SD=.89), and
that they feel satisfied with the available profesal development opportunities in their
job (M=1.46; SD=.88). These findings tend to imphat teachers in public primary

schools are not satisfied with the state of thairgecurity.

During interviews conducted with the sampled CSOsmerged that the Government no
longer sponsor any personal development initiatieeteachers and only promote them
based on their work performance indicators. A comth@me that emerged was:
Teachers are expected to adhere to set regulatimetuding school
attendance and performance standards failure toctwhihey are under
obligations to provide satisfactory explanationSS(@).
The statement attributed to C@Ehds to suggest that adherence to regulations is
mandatory despite prevailing situations such aslégaacy of resources or lack of
essential services necessary for the wellbeingeathers like social amenities in the
locality. The headteachers, on the other handeagpected to strictly report any teacher
who is not adhering to set regulations withoutuia! so that disciplinary measures are
initiated promptly. It emerged from headteachem@mended questionnaires that:

Head teachers can no longer protect teachers itamses of cases such
as absenteeism and inadequate coverage of the bagllasince
government inspectors often abruptly appear in shkool for routine
inspections.

The statement attributed to the sampled headtead®ems to suggest that teachers are
not adequately protected from disciplinary meastwesailure to stick to set regulations.
This is irrespective of existing situations thatghti lead to issues like late coming and
absenteeism. This tends to point at unsatisfagtdrgecurity status. These revelations are
in agreement with Sahito and Vaisanen (2017) whiqgtlored the factors affecting the job

satisfaction of teacher educators among univessitid’akistan. It found that among other

60



factors, job insecurity influence job satisfactioh teacher educators most. Similarly,
Ariko and Othuon (2012) revealed in a study thaicher transfer requests could be
reduced if transport and communication to schooés wnproved, and electricity and

houses were made available to teachers. Equallgavdad Simatwa (2014) also revealed
that one of the factors that influenced job satisfa of teachers in public primary schools
in Kisumu East and West in Kenya was job seculitig thus emerging that most teachers
feel insecure in their current jobs in public prisppachools in Kisumu County. This could

be the cause of numerous transfer requests notidbd area (Table 1.1).
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction
This chapter gives a report of the research finglingalso presents conclusions of the
study and gives recommendations and suggestionguftrer research based on the

findings.

5.2 Summary of Findings
The purpose of the study was to investigate thkiente of selected job satisfaction

factors on work performance of public primary sdieachers in Kisumu County, Kenya

5.2.1 Satisfaction with Remuneration and Teacher W& Performance

The study found that teachers remained undecidesR ®7; SD=0.61) as to whether
remuneration provided to them has influenced jotisfeation and work performance

among teachers in public primary schools in the.aBpecifically, the sampled teachers
remained undecided that: they feel happy with tipaiy and fringe benefits (M=2.38;

SD=.73);the monthly salary is sufficient to medttakir important expenses (M=2.58;

SD=.88); they feel comfortable with their futurecames (M=3.39; SD=.67); they are
satisfied with bonuses they receive from their epet (M=2.78; SD=.85); and that they
feel comfortable with rewards they get for doingg@od job in the school (M=2.47;

SD=.75). They however disagreed (M=1.32; SD=.7@]} they were happy with the gifts

they receive from management for the contributiseytmake in the school. Conversely,
the sampled teachers agreed (M=3.76; SD=.75) iegt feel satisfied with their chances

for salary increases (Table 4.3).
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Through interviews, findings revealed the variasion allowances given to teachers in
some Sub Counties and not the others has serietstied satisfaction with remuneration

among teachers in the deprived areas.

5.2.2 Satisfaction with Supervision Teacher Work R#ormance

Based on the second objective, it was found thatstimpled teachers agreed (M=4.29;
SD=0.80) that supervision has influenced job satigbn and work performance among
teachers in public primary schools in Kisumu Cour@pecifically, the sampled teachers
agreed that: they are satisfied with their profasai ability for doing their job (M=4.52;
SD=0.69); they feel satisfied with the recognitibiey have at their workplace (M=4.32;
SD=0.67); they are satisfied with the way the suiger involve them in target setting
(M=4.37; SD=.75); the supervisor shows a lot ofeiast in the feelings of the
subordinates (M=4.43; SD=0.69); they are satisfigtth the care that they receive from
their immediate supervisor (M=4.46; SD=0.68); tlaeg satisfied with the autonomy they
have in making decisions about their daily tasks4M8; SD=0.73); and that they feel
happy with the support that they receive from tremagement (M=3.78; SD=0.81) (Table

4.5).

Findings, through interviews, revealed that teachgrervision is satisfactory to teachers

since it includes taking care of the teachers’ baifig in and outside the school.

5.2.3 Satisfaction with Working Conditions and Tealer Work Performance

For the third objective, findings revealed the skatdpteachers neither agreed nor
disagreed that working conditions (M=2.73; SD=.88uence job satisfaction and work

performance among teachers in public primary schoolKisumu County. They agreed

that they were satisfied with the co-operation thexgeive from their workmates (M=4.28;

SD=.68) and that teaching provides them with oppoty to use all their skills (M=4.07;
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SD=.75). On the other hand, the teachers disaghegdthey feel comfortable with their
present responsibilities in their job (M=1.30; S®&, most of the rules and regulations
make their work comfortable (M=1.46; SD=.95), ahdttthey were comfortable with the
geographical location of their school (M=1.43; S@8). They however neither agreed nor
disagreed that teaching is an interesting job ¢otliM=3.28; SD=.87) and that they enjoy

much freedom in their current place of work (M=3.8D=.77) (Table 4.5).

The study also found that strict demand for fulladyus coverage without consideration of
high pupils-teacher ratio and adequacy of resounee major sources of dissatisfaction

among teachers in the study area.

Similarly, it was found that lack of adequate istracture like roads, electricity and good
housing near schools forces teachers to rent hauskstant town centers hence causing a
lot of discomfort commuting to and from school gvechool day. This was a source of

frequent absenteeism during floods in some Sub Gxsin

5.2.4 Satisfaction with Job Security and Teacher W& Performance

The sampled teachers disagreed (M=1.43; SD=.89) ttiea state of job security for

teachers has influenced teacher job satisfactiohveork performance in public primary

schools in Kisumu County. They disagreed that; tweye satisfied with the regulations
protecting them from being fired (M=1.58; SD=.8%)ey were satisfied with in-service
training opportunities they have as teachers (M813D=88); they feel protected against
arbitrary penalties in their current job (M=1.30D591); they were not intending to

change their teaching profession if opportunitgaiM=1.32; SD=.89), and that they feel
satisfied with the available professional developtr@pportunities in their job (M=1.46;

SD=.88) (Table 4.6).
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Teachers are expected to adhere to set regulaimmhgding school attendance and
performance standards failure to which they aresumbligations to provide satisfactory

explanations (CS§).

Headteachers can no longer protect teachers mnicess of cases such as absenteeism
and inadequate coverage of the syllabus since gowart inspectors often abruptly

appear in the school for routine inspections.

5.3 Conclusions
Based on the summary of the study findings, theeareher makes the following

conclusions.

5.3.1 Satisfaction with Remuneration and teacher W& Performance
I.  The study concludes that remuneration providedh® sampled teachers has
influenced job satisfaction and work performanca taoderate extent,
ii. The study also concluded that prospects of salacyements was a source of
satisfaction that influence work performance amw@aghers
ii. It was further concluded that disparities in prawisof teacher allowances based
on perceived environments in some Sub Countiesowssy influence job

satisfaction and work performance of teachers.

5.3.2 Satisfaction with Supervision and Teacher WdrPerformance
i.  Supervision has influenced job satisfaction andkwmmarformance among teachers
in public primary schools in Kisumu County.
i. Teachers derive job satisfaction from various fowhsupport that they get from
their supervisors
iii.  Teacher supervision is satisfactory to teachersesinincludes taking care of the

teachers’ wellbeing in and outside the school.
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5.3.3 Satisfaction with Working Conditions and Teaker Work Performance

The study also concludes that influence of workomgditions on teacher work
performance was moderate.

The study also concluded that the sampled teackiers not comfortable with
their present responsibilities in their job andt timost of the rules and regulations
make their work uncomfortable, while they were remmfortable with the
geographical location of their school.

The study further concludes that strict demandfddrsyllabus coverage without
consideration of high pupil-teacher ratio and a@deguof resources were major
sources of dissatisfaction.

It was also concluded that lack of adequate infuatire and nearby
accommodation facilities in most areas were ciiteaises of job dissatisfaction in

some Sub Counties

5.3.4 Satisfaction with Job Security and Teacher W& performance

The study concludes that the state of satisfaatiidm job security for teachers has
not influenced teacher job satisfaction and workiggenance in public primary
schools in Kisumu County.

It was also concluded that regulation requirementtéachers to attend to school
every day and to meet set performance standartiswtitonsideration of resource
availability has been a cause of teacher dissatisfaand low performance.
Teachers have been exposed to the wrath of govetnmspectors in the face of
absenteeism or lack of syllabus completion withputection from the head

teacher.
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5.4 Recommendations

The study also provides the following recommendhetidor the improvement of job

satisfaction and work performance among teachgpsitic primary schools.

The study found that that disparity in provisionte&cher allowances based on
perceived environments in some Sub Counties sdyiafifect job satisfaction and
work performance of teachers. The study therefemmmends that hardship
allowance should be paid based on perceived hardshithe ground whereas
house allowance should be uniform to all teachase on their scales.

The study also revealed that supervision in thepgaanschools has significantly
enhanced job satisfaction and work performance gneachers since the practice
has taken teachers’ wellbeing into consideratidme $tudy recommends that the
school supervisors should embrace participatoryisgiet making process
involving teachers to enhance the virtues of thacpce.

It was revealed in the study that workload, inadegschool resources, and poor
infrastructure have made working conditions for tkechers unbearable in most of
the Sub Counties. The study recommends that enteaghers be recruited to
balance the high pupils-teacher ratio while statésinfrastructure (roads,
electricity and clean water) around public scha@bisuld be improved.

The study also found that school inspectors (C3@s¢ direct powers to penalize
teachers who do not complete the learning sylladmisvell as those absenting
themselves without first hearing immediate supenvi@he headteacher). This
makes the teachers’ job to be insecure. The sthesefore recommends that a
policy should be formulated that allows the heacteato handle cases of syllabus

incompletion and absenteeism first before the rtiptakes any other action.
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5.5 Suggestion for Further Research
This study analyzed four job factors namely rematen, supervision, working
conditions and job security and established thay thave a positive influence on teacher
job satisfaction and work performance. However, rdsearcher recommends that further
research should be done on:

I.  Implication of Teacher Performance Appraisal andvdd@goment (TPAD) on

teacher job satisfaction and work performance.
ii.  An assessment of teacher job satisfaction levelseafor teachers in public

primary schools in the wake of new roles by Teasl®ervice Commission

(TSC).
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APPENDICES
APPENDIX I: LETTER OF INTRODUCTION
DAVID OCHIENG KOPIYO,
P.O BOX PRIVATE BAG
MASENO, KENYA.

Dear Sir/Madam,

RE: AUTHORITY TO CONDUCT RESEARCH

| am a Masters student at Maseno University unkieigaa Degree of Master of Education
in Educational Administration and Management. | Wdowish to conduct my research on
Influence of selected job satisfaction factors oarkwperformance of public primary
school teachers in Kisumu County, Kenya.

Kindly accord me necessary support so that | cardge that will enable me complete
my course. Thank you in advance.

Yours faithfully,

David Ochieng Kopiyo
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APPENDIX II: STUDY QUESTIONNAIRE
This questionnaire is meant to assist the studeawifl Kopiyo) in collecting data for the
purposes of meeting the requirement of his acadendeavors. The information that you
will provide will purely be used for academic pusgs only.

Would you like to participate in the study?
ves [ | Nno. [ ]
If Yes, Proceed with the interview; If No end timéeirview.

A: DEMOGRAPHIC PROFILE OF RESPONDENTS
1 Gender:Male [ ] Female [ ]
2 Age

= Below 30 [ 131-40yearsold[ ]
= 41-50 years old [ ]51-60yearsold [ ]
3 Teaching Experience

» Lessthan 10 years [ ] More than 10 years 11
4 indicate the highest Qualification

= P1 Teacher [ T Approved Teacher Statu [ ]

= Diploma [ ] Degree[ ]Master [ ]

PART B: SATISFACTION WITH REMUNERATION AND TEACHER
PERFORMANCE

Using the legend below, indicate tlexel of your agreement withthe following with

regard to the extent to which they influence teaelgk performance in your school as:
Strongly Disagree?2- Disagree;3- Neither Agree nor Disagred: Agree5- Strongly
Agree

Satisfaction with Remuneration 1|1 2] 3 4/, 5

| feel happy with my pay and fringe benefits

The monthly salary is sufficient to meet all my ionfant expenses

| feel comfortable with my future incomes.

I am happy with the gifts | receive from managenfenthe contribution |
make in the school

| feel satisfied with my chances for salary ince=as

| am satisfied with bonuses | receive from my empto

| feel comfortable with rewards | get for doing@od job in the school
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PART C: SATISFACTION WITH WORKING CONDITIONS AND TE ACHER
PERFORMANCE

Using the legend below, indicate tlegel of your agreement withthe following with
regard to the extent to which they influence teaghwk performance in your school as:
Strongly Disagree2- Disagree3- Neither Agree nor Disagreé: Agree5- Strongly
Agree

Satisfaction with Working Conditions 1123 4|5

| feel happy with my pay and fringe benefits

The monthly salary is sufficient to meet all my onant expenses

| feel comfortable with my future incomes.

I am happy with the gifts | receive from managenfenthe contribution |
make in the school

| feel satisfied with my chances for salary incesas

| am satisfied with bonuses | receive from my erypeto

| feel comfortable with rewards | get for doing@od job in the school

PART D: SATISFACTION WITH SUPERVISION AND TEACHER
PERFORMANCE

Using the legend below, indicate tlegel of your agreement withthe following with
regard to the extent to which they influence teaghwk performance in your school as:
Strongly Disagree2- Disagree3- Neither Agree nor Disagreé: Agree5- Strongly
Agree

Satisfaction with Supervision 112 (3|4 |5

| feel happy with the support that | receive frdre management

| am satisfied with the autonomy | have in makimgidions about my
daily tasks

| am satisfied with my professional ability for dgimy job

| feel satisfied with the recognition | have at mgrkplace

| feel satisfied with the care that | receive fromg immediate supervisor

My supervisor shows a lot of interest in the fegdif the subordinates

| am satisfied with the way the supervisor invalsein target setting
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PART D: SATISFACTION WITH JOB SECURITY AND TEACHER
PERFORMANCE

Using the legend below, indicate tlegel of your agreement withthe following with
regard to the extent to which they influence teaghwk performance in your school as:
Strongly Disagree2- Disagree3- Neither Agree nor Disagreé: Agree5- Strongly
Agree

Satisfaction with Job Security 1] 2| 3 4| 5

Teaching is an interesting job to me

| am satisfied with the co-operation | receive from workmates

| feel comfortable with my present responsibilitiesny job

I enjoy much freedom in my current place of work

Most of the rules and regulations make our work footable

I am comfortable with the geographical locatioroof school
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APPENDIX IlI: QUESTIONNAIRE FOR HEAD TEACHERS

This questionnaire to be answered by Head Teadhengant to assist the student (David
Kopiyo) in collecting data for the purposes of niegtthe requirement of his academic
endeavors. The information that you will providellwgurely be used for academic

purposes only.

1 Gender
= Male [ ] Female [ ]
2 Age
= Below 30 [ ] 31-40 yearsold[ ]
= 41-50yearsold [ ] 51-60yearsold [ ]
3 Teaching Experience
= Lessthan 10 years [ ]More than 10 years [ ]
4 indicate the highest Qualification
= PlTeacher [ ] Approved Teacher Statug |
= Diploma [ 1] Degree[ ] Master I

PART B: Remuneration and teacher job satisfaction ad performance

Please indicate your views with regard to how reenation has influenced teacher job

satisfaction and work performance as:

1. Pay and teacher salaries

2. Allowances

3. Fringe benefits
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PART C: Supervision and teacher job satisfaction at work performance

Please indicate your views with regard to how suipem has influenced teacher job

satisfaction and work performance as:

1. Support provided to subordinates

2. Instructional supervision to teachers

3. Teacher autonomy

SECTION D: Working conditions and teacher job sati$action and work
performance

Please indicate your views with regard to how waogkeonditions has influenced teacher

job satisfaction and work performance as:

1. Geographical location of the school (availapitif social amenities, etc)

2. Teacher-to- teacher relationships

3. Administration-teacher relationship

SECTION E: Job security and teacher Job Satisfactio and work performance
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Please indicate your views with regard to how jebusity has influenced teacher job

satisfaction and work performance as:

1. Adherence to regulations

2. Incidents of interdictions

3. Opportunities for advancement

SECTION F: Performance of teachers

This section focuses on performance of teacheysum school. Performance is measured
in terms: of mean score attained by the school &&tm2013 and 2017; Co-curriculum
activities between 2013 and 2017; and teachersdseveen 2013 and 2017.

KEY:

A: KCPE performance

1= Mean Score below 199 (Poor)
2= Mean Score 200 — 249 (Average)
3= Mean Score 250 — 299 (Good)

4= Mean Score 300 and above (Excellent)

Year 1 2 3 4

2013

2014

2015

2016

2017
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B: Performance in Co-curriculum Activities

Rate the performance of your school in co-currioulactivities (Athletics, drama, music,
scouts, clubs, and life skills) during the peridd 2 — 2017 as:

1= (Poor)
2= (Average)
3= (Good)

4= (Excellent)

Year 1 2 3 4

2013

2014

2015

2016

2017

C: Teacher Commitment levels

Rate the commitment levels of teachers in your sclibeacher absenteeism, syllabus
coverage rate, etc) during the period 2013 — 2817 a

1= (Poor)
2= (Average)
3= (Good)

4= (Excellent)

Year 1 2 3 4

2013

2014

2015

2016

2017

THANK YOU FOR AGREEING TO FILL IN THE QUESTIONNAIRE
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APPENDIX IV: INTERVIEW SCHEDULE FOR CSO
This interview schedule is to be answered by C$@.mheant to assist the student (David
Kopiyo) in collecting data for the purposes of niegtthe requirement of his academic
endeavors. The information that you will providellwurely be used for academic
purposes only.
PART B: Remuneration and teacher job satisfaction ad performance

Please indicate your views with regard to how reenation has influenced teacher job
satisfaction and work performance as:

1. Pay and teacher salaries

2. Allowances

3. Fringe benefits

PART C: Supervision and teacher job satisfaction at work performance

Please indicate your views with regard to how supeEm has influenced teacher job
satisfaction and work performance as:

1. Support provided to subordinates

2. Instructional supervision to teachers

3. Teacher autonomy

SECTION D: Working conditions and teacher job satisaction and work

performance
Please indicate your views with regard to how wagkeonditions has influenced teacher

job satisfaction and work performance as:

1. Geographical location of the school (availapitif social amenities, etc)
2. Teacher-to- teacher relationships

3. Administration-teacher relationship

SECTION E: Job security and teacher Job Satisfactio and work performance

Please provide your opinion with regard to how gaeurity has influenced teacher job
satisfaction and work performance as:

1. Adherence to regulations

2. Incidents of interdictions

3. Opportunities for advancement
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APPENDIX V: MAP OF KISUMU COUNTY
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