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ABSTRACT •.
The Teacher Service Commission has been facing many hiccups in its pursuit of selecting

teachers in Public secondary schools. Teachers are probably the most important resources

that any country can have. The achievement of successful schooling is largely dependent

on the quality of the teaching force. Therefore the process of recruiting and selecting

teaching staff should be done with care.

This study focused on Kirinyaga West District, where there are public secondary schools

with teachers employed by T.S.C like any other district in Kenya. Selection of teaching

staff in public secondary schools is done by the T.S.C agent (RO.G) following the T.S.C

guidelines.Kirinyaga West District had recorded a shortfall of about one hundred and

twenty teachers in Public secondary schools by March 2010. The Teacher- student ratio

in some schools in the district was too high. The students' performance was equally not

good. Could all these issues be attributed to the selection process of the teaching staff?

The purpose of this study was to investigate factors affecting selection of teachers in

public secondary schools in Kenya, and specifically in Kirinyaga West District. The

study was to find out how selection tools, manpower planning at BOG level, job

specification of the applicant and training and competency of the selection panels affects
1 . ~,. •. I ' . , • ,.. . ~ , • l' Isell;;cllOn. ::JelectlOnwas me maependent vaname Wi11cnwas mtiuenced by tIle depenuent

variables such as selection tools, manpower planning at BOG level, training and

be of great help to the Government, TSC, Top school management and other stakeholders

who will understand the implications of good or poor selection procedures.

The study focused on Head teachers and BOG chairpersons in respective schools. The

study adopted descriptive research design with the population of interest being Head

teachers and BOG chairpersons. Only fifteen Headteachers and fifteen BOG Chairpersons

responded out of them in the twenty five public secondary schools through census in

K WD.Data was collected using questionnaires for both the Head teachers, BOG

chairpersons from those schools and those with no legally constituted B.O.Gs the D.E.O
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were not considered during the actual data collection so as to establish its validity and

reliability before being administered to the respondents.

The data was analyzed quantitatively where frequencies, percentages and ." f" ,- 1imerenuai

statistics was used and also qualitatively. The limitations of the study were, the

respondents of the questionnaire ticked anything to satisfy the researcher, others were

biased on their concept of selection and probably hide the most important information,

and some couldn't understand some technical words such as manpower planning as used

in H.R.M. Some respondents took a very longtime to fill in the questionnaire.

Based on the findings, the study concluded that selection of public secondary school

teachers was not a big challenge to the panelists since they were always provided with

guidelines by the T.S.C on teacher selection. However their training and knowledge

ability is of paramount. Limiting the applicant to the district of his/her origin was

considered inappropriate. It was recommended that the Ministry of Education,

T.S.C and colleges/universities should work in unison on teacher training and

preparations to ensure those with proper qualifications are employed .

•
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DEFINITONS OF TERMS

Deploy-To move employees into a position where they are ready to work.

Possibles- These are applicants who stand very high chances of being invited for an ,.,..

interview once their applications letter and resume or application blanks are received and

gone through,

r~'I~ii-giiial$-theseare applications of applicants who can either be invited for an interview

or kept as reserves for future reference,

Unsuitable - these are applications of applicants who are not qualified to be invited for
•

an Interview

Job descriptio ii- this is an organized, written and factual statement of job contents in the

form of duties and responsibilities of a particular job,

Job anaiysis - This is the process of exammwg jobs m order to identify the key

requirement of each job
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CHAPTER ONE~
1.0 INTRODUCTION •

This chapter highlights the background of the problem, statement of the problem, scope

of the study, objectives of the study, research questions and significance of the study

1.1 Background of the problem

In this section, the researcher evaluated the selection process and focused on Kirinyaga

West district as the selected area of study.

Making the right hiring decision is more important today than ever before. Even the
•

smallest company cannot afford to operate as they have in the past and expect to succeed

in todays pressure filled environment (Jel 2001). Cole (2000) emphasizes that the

objective of hiring function is to procure the right number of employees with the required

qualifications to do the right jobs It involves manpower planning, recruitment, selection

and placement of personnel. For effective selection an organization needs to carry out a

through manpower planning to identify any staff shortages.

When employees are successful in their jobs, the organization benefits through increased

employee productivity and higher quality products and services. When the right

employees are hired initially, they are more likely to be satisfied and remain with the

company (Sheila and Paul 1999).

Further Sheila and Paul (1999) contend that usmg a good selection system to hire

qualified employees can make organizations reduce turnover, increase employee

retention and ultimately increase critical business outcomes According to Cole (2000)

people who are treated well when seeking for employment are potential ambassadors for

the organization whether they are successful in their applications or not, those treated

badly are quick to spread their critism. Recruitment and selection activities represent the

marketing role of personnel reaching out across the organization's external boundaries

into the labour market. Such activities can be conducted in a manner that enhances the

good reputation of the organization.

According to Armstrong (2006) the overall aim of the recruitment and selection process

should be to obtain at minimum cost the number and quality employees required to



•
satisfy the human resource needs of the company He makes it clea that after attracting

candidates to apply for jobs, selection IS the last stage where applications are sifted;

interviewing, testing, assessing candidates are carried out. References are obtained and

successful candidates are offered employment and contracts of employment prepared

Chelal (2007) quotes Balom (1994) that the achievement of successful schooling IS

largely dependent on the quality of the teaching force Therefore the process of recruiting

and selecting teaching staff should be done with care.

•
1.1.1 T.S.C of Kenya.

was established by an act of parliament cap 212 of the laws of Kenya in 1967 and

mandated to register, recruit, remunerate, deploy, discipline and maintain teaching

standards in public schools and tertiary institutions. Since the year 2001 the commission

has only been allowed to recruit teachers to replace those who leave service through

natural attrition. The commission adopted a demand driven policy in the recruitment and

deployment process through decentralization of agency functions to the district and

school levels.

According to Hussein (2009) selection of teachers in public secondary schools is done by

selection panels consisting of chairman B.O.G, the Head teacher, Deputy Head teacher,

subject teacher, three other members of the board and an Education officer in the relevant

area. Three candidates should be short listed for each advertised subject or subject

combinations The candidate's credentials should be checked by the Head teacher and

certified photocopies to be forwarded to the 1.S.C headquarters. The candidate should be

professionally qualified, understand the content of the K C. S.E syllabus in his\her areas

of specialization, show willingness to participate in co-curricular activities and other

duties assigned by the head and should be able to communicate effectively. Other tools

used during the selection process are selection score guide, checklist for TSC and BOG

and a form for all applicants to fill The successful candidates should fill in an

employment form immediately.



1.1.1 Kirinyaga West District in Kenya ..

According to the Kirinyaga West Distirict development plan (2008-2012), KWD is

located between latitudes 0° 1 and 0° 40 south and Longitudes 37° and 3go east. The

district is one of the four district from the larger Kirinyaga and it boarders Nyeri North

district to the North West, Muranga district to the West, Embu and Kirinyaga East

districts to the East and Mbeere district to the South. It covers an area of 276.4 km2its

richly endowed with good fertile loam soils of volcanic origin and has a favourable

climate for agricultural activities. The district has Public secondary school teachers like
•

any other in Kenya who are employed by the TS.C. Selection of public secondary

selection panels entails the chairman of the B.O. G, the head teacher, the deputy head

teacher, the subject teacher, three other B.O.G members and education officer from the

area. For schools where there is no legally constituted B.O.G, selection panels include the

District education officer who is the chairperson, two members of the D.E.B, Head

teacher, Deputy head teacher, subject teacher, district chairperson and an Education

officer in relevant area(Hussein 2009)

KWD is no exception when it comes to the problems experienced in selection of public

secondary school teachers in Kenya KWD lies in the rural Kenya According to Paul

(2004), the key issue in the ineffectiveness and inefficiency in teacher deployment is the

unattractiveness of rural schools especially in remote locations Teacher resistance to

being posted to rural schools coupled with endemic patrimonalism often results in high

levels of bribery to education managers by teachers in order to ensure acceptable posting

outcomes. Inappropriate deployment leads to staff imbalance. over and under util ization

of staff

Further Paul (2004) emphasizes that the main indicators of over and understaffing of

teachers are disparities in vacancy rates and pupil-teacher ratios, age, gender and

qualification profiles of teachers in different locations and also between different types of

schools. The weak correlation between school enrolment and the number of teachers
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employed in each school is the most obvious indicator of poor deployment. According to

D,EO in KWD teacher- student ratio generally stands at 1:31 as at the year 2010, This

ratio has been increasing over the y~ars because in the year 2008, it was 129, To add salt

to the injury, in some schools this ratio is as high as 110 lthis is a dear indication of

poor deployment in KWD. There are great disparities in terms of vacancy rates where

some schools have a shortfall of as many as thirteen teachers and others two. The male

teachers are slightly more than the female teachers by about 18%.

High teacher turnover is another common problem within the public seoondary school

teachers in Kenya. An analysis of Religious education teachers' demographic background

experience formed 76% of the teachers considered in the study. This implies a high

turnover of teachers. A good selection system can assist in determining candidates who

are committed to teaching as a profession and not taking it as a last resort. This may help

in the reduction of high teacher turnover in Kenya Teacher turnover can contribute

greatly to the shortfall of teachers in some schools.

Ineffective selection process leads to staff imbalance, some schools are left with no

enough teachers, and this makes students to perform poorly in curricular and co-

curricular activities. According to DEO in KWD, The mean score by gender for K.CS.E

in 2008 was male 4.72, female 3.99.2009, male 5.45, female 3.9. The girls' performance

seems to be stagnated. The transition rate from secondary to tertiary institutions in

2010/2011 was, out of 1516 candidates registered in 2010, only 8% will be admitted to >

public universities. 22% had a C+ and above. This indicates a lot of waste grades.

1.2 Statement of the problem

Paul (2004) observed that the deployment of teachers even in quite small national

education system is very complex Teaching positions are not being tilled in an efficient

and effective manner in 1110stcountries in Sub-Saharan countries. "The low proportion of

qualified teachers working in rural schools is a serious problem preventing attainment of

education for all. The key issue is the unattractiveness of rural schools especially in



•remote locations because teachers resist ,being posted there leading to over and under-

staffing of teachers in a country or an area. The main indicator of the existing problem

(over and under-staffing) of teachers is weak correlation between school enrollment and

the number of teachers employed in each school. In the public secondary schools in

KWD, there are disparities in terms of vacancy rates and pupil-teacher ratios in different

locations and also different types of schools. Could the factors affecting the selection

process used in deploying public secondary school teachers be contributing to these

disparities? Inappropriate deployment leads to staff imbalance, over and under utilization
•

of staff, lack of proper supervision and high staff turnover resulting in poor job

performance.

Armstrong (2000) contends that misfits after selection in any organization can be

attributed to a number of causes such as inadequate job description, poor sourcing of

candidates, weak advertising, poor interviewing techniques, inappropriate tests and/ or

prejudice on the part of the selector It is with this view that the study investigated the

factors affecting the selection of teachers in public secondary schools in KWD, Kenya.

1.3. Objectives of the study

The broad objective of this study was to investigate factors affecting selection of

teachers in public secondary schools in KWD, Kenya.

1.3.1 Specific objectives

1. To find out how the selection tools used affected selection of teachers in public

secondary schools in KWD, Kenya.

1. To examine the extent to which training and competence of selection panels affected

selection of teachers in public secondary schools in K\VD, Kenya

3. To find out how job specification affected selection of teachers in public secondary

schools in K'ATD, Kenya.

4. To find out how manpower planning at school level affected selection of teachers in

public secondary in KWD. Kenya.

5



1.4 Research Questions: •

1. How did the selection tools used affect selection of teachers in public secondary

schools in KWD?

2. What was the competence and training of the selection panels and how did it

affect selection of teachers in public secondary schools in KWD?

3. How did job specifications of the applicants affect selection of teachers in public

secondary schools in KWD?

4. Did manpower planning at BOG level affect selection of teachers In public

secondary schools in KWD? •

1.5 Purpose of the study

The ultimate purpose of this study was to spot the different issues that anse or the

challenges that are faced during the recruitment and selection of teaching staff This study

identified, analyzed and conceptualized the emerging issues that affect the human

resource management during their role of recruiting and selecting the teaching staff in the

Kenya This study was purposed to help improve professionalism in working

environments by making the rightful choices when employing personnel

The study investigated the factors affecting selection of teachers in public secondary

schools in KWD, Kenya. Among factors of investigation were; manpower planning at the

BOG level, training and competency of interviewing panels, job specifications of the

interviewees and selection tools used. Another purpose of the study was to provide

information to other scholars who might be interested in a similar study.

1.4 Significance of the study

The study IS expected to be of imponance to the following groups;

Top Management of Schools

The study wi II be used by the top management of schools to deal with the challenges they

are likely to face in the selection of teachers in their schools. They will also understand

how hiring decisions affect the selection of teachers. That is, possible

6



•negative or positive implications of these decisions to stakeholders and society at large.

The government and especially t~e ministry of education, and Technology will use the

Selection process of public secondary schools teachers in Kenya. The problems so

The Stakeholders of the school

realize the findings of this essential. They will be helped to understand the challenges
+1.,,_- .,,..,, 1:1_,..1 __ '" -F'".-,.. :..., ~.__ ._I,,_- -:-"I~-f~."".' ., .••.-1 h-,-- .- .-J",,! ,,_:.•.~ .•.~"'....., T!,,,,~-_,.:11 ",1_._.
:, ~"J' ':-", t'''''''J' t',f rr".".' .,' 4'.'~~',',r·~·, ""-.:._ .•_.:,~.,, I'«-~ <.r.r,;" I~r <-.(.<,-',L; ,";',«, '<~-=-'<". r • < "'-"J" i'~'<'~ (-t.c,~",:

understand the positive or negative contribution they make during the teacher selection

The Students and Teachers

is involved in teacher selection. The challenges the parties involved face during the

Other Researchers

embark on their studies and conduct research on related topics.

Through this research, nations in the underdeveloped nations may also learn about the
r ' r-f"'O •• r. "T"f r

uu rcr cru uiuusu ics. 1111UUg.L: ..

international comparisons, countries may recognize strengths and weaknesses in their

also be in a position to assess to what extent variations in education experiences are
I" " • f"" ,f· '. (" •

U1SllIlGL rrorn uns pouu U1 Vl~\V.
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1.5 Scope of the study

The study fen within the scope of education in Kenya which is a developing country.

Having in mind that it is in the developing nations, matters of education and employment

are fimdamental The main focal point was to identify the challenges facing selection of

teaching staff in public secondary schools in Kenya. The general scope of this study is an

exhibit of very important points that every human resource manager shouJd follow up

with. The study attempted to illustrate and outline the rightful ways of selecting the

teaching staff The Headteachers and R.o.G Chairpersons studied were in Public

secondary schools, who may be were biased or not interested and ticked anything in the

questionnaire to satisfy the researcher. The study was be limited to specifically public

in K\\'D, Kenya. Private

1.6 Limitations of the study-

This research was conducted to determine the criteria used to select public secondary

only. This is because; much more development is expected to occur ill our Kenya. As

development takes place, changes may occur in the ways of selection of staff.

Some of the respondents of the ~U ...•stionnaires lacked to ""1·""'" adeauate information while111\...0v I\,.. 1 \.J.:l flU J. L \" Y. \"...,:)U 1 1 11· o 1 \..t.&. •.•...u 0 V,", U '-:luau.... 1 1 l11aL.1 1 .U

considering that some didn't understand the meaning of some technical terms like

be ruled out. The respondents were very busy, sometimes the researcher could not find in

1.7 Assumptions of the study



representative of the total population of Head teachers and BOG chairpersons in Kenya .
•

Ways of selection arc carried out in the same way in all parts ofthe country .

•
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2.1 Introduction

This chapter contains literature which has been reviewed for the p1JrpOSC of the study.

covers of Selection process, used in

Selection, Training and cun1petcncy of selectton panels, JOb specification~ ,_ ("" ..t.L __
Ui u rc

applicant and manpower planning at BOG level.

•2.Ll Overview of selection process

Selecting a wot klot ce highly determines lhe value or results expected to be gotten [10In

them in the fields they have been held responsible of. Therefore, the process of selecting

teachers slwulJ ue d011e.ill a qualified manner. Consequeudy, i111.s jJlucess sllOulJ be done

in a \vo.1'that the best people are selected on merit and that the process is free from bias

job descriptions and

deciding terms and conditions of employment. The second stage is of attracting

third and last stage which entails sifting applications, interviewing, testing, assessing

r,'1nrliri'1tes, offerinfj employments ~nd prepanng contrasts of f':mploymf':Dt Once

candidates are identified, an organization can begin the selection process.

increase the ljk€lihoo1j of hiring individuals \vh,Q possess the right skills and abilities to be

Needham and Rob {l (V',») ____ 1_: __

that
...t__ ..•.....1~ .•.•..: ___ ••• _~ •••..L •.•••__ _1.._ •• 1..1 aim to get .•.1.._ 1... •••••••...•.

1:1:1J \;;}\.}Jli:11H::i lllC ::iCICI.-LIUU ::iY::ilCIU ::illUUIU UIC UC::il

,
within existing budgets. r. should select people who will stay with thepCOpH': .il

10



organization for a reasonable time and mlil1l111zethe cost of recruitment and selection.
relative to returns. According to Leonard and Strauss (1%0) there are five major

selection instruments; these are one, application blanks that is the traditional device for

centers, tests and lastly graphology. LAJ1y of these or an of them together can be used

Armstrong (2006) contends that selection begins by sifting applications, which is done on

their receipt 1n the personnel department. They ·1re listed on -1 control sheet by.' setting the

name of applicant, date the application was received and actions taken (reject, hold,

applicant unless an instant decision can be made to interview or reject. The applicant may

be asked to complete nn.dreturn. an application form to supplement a letter or CV.

According to Armstrong (2006), Applications should then be compared with the key

marginal and unsuitable A shortlist for interview should be drawn after scrutinizing the

invited for an interview using a standard letter. Where a large number are involved,

review the rcmaming possiblcs and 'marginal and decide if any arc to be held in

reserve. Send reserves a standard' holding' letter and send the others a standard rejection

letter. The final stage in the selecuor; pw<.:eJure is to <':oHl1nn the offer of empluyment

after satisfactory references have been obtained and the applicant has passed all

scrutinizes.

that without an overall manpower plan,

dcstr u~Live prublclns arc bound to occur. If the organization dcv(;lup~ dll CXl:CT1J1V-C

promotional ladder, it will have to select employees with potential for growth. Some

opportunities

selection. They seek fully trained employees capable of starting to work. The
"""'r'!;..,...C" ••..•.•.""~al;J •...,..,,-.,,;ii1,;.,.,1 The

11



supply of qualified people limits organizational success just as sharply as does the supply

of monp~l~ materials or markets.

Shaun (1982) contends that the objective of a recruitment procedl!re is to attract

genuinely suitable candidates and carefully examine their credentials in order to produce

a shortlist for further investigations in the selection procedure. During the exercise human

rCS(HlfCCS planning and forecasting is essential to dctcrrninc the duties of the position to

be filled by preparing all supporting documents such as job description, person

specifications and/or competency files.
•

Lewin et al (2001) in their recent publications and studies highlighted various challenges

facing selection of teachers in secondary education across developing counu-ies. These

are high attrition due to low salary and poor teaching conditions where teachers leave the

field within 1-J years of entering service. There are also difficulties in attracting teachers

to 'hard to reach' areas because of' 10'" compensation noor working conditions among1 .IU. '-'U\..Il1 \.Iu..:l \.tau.:l 1. vv VI P,""U LlV I, pv V\I 1n...J. \.t 1 ILIVIJ, U

higher compensation. There are bottlenecks in teacher preparation systems in specific

subject art;;iS lik.e mathematics and, science. lIc\l-/ev'er tlieirs Vias gen.eraEzed findings

across sub Sah aran countries this research was limited t" Kenva ",..,,l snecificallv n+_ -0 u.1. .111.1"", 1 1. \..0.1 .1 V\'U 111.1""u. V X\o, ... .1y CLJ.lU !-'",\.IIJ.J.VUl.lY aL

2.2 Guidelines on selection of teachers in public secondary schools by T.S.C m

According to the Kenya hand book for teachers (2008), once a school is short of teaching

problem. If they settle on the solution of employing another teacher, the secretary of the

nOG shall prov1Je data un teacfler shortages in the~r respectiv'e institutions to the T.S.C.

from many sources, say.s Anderson (1088), and ask c'vcry candidate the same)

predetermined, and well-thought-out questions. Anderson (1988) adds that effective

interviews include replication, written exercises, and situational questions. This is the



most efficient routine to follow when interviewing, as it promotes equality and fairness .
•When selecting teachers, T S.C outlines .that it should include interviews and prove of

pedagogical skills from the candidate.

The Interviewers should also counter check the personal qualifications of the

individual/applicant. This is crucial because it ensures that the job is undertaken by a

workforce who is familiar with its performance and requirements. It ensures that the

•
The BOGs in the various schools need to ensure that they contact the TSC panel prior to

thp. int"n,i ••,., "'--'~" tr. r.ht(lin rpn; ••" r.f th •• intpruiPUl rrni.-lp<: Tt;" "rlui,,~hlp thM thf'
",' •. , " .• , • "_""', , ' ", .• '. '.1'" • j. ".. .: ,.. ,'., ," .•. " v" .. I . • -." . , __ "

teaching vacancy should be advertised far and wide. This gives a chance to outreach

many people who qualify as teaching staff After the BOG has submitted their requests to

the TSC, the TSC shall verify the data and advertise the approved vacancies (Hussein

2009).

According to the TSC recruitment policy and guidelines by Hussein (2009), interested

candidates shall submit applications to the nOG v!1th a copy to the DFO. nOG~ stial1

receive the applications and shortlist the applicants as per the TSC guidelines and

conduct interviews as per the subject (5) advertised. This is done based on the

specifications of the person. It is the responsibility of the Board of Governors to complete

the short listing and to ensure that there 13 110 unlawful discrimination. it is also ad visablc

that among them, there should be a qualified and experienced teacher, in most cases a

retired one. It is ilnpoflanl to note thai fonner ernployees who have been disrnissed for

misconduct should not be considered for appointment. However, staff that have taken

early retirements or arc jobless at the moment should be taken in to consideration 011 their

merits.

According to Hussein (2009) The BOG chairperson is responsible for scheduling dates

and tlrnes for interviews directly with the short listed candidates after which he should

notify the TSC ch~irperson of these arranGements. The BOG chairperson gi\res the



applicants important details concerning the interview. These details include; date, time,
&.

a request on them to contact the sender of the message incase they have any question in

regard to the interview, and any appropriate details of any present~ti.on they might be

required to bring along with them.

According to the teachers handbook(2008), The applicant will be required to submit

handwritten application letter for employment to the Secretary BOG, a handwritten

commitment letter to serve in the school for minimum period of five years, photocopy of

identitv r- " ••.J (both sides) 'J ~'l ..snort <,;-.c phot ....ornnhs Certificates "nrl·+eot;mo~;~l ..UC.dl L-'Y \;.~{tlU UVUl ~J .';3j,..bo-- 1-" ;:;;~p01 . 0'1.£.'i.e> ft._ lVg.iCl-t-,iJ0" '-- '. i-.. J .•dlt\",v (l.l.l~ ~.•. ilL, -iu.(l.i:-.;--

originals and photocopies of '0' level, 'A' level, Degree, Diplorna/Sl, Academic

transcripts original and

photocopy (if registered). The secretary of BOG is expected to certify all the listed

documents and submit them to the secretary TSC together with the Minutes of the

selected panel, Selection score guide, certified copies of the applicants' particulars. Three

candidates should be short listed 1'01 each advertised subject or subjed combinations.

They will be selected by the BOG in order of merit.

Further Hussein (2009) says that after the BOGs have conducted the interview as per the

guidelines of the TSC; they shan then submit duly completed application for the

successful candidates together with the minutes and scores for all the interviewed

candidates to the TSC for ratification and employment .T1Je TSC shall evaluate the

selection documents and appoint successful candidates. The commission shall determine

through inspection whBther the recruitment and selection interviews 'Nere conducted 8.S

per the guidelines.

According to the recruitment policy and guidelines in TSC (2009), the tools for the

exercise vIiU include score sheets, merit lists, lists of applicants and BOG minutes. To

ensure transparency and accountability, The TSC may send a commissioner or two in the

question OT
• 1 ',-

11TcgU!ar1T1CS, reported directly to the TSC. Once the . "
1nrcrvi eV';1 ng



documents are received by the TSC, -it scrutinizes the documents and sends an
•

'. • !.. • .1 r= t didat ~1 ". • 1 .» r- •appointment teller IO me successrui can icate. 1ne appucant IS on prooauon ror TWOyears

after which he/she is approved as permanently employed.

2.3 Training and competency of selection panels

According to Armstrong (2000) the interviewers should have been well briefed on the

interview programme. They should not sit behind their desks as this creates a
t ! . 1 1 • ,...........,.. ••••• l' • t' . f"PSYCllOiOglC<11oarner. .i rammg on mrerviewmg recnmques is or paramount ror managers

•
and team leaders. Its important to everyone to be full aware of provisions of the sex, race

and disability discrimination Acts. Interviewers should establish rapport with candidates

by creating a good relationship with them on their wavelength, putting them at ease,

enCOtlrag1ng th.em.to respond and being friendly.

According to the Kenya Handbook for teachers (2008) recruitment and selection for

teachers to serve in post-primary institutions is delegated to school Board of Governors.

The task Force report on discipline and student unrest in secondary schools in Kenya

(?OOl) observed that appointment of unqualified, incompetent and non-committed

members of the BOG compromised quality management and academic standards in the

Muriithi (2007) in his research on challenges facing boards of Governors in secondary

schools management in Abogeta division) Meru Kenya) Slly~ that most nOGs have not

received any formal training or induction pertaining to their expec~ed roles, an aspect that
~ • 1·f".~ "_!"" ,. ."iI '. , •• ~..1111aKCSrt ditncutt lor them IO Blake appropnate cccisions. vue TOtnese, gOVCfl10fS

have been accused of general ineffectiveness from time to time. He went ahead and listed

the challenge;) encountered by DOG;) which hinder them from performing their duties;

these are inadequate academic qualification, lack of briefing on rules and regulation
• .1' ,',. " 11 1 f" "govermng tneir Operti.TI011.S/"COfTUpTHJfl ana racx 01 Ul1f[Y.
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Sang (2008) in his research on challenges and experiences in decentralization of teacher
•

recruitment in Kenya studied at urhan schools in Uasin-Gishn, t:~lJnd tf.h~J BOG members'

knowledge based on education matters was wanting. The recruitment process was

inefficient and subject to manipulation. He concluded that the general management of

urban secondary schools in Uasin-Gishu was weak due to lack' of management

capabilities of the BOGs. His. recommendation '.,vas that decentralization of teacher

recruitment should be devolved only to the level that has capacity and potential to handle

Gathiira (2009) in his research on effectiveness of BOGs in teacher recruitment and
t • ~ • 1 1" 1 t t • .••.K , .1 1".·. 1 1 .1 • .1sciecuon in PUOilC seconuary scn001S In IViur~Dg a DOITi1 UlsIT1CI OOsCfVCG mal me

continued use of BOGs in public secondary schools to recruit and select teachers on
1 1 'I' I'T"C} 1'" 1 f' ""'1' • I ""'''G ' . d .. .nenan or ;) 1a3 e rcrted a rot or controversy. 111131Soecause DUS iacxe trairung in

selection, were easily manipulated and hence incompetent. He recommended that teacher

recruitment and selection should be decentralized to the provincial level, should set up a

database for all qualified or unemployed teachers, implement succession management

and ensure that Head teachers have at least a certificate in 1-:i1<1\1.

Mairura(2000) as quoted by Kagiri(2006) who studied selected Public teachers training

colleges in Kenya was able to record the dissatisfaction teachers felt when BOGs started

to control employment of teachers. Mairura says the selection of which teachers would

selection ofte~r.hers by ROG 'V/dS hieh!y disappointing.

There have been complains from Baringo going to T.S.C that teachers have been left out

unfairly and that favoritism, nepotism and corruption had left the most deserving

candidates out and chances given to those less deserving for the job(Chelal 2007).

;\H these findings \-vere coUerter from different parts. of 'the country in Kenya ~nd not in

)6



2.4 Selection tools •
According to Armstrong (2006) the • L""I 1 ,"

Hit:UD 0C[CCnon methods arc

centre, tests, application blanks and graphology. There are three types of interviews, these

are one, individual interviews which are between two people that is the. interviewer and

interviewee. The other one is of the interviewing panels which has more than two people

as interviewers. Lastly are the selection boards which involve a big panel. Armstrong

(2006) says that assessment centers focus on behavior. Exercises are used to capture and

simulate the key dimensions of the job. Several candidates are assessed together to allow

interaction which is open and participative.
•

Cole (2000) defines an employment test as a method that attempts to measure certain

and honesty tests. Sheila and Paul (J 999) contend that organizations that use testing as

under consideration and valid measures of the knowledge, skills and abilities for which

they are intended. They further emphasize that ability tests are useful in predicting job

performance across a wide variety of jobs. When used appropriately they are roburst tools

that can add to the prediction accuracy of a selectjon system.

Sheila and Paul (1999) emphasizes that Biographical data is also a powerful predictor of

future jeb success. When conlp1nng data, an organ17.atlon gathers infcrmaticn about an

applicant's past behavior, attitudes and values as they relate to the job under
., ," ~t·· t"',' "1 1 1.' • I" r ' • ,consrucranon. l rns mrorrnanon CUD pruvwe a neany ccrnpictc p.cturc or a cancnuatc s

life experience and can directly relate to the person's future job performance. Studies

done indicate that selection tools designed to obtain bella vioral and mati vaticnal

information about candidates contribute to effective selection systems. Most

oruanizations are planning to increase their use of various tools and devote money to the·00

process.

Sheila and Paul (1999) further emphasizes that better recruitment and selection strategies

result in improved organizational outcomes. The more effectively organizations recruit



and select candidates the more likely they are to hire and retain satisfied employees .
•

Leonard and Strallss(1980) expJains application blanks as the traditional device used fC;T"

recording biographical information such as age, previous education, training and previous

work experience. They test the candidate's abilities to write, organize tbeir thoughts and

present facts clearly and succinctly. According to Armstrong (2006) graphology studies

the social structure of a human beinc throuch his or her writino Its use in selection is to
'-' o!.-' • <-.'

draw conclusions about a candidate's personality drawn from his/her handwriting as a

basis for making predictions about future performance in a role.

•
There's increasing evidence that some people may choose to teach because of the lack of

0t~er employment c}ptions. Others perceive it as a path to further education eir an exit

strategy. (Lewin et al 2001).Good selection tools will be appropriate to use to recruit

qualified and satisfied teachers in favor of those taking teaching as a last resort. However

Lewin and his group collected their findings in Sub-Saharan Africa and not in KWD.

This justified the reasons \-vhy the researcher wanted to find out how the selection tools

used in selecting public secondary school teachers in KWD affected selection hence

choosing the right or wrong teachers.

2.5 Job specification/man specification of the applicant

According to Armstrong (2000) person specification defines education, training,

qualifications and experience required to perform the job effectively by an individual. It
, , hcadi h L' I . I' \.., '1' hcan De set out unucr nca mgs sue: as tccnnrca competencies W!1lC" cntai what t c

individual needs to know and be able to carry out the role. The second one is behavioral

performance in the role will be related to the core values and competency framework of

candidate should have undertaken, the experience and specific demands of the candidate

and the organizational Of corporate culture should also he considered for him/her to fit.

According to Needham (1993) Job specification can be used to make sure that a job

advertisement conveys that prospective candidates should hav'e. It also

;8



•checks that candidates for the job have the right qualities. It can also be used III staff
• 1 P . 1 T"'\ •• /1 AAA\' • 1 r _ . f'" .' .1 •appraiser. ratt ana rscnncn ~l'.J'.JVJ gavc a seven point pian tor person spccmcanon, WiS

entail one, physical make-up such as speech, appearance and health. Two, attainments
, ,. • . • ". ~. ~1 1 . . '1'SUCHas education, trauung, expenence ana quanncanons. r nree, genera H1Iel igence.

Four, special aptitudes such as manual dexterity, verbal ability and literacy. Five,

interests such as intellectual, practical, social, artistic and sporting. Six, disposition such

as steadiness, self-reliance, influence and acceptability. Lastly, circumstances such as

domestic circumstances, age and mobility.

•
According to Hussein (2009) the applicants for a secondary school teaching position

1 1 1 1 I'" • 11 l' r- 1 t· .1 1." • 1 • 1 1 "11
snourc DCone, prorcssionauy quamlcu navmg gone mrougn IraInmg In peuagogrcai SKU!S

in the relevant subject(s). They should provide evidence of teaching practice as part of

traming. Two, they should have ability to understand the content of the K.C.S.E syllabus

in their areas of specialization. Three, should show willingness to participate in co-

able to communicate effectively. Previous teaching experience will be an added

advantage.

This research will find out whether during the selection process of public secondary

school teachers in K'-\'D, the interviewing panels ha"vejob specifications they consider

in an applicant. If they are there, are they the ones provided by the T.S.C. According to

Armstronc ('"'ADO) iob descriotion and person scecification shculd he drawn carefully and1.\ u ;:::'Lt.•._,~ b ~\})\ jVI U""C,\..d 1-' ' . ~ l\_ ...•••t:.;:,._ii O!Jt:::t..•..l.t\"u,.Ltl.Jl ~ti,\jl If .J;..! \..J.lay-/i. ~-,(1 lU.1. c t.

incumbents consulted. They should also be reviewed regularly; this should be coupled
'.1 .1 1 • 1 1'".,1 . ro' l' 1. • 1 1wnn a rnorougn JOD anarysis. .t rns serves as vvay or ensuring UfUY ngnI pcoprc apply ana

t also its possible to test the specifications during the interview.

2.6 Manpower planning at BOG/School level

Needham and Dransfield (1993) Says that manpower planning is concerned with getting

the right people, using them well and developing them in order to meet the goals of the

organization.
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future availability of staff.
'\ resources levels required in

~atching demand aid supply ;ture
Examination of alternative policies to meet

identified human resources needs;

Recruitment, professional development of

current staff. transfer. termination

Supply side

Analysis of current human

resources within the organization

Sources of infor hation;
Personnel records, numbers employed, grade

levell, age, length of service, qualifications

(competencies), appraisal information,

continuing development record and plan of

Demand side

Analysis of future plans/strategies of the

organization and the effect on human

resources.

Sources or intrmation;------~--------~
Corporate business plan,

implementation plans, estimates

of future activity levels.

Projection of human

policy and an indication ofhow it should be implemented

Fig l.Identification of the Human Resources management plan, selection of the best

Source: Needham and Dransfield. (1993)

The top left-hand side of the diagram is concerned with an analysis of the likely future

supply of the right sorts of people while the top-right hand side looks at the expected

future demand for the right sorts of people. An organization's demand for labor will

depend on the plans it has.:t:~rthe future that is strategic plans. (Needham 2000),

"1..0



This must be estimated by analyzing itS future plans and by estimating the levels of

activity within the business Managers may forecast their staff requirements on basis of

past, present and likely future requirements. If an organization is to work out the supply

of labor available, it must examine the number of people available to work, how long

they can work for, their ability to do the required jobs, their productivity. (Needham

2000).

According to Sheila and Paul (1999), one of the barriers to effective selection in United

States is fewer qualified candidates available for organizations to cho se from when

trying to fill vacant positions. Fewer applicants are in the job market, those who are there
'1 1 1 1 'L l'P ,1 , ',' 1 k' ('. " 1pOSSIOY aCK TIIC sxtus mat organizanons are lOO 'mg TOr In prospective employees.

Organizations are increasingly finding it difficult to identify and eventually hire potential

quali fied candidates.

Aidan Mulkeen et al (2007) admits that in many parts of sub-Saharan Africa, the projected

demand for Secondary school teachers exceeds projected S11rp!)!~ in some cases by

substantial amount. According to him factors contributing to projected high demand for

illness, bottlenecks of teacher preparation system, unattractive conditions of service,

arbitrary' teacher deployment systems, llt1(}.ttractl\le \~vork stations, unprofessional treatment,

lack of professional development opportunities and insufficient supportive supervision.

According to Hussein (2009) verification on teachers' shortages is done by the staffing

department in the T.S.C to ascertain its accuracy. Agents such as RO.Gs and heads of

institutions submit quarterly returns on staffing data. Officers from TSC and MOE take

random visits to educational institutions. However if BOGs delay in providing the data

required for manpower planning at the TSC, then there's likely to be problems during

selection since they are likely not to be given the slots they wanted. The researcher wili

confirm if there's such a scenario and what-is its outcome on the selection process.



Lewin(200 1) contends that among the factors leading to teacher shortages are the limited
b + . 1 h did ..I 1.. I 1 C' d -Co..l' . J.. L.numt er 0.' potennai teac ier cane: ates anc tne acx or space an, runamg In the teacner.

training colleges which together currently prevent countries from producing sufficient

numbers of qualified teachers in sub-Saharan Africa including Kenya.

Governments are also constrained in their ability to assign and keep teachers in remote

and underserved areas where they are most desperately needed. (Destefano 2006 as

quoted by USAID working paper). Further there's lack of teachers in specific subject

areas like mathematics and science. In Secondary education teachers require more subject

specific knowledge and few choose or are able to successfully specialize in science and

mathematics. •

Teacher shortages are a global problem. Eric (2001) says that there's mismatch in the

supply and demand of quality teachers in North America. Many students preparing to

become teachers are not majoring in subject areas that match the needs of schools and

districts experiencing shortages. Many teaching candidates prefer suburban districts.

They are unwilling to teach in many urban and rural schools.

According to Sheila and Paul (1999) fewer qualified applicants available is one of the

major barriers to effective selection of candidates. Today' s tight labor market is making it

more difficult for organizations to find, recruit and select talented people. Competition

for talent is intensifying as there are fewer qualified applicants available. This makes it

important for organizations to be able to effectively attract, select and retain quality

candidates. Candidates can afford to be choosy when searching for their ideal job. They

are not only looking for an attractive salary but various kinds of benefits, potential to

advance and an environment in which they can learn and thrive.

Cassandra Guarino et al (2005) pointed out that drop out in community secondary

schools in Tanzania is very high because of lack of qualified teachers to teach in rural

areas. Their findings indicated that many states are still far away from reaching teachers

with adequate subject knowledge hence dismal performance of students in schools

., 22.



According to Too and Katam (2010) who carried out their research in Nandi district
••

Kenya, lamented that there was an acute shortage of teachers in Kenya. This has been

occasioned by the government ban on employment of additional teachers coupled with

retirement, deaths and imbalance in staffing as a result of irregular tr~nsfers of teachers

by the TSC.However all this findings were carried out in other areas and not in KWD,

this justified the researcher's need to find out if manpower planning of teachers in public

secondary schools by BOG affected their selection in KWD, Kenya.

2.7 Summary and gaps to be filled •

has been rooted from our teaching staff in public secondary schools in Kenya. In general,

it addressed issues concerning Selection of secondary schools teachers in KVm in

Kenya. This research also puts forth suggestions on how teacher selection should be

undertaken and how the quality of the Kenyan education could be improved, especially

by use ofTCT (Kinuthia, 2009).

There are many factors that affect Selection process in organizations. The researcher

highlighted four factors that are likely to affect the Selection of teachers in Public

secondary schools by TSC in Kenya. These are selection tools used, training and

competence of selection panels, manpower planning at school level and job specification.

Studies done on Selection have focused on other sectors and not Selection of teachers in

public secondary schools in K\Jv'D.

There seems to be limited literature on the factors affecting selection of public secondary

schools in KWD. But findings collected from other areas provided parameters that were

used to measure the ineffectiveness of selection processes of public secondary schools

teachers in KWD, Kenya.
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2.8 Conceptual framework

selection tools

Training and competency of

selection panels. r

Man Power planning by the

BOGs
I I

Job specification of the

applicants

Independent variables

Fig 2: Conceptual framework

Source: Researcher

•

Selection of teachers

•

dependent variable

2.8.1 Interpretation of variables

Selection tools- These are methods used to screen candidates in order to pick the right

and best applicant for the vacancy available.

Selection- Selection involves screening or evaluation of applicants to identify those who

Training and competency of selection panels- the competency of selection panels is of

not only knowledgeable but firm to withstand the challenges.

paramount during the Selection process. It's important to have an effective panel \vhich is

Manpower planning at BOG level- it's a process by which management determines

how the organization should move from its current manpower position to desired

24



manpower positions. Penalties for not being correctly staffed are costly. Manpower

planning is an important factor that can affect Selection of staff

Job specification-It highlights the mental and physical attributes of the interviewee. It

serves as selection instrument making sure that the skills and qualities being sought have

been identified.

•

2S

tJ



CHAP'IER THREE

RESEARCH fyiETHODOLOGY

This chapter describes the research design employed in this study. It also describes where

the study was conducted, the subject of the study, the tools for data collection and

analysis procedures.

3.1 Research design

The study adopted a descriptive research design. The research design used questionnaires

or interview schedule to collect data from participants in a sample about their

characteristics, options and experiences in order to generalize to the popul tion (Mugenda

and Mugenda 1999). The study used both quantitative and qualitative analysis methods.

In qualitative analysis the researcher will obtain detailed information and then establish

patterns, trends and relationships from the information gathered. Mugenda (1999)

suggested that qualitative data analysis follows the process of the data organization,

creating of categories, themes and patterns then an evaluation is done to see the

usefulness of the information in answering the research questions. The independent

variable in this study was Selection of teachers of public secondary schools. The change

in the independent variable influences the dependent. The dependent variables were

selection tools, training and competency of selection panels, manpower planning at BOG

level, and job specification of the applicant. The proposed and appropriate method for

this study was the filling in of the questionnaires by the respondents.

3.2 Location

The study was supposed to cover the whole of Kenya but due to financial constrains and

time, it was carried out in Kirinyaga West district, Central province, Kenya. This location

was chosen because it was convenient in terms of available resources. Also the district

has public secondary school teachers like any other who are employed by the TSC.

3.3 Target Population

The study targeted all Head teachers in public secondary schools in KWD and the

chairpersons of the BOG in the respective schools. According to the KWD Education

offices, there were twenty five public secondary schools (Appendix 5) hence the head
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twenty five apart from schools with no legally constituted BOG where the DEO acted as
~

the chairperson during interviews. In such the DEO filled in th"" questionnaire. The.
population of this study was fifty consisting of Head teachers and Chairpersons of BOGs.

3.4 Sample design

From. the above population of fifty consisting cfHead teachers and BOG chairpersons, no

sample was preferred; instead a complete census of all population was taken.

3.5 Data collection procedures

The researcher collected the necessary data for the study from Head teachers and BOG

chairpersons in all public secondary schools in KWD. The data was collected using the

structured and non-structured questionnaires. Before commencement of the study, the

researcher asked permission from the schools heads with a letter of introduction and

the considered Head teacher for him/her to fill and requested the other copy to be passed

to the BOG chairperson for him/her to fill. The questionnaires had serial numbers for the

purpose of identification and possible follow up. Among the twenty five schools only one

didn't have a legally constituted BOG and therefore the D.E.O filled in the questionnaire

in her acting capacity as the B.O.G chairperson.

3.6 Pilot testing of research instruments

Before the instrument was used for actual study it was pilot tested in two respondents.

The main importance of the pilot study was to find out if the questionnaire covered all the

intended dimensions of the research. It also assisted in eliminating questions that were

ambiguous. It determined whether the space allowed for the answers was adequate. In

response to this, modification and adjustment was made where necessary.

3.7 Data analysis and presentation

According to Margaret (1995) coding is the process of translating answers into numbered

categories so that they can be tabulated and analyzed. Margaret (1995) says that, after

quantitative data have heen coded, they are ready for tahulation. This involves counting

the numbers in the various categories and putting the results into tables which will serve
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.
as the basis for analysis. Tabulation can be done by hand but its best to use a computer.

~'i1S excel and SPSS (Statistical Package for the Social sciences) was used. After

tabulation the researcher used descriptive statistics to describe data. The type of

descriptive statistics used in this study was frequency tables, group frequencies,

percentages and graphic presentation of the frequency distribution.

•
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•
CHAPTER FOUR

DATA ANALYSIS Al\'D PRESENTATION OF RESULTS

4.1 Introduction

This chapter presents the analysis of the data collected. The study focused on factors

affecting selection of teachers in public secondary school by Teachers Service

Commission in Kenya. (A case of Kirinyaga West district). The data was analyzed and

presented as follows,
•

4.2 Response Rate

As per the Table! below, 50 questionnaires were issued to the principals and chairpersons

of the board of governors in the respective schools. Out of these, a total of 30

questionnaires were returned from 15 schools. This percentage was good for the analysis

as it was quite representative.

Table 1 Response Rate

Departments Sample size selected Actual respondents Response rate in %

Principals 25 15 50

BOG chair 25 15 50

TOTALS 50 30 100
--------- ------

Source: field data (2011)

The schools principals and BOG chair had ihe same response rate since when the

principals filled in the questionnaire, they ensured that the BOG chair filled in as well.

4.2.1 Respondents by Ages

From table 2 below, the response from the questionnaires indicate that majority of the

school heads (66.7%) were in the age bracket of 31 -- 40 years which is the active and
,'"

energetic age group and 53.3% of the chair to the board are in the age bracket of more

than 50 years. This represents a diversion, however it ensures that decision making is

done soberly as the chairperson is slightly older than the principal who happens to be the

secretary to the board.
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T bl 2R d b Aa e espon ents )y .~es •
No. of respondents •. percentages

Age of BOG
respondents Principals BOG chair principals chair

21-30 1 0 6.7 a
31-40 10 " 66.7 20:>

41-50 2 4 13.3 26.7
>50 2 8 13.3 53.3
Total 15 15 100 100

Source: field data (2011)

4.2.2 Respondents by Level of Education •
The table 3 below shows level of education of the respondents. About 13.3% of the

principals were diploma holders, 60% were degree holders and 26.7% were holders of

masters and doctorate degrees. Majority of the chair to the board were diploma holders at

80% which shows that most of them are knowledgeable.

T bl 3R b L I fEda e esponses y eve 0 ucation
No. of respondents percentages

Education level of BOG
respondents Principals BOG chair principals chair

Diploma 2 12 13.3 80
Degree 9 2 60 13.3
Masters 4 1 26.7 6.7
Total 15 15 100 100

4.2.3 Respondents by Period of Service

The study established that most of the principals (46.7%) had been in the same school for

11 - 15 years followed by 26.7% in the category of between 6-10 years. The board

chairpersons indicated that 53.3% had either been appointed or had served for between o,

S years as chair to the BOG. Those who had served between the ages of 6-10 years were

only 40% while those who had served more than 11 years were 6.7%. It was also noted

most of the BOG chair had not served their stations for long since they were appointed

after every four years by the ministry of Education with consent of school sponsors. A

BOG chairperson should not serve the same station for more than two consecutive terms.
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Table 4 Respondents according to Period of Service •
No. of respondents Percentages

length of stay at BOG
location Principals BOG chair principals- chair

0-5 yrs 2 8 13.3 53.3

06-10yrs 4 6 26.7 40

11-15yrs 7 1 46.7 6.7

16-20 2 0 13.3 0

over 20 yrs 0 0 0 0

Total 15 15 100 .;l00

Source: field data (2011)

4.2.4 Respondents by gender

The research sought selection of public secondary schools to find out the individuals who

made this crucial decision by their gender. This is because people are likely to have

different attitudes on certain issues depending on their gender. Most of the BOG chairs

were male making the male respondents to be higher (56.7%) than the female.

Table 5 on responses by gender

Gender Frequency Percentage in%

Male 17 56.7

Female 13 43.3

Total 30 100

Source: field data (2011)

4.3 Rating of tools used in teacher selection

The table 6 below shows the rating awarded to the tools applied in selection of teachers in

public secondary schools. Most of the Head teachers (principals) that is 46.7% regarded
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the tools as satisfactory for the purpose of teacher selection. It was however observed that

majority of the board members were skeptical of the tools as 26.6% rated the tools as not

sure. However the divergence here can be argued that the principals are better equipped

tA gauge the tools used from thei r teachinz backcrou •...d whereas majority Af' chairpersonslV u.. \. lV _ ~'" Lt. 1 U ~ ,-,,«'\.I.11i116 !.1.~ 51. v 1.1. y~1J.·•...I1...... 1 UJVJ.t Vi. 11 •••.•1 VLl

of the board are not teachers and thus fall short of pre-requisite insight into the

applicabilityof the tools used.

Table 6 Panelists rating of selection tools

•
No. of respondents Percentages

Response Principals BOG chair principals BOG chair

Very good 4 4 26.7 26.7

Good 7 4 46.7 26.7

Poor 1 2 6.6 13.3
Very poor 0 1 a 6.7

Not sure
..,

4 20 26.6-'
Total 15 15 100 100

Source: field data (2011)

4.4 Training and competence of selection panels

As depicted by the findings on the table 7 below, the researcher established that the

selection panel felt that they were not adequately equipped to carry out the selection

process. However there were guidelines provided by the T.S.C for teacher selection and

checklists for applicant's marks allocation. Majority of the principals expressed

satisfaction and indicated that they were fully equipped for the selection as they

understood the goal and mission of the school they head. Also they expressed an opinon

that this is due to their training as teachers that they have accumulated the skills. Most of

the B.O.G chairs had specialized in areas outside the span of teaching hence reiied on the

T.S.C guidelines, principal and subject teachers assessment during interviews, their input

was not as much.
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Table 7 rating of the training and compe~ence of selection panel

CUMMULA TlVE
FREQUENCY PERCENT VAUD PERCENT

PERCENT,

Very good 8 26.7 14.3 28.6

good 12 40 14.3 42.9

Poor 4 13.3 14.3 57.1

Not sure 6 20 14.3 85.7

V.poor 0 .0 14.3 100.0
•

TOTAL 30 100.0 100.0

T hi 71 R I f ha e . e evance 0 trammg to t e se ecnon pane s
No. of respondents Percentages

80G 80G
Response No of principals respondents chair principals chair
y 13 10 86.7 66.7

N 2 5 13.3 33.3

TOTAL 15 15 100 100
Source: field data (2011)

Majority of the B.O.G chair and principals agreed that the training and competence of the

selection panels have high effect on selection process.

Training the selection panels was quoted by the respondents as a way of bringing.

uniformity during selection.
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Figure 3 Showing rating of responses on factors affecting selection of teachers.

4.5 Manpower planning

The table 8 below shows the manpower planning and establishment of staff shortage in

public secondary schools. Majority of the respondents were content with the methods

used in establishing staff shortages such as curriculum Based Evaluation (CRE) where

every school communicates its teaching staff requirements to the TS.C every month.

66.7% of the principals and 80% of BOG chair were content.

VlANPOWER PLANNING AND TEACHER SELECTION

N Minimum Maximum Mean Std. Deviation Variance Skewness

Statistic Statistic Statistic Statistic Statistic Statistic Statistic IStd. Erro



MANPOWER PLANNING AND TEACHER SELECTION

N Minimum Maximum Mean Std. Deviation Variance Skewness

Statistic Statistic Statistic Statistic Statistic Statistic Statistic Std. Error

Principals 5 0 11 3.20 4.658 21 700 1.644 .913

80G 5 0 12 3.20 5.070 25.700 1.936 .913

Valid N (Iistwise) 5

Table 8 rating of the manpower planning •

No. of respondents Percentages
planningNo of principals principal BOG

respondents BOG chair s chair
manpower
rating

Very good

Good

10 12 66.7 80
4 2 26.6 13.3
1 1 6.7 6.7
0 0 a a
0 0 a 0
15 15 100 100

Poor

Very poor

Not sure

Total
Source: field data (20 11)

4.6 Influence of selection to job performance

The majority of the school BOG chair and principals were in agreement that the selection

method influences the teachers' job performance in the short and long run. This is clearly

demonstrated by table 9 below where 93.3 % of the BOG chair and 80% of principals

indicated that the selection process influences the teachers' job performance

Table 9 influence of selection on applicant's performance

No. of respondents
on No of principals BOG

respondents

12
chair

Percentages
BOG

Principals chair

80 93.3
13.3 a
6.7 6.7
100 100

influence
performance

Yes

No 2

14

o
1not sure

Total
Source field data (2011)

15 15
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4.7 Job specification of applicants on selection process

Table 10 on effect of applicant's job specification on selection process
Principal
response
in%Principals respondents

Very high 12

High 2

Low 1

Very low 0

Total 15

Source field data(20 11)

ROG
chair

14 80

1 13.3

0 6.7

0 0
15 100

RO.G
response
in %

93.3

6.7

o
o
100

•

The job specification of an applicant affected the selection process in that it determined

the candidate to be selected and which one to be left.80% of the principals supported that

it had very high effect on selection process. 93.3 of the So.G chairpersons also

supported the same thing.

Descriptive Statistics

N Mean Std. Deviation Kurtosis

Statistic Statistic StatisticStd. Error Statistic

y

N

533 -1.8616

6

2.171 5317

5.33 7554 -1.7063084

Valid N (list wise) 6

Std. Error

1.741

1.741



CHAPTER FIVE •
SUMMARY 0]1' FlNDJNGS

CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter summarizes the main findings of the study in the following themes;

selection tools used by the teacher selection panel, competence and training of the

selection panels, how job specification affects selection and how manpower planning
•

at BOG level affects selection of teachers in public secondary schools,

5.2 Summary of the major findings

The following are the study findings based on and as guided by specific objectives. The

study aimed at investigating factors affecting selection of teachers in public secondary

schools in Kenya

The study has concluded that that during the selection of teachers in public secondary

schools, the B.O.G should have enough time to shortlist the candidates, pick few best

ones to be interviewed during the interview day. Shortage of teachers in some subject

combination was a common problem in most of the responses, therefore the Ministry of

Education, T.S.C,Teachers'colleges and universities should team up in teacher training in

all the subjects equally. Selection process should be timed to start at the same time in all

stations to stop teachers from 'jumping' from one school to another during interviews as

they try to secure the job. After selection teachers should always be taken for in-service

training to polish up their skills.

5.2.1 Selection tools used by the teacher selectiou panel.

The study has concluded that principals believe that the selection tools used by the

selection panel were adequate. However, a high proportion of BOG chair concluded that

there was need to diversify the tools used to include written essay or evidence of

candidate write ups in relevant journals to show how one is keeping up with the current

teaching methodologies and also improve lesson delivery
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Also it was suggested that the years somebody has stayed after graduation is not a

PA-C':or1'Y>'>"'''ecriteria for choosinz a candidate Some fresh zraduands from collezes and,--,II' .1 J..uu..l.l'-" V.J ..Il,.v.l J. .• ..tv .t.lo J..l\,..J.J: £.iL'-'. .J.J.v ' ..l 0 u'-'-U.t...:y \....1.1.1. '-' .1..J'-'5"";..:> .l.
universities could be more competent than their older counterparts. Alteration of merit

lists and minutes of the selection process to favour certain individuals during the

selection process should be highly discouraged. The Ministry of Education and T. S.C

should voice uniformly on the school staffing needs as per the subject combination and

not overemphasize some combinations for example science at the expense of other

subjects.

5.2.2 Equipping the selection panel. •

since most of them did not have any teaching experience prior to chairing the BOG.

convergence of ideas and better application of tools during selection. It would erase the

occurrences where the panelists' personal bias takes precedence over professional

conduct of the interviewee. However, all is not lost, since there's always a subject teacher

conversant with the subject requiring a teacher in the panel. However training the

panelists might not be very necessary but clear explanations on how to use the selection

criteria is crucial. The officer from the D .E.0 should be competent enough to correct

mistakes if any.

5.2.3 Job specifications of the applicants

The interviewees since the college days undertook their studies and decided the subject

combination they will be specializing. Thus there was need to train the panelists on

various scopes of subjects and what each combination is equivalent. This would greatly

improve on the interviewing and grading teachers from various institutions and also

ensure that personal bias from the panelists is minimized during selection.

Since universities are constantly revising their courses, the panelists particularly those

outside the teaching profession should be trained and constantly upgrade their

understanding on the dynamics in the teaching profession. At the same time, the panelists
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subject combination of the candidate who may be having one of the major subjects so

that to broaden their soectrum of choice ..l ••. L '1,,1.,",.1 l..LA""'.l 1-' .•..... J.U.lJ...L .i. .l.lV.i .

A uniform job specification of teachers should be developed so that the interviewing

panel can have one sheet to award the marks. The interviewee should also be interviewed

by an independent body so that their capability to be objective is guaranteed. Selecting

candidates based on the constituency of origin. was also not supported by most of the

respondents since that can limit schools from getting very competent teachers from other

districts, it also a tool for promoting tribalism among Kenyans SInce one is only

employed in his/her home constituency. •

5.2.4 Manpower planning at BOG level

The researcher observed that there was an adequate Curriculum Based Establishment

(C.B.E) in various schools. This involves submission of reports on monthly basis to the

T. S.C on teacher shortages and requirements. However the Secretary to the board

(principal) may not anticipate turnover that may arise due to sudden transfers, promotions

and other factors like natural attrition. Therefore the T.S.C should always Ease with the

B.O.Gs in cases where it wishes to transfer, balance or promote teachers and promptly

replace with suitable ones.

More teachers should be trained and posted to schools as per the Kenyan curriculum.

Universities and colleges should broaden the subjects they offer to exactly match with the

curriculum

5.3 Conclusions

The researcher found out that there was a well coordinated panel that was used in teacher

selection with guidelines given by the T.S.C. However there is need to carry out training

arid update of skills on the non-teaching personnel sitting in the interview panel. This is

important so that their skills can be made more teaching friendly and makes them to be

more objective during interviews. The job specifications of the applicant and selection

tools as provided by the T,S.C guidelines should be revisited.



5.4 Recommendations of the study. •
Based on the findings, interpretations and conclusions of the research, the following

recommendations were made. The ministry of Education, Teachers' colleges and

universities should team up in teacher training in all subjects equally. selection tools used

in teacher selection should be diversified. Selection panels should be well equipped with

the skills required during selection of teachers. Job specifications of the candidates

should be altered and diversified. More teachers should be trained and posted to schools

as per the Kenyan curriculum.
•

5.5 Suggestions for Further Research

After analyzing the various findings from this research, the researcher recommends

further research on one, the effects of panelists besides in the teaching profession on

selection of staff

Factors affecting selection of teachers in public secondary schools by the T.S.C in other

districts.

Relationship between selection process used in employing teachers in public secondary

schools and existing problems such as high student-teacher ratio, disparities in terms of

vacancy rates and students' performance.

Effectiveness ofBO.Gs in teacher recruitment and selection and other managerial duties
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APPENDICES •

APPENDIX 1: PRINCIPALS / HEADTEACHERS IN PUBLIC SECONDARY

SCHOOLS QUESTIONNAIRE

The questionnaire is meant to collect data that will be used to determine the factors

affecting selection of public secondary schools teachers by TSC through the BOGs in

Kirinyaga West District (KWD), Kenya .Its a requirement for the master of Business

Administration of KU .Therefore your sincerelity will be greatly appreciated and any

information will be treated with the confidentiality it deserves.

Thank you in advance.
•

Kindly tick in the space provided [ ] the correct answer or supply the required

information. For others please specify and elaborate.

Section A: Respondent particulars

1] Gender Male [ ] Female [ ]

2] Education background:

Ph D holder [ ] Master [
,
J Degree [ ]

Diploma [

Others please specify. " .

3. Age

25-29 years [ ] 30-35 years ]

36- 40 years ( 40-45 years [ ]
50+ years [ ]

4. How long have you been in present station?

0-5 years [ ] 6-10 years

11-15 years [ ] Others please specify

..
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Section B: Research Data

5. How do you rate the selection of ~ublic secondary schools t~achers during their

deployment in Kirinyaga West District?

( ) Very good ( ) Good ( , ) Poor

( ) Very poor

( ) Not sure

6. What reason(s) would you give to the answer given in question (?) -above?

7. In a scale of 1 to 5 (where 1 is very poor / very low and 5 is very good / very high)

please answer the following questions -:

Question 1 2 3 4 5

(i) How do you rate the effect of selection tools used to

select teachers In public secondary schools In

Kirinyaga West District (KWD)?

(ii) How do you rate the training and competence of the •

selection panels in selection of teachers in public

secondary schools in KWD?

(iii) How do you rate the effect of the candidate's job
. I

specification on selection of teachers In public I
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I
secondary schools in KWD? •

•.
I

(iv) How do you rate manpower planning or methods of

identifying staff shortages by BOGs on selection of

I
teachers in public secondary schools in KWD?

Section C •

8. Does selection process of public secondary school teachers influences their Job

performance?

[ ] Yes [ ] No

If yes to what extent

a) Very great extent

b) Great extent

c) Moderate extent

d) Low extent

e) Very low extent

10. Relating to selection process, Suggest what should be done to address the problems

that arise if any during th~ selection of teachers in public secondary schools in KWD by

the BOGs
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11. Does the selection process used in selecting teachers in public secondary schools in

KWD affect the performance of the students?

Yes ( ) No ( )

Explain the answer given in question 11 above.

Section D •

11. Do selection tools used in deployment of public secondary schools teachers by the

TSC in K'vVD affects selection process?

Yes ( ) No ( )

Tf yes to what extent

a) Very great extent

b) Great extent

c) Moderate extent

d) Low extent

e) Very low extent

13. Explain the answer given in question 12 above

•••••••••••••• 0 •••••••• ' ••••••••••••••••••••••••••••••• <:»: ...•..........•..............•......

14. Relating to selection tools, suggest what should be done to address the effects it poses

to the selection of public secondary school teachers in KWD, Kenya

••••••••••••••••••••••••••••••••••••••••••••••••••••• , •••••••••• 0 ••••••••••••••••••••••••••••••••••••••••

o

Section E



15. Do training and competency of the selection panels (BOGs) affect the selection

teachers in public secondary schools in KWD, Kenya?

Yes ( ) No( )

If yes, to what extent?

f) Very great extent

g) Great extent

h) Moderate extent •

i) Low extent

., Very low extentJ)

16. Explain the answer given in question 15 above

17. Relating to training and competency of the selection panels, suggest what should be

done to address the effects it poses to the selection of teachers in public secondary

schools in KWD, Kenya.

Section F

18. Do manpower planning at the BOG level affect selection of teachers III public

secondary schools in KWD Kenya?

If yes, to what extent?

a)Very great extent

b) Great extent

c) Moderate extent
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d)Low extent

e) Very low extent

19. Explain the answer given in question 18 above

20. Relating to manpower planning what should be done to address the effects it poses to

the selection of public secondary school teachers in K¥lD •

Section G

21. Do job specification of the applicant affects selection of teachers in public secondary

schools by BOG in KWD?

Yes ( ) No( )

If yes, to what extent?

a) Very great extent

b) Great extent

c) Moderate extent

d) Low extent

•
e) Very low extent

22) Explain the answer given in question 21 above

23) Relating to job specification of the applicant, what should be done to address the

effect it poses during Selection of public secondary school teachers in KWD?
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APPENDIX 2: BOG CHAIRPERSON & D.E.O IN PUBLIC SECONDARY

SCHOOLS QUESTIONNAIRE
.

The questionnaire is meant to collect data that will be used to determine the factors

affecting selection of public secondary schools teachers by TSC through the BOGs in

Kirinyaga West District (KWD), Kenya .Its a requirement for the master of Business

Administration of KU .Therefore your sincerelity will be greatly appreciated and any

information will be treated with the confidentiality it deserves.

Thank you in advance.

Kindly tick in the space provided [ ] the correct answer or supply the required

information. For others please specify and elaborate. •

Section A: Respondent particula.rs

1] Gender Male [ Female [ ]

2] Education background:

Ph D holder [

Degree [

] Master [

[

]

]] Diploma

Others please specify .

3. Age

25-29 years ]30-35 years [ ]

[ ]36- 40 years ]40-45 years

50+ years [ ]

4. How long have you been in present station?

0-5 years ] 6-10 years [ ]
11-15 years ] Others [ ] please specify

Section B: Research Data
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5. How do you rate the selection of public secondary schools teachers during their

deployment in Kirinyaga West District?

( ) Very goode ) Good

( ) Poor ( ) Very poor

( ) Not sure

6. What reason(s) would you give to the answer given in question (5) above?

7. In a scale of 1 to 5 (where 1 is very poor! very low and 5 is very good / very high)

please answer the following questions -:

Question 1 2 " 4 5.)

(v) How do you rate the effect of selection tools used to

select teachers III public secondary schools In

Kirinyaga West District (KWD)?

(vi) How do you rate the training and competence of the

selection panels in selection of teachers in public
•

secondary schools in KWD?

(vii) How do you rate the effect of the candidate's job

specification on selection of teachers III public

secondary schools in KWD? .
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(viii) How do you rate manpower planning or methods of
II

identifying staff shortages by BOGs on selection of

teachers in public secondary schools in KWD?
,

Section C

8. Does selection process of public secondary school teachers influences their job

performance? •

[ ] Yes [ ] No

If yes to what extent

f) Very great extent Great extent

g) Moderate extent Low extent

h) Very low extent

9. Briefly explain the answer given in question 8 above.

10. Relating to selection process, Suggest what should be done to address the problems

that arise if any during the selection of teachers in public secondary schools in KWD by

the BOGs

11. Does the selection process used in selecting teachers in public secondary schools in

KWD affects the performance of the students?

Yes ( ) No ( )
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Explain the answer given in question 11 above.

Section D

11. Do selection tools used in deployment of public secondary schools teachers by the

TSC in KWD affects selection process?

Yes ( ) No ( )

If yes to what extent

a) Very great extent

b) Great extent

c) Moderate extent

d) Low extent

e) Very low extent

13. Explain the answer given in question 12 above

•

14. Relating to selection tools, suggest what should be done to address the effects it poses

to the selection of public secondary school teachers in K\VD, Kenya

Section E

15. Do training and competency of the selection panels (BOGs) affect the selection

teachers in public secondary schools in KWD, Kenya?

Yes ( ) No ( )

If yes, to what extent?
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a)Very great extent

b) Great extent

c) Moderate extent

d)Low extent

e) Very low extent

•
16. Explain the answer given in question 15 above

17. Relating to training and competency of the selection panels, suggest what should be

done to address the effects it poses to the selection of teachers in public secondary

schools in KWD, Kenya.

Section F

18. Do manpower planning at the BOG level affect selection of teachers III public

secondary schools in KWD Kenya?

If yes, to what extent?

a)Very great extent

b) Great extent

c) Moderate extent

d) Low extent

e) Very low extent



19. Explain the answer given in question 18 above •

20. Relating to manpower planning what should be done to address the effects it poses to

the selection of public secondary school teachers in KWD

•

Section G

21. Do job specification of the applicant affects selection of teachers in public secondary

schools by BOG in KWD?

Yes ( ) No ( )

If yes, to what extent?

a) Very great extent

b) Great extent

c) Moderate extent

d) Low extent

e) Very low extent

22) Explain the answer given in question 21 above

23) Relating to job specification of the applicant, what should be done to address the

effect it poses during Selection of public secondary school teachers in KWD?
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HRl\1 - Human Resource Management
IT - Information Technology
PR - Public Relations
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I
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KIRINYAGA WEST DISTRICT SECONNDARY SCHOOLS'-
ENROLMENT /STAFFING.

TH

~) V\...).. \.. \..,-'.

STUDENTS TEACHERS
r

I

NAME OF SCHOOLS B G T M F TOTAL I SHORT FALL
/

1. KIINE MIXEDt/r\./ 101 98 199 1 5 6 14
2. MURAGARA 105 89 194 3 1 4 5
3. KIINE GIRJ."S·JL/ 0 633 633 9 10 19 4
4. MUKill c/,> 53 34 87 1 0 1 8
5. THUMAITA WEST 159 142 301 6 1 7 6
6. NGUGUINl ~.// 68 69 137<1v4 I.., 7 2'j

7. KATHAKA. 54 60 114 2 0 2 8

8. KIBURU 378 0 378 ,10 3 13 3
/

9. KIBIRIGVlil - 0 385 385 9 9 18 5;"t;/

10 KARlMA V .,,/
, 131 93 224 6 3 9 2

11.BISHOP NGORU, ,// 65 60 125 3 1 4 5
..12. SAGANA MIXED· / 208 114 322 7 4 11 4

v'

B. KABONGE 209 174 383 8 6 14 5

14. STPHfLLIPS 97 68 165 5 3 8 2

15.KlARAGANA 'GIRLS 0 561 561 8 10 18 6
16.MUKANGU r 69 63 132 5 1 6 '>

. ~/
.)

v-

17.KAIRIINI,. 104 98 202 1 1 2 7 •,.
v

18.BARIeRO BOYS 1113 0 1113 118 11 29 13
19 KlAl'IDANGAE 209 156 365 5 2 7 11
20 KIANGAIJ <:;,;/

, 239 166 405 14 .., 17 2j

i
I 21 KIANJEGE WEST / 128 74 1202 15 1 6 3•....

I
I

22. GATHAMBI'G1RLS 0 380 1380 3 13 16 2
1 i

23 KARIMAINI 156 154 ! 310 6 5 11 4
I

24 GETUYA 78 82
1
160 2 2 4 5

I
25. MATIIIA / 88 82 1 170 2 2 4 5

" \/.

TOTAL 3812 3835 7647 143 100 243 124-
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Annex 4.1

SELEcnON SCORE GUIDE FOR SECONDARY SCHOOL TEACHERS

Candidatesshoufd be awarded marks during the seledion in accordance to the areas specified befow. The
schedule below should be used for this purpose;.

CANDIDATE'S NAME -----' _ GRADE _

MAXIMO ACTUAL AVERAGE
SCORING· -.AREAS

-
M SCORE SCORE BY

-, SCORE 1HEPANEL
(a) Academic and Professional

certificates
Degree (BED) Q} Rrst ~astelS

(ii) Second Class Upper 20
(iii) Second Class lower 15
(iv) Pass 10

OR 5
Degree BA-PGDE or BSe + PGDE

Q) Rrst ClasslMasters
(ii) Second Class Upper

(ijj) Second Class Lower 20
(IV) Pass 15

OR 10
Diploma Q) Distinction 5

(Ii) Cremt
(iii) Pass

15
SUB TOTAL 10

5
20

(b) Length of stay since qualifying as a
teacher
(i) 7 years and above -
Qij 6 years 50

(iii) 5 years 40
(iv) 4 years 30
(v) 3 years 20 "
(vI) 2 years 10
(vii) 1 year 5

0
SUBTOTAL 50

(c) Length of teaching in current
station under BOG:-
5 years and above 25
4 years 20
3 years 15
2 years 10
1 year 5

SUB TOTAL - 25-.

•



(d) Communication ability, special
ta1ent and willingness to participate
in co-curricuJar activities and other 5
duties assigned by the head

SUB TOTAL 5

GRAND TOTAL 100

GRADING
•

75 and above A
70 - 74 A-
65·69 B+
60·64 B
55-59 B-
50·54 C+
45-49 C
40-44 C-

We certify that the information entered above is accurate and that we shall be held responsible for any
inaccuracy.

Sign _ Sign _
(Secretary BOG) (ChairpetSOn BOG)

Name _ Name --'-_

Date _ ome _


