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ABSTRACT 

Reward systems have become an important integral part of curbing teachers‟ attrition from 

one school to the other through transfer requests in Kenya. Teachers can choose schools that 

provide inducements and retention benefits; in return, they will continue to impart knowledge 

and be dedicated to their work. The purpose of this study was to examine secondary school 

principals‟ motivational rewards on retention: case of secondary school teachers in                       

Homa Bay County, Kenya. The study was premised on the investment of Adams Equity 

Theory; Expectancy Theory and Hertzberg Two Factor Theory. The objectives of the study 

were: to establish the influence of school environmental characteristics on retention of 

secondary school teachers; to determine the impact of principals‟ recognition on retention of 

secondary school teachers; to examine the role of staff promotional opportunities by the 

principals on retention of secondary school teachers, to establish the influence of leadership 

behaviour of principals on retention of secondary school teachers and to establish the school 

measures used to enhance teachers retention in Homa Bay County. The study adopted a mixed 

research method with a survey research design. The target population comprised of two 

thousand and ninety-six (2,096) secondary school principals and teachers. Krejcie and 

Morgan (1970) table of specification was used to determine the study sample. A random 

sampling technique was used to select 169 school principals and 320 teachers yielding a total 

sample size of 489 respondents. Data was collected using a set of questionnaires with each 

sub section catering for each objective. An interview schedule was used to collect data from 

18 selected principals. Validity of the research instrument was assured through expert 

judgement by the University lecturers. The reliability of the research instruments was 

determined using Cronbach‟s Alpha and a coefficient of r>.6 was reported in all the six sub-

scales in the questionnaire. A questionnaire piloted prior to data collection to determine the 

validity and reliability was used as the main research instrument. The data collected was 

analysed using Statistical Package for Social Sciences (SPSS) windows version 22 computer 

programme. Pearson‟s Product Moment Correlation Coefficient, ANOVA, t-test and 

regression analysis were used to analyse quantitative data while qualitative data was analysed 

using thematic analysis. Participants‟ confidentiality was promised and adhered to by the 

researcher. The study established that all the independent variables were positively associated 

to teacher retention in secondary schools in Homa Bay County, they all achieved statistically 

significant positive correlation at ɑ= .05 significant level. Regression Model was highly 

significant [F (4, 417) = 69.7, p<.05] and proved adequate to explain the variance in the 

dependent variable, teacher retention. The model explained about 40.1% (R
2
=.401) of the 

variability in teacher retention. The teacher recognition variable alone uniquely accounted for 

the highest (Beta=.470) influence in the model, while leadership behaviour of principal did 

not have significant [Beta=.003, p=.942(ns)] impact on teacher retention. It is hoped that the 

findings of this study may help the Principals and other education stakeholders find better 

ways of rewarding teachers to curb their attrition through transfers to other secondary schools. 

The study recommends that Guidance and Counselling departments be strengthened to reduce 

cases of insecurity through students strikes, school principals should introduce motivational 

bonuses and involve teachers in decision making process at all school levels. Principals 

should assure teachers upward mobility at their work place as this increases teachers‟ 

confidence at work place. School principals should embrace relationship-oriented leadership 

behaviour to promote teachers‟ retention and mentoring program should be offered to newly 

appointed teachers to enhance positive motive on teaching at schools.  
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CHAPTER ONE 

INTRODUCTION 

1.0 Overview  

This study is about secondary school principals‟ motivational rewards on retention: case of 

secondary school teachers in Homa Bay County, Kenya. The research is mainly concerned 

with the role of rewards provided by secondary school principals in retaining teachers. This 

chapter addresses the background to the study problem, statement of the problem, purpose of 

the study, the study objectives, research questions and research hypotheses. In addition, this 

chapter has equally included sections on the significance of the study, scope of the study, 

assumptions of the study and limitations to the study. Finally, the chapter includes discussions 

on the reward theories, conceptual framework and operational definition of terms. 

1.1 Background to the Study 

The most valuable asset to a learning institution is its teachers, thus retaining them in their 

stations is essential for any school (Ng‟ethe, 2013). Globally, teaching quality is a very 

important schooling input in determination of student achievement given the central role the 

teacher plays in the education sector. However, it has been observed that teaching is 

increasingly becoming a profession with the highest flows in and out of schools. This high 

rate of teacher transfers impacts negatively on schools‟ academic achievements because it 

disrupts the stability and continuity of teaching (Onsomu, 2014). He further argued that 

teachers‟ transfers have emerged as a significant problem affected by school administrators‟ 

behaviour in most institutions of learning. Schools and staffing survey from Marvel, Litter, 

Petrola, Strizek and Morton (2013) provided sufficient argument indicating that 

approximately a third of American teachers seek transfer from one institution to the other 
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citing lack of promotion by some administrators, poor incentives, lack of recognition at 

school level, demoralizing leadership behaviours employed by the institutional administrators 

among others.  

In Canada, (Mathews, 2003 cited in Tettey, 2012) noted the rising concerns about mass 

teacher transfer seekers facilitated by individual teachers from one institution to another.  In 

this study, 68% of the academic personnel interviewed indicated that they wished to leave 

their work stations to other stations because their administrators were too harsh and 

authoritative in dealing with them. Out of the 504 respondents interviewed, 40% argued that 

they opted for transfers to other institutions because their requests for study leaves had not 

been approved at school level and recommendations for promotions were never done on merit 

but based on loyalty and relationship with the school administrator (Wangithi, 2014).  

 

In the Western countries, reduction in school size and merging of schools to improve the 

academic performance of learners is being used to sort out the shortfall created by teachers 

moving on transfers (Keigher, 2010). Third world countries like Africa are equally hit hard by 

constant movements of teachers through transfers and they are using varied incentives to 

minimize teacher transfers; It is in record that Mozambique for example, employs a system of 

extra financial bonuses for teachers to motivate them and retain them at their work stations, 

Lesotho offers a flat bonus per month to teachers who teach remedial lessons with parents 

supporting the arrangement financially (Onsomu, 2014). Similarly, in Uganda, principals‟ 

offer varied motivational rewards to teachers other than the salary paid by the state. In 

Malawi, the study adds, a strong association between the availability of housing within the 

school compound or next to the school and other extra financial benefits through promotion of 



3 
 

 
 

welfare activities that are of financial gain to teachers has reportedly been used as a tool 

controlling teachers‟ transfers.  

 

In another study, James and Amy (2015) also stipulate that much less effort has been directed 

by school administrators toward improving teachers working conditions in schools, one of the 

primary causes of teacher transfers. Teachers transfer has the potential to impact seriously on 

school morale and values as students attempt to adjust to new teachers and their possible 

shifts in focus. The study outlined further that what seems to be lacking in most schools is a 

framework for policy that creates a coherent infrastructure of motivation, reward and support 

programmes that connect all aspects of the teachers‟ career continuum into a teacher 

development system that is linked to national and local educational goals. Muhammad, Adeel 

and Farida (2012) found out that the high rate of teachers requesting for transfer and low 

students‟ academic performance are two important issues that threaten the education of 

Pakistan‟s children. Nationally, the practical core of schools is to provide quality education 

and to produce literate generations to function in a society. However, secondary school 

principals in Pakistan need to find workable ways of retaining experienced and high-quality 

teachers. 

 

In addition, Ng‟ethe, Iravo and Namusonge (2012) looked at the determinants of academic 

staff retention in public universities in Kenya. Their findings revealed that lecturers‟ mobility 

from one university to the other were actually on the rise. To some extent, the findings 

outlined that this had been due to lack of proper implementation of both intrinsic and extrinsic 

factors. Equally, absence of continuous training and development of academic staff, strict 

work pressure and lack of scholarship on research developments contribute to the same.   
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Similarly, Ingersol and Strong (2011) studied the impact of mentoring programs for beginning 

teachers: A critical review of the research. The researchers noted that location, school type, 

religious affiliation, security and administrative leadership style were found to be significant 

in influencing teachers request for transfers.  It was also revealed that constant movement of 

teachers from one school to another through transfers kills teachers‟ morale and teamwork. 

Research done by Katam (2006) also outlined that teachers transfer be it classroom teachers 

or administrators have been on the rise and it has a great impact on team teaching and 

instruction at large. Kizito, Chumba and Kindiki (2010) found out that high teacher transfer 

has been reported in most secondary schools in Kapsabet Division, Kenya and it has greatly 

affected learners‟ academic performance at all learning levels. Teachers who stay in one 

school for a reasonably longer period of time before moving to other schools are more 

efficient and more enthusiastic than those who have changed schools frequently. 

On the other hand, Kitui, Musau and Thinguri (2014) found that the pride of every school 

rests in its ability at the end of the particular academic cycle to churn out to society students 

with excellent academic performance that are all round and super motivated to pursue higher 

education goals or delve into careers that will contribute to the positive development of the 

nation. However, most schools have not recognized and underscored the key role that teachers 

play in the overall performance hence have not invested in ways that could appropriately 

gauge teachers morale for effective delivery of their teaching duties. The research outlined a 

number of reward systems provided by school administrators at school level, but the school 

principals are deemed the biggest obstacle to effective enjoyment of the school based reward 

system making many teachers to seek transfers to other schools with effective better 

motivational reward policy systems. 
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A study by (Kamunge, 2007 and Olocho, 2005) outlined that secondary school teachers have 

instigated personal transfer requests and influenced their postings to schools of their choice. 

Teachers are reported to have sought transfers and others moved out of their schools for 

further studies, unfavourable work environments or to other areas as field officers in the 

Ministry of Education and other Government Ministries. This movement could either 

influence schools‟ achievement in general academic performance or student achievement. 

Collins and Lucas (2012) also noted that teacher transfer requests interfere with the stability 

and continuity of teaching thereby causing low student performance. The study adds that 

teacher transfer requests raise questions about the professional and work satisfaction of 

teachers and have potential implications for school overall performance.  

 

Despite the efforts to enhance teacher retention, teacher mobility is still prevalent in 

many areas in Kenya. Transfer requests by teachers particularly in Homa Bay country still 

remain way above the national average of 5% (Ariko and Simatwa, 2011). It is noted that at 

the policy level from where these incentives are designed it is difficult to envision 

micromanagement of schools as policies are more inclined to tackle national and regional 

issues. The Kenyan government has however developed a bonding policy which restricts 

newly recruited teachers from seeking transfer before the end of five years from their first 

posting schools since 2001 (Republic of Kenya, 2009). However, many teachers still find 

their ways out of this restriction and get transfer from their posted schools. 

The Teachers Service Commission (TSC) has tried to control the teachers‟ transfer with very 

little success. Reports from the Kenya National Union of Teachers (KNUT) indicate that there 

is a high rate of teacher transfers motivated by individual teachers and those that are directed 

by the employer. For example, Oyaro (2014), quoting data from KNUT, reported that between 
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January and September, 2013, more than 7000 teachers had requested transfers to other 

schools citing several reasons ranging from family ties, conflicts between the principal and 

the teacher, poor relationship between the teachers of the same staff among many other 

reasons. The records kept by the Homa Bay TSC County Director of Education equally note 

that the number of teachers seeking transfers from a school to another in Homa Bay County 

has been enormous, see Table 1.1. This has led the education stakeholders in the area to cite 

several possible factors as responsible for the mass transfer requests by teachers. Among these 

is the issue of principals‟ strict leadership behaviours and harsh work environmental related 

factors.  

Many questions have been raised about frequent teachers‟ rampant transfer requests by the 

education stakeholders: are they related to principals‟ management behaviours, reward 

systems at school level or school environmental characteristics? If yes, then what specifically 

motivates the teachers to seek transfers to other schools and is there a role that motivational 

rewards by principals play on retention of these teachers? And how can these transfers be 

controlled by the school principals? Determining these questions through research was 

important in the understanding and solving one of the significant educational challenges 

facing public secondary schools in Homa Bay County and other areas in the country faced by 

the same challenges. 
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Table 1.1 

 

 Teachers who have Requested for and Transferred as per Sub-County (2013- 2015). 

 

Sub County Boys B Girls B Boys Day Girls Day Mixed TOTAL 

Ndhiwa 28 23 44 22 67 184 

Homa Bay 24 54 36 41 72 227 

Suba 31 64 32 46 57 230 

R/North 45 43 56 39 64 247 

R/South 51 44 54 62 55 266 

Mbita 46 31 32 44 47 200 

TOTAL 225 259 254 254 362 1354 

Source: County TSC Office Homa Bay (2016) 

Table 1.1 indicates that from the six sub-counties, 1354 teachers were granted transfers by the 

Teachers Service Commission on personal requests from Homa Bay County between 2013 

and 2015.  

1.2 Statement of the Problem  

Retaining secondary school teachers by principals in the stations they are posted without 

asking for transfers has remained an enormous task for principals globally. As efforts to 

recruit more trained and qualified teachers into the teaching profession prove to be successful, 

determining how to keep high-quality teachers in their posted schools to provide meaningful 

and effective instruction to the learners remains a challenge to most principals. Teachers‟ 

transfers on personal requests have been on the rise causing understaffing in a number of 

learning institutions (Denton, 2009). For instance, in December 2013, 3,471 personal transfer 

requests out of 11,834 requests across the public secondary schools in Kenya were granted 
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while 1,493 were also transferred within the same year on balancing and needy cases creating 

a shortfall in several schools (Grissom, 2011). 

According to Bernard (2013) the number of teachers asking for transfers has been on the rise 

and if remedy to this is not made, then the trend will even be worse. Teachers have attributed 

their demand for transfers to family ties, harsh work environments, among other factors. 

Despite these drawbacks it is becoming a common knowledge that teachers seek to transfer 

from one school to another or from one region to another that is of relative advantage in terms 

of working conditions. This poses a serious problem faced by many principals that in turn has 

a strong relationship in performance of students‟ academics (Ingersoll, 2010). 

Consequently, records from the Teachers Service Commission (TSC), Homa-Bay County, 

(2016) reveal that in the last three years, between 2013 to 2015, a total of over 1354 teachers 

have been transferred to schools of their requests without replacements made to the affected 

schools. Principals in Homa Bay County have reported a big number of teachers requesting to 

be transferred to schools of their choices. Principals spend a lot of financial resources on 

teachers employed by Board of Management and they are navigating ways that they can use 

to stop teachers transfer requests to other schools. Despite the existence of secondary school 

teachers‟ mobility through transfers from posted schools to another in Kenya, many previous 

studies done have focused on other issues such as influence of school administrators on 

teacher retention decisions, factors influencing teacher attrition in public secondary schools, 

minimising teacher transfer requests and scanty literature is available on the role of principals‟ 

motivational rewards on retention of secondary school teachers. There was need therefore for 

the present study to find out the role of secondary school principals‟ motivational rewards on 

retention: case of secondary school teachers in Homa Bay County. 
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1.3 Purpose of the Study 

The purpose of this study was to determine role of secondary school principals‟ motivational 

rewards on retention: case of secondary school teachers in Homa Bay County.  

1.4 Objectives of the Study 

The objectives of the study were to: - 

i) Establish the influence of school environmental characteristics on retention of 

secondary school teachers in Homa Bay County. 

ii) Determine the influence of principals‟ recognition of teachers on their retention in 

secondary school teachers in Homa Bay County. 

iii) Examine the role of staff promotional opportunities by the principals on retention of 

secondary school teachers in Homa Bay County. 

iv) Determine the influence of school leadership behaviour on retention of secondary 

school teachers in Homa Bay County. 

v) Establish the influence of school measures on retention of secondary school teachers 

in Homa Bay County. 

1.5 Research Questions 

This study aimed at answering the following research questions:- 

i) What is the influence of school environmental characteristics on retention of 

secondary school teachers in Homa Bay County? 

ii) What is the influence of principals‟ recognition of secondary school teachers on 

their retention in Homa Bay County? 

iii) What is the role of staff promotional opportunities by the principals on retention of 

secondary school teachers in Homa Bay County? 
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iv) What is the influence of school leadership behaviour on retention of secondary 

school teachers in Homa Bay County? 

v) What are the influences of school measures on retention of secondary school 

teachers in Homa Bay County                                                                                                               

1.6. Research Hypotheses 

     The following hypotheses were tested: 

Ho1 There is no significant relationship between school environmental characteristics 

and retention of secondary school teachers in Homa Bay County. 

Ho1 There is a significant relationship between school environmental characteristics and 

retention of secondary school teachers in Homa Bay County. 

Ho2   There is no significant relationship between principals‟ recognition and 

retention of secondary school teachers‟ in Homa Bay County. 

Ho2 There is a significant relationship between principals‟ recognition and retention 

of secondary school teachers‟ in Homa Bay County. 

Ho3 There is no significant relationship between staff promotional opportunities by the 

principals and retention of secondary school teachers in Homa Bay County. 

Ho3 There is a significant relationship between staff promotional opportunities by the 

principals and retention of secondary school teachers in Homa Bay County. 

Ho4   There is no significant relationship between the school leadership behaviour by 

the principals and retention of secondary school teachers in Homa Bay County. 

Ho4 There is a  significant relationship between the school leadership behaviour by the 

principals and retention of secondary school teachers in Homa Bay County. 
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1.7 Significance of the Study 

The existing literatures indicated that very little research has been conducted on secondary 

school principals‟ motivational rewards on retention in Kenya. The findings of this study 

highlighted the status of motivational rewards used by principals and their effects on demands 

by teachers seeking transfers from one secondary school to another in Kenyan secondary 

schools. The study findings may be used by the principals of secondary schools, government 

and other organizations to design future staff reward strategies. The empirical verification of 

motivational reward and control of teachers‟ transfers may form a basis for subsequent 

research to identify the impact of high teacher transfers and establish mechanisms to reduce 

these requests for transfers from one secondary school to the other in Kenya. The Ministry of 

Education (MoE) may utilize the findings of this study to restructure the policy on reward 

strategies for teachers. It is expected that the findings may help the policy makers to come up 

with informed policy decisions on the types of rewards available and how such rewards could 

be availed to teachers by principals to promote reduced attrition of teachers from one school 

to another. The Ministry of Education could also use the findings of this study to review the 

institutional practices, administrative and remuneration policies and factors which are likely 

to push teachers out of a school to another. Finally, the findings of the study may create 

awareness among all stakeholders in the education and workforce development sectors on the 

need for the provision of rewards to teachers to overcome the factors that may lead to high 

rate of teacher transfers from one institution to another. 
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1.8 Scope of the Study 

The study was conducted in Homa Bay County. Homa Bay County is one of the 47 counties 

in Kenya. It lies along the shores of Lake Victoria bordering Migori County to the East, 

Kisumu County to the West and Kisii County to the North. The County has 295 public 

secondary schools. The study targeted principals and teachers of secondary schools. The study 

investigated secondary school principals‟ motivational rewards on retention: case of 

secondary school teachers in Homa Bay County, Kenya.  

1.9 Assumptions of the Study 

 

The following assumptions guided this study: 

i) That all principals use motivational rewards to prevent teacher transfers from 

secondary schools in Homa Bay County. 

ii) That secondary school principals and teachers provided honest and accurate 

information which made the findings more reliable. 

iii) That secondary school teachers valued rewards offered by the principals. 

1.10 Limitations of the Study 

Most of the primary data collected were based on self-reporting and some of the respondents 

were likely to be untruthful in their responses. Also the survey design adopted imposed some 

limitations as to the depth of the findings especially given that it covered a wider area within 

the set time limit. To overcome these challenges, the researcher used appropriate sampling 

techniques (stratified and simple random sampling) and instrument design. Survey ensured 

that data were collected from well-represented members of a population with respect to the 

variables under study. 
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 The findings were also limited to secondary school teachers and principals of public 

secondary schools in Homa Bay County and generalization should therefore be done with 

caution. This is because individual secondary school principals have different management 

and reward strategies and their working environment differs considerably. The difference can 

be on school category, individual principals‟ reward strategies or working environment. 

Equally, the results from the findings might not reflect what goes on in other countries since 

their context with respect to teacher transfer may also be significantly different from the 

Kenyan situation. 
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1.11 Motivational Rewards Theories   

Teachers‟ retention involves various steps taken to retain a teacher who wishes to transfer 

from one school to another. The administration plays an important role in retaining the 

talented teachers who are familiar with the working conditions of a school and thus perform 

better than the teachers who just come and go. Many of theories address teachers‟ needs 

within a school and have been advanced by several authors as basis of retention strategies to 

teachers within an institution. Most notable theories are; Equity theory (1963), Expectancy 

theory (1964); and Hertzberg (1959) Two Factor Theory all of which are relevant to this study 

1.11.1Adam’s Equity Theory 

A very simplistic yet logical theory of workplace motivation was developed by John Stacey 

Adams, a workplace and behavioural psychologist in 1963. Equity theory is based on the 

premise that teachers will put forth a level of effort that they feel compares to the reward 

potential at work place. It comes down to a straightforward formula of inputs must equal 

outputs. Equity theory is concerned with the perception people have about how they are 

treated as compared with others. The theory explains that employees seek to maintain equity 

between the input they bring into a job (for example, education, time, commitment and effort) 

and the outcome they receive from it (for instance, promotion, recognition and personal 

developments) against the perceived inputs and outputs of other employees performing the 

same duty elsewhere. 

 

 

http://study.com/academy/lesson/workplace-motivation-theories-types-examples.html
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According to the above theory and in relation to this study, teachers expect to be adequately 

rewarded for their efforts. They also expect to be rewarded in the same way that other 

teachers in other schools are, meaning if a potential reward is offered to one teacher for a 

level of productivity that same reward should be offered to a teacher who puts forth the level 

of an effort required to earn that reward in a different school. Inequalities in rewards can lead 

to lower levels of job satisfaction, deviant workplace behaviour and low teacher morale can 

cause performance problems as the teacher may seek transfer to a school with better 

motivational rewards. According to Equity theory, when the perception is that one employee 

is being treated unequally when compared to another worker in the same level, the following 

behaviours are eminent:  

i) Employees may put in a lower level of effort in their work 

ii) Employees may look for a new position within the company or look for transfer to a 

better rewarding administrator at an equitable organization 

iii) Look for ways to make their efforts look greater by comparison 

iv) Ask for more equitable treatment within the same organization 

Failure to find equity leads to various actions one of which may be to leave the organization. 

The major strength of this theory is that, it recognizes that individual inputs such as education, 

experience and effort should be recognized in such a way that equity is experienced. It also 

shows that individual employees are part of the larger system and rewarding them 

appropriately would mean retaining them hence better performance. This theory therefore 

guides in understanding what may influence teachers to seek transfers through comparison of 

the rewards in other schools to realize a balanced state between the inputs – outcome ratios. In 

turn, this contributes to labour mobility within and outside the school. The major weakness in 
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this theory is its subjectivity of the comparison process. There is a tendency in human nature 

to distort their inputs especially regarding effort and hence becomes subjective when making 

comparison (Beardwel & Claydon, 2007). 

The theory is built on the belief that teachers become de-motivated, both in relation to their 

job and their principals actions at school levels, especially when they feel as though their 

inputs are greater than the recognition they get. Teachers can be expected to respond to this 

situation in different ways; including reduced work efforts, becoming disgruntled or transfer-

seeking to other schools, in more extreme cases, perhaps event disruptive and or resignation. 

The theory states that employees expect fairness when being rewarded for the work done. The 

theory was developed from Hertzberg‟s job satisfaction theory and linked to the reward 

structure as being fair.  

The Equity theory of reward concerns the peoples‟ perception and feelings on how they are 

treated as compared with others (Armstrong, 2009).This theory is relevant to the current study 

because many studies have been done previously on reward systems and retention of teachers 

in education sector and suggestions given on how to avoid or reduce teacher‟s attrition but the 

problem persists. 

Adam‟s Equity Theory consists of four proposed mechanisms for (de)motivation: 

i) Individual employees seek to maximize their outcomes (where outcomes are defined 

as rewards minus costs). 

ii) Group of workers can maximize collective rewards by developing accepted systems 

for equitably apportioning rewards and costs among members. Systems of equity will 

evolve within groups and members will attempt to induce other members to accept 
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and adhere to these systems. The only way groups can induce members to equitably 

behave is by making it more profitable to behave equitably than inequitably. 

Therefore, groups will generally reward members who treat others equitably and 

generally punish (increase the cost for) members who treat others inequitably. 

iii) When individuals find themselves participating in inequitable relationships, they 

become distressed and discouraged. The more inequitable the relationship, the more 

distressed individuals feel and discouraged to work with such institutions. According 

to equity theory, both the person who gets "too much" and the person who gets "too 

little" feel distressed. The person who gets too much may feel guilt or shame. The 

person who gets too little may feel angry or humiliated and may decide to transfer his 

or her services to another institution with better reward systems. 

Individuals who perceive that they are in an inequitable relationship attempt to eliminate their 

distress by restoring equity. The greater the inequity, the more distress people feel and the 

more they try to restore equity. 

1.11.1.1 Assumptions of Equity Theory 

Equity theory is based on the three primary assumptions applied to contain transfers which 

can be summarized as follows: 

i) Employees expect a fair return for what they contribute to their jobs, a concept referred to 

as the “equity norm". 

ii) Employees determine what their equitable return should be after comparing their inputs 

and outcomes with those of their co-workers from other organizations within the same 

level (social comparison). 
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iii) Employees who perceive themselves as being in an inequitable situation will seek to 

reduce the inequity either by distorting inputs and or outcomes in their own minds 

("cognitive distortion"), by directly altering inputs and or outputs, or by leaving the 

organization to other better rewarding organizations of the same level (transfers). 

1.11.1.2 Implications of Equity Theory to the Administrator (Principal) 

Understanding Equity Theory and especially its pivotal comparative aspect helps 

administrators and managers to appreciate that while improving one person's terms and 

conditions can resolve that individual's demands (for a while), if the change is perceived by 

other people to upset the equity of their own situations then the solution can easily generate 

far more problems than it attempted to fix hence teachers may even resort to transferring to 

other schools. 

Equity Theory reminds us that people see themselves and crucially the way they are treated in 

terms of their surrounding environment, team, system, recognition, empowerment, etc., not in 

isolation and so they must be managed and treated accordingly. 

Equity Theory has several implications for administrators: 

i) People measure the totals of their inputs and outcomes. This means a working teacher 

may accept lower monetary compensation in return for more flexible working hours 

and freedom enjoyed at a work station. 

ii) Different employees ascribe personal values to inputs and outcomes. Thus, two 

teachers of equal experience and qualification performing the same work for the same 

pay may have quite different perceptions of the fairness of the deal. 
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iii) Employees can adjust for purchasing power and local market conditions. Thus, a 

teacher from Kisumu may accept lower compensation and reward system than his 

colleague in Nairobi if his cost of living is different, while a teacher in a remote 

African village may accept a totally different pay structure and reward system. 

iv) Although it may be acceptable for more senior staff to receive higher compensation 

and other extra rewards, there are limits to the balance of the scales of equity and 

teachers can find discriminative rewarding de-motivating. 

v) Teachers‟ perceptions of inputs and outcomes of their efforts and others in different 

work environments may be different and perceptions need to be managed effectively 

by the school principals to control teachers‟ transfers. 

A teacher who believes he or she is over-motivated may double his effort. However, he or she 

may also adjust the values that he ascribes to his own personal inputs. It may be that he or she 

internalizes a sense of superiority and decrease his efforts. 

1.11.2. Herzberg Two Factor Theory 

This theory was developed by psychologist Frederick, who theorized that job satisfaction and 

job dissatisfaction act independently of each other. Herzberg‟s (1959) two factor theory 

argues that employees are motivated by internal values rather than values that are external to 

the work. According to Herzberg (1959), individuals are not content with the satisfaction of 

lower-order needs at work; for example, those needs associated with minimum salary levels 

or safe and pleasant working conditions. Rather, individuals look for the gratification of 

higher-level psychological needs having to do with achievement, recognition, responsibility, 

empowerment, advancement, relationship at work place and the nature of the work itself.  In 
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other words, motivation to work is internally generated and is propelled by variables that are 

intrinsic in nature. 

However, Herzberg (1959) added a new dimension to this theory by proposing a two-factor 

model of motivation, based on the notion that the presence of one set of job characteristics or 

incentives leads to work satisfaction and retention, while another and separate set of job 

characteristics leads to dissatisfaction at work hence attrition. Thus, satisfaction and 

dissatisfaction are not on a continuum with one increasing as the other diminishes, but are 

independent phenomena. This theory suggests that to improve job attitudes, retention and 

productivity, school principals must recognize and attend to both sets of characteristics and 

not assumes that an increase in satisfaction leads to decrease in un-pleasurable dissatisfaction 

or dissatisfaction to work in an institution or school. 

Conversely certain factors induce dissatisfying experiences to teachers and these factors 

largely result from non-job related variables also called extrinsic variables. These are 

institutional policies, additional benefits other than salaries, co-worker relationships and 

supervisory or leadership behaviours and wok environment (Armstrong, 2009). This theory is 

relevant to this study in that it recognizes that employees (teachers) have two categories of 

needs that operate in them and that both should be addressed. Several studies have used a 

model developed from Herzberg theory to establish factors influencing job satisfaction and 

staff retention. For example, a study by Michael (2014) used the theory to establish 

motivational variables influencing staff retention in private and public organizations in South 

Africa. Rad and Yarmohammadian (2010) also used the theory to study the relationship 

between principals‟ leadership style and teachers‟ job retention in the institutions of higher 

learning in South Africa. This theory therefore can guide a researcher in establishing the role 
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of principals‟ motivational rewards on retention of secondary school teachers in Homa Bay 

County, Kenya. 

1.11.3 Expectancy Theory (Vroom) 

Expectancy theory was first proposed by Victor Vroom of the Yale school of management in 

1964 and it is widely used in turnover intentions (Vroom, 2000; Porte & Lawler, 2006; 

Lawler, 2004). Basic to the idea of expectancy theory is the notion that people join 

organizations with expectations and if these expectations are met they will remain employees 

of the organization (Daly & Dee, 2006). According to turnover and retentions frameworks 

developed from this theory decisions to stay or leave an organization to another can be 

explained by examining relationships between employees and the administrators‟ 

psychological and environmental variables, it may also be attached to structural variables at 

work place. Empirical studies (Zhou & Volkwein, 2004; Daly & Dee, 2006) employ the 

model of employee intent to stay that is grounded on expectancy theory which includes 

structural, psychological and environmental variables. Structural variables include, work 

environment, autonomy, communication, distributive justice and workload. Psychological 

variables include job satisfaction, recognition and organizational commitment and the 

environmental variables include availability of alternative better positions in terms of 

promotions, advancements and security at work place. However, Sutherland (2014) 

established that job satisfaction and organizational commitment do not necessarily lead to 

loyalty, long defined as the intention to remain with the administrator. 
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Thus, the expectancy theory concentrates on the following three relationships: 

 Effort-performance relationship: What is the likelihood that the individual‟s effort be 

recognized in his performance appraisal? 

 Performance-reward relationship: It talks about the extent to which the employee 

believes that getting a good performance appraisal leads to organizational rewards. 

 Rewards-personal goals relationship: It is all about the attractiveness or appeal of the 

potential reward to the individual. 

This theory is meant to bring together many of the elements of previous theories. It combines 

the perceptual aspects of Equity theory with the Herzberg two factor theories. Basically, it 

comes down to this "equation": 

M = E*I*V 

Or 

Motivation = expectancy * instrumentality * valence 

M (motivation) is the amount a person will be motivated by the situation they find themselves 

in. It is a function of the following: - 

E (expectancy) = the person's perception that effort will result in motivational rewards. In 

other words, the person's assessment of the degree to which effort correlates with rewards 

given. 

I (instrumentality) = the person's perception that effort at work will be rewarded or punished, 

for example, the person's assessment of how well the amount of reward correlates with the 

quality of effort exerted at work place. (Note here that the model is phrased in terms of 

extrinsic motivation, in that it asks what the chances are that I‟m going to get rewarded if I do 
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a good job? But for intrinsic situations, we can think of this as asking how good will I feel if I 

can pull this off?). 

V (valence) = the perceived strength of the reward or punishment that will result from the 

performance. If the reward is small, efforts put at work will be less, even if expectancy and 

instrumentality are both perfect (high) hence this may influence teachers to transfer their 

services to other schools where administrators concern for staff motivation is instrumental.  

1.11.4 Summary of the Theories 

Adam‟s equity theory is based on the fact that teachers will exert a level of effort that they 

feel compares to the reward potential at school level. It concerns the perception that people 

have about how they are treated in their schools as compared with other teachers in other 

schools. The theory explains that teachers seek to maintain equity between the input they 

bring into the career of teaching and the outcome they receive from it against the perceived 

inputs and outputs of other teachers in other schools. The theory argues that teachers expects 

to be rewarded and motivated in the same way that other teachers with the same qualifications 

in other institutions offering same services are to enable them be retained in the same system. 

Herzberg (1959) two factor theory posits that teachers are motivated by internal values rather 

than values that are external to the work. That individual‟s look for the gratification of higher 

level psychological needs, for example, achievement, recognition, responsibility, relationship 

at work place, advancement and nature of the work itself. This theory is relevant to this study 

in that it recognizes that teachers have two categories of needs that operate in them (e.g. 

intrinsic and extrinsic) and that both should be addressed. Expectancy theory on the other 

hand argues that teachers join institutions of learning with expectations and if these 

expectations are met they will remain members of the same institution. This theory is meant 
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to bring together many of the elements of previous theories. It combines the perceptual 

aspects of equity theory with the Herzberg two factor theories. The use of the three theories 

therefore gave a holistic understanding of secondary school principals‟ motivational reward 

on retention: case of secondary school teachers in Homa Bay County in Homa Bay County, 

Kenya. 

1.12 Conceptual Framework 

This is an analytical framework which showed the interplay amongst the variables under 

investigation. In this study, it showed the relationship between selected high school principals 

reward variables and teacher retention. Conceptual framework focused on the interplay 

between the independent variables (environmental characteristics, recognition, staff 

promotion and leadership behaviour). The independent variables may predict the teachers‟ 

retention. The dependent variable in this study was teacher retention which if observed will 

result into effective teaching, high academic achievements of the learners, good school image 

and progressive school development. The intervening variables which could affect teacher 

retention were factors such as government policy, age, health reasons and personal interests of 

the teacher. 
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Fig 1.1: A Conceptual Framework Showing Relationship among Variables  

The study was based on the premise that rewards offered at school level by administrators are 

significant in curbing teachers decision to transfer to other schools. The focus was on the 

teachers‟ retention at their present stations forming dependent variable. A school principal 

ensures that there is a high level of teacher motivation through rewards which contributes 

towards control for teacher transfers to other schools hence teachers‟ effective teaching and 
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high academic performance. Motivational reward strategies used by secondary school 

administrators helps in retaining teachers and maintaining good results by a school.  
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1.13 Operational Definition of Terms 

The following terms are defined as used in the context of the study: 

Career Growth:  Is a series of formal activities designed and managed by 

secondary school principals to influence the career 

progression of one or more teachers in line with their terms of 

service.  

Environmental Characteristics: Refers to diverse physical locations, contexts and cultures 

in which teachers offer their services e.g. outdoor 

environments, school policies, governance structures and 

other features, personal safety of teachers, etc. 

Leadership Behaviour:   A process in which a secondary school principal influences 

the thoughts and actions of other teachers‟ behaviour to 

achieve a goal.  

Ministry of Education:  The department of the central government that is charged 

with the responsibility of overseeing all issues related to 

education, running schools and other institutions of learning, 

as well as controlling all educational activities in the country.  

Motivational Rewards:   Giving in appreciation of one‟s service, effort, achievements 

or displaying behaviour that enables a teacher to remain 

retained in a school without asking transfer to other school. 

Principal:   This term has been used interchangeably with administrator 

to refer to the leader of a secondary school. 
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Promotional Opportunities:  Giving opportunities to teachers to extend their roles beyond 

their own classrooms. In this context, promotional 

opportunity has been used to mean recommending teachers 

for advancement within a school or in another school due to a 

teachers‟ proactive pursuit of a higher ranking or as a reward 

by the principal for good performance or hard work. 

Public Secondary Schools:   There are two concepts in regards to secondary schools in 

Kenya:  i.e.  Public and Private Secondary Schools. Public 

secondary schools are sponsored by the government or 

communities and are managed through Board of Management 

and Parent-Teachers Associations. The private schools are 

established and managed by private individuals or 

organizations.  

Recognition: The acknowledgement of something as valid by the 

principals or as entitled to consideration by honoring teachers 

for reaching specific goals or producing high quality grades 

or results in the workplace through reinforcing the behaviour 

you would like to see repeated. 

Secondary School:   An institution of learning in the second cycle of education in 

Kenya‟s education system. A student joins secondary school 

after successfully completing eight years of primary school. 

School Measures:  A plan or course of action taken by secondary school 

principals to retain their teachers.  
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Teacher Retention:   The act of providing motivational rewards to teachers by 

school principals or administrators to ensure that teacher‟s 

requests for transfers is stopped. 

Teacher Transfer:                     Refers to an alteration in assignment by a teacher from one 

school to another within a sub-county or a county. 
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CHAPTER TWO 

 LITERATURE REVIEW 

2.1 Overview 

This chapter summarises the various scholarly works which were reviewed for this study. It 

focuses on the school environmental characteristics that enhance retention of secondary 

school teachers; influence of teachers recognition on retention by secondary school principals; 

role of staff promotional opportunities by the principals on retention of secondary school 

teachers, influence of school leadership behaviour on retention of secondary school teachers 

and influence of school measures on retention of secondary school teachers in Homa Bay 

County. 

2.2 Definition of Reward Systems  

According to Kituyi, Musau and Thinguri (2014) rewards refers to any contingency that may 

deliver a consequence such as an activity, event or any object that may be associated with an 

increase in the future likelihood of a defined behaviour in a similar situation. Weibell (2011) 

equally agrees with this view and further state that reward is a re-enforcer and important for 

encouragement of appropriate behaviour and preventing inappropriate behaviour that could 

make an employee resort to moving out of an employment or seeking transfer. It involves the 

biological, emotional, social and cognitive forces that activate behaviour.  

Similarly, Armstrong (2009) reiterates that people are rewarded for the value they create 

hence rewards have a cardinal aim of motivating people and obtaining their commitment and 

engagement as well as helping in attracting and retaining a class of high quality people to the 

organizational needs. Armstrong further points out that teachers play a vital role in students‟ 

academic performance and behaviour, principals therefore are obliged to do everything within 
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their power to provide enabling work environment for teachers to feel appreciated so that 

experienced and dedicated teachers can be retained within such schools. 

2.3 The Role of School Environmental Characteristics on Teacher Retention 

The specific working environment has an influence on attraction and retention of teachers to 

schools. Some of the characteristics at this level include the class size and workload, school 

safety and security, teaching and learning resources, geographical location; housing, 

induction, mentoring and school culture (Ingersoll, 2010).  However, for this study, school 

environmental characteristics were limited to school safety and security, teaching and learning 

resources, housing, class size and workload. 

On the other hand, Muhammad, Humaira, Shereenand and Anjum (2012) studied factors 

affecting teachers‟ motivation at secondary school level in Kohat City. The nature of this 

study was descriptive cum survey type. Population of this study included all the teachers of 

the government secondary schools of Kohat City. In choosing the sample size from this 

population, random sampling technique was used. The sample of 4 males and 4 female 

secondary level schools were taken for research and 40 teachers were sampled for the study. 

Based on the analysis, it was concluded that rewards and incentives, self-confidence, 

economic status of the teacher and financial incentive affect the performance of teachers, 

while socio- status of the teacher, examination stress, environmental influence and teaching as 

first choice of the teacher affects the retention of teachers.  

Similarly, a study by Guarino, Santibanez and Daley (2006) on the relationship between 

teacher-work environment and retention showed that there was a positive relationship 

between work environment and teachers‟ retention. The findings further outlined that high 
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rate of teachers transfer in Pakistan high schools is occasioned by unfavourable school 

environment which impacts negatively on the students‟ academic performance. While 

Guarino, Santibanez and Daley (2006) carried out this study in Pakistan, there is scanty 

information on the same in the Homa Bay County, Kenya. Therefore, the current study dealt 

with both secondary school teachers and principals while the literature review only dealt with 

secondary school teachers. In addition, the reviewed literature used a sample of 12 male 

secondary schools and 7 female schools and this has been considered unrepresentative of the 

population under study. The present study used a sample of 489 comprising of both teachers 

and secondary school principals which was considered representative of the population under 

study. 

Again Mutune and Orodho (2014) conducted explanatory variables in public urban secondary 

schools in Mbeere South Sub-County, Embu County, Kenya. A descriptive survey research 

design was adopted. Combinations of purposive and random sampling techniques were used 

to select 29 principals and 120 teachers yielding a total sample size of 149 participants. The 

main findings were that the teacher turnover was high and fluctuating having increased from 

4.27% in 2009 to 8.21%, in 2010 and marginally decreased to 7.2% in 2011.The main reasons 

for the high teachers‟ turn over were: job dissatisfaction among teachers, a result of poor 

motivation and poor working conditions in their schools, limited avenues for promotions and 

professional growth due to unsupportive school and government policies. The reviewed study 

was cross-sectional within a sub-county on public secondary schools within the urban set ups. 

The current study was on both rural and urban secondary schools covering the whole County. 
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In another study, Cara (2012) examined the role of school environment in teacher 

dissatisfaction among U.S. public primary school teachers. A logistic regression was 

performed with teacher dissatisfaction as the criterion variable, school environment variables 

and teacher background variables as predictors. School environment played a statistically 

significant role in the dissatisfaction of teachers. Specifically, teacher autonomy and principal 

leadership decreased the odds of teacher dissatisfaction and retention, while student and 

community problems increased the odds of teacher dissatisfaction. Once school environment 

was taken into account, the log odds of teacher race, middle school status and rural school 

locale increased while remaining statistically significant. The findings also showed that 

environment in which teachers work affects both job performance and job satisfaction and 

impacts immensely on whether one will continue working at the same institution or not. The 

study concludes that low quality and inadequate physical resources in learning institutions 

creates low morale on teachers making many of them to seek transfers to other schools with 

adequate facilities. 

The study by Cara (2012) focused on public primary school teachers from the United States 

and not secondary school teachers and principals. Therefore, the current study involved 

secondary school teachers and principals in Homa Bay County, Kenya. From their day today 

interactions, these two groups have totally different levels of job satisfaction based on 

motivational rewards due to different work environments. Equally, the reviewed study only 

used questionnaires while the present study used mixed methods of data collection and when 

one uses both the methods, it brings out better understanding of a problem than when one uses 

either by itself. 
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Yet in another study by Ariko and Othuon (2012) on factors influencing teacher transfers in 

Suba Sub-County of Homa Bay County, transfer requests could be reduced if transport and 

communication to schools were improved, electricity and houses made available to teachers. 

Similarly, Yuniah, Walter and Duke (2015) investigated the determinants of teachers‟ 

motivation in public secondary schools in Masaba South Sub County. The sample size of the 

study was 121 teachers constituting 30% of the total population. Schools were stratified into 

two locations: Masaba and Kiamokama location to reduce the study sample size. The study 

established that development factors and environmental characteristics had a significant effect 

on teacher motivation and retention where 64.2% change in teacher motivation and 

commitment was because of the school environmental factors. 

Another study by Ngigi and Orodho (2014) investigated the determinants of Job satisfaction 

and retention of special education teachers in primary schools in Nairobi County. A 

descriptive survey research design was applied. The sample consisted of 5 head teachers and 

70 special education teachers yielding a total sample size of 75 to participate in the study. 

Mixed methods involving qualitative and quantitative approaches were used to generate data. 

The study revealed that majority of special education teachers in primary schools in the study 

locale were not satisfied with the terms and conditions of their job and reported that they were 

likely to leave to other institutions in the next five years unless the situation improves.  

2.3.1 Influence of School Safety and Security on Teachers’ Retention 

School safety means the learning conditions that impact on the psychological and physical 

well-being of teachers and students. Many factors indicate insecurity and unsafe environment 

within the school set up; such as classroom misconduct, persistent student strikes and constant 

violence and destructions of property done by the students among many other factors. Bosom 
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and Frase (2010) explored the teacher flow experiences under influence of optimal work 

environment. The findings indicated that schools with fewer environmental concerns in 

relation to students‟ strikes and hostility provide favourable work conditions that encourage 

teachers‟ performance output. On the other hand, the schools that struggle more to maintain a 

safe environment for teachers and students usually have difficulty in retaining teachers.  

Similarly, Oyagi and Kembu (2014) conducted a study on the relationship between 

motivation and retention of academic staff in selected public higher institutions of learning in 

Dar es-salaam. The study used cross-sectional survey and correlation research design 

adopting a quantitative and qualitative approach. Findings of the study revealed that there was 

a strong positive relationship between safe work environment and retention of academic staff. 

On the other hand, Ladislaus and Philbert (2016) did a study on challenges facing teachers‟ 

attempts to enhance learners‟ discipline in Tanzania‟s secondary schools. The study revealed 

a variety of challenges and dimensions of learners‟ discipline engulfed in classroom and 

school discipline discourses of rewards and punishment. There is a common belief among 

Tanzanian teachers and parents that learners‟ discipline is essential for effective teaching, 

learning and conducive learning environment. Equally, learners‟ discipline can transform the 

larger class by developing small learning groups and independent learning options. In turn, 

these options can enhance students‟ engagement, facilitate positive learning, prevent 

disruptive problems and provide overall academic success and encouragements to teachers 

professional work. 

Another study by Ariko and Enose (2011) explored the factors influencing secondary school 

teacher transfer requests in Suba Sub- County, Kenya. The study employed a descriptive 

survey design. The socio-economic and environmental factors linked to teacher transfer 
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requests included accessibility, location of schools, availability of opportunities for further 

studies, electricity, security as well as housing. Teacher-related variables included teachers‟ 

family ties, teachers‟ background, and teachers‟ age. Factors associated with students 

included students‟ rural catchment area, class sizes and students‟ socio-economic 

backgrounds. Management factors encompassed availability of opportunities for teacher 

promotion due to less professional contact and support, opportunities for teacher recognition, 

collegial treatment and availability of induction or mentoring programmes. The findings were 

significant in that they exposed the problems that hindered teacher retention in Suba Sub- 

County secondary schools. The current study went beyond a Sub- County which was 

considered inadequate to mirror the population under study hence the present study covered a 

whole County covering both the teachers and principals of secondary schools. 

On the other hand, Manduku, Kibet and Birir (2015) conducted a research on the effects of 

rewards, monitoring and evaluation on employee retention in public secondary schools in 

Sosiot Sub-County, Kericho County, Kenya. The study showed that majority of the non-

teaching staff members (70.2%) believed that safety and security at work place had enhanced 

efficiency among non-teaching staff at their work. Further, majority of the respondents were 

of the view that safety and security at work place enhance effective retention amongst the 

teaching and non-teaching staff. Further analysis revealed that (84.8%) of the respondents 

showed that enhanced security systems at work place contributed greatly to teachers‟ 

retention at their work stations. 
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2.3.2 Teaching and Learning Resources 

Provision of adequate teaching and learning facilities at all levels including equipment and 

human resources enhance the quality and relevance of imparting skills and knowledge to 

learners (Lumuli, 2009). Teaching and learning resources include classrooms, laboratories, 

libraries, playing fields, textbooks among other things. Adequate presence of these teaching 

and learning resources in a school environment enhance teachers working morale resulting 

into retention due to good image and better performance of the school.  

A study by Erling, Boe and Robert (2008) quantified trends in three components of teacher 

turnover and investigated claims of excessive teacher transfers as the predominant source of 

teacher shortages. Attrition and teaching area transfer rates were comparable in special and 

general education and increased substantially from 1991-1992 to 2000-2001. School 

migration was stable over years, but higher in special than general education. Although annual 

turnover was high and increased to 1 in 4 teachers (25.6%) by 2000-2001, teacher transfer 

was lower than transfers in other occupations. Evidence of the analysis suggested that 

retention is unlikely to increase without dramatic improvements in the organization, 

management and funding of teaching resources. Until then, a government strict policy on 

teacher transfers and provision of learning resources should be done to enhance performance 

and reduce teacher attrition.  

Similarly, Nyakundi (2012) conducted a study to determine the factors affecting teacher 

motivation in public secondary schools in Thika West District, Kenya. Descriptive research 

design was used for the study. The study found out that perceived fairness in teacher 

promotion system influence job satisfaction among teachers to a small extent and that work 

environment or conditions including teaching and learning resources influenced job 
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satisfaction among teachers. It was found that the reward system affects teacher motivation, 

job satisfaction and retention. The reviewed literature considered teachers and students to 

established factors affecting teachers‟ retention and performance.  

In another study by Sharon, Betty and Bernard (2014) on institutional factors that influence 

teacher transfers in public secondary schools in Baringo District, Herzberg‟s motivation 

theory guided the study. Based on the findings of the study, it was concluded that 

remuneration, career advancement and working conditions were the domains mostly 

responsible for the teacher turnover in Baringo District secondary schools. The study was 

based on one theory and only teachers were interviewed while the current study used three 

different theories to guide the whole process and both teachers and principals of secondary 

schools were involved. 

Close to the above study was done by Waititu (2013) on factors influencing transfers of 

teachers in public primary schools in Limuru District in Kenya. This study was descriptive in 

nature and used stratified random sampling method to select 12 schools from which 136 

teachers were randomly selected to participate in the study. With regards to conditions of 

workplaces, the study noted that teachers‟ engagement includes elements within the school 

environment that attract, focus and keep the most talented teachers. Therefore, the conclusion 

was that aspects like inadequate workplace resources, administrative problems, heavy 

workload and lack of involvement in decision making do indeed bring job dissatisfaction to 

teachers eventually leading to transfers and turnover. 

Ariko (2009) studied factors influencing primary school teacher transfer requests in Suba 

District, Kenya. The study findings linked the teacher transfers with the performance in 

examinations. Performance in examination had a direct correspondence with the adequacy in 
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human resources (teachers) to the state of teaching and learning resources in schools. Ariko 

noted that students from less facilitated schools perform poorly in the examinations because 

the poor are often in areas where schools are seriously deprived of vital facilities. Due to such 

problems, an attitude of helplessness may be inculcated early in teachers and students making 

them have a disliking attitude towards the school resulting into teachers seeking transfer to 

better schools.  

2.3.3 Influence of Housing on Teachers’ Retention 

In Mozambique, a study by Allen and Helms (2013) revealed that the Ministry of Education 

resorted to put up a principal‟s house in some schools to make them stay in those schools. 

Some NGO‟s and local communities also constructed teachers‟ houses to make rural locations 

more attractive for teachers. This effort the study noted has yielded some observable success 

on controlling teachers‟ transfer requests. The study further noted that primary school 

teachers‟ in this region considered provision of housing to be a key factor in ensuring their 

stay in a school especially in rural areas. The study argued that many of the teachers 

especially female teachers asking transfers from rural schools to urban schools were on the 

rise. Over sixty per cent of the teachers interviewed cited lack of proper housing at the rural 

areas as their major reason for seeking transfers to other schools in urban areas.  

On the other hand, Sirima and Poipoi (2010) did a study on the perceived factors influencing 

public secondary school teachers‟ job satisfaction and performance in Kenya Certificate of 

Secondary Education (KCSE) in Busia District. The study found out that one of the key 

factors that influence performance is the number of teaching staff in a school. While it is 

normal for teachers to join and leave a school to another, high or low staff turnover is costly to 

a school. The study noted further that high levels of teachers desiring transfers or the desire to 
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leave a school are majorly caused by the welfare facilities enjoyed by the teachers at the work 

place. A school that provides housing facilities to their teachers controls the number of 

teachers seeking transfers to other schools. Therefore, the provision of housing facilities may 

address the challenges experienced by principals when teachers leave to other schools due to 

housing problems. Similarly, Akala (2012) in his study on the factors influencing employee 

retention among the non-teaching staff at the University of Nairobi noted that employee 

retention is influenced by training and development, performance appraisal, welfare benefits, 

housing schemes, disciplinary procedure and career growth. Employees perceive institutional 

support for staff training, development and housing scheme as a major contributor to 

employee retention.  

In another study, Kasinga (2010) analysed the influence of principals‟ leadership on public 

secondary school teachers‟ level of job satisfaction, Nairobi Province, Kenya. A Sample of 83 

respondents was drawn using simple random sampling method from the target population. A 

structured questionnaire was employed to collect data. It was established that there exists a 

positive and moderately strong correlation between housing and teachers‟ retention in most 

public schools in Nairobi. Equally, Chiboiwa, Samuel and Chipunza (2010) studied the 

effects of human resource management practices that influence employee retention in 

Kenyatta University. The study also sought to establish the influence of training, housing, 

career growth and recruitment on employee retention in Kenyatta University. Descriptive 

research design was used and the target population of this study was the employees working 

at Kenyatta University. Findings indicated that housing, career growth and training helps to 

increase employee retention and decrease turn over, helps employees to develop long lasting 
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work strategies, serves as a tool to enhance the commitment with organization and improves 

employees‟ skills and attachment with an institution. 

However, the above study by Chiboiwa, Samuel and Chipunza (2010) was carried on the 

human resource management practice that influence employee retention in Kenyatta 

University and could not be generalized to the secondary school teachers and principals. This 

is because secondary school teachers and university lecturers have totally different working 

environments and therefore their motivational reward needs cannot be equated.  

2.3.4 Influence of Class Size and Class Work Load on Teachers’ Retention 

A study by Kituyi, Nicholas and Thinguri (2014) investigated an evaluation of the 

effectiveness of school based reward systems in enhancing teacher performance in secondary 

schools. The study adopted the survey research design as well as the simple random sampling. 

Descriptive statistics were used and findings revealed a myriad of existing school based 

reward systems in the various schools, but most teachers preferred financial tokens and 

manageable class sizes over any other reward system. The study concludes that increasing 

workload, class of large sizes, other extra classes, non-academic programs and school 

environments are major demotivating factors in many schools leading to teachers‟ quests for 

transfers to other schools.  

Majanga, Nasongo and Sylvia (2010) studied the effects of class size on classroom interaction 

during Mathematics discourse in the wake of Free Primary Education in Nakuru Municipality. 

This was a cross-sectional study which used simple random sampling technique to sample 

124 teachers from Primary school teachers in Nakuru Municipality. The results showed that 

when schools are restructured to make the number of students per class smaller and 

manageable, more highly qualified teachers are even more motivated to stay in these schools 
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due to manageable workload. The study further argued that the restructuring schools to make 

them smaller may result in an improved working environment for teaching and this will 

improve students‟ achievements. This reviewed literature was done in Nakuru Municipality 

on Primary school teachers.  

A study by Peter (2009) on the quality of education and its role in national development 

discussed that high rate of teacher mobility impacts negatively on school improvement efforts 

and disrupts the stability and continuity of teaching. The study noted that the Kenyan 

government has been committed to staffing all public schools with teachers and reducing 

teacher attrition by offering enhanced salaries and allowances, including hardship allowances, 

commuter allowance and transport allowance. In addition, a bonding policy which restricts 

newly recruited teachers from transferring before the end of five years has also been put in 

place since 2001. 

According to Grissom (2011) teachers‟ transfer has a direct influence on the quality of 

education offered in schools. In case of shortages, the available resources (teachers and 

finances) spread thinly in effort to fill the gap. The study argues that this has forced schools to 

hire part time teachers instead of acquiring learning materials. A large class discourage many 

teachers from offering teaching services effectively and reduces individual learner contact 

which is essential for effective learning and good performance. Huebler (2008) as cited by 

Grissom (2011) asserts that high pupil teacher ratio contributes to poor performance as the 

teacher will be greatly challenged to offer individualized attention and many teachers prefer 

working in institutions where pupils‟ ratio is manageable. The study cites poor students‟ 

teacher ratio as one of the factors that influence student performance and thus teachers may 

transfer to other schools where the workload is manageable.  
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According to Ariko and Othuon (2012) teacher transfer requests could be reduced by 

employing teachers from the locality and posting them next to their families and involving 

teachers in decision making at school level. The study further recommended that the 

government should improve roads and more teachers should be employed through 

decentralized system to reduce student teacher ratio. The head teachers and school 

managements should adopt induction programmes to support new teachers and provide 

retention bonuses for teachers to make them stay longer in their posted schools. 

2.4 Role of Recognition on Teachers’ Retention 

Relevant studies indicate that the most common problem in most learning institutions 

currently is lack of inclusion of recognition as a component of compensation (Fulton & 

Leech, 2014). Teachers‟ recognition allows the individuals to know and understand that their 

work is valued and appreciated, provides a sense of ownership and belongingness, improves 

morale, enhances loyalty and increases teachers‟ retention rate in the institution. Teachers‟ 

recognition is viewed as one of the key dependent variables of teachers‟ retention because it is 

understood to have a direct impact on teachers. A positive impact is felt when one feels 

valued, satisfied and more engaged in an organization.  

Equally, Goldhaber (2014) did a study on the role of rewards by school principals on teacher 

retention: a case study of rural school set ups. A descriptive survey research design was 

adopted using a sample of 45 public senior schools randomly selected. The results indicated 

that for effective teachers‟ recognition to be realized, it must be sincere, heartfelt and timely. 

Further findings indicated that regular expressions of appreciation by principals and 

administrators towards encouraging teachers to reach the strategic goals of the institution 

enhance the individual teacher‟s performance and retention.  
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Equally, Lesomo (2013) did a study on motivation to technical teachers for retention and 

noted that incentives, perks, cash prizes are a good way to motivate the instructors. The 

teachers who have performed well consistently through their students in exams (i.e. National 

Exams) should be felicitated and recognized by the college principal in front of all the staff 

members as well as the management. They can be given presents like trophies or badges to 

flaunt. Omeke and Onah (2011) equally pointed out that the principal needs to give a loud of 

applause to the instructors whose students constantly perform well in different courses. This is 

a good way to motivate the instructors for them to remain happy and work with dedication for 

a longer duration in their institutions. This review was done on the technical tutors and it 

showed that the technical tutors were better rewarded compared to secondary school teachers.  

In another study, Anangisye (2011) did a study on developing quality employee professionals 

in Busoga University. Social Cognitive Theory guided the study. The target population was 

278 non-teaching staff at Busoga University from which a sample of 134 was drawn using 

stratified random sampling. The results reinforced that University administrators should 

organize various motivational activities and events at the workplace to always bring workers 

together. The study noted that individual employees should be asked to take charge of varied 

responsibilities at their work place, for example, assigning duties equally to all employees by 

recognizing their potentials and capabilities. Only questionnaires were used in the study while 

in the present study, both questionnaires and interview schedules were used as data collection 

tools.  

In a survey conducted by Fulton and Leech (2014) about the level of recognition that 

employees receive for doing a good job at work, 63% of employees had no plans of 

transferring to other organizations because they were satisfied with their recognition, while 
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24% were not satisfied with the recognition by the organizations. Fulton and Leech suggested 

that for organizations to ensure that employee recognition activities are effective, genuine and 

meaningful, they should consider the following: recognition should be fair, transparent, 

inclusive, frequent, timely and varied; the form of recognition used should be appropriate to 

the contribution that was made; recognition should be meaningful and reflect the preferences 

of the recipients. The above review was on industrial employees in Ireland and could not be 

generalized to Kenyan context as the study was carried out in Industrial sector employees and 

not secondary school teachers and principals. 

 

In another review, Asiamah (2011) explored the effects of motivation on employee retention: 

A case of internal revenue service. The internal revenue service, upper east region, was 

selected as a case study organization with the entire members of the organization (48) 

constituting the sample size for the study. According to the study findings 70.8% of the 

respondents said that they were not satisfied with their current motivation packages and were 

opting to transfer to other organizations to offer same services. Respondents strongly agreed 

that good manager-employee recognition can cause core employees to work longer in 

organizations. About 81.2% of the respondents were not satisfied with the mode of selection 

for training and development and this had led to feeling of inequity, de-motivation and labour 

turnover. However, a sample size of 48 was considered inadequate to reflect the 

representation of the total population that was used in the current study hence there was need 

for another study. 

Similarly, Nyamekye (2012) studied the impact of motivation on employee retention of bank 

workers at standard chartered bank. The result of the study showed that motivational factors 

such as salary and fringe benefits were rated as most important to the workforce of the bank 



46 
 

 
 

followed by job security and relationship with co-workers. The strategies that were rated most 

important to the workforce are recognition, training opportunities, openness and trust, 

promotional opportunities and effective communication.  

Another study carried out by Atambo (2012) investigated the role of employee recognition 

that can be tapped to improve performance at both individual and organizational levels at 

Kenyatta National Hospital. The study adapted a cross-section survey to obtain data from a 

target population of four hundred health officers. Among the key findings were that 

recognizing the employees‟ accomplishments, through provision of career advancement 

opportunities translates into improved performance and job retention both at the individual 

and organizational levels. The paper concludes by advocating for the formulation and 

implementation of appropriate employee recognition strategies to improve performance 

retention at both individual and organizational levels. The reviewed literature focused on 

retention and performance of health workers and not teachers and principals of secondary 

schools, therefore generalization of the findings was not possible due to differences in work 

environments and motivational reward systems offered. 

 

2.4.1 Autonomy at Work 

Autonomy refers to the teachers‟ feeling that they have control over various aspects of their 

working life, including scheduling, curriculum development, selection of textbooks and 

planning instruction. This type of control enables teachers to feel free to make decisions 

related to their educational milieu within a given framework. 
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Job autonomy is considered as a chief characteristic of work and possibly the most 

extensively studied job characteristic. Studies have been conducted to examine how work 

autonomy is associated with certain work outcomes especially on industrial work places. 

However, very scanty information has been noted on how work autonomy affects secondary 

school teachers‟ retention. As a result, job autonomy has gained the attention of researchers 

because of the benefits it brings not only to the individuals but also to different organizations. 

Job autonomy improves performance because when teachers are provided a support to 

exercise job autonomy by their principals then they will consider that they are trusted to 

perform the task. This perception leads to an increased level of intrinsic motivation to teachers 

and the outcome is effectiveness in work and retention within such schools (Saragih, 2011). 

 

Every school principal who wants to be successful and to avoid losing his or her teachers to 

other schools need to give its teachers freedom and autonomy of work. A learning institution 

with a greater number of satisfied teachers has the tendency to be more effective and 

productive. Satisfied teachers are found to be more willing to stay longer with their principals 

as compared to the teachers who are not satisfied at their work stations (Omeke & Onah, 

2011). The study further argues that teachers are working harder and they take their profession 

much seriously but still they seem to be less passionate, less satisfied and less committed to 

their work places because they are restricted by school principals from working freely. In 

most circumstances, the study posits, many of teachers resort to transfers to schools they feel 

will work better for them. School culture, the study adds, is taken as a moderator as principals 

are the ones who shape principles and values of a school. Institutional culture also controls the 

way teachers decide, it guides them about the school policies as well as representing how 

much autonomy will be given to teachers. 
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In addition, Addae, Parboteeah and Velinor (2011) have given more attention to the 

psychological attachment of teachers to their workplaces, possible factors contributing to this 

attachment and the consequences of the attachment. The study noted that whereas in the past 

teachers‟ commitment was only limited to the teachers‟ attachment (behavioural commitment) 

now it has moved towards its large number of facets that effect the teachers‟ decision to stay 

longer in the learning institutions, for example, effects of work place autonomy. The study has 

concluded that the organizational commitment can be viewed in terms of attitudinal versus 

behavioural conceptualizations. 

 

Teacher influence indicates teachers‟ autonomy in their classrooms and their ability to 

influence on school practices and policies. Teachers empowered by the school administrators 

to have autonomy in their work according to Komba and Nkumbi (2014) appear to be more 

satisfied with their work and have intentions to stay in teaching at such schools in the long 

run. The study further adds that teachers who are given an opportunity by the school 

administrators to contribute in decision making and planning process regarding school 

matters, show great interest in teaching and usually have high intentions to stay in such 

schools as they feel honoured and  part of the school system (Komba & Nkumbi, 2014). 

 

According to Nolan (2012) autonomy at work place meets the psychological need for 

appreciation which is usually valued by human beings. For example, assigning an individual 

to work in a task team and living him or her to work independently is motivating enough in 

that it will help him gain new skills and experiences and demonstrates trust in their abilities 

and feel recognized. This is in support of a study by Aaronson (2014) in Chicago public high 

schools which asserts that, at least 17 per cent of teachers make requests for transfers due to 
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lack of freedom and autonomy at work place and being subjected to unprecedented tasks with 

strict supervision and the tasks are never valued.  

Pearson and Moomaw (2010) conducted a quantitative study with 171 Florida teachers to 

determine the relationship between teacher autonomy and four other constructs: job stress, job 

retention, empowerment and professionalism. Teacher autonomy was separated into two 

dimensions, curriculum autonomy and general teaching autonomy. Correlations revealed 

curriculum autonomy was significantly and negatively related to job stress; moreover, general 

teaching autonomy was significantly and positively associated with teacher retention and 

professionalism. Similarly, Quaglia, Marion and McIntire (2011) also conducted a study with 

477 teachers from 20 rural Maine communities to determine differences between satisfied and 

dissatisfied teachers regarding their perceptions of school organization, autonomy and 

empowerment, status and attitude towards work at the same station. The researchers found 

that satisfied teachers experienced significantly more empowerment and freedom within their 

schools than teachers who are dissatisfied.  

Researchers are interested in organizational commitment as it is a vital part of the employees‟ 

psychosocial state because employees with a greater level of organizational commitment are 

mostly engaged in behaviours like high performance in job and citizenship activities, which 

are supposed to be beneficial for the organization (Podsakoff, MacKenzie, Paine & Bachrach, 

2013). The analysis results of this study noted that majority of the teachers seek autonomy to 

perform effectively and commit themselves to their work stations. Few researchers have 

found encouraging bond between autonomy and job satisfaction. The study hence recognizes 

that teachers feel proud of their teaching jobs if they are given autonomy. 

http://sgo.sagepub.com/content/2/1/2158244012438888#ref-30
http://sgo.sagepub.com/content/2/1/2158244012438888#ref-31
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Another study by Raza, Maria, Nousheen and Mohsin (2013) on the impact of job autonomy 

on organizational commitment and job satisfaction inspected the effect of job autonomy on 

job satisfaction and organizational commitment with a moderating role of organizational 

culture in the fast food sector of Pakistan. A sample of 107 employees was considered for this 

study. Employees included waiters, managers and supervisors in charges of top fast food 

restaurants operating in Rawalpindi and Islamabad. Results showed that an increase in job 

autonomy results in an increased level of job satisfaction and organizational commitment and 

organizational culture moderates this relationship making workers to work longer with such 

organizations.  

2.4.2 Influence of Financial Benefits on Teacher Retention 

A study by Hirsch and Emerick (2014) on a sample of 570 American industrial workers on 

the effects of extra financial benefits made by administrators other than the normal monthly 

pay on trips or seminars and trainings revealed that extra financial benefits motivate workers 

greatly. Most respondents noted that extra financial reward is one of the basic types of 

extrinsic rewards which cover the basic needs of income to survive (to pay bills), a feeling of 

stability and consistency (the job is secure) and recognition (my workplace values my skills). 

In today‟s economic times, Hirsch and Emerick concluded that financial rewards such as 

money is still the primary incentive that causes employees to do better work and remain in an 

organization of whichever nature.  

Contrary to the above findings, Zwilling (2012) carried on a study in Southern University, 

Philippines on “Ways principals can motivate teachers beyond money”. This study 

established that non-cash rewards may be more effective in the longer term than financial 

incentives. They found monetary gifts and other financial benefits (43.2 %) and (50.5%) non-
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monetary issues as motivators that lead to retention of teachers to learning institutions, citing 

examples as safety and security within the school environment. The non-monetary motivators 

included: recognition (23.1%), flexible work schedules (14.1%), staff promotion and 

empowerment (8.6%), and better training, housing and other in-service courses (4.7%). The 

above review study investigated the way leaders can motivate employees beyond money on a 

sample of teachers of institutions of higher learning in Philippines. The current study is on 

principals and teachers working in Kenya. 

 

According to Grissom (2011) in his study of establishing whether good principals can keep 

teachers in disadvantaged schools argued that teachers are motivated by extra pay a part from 

the salary paid by the employer. The study noted that „good‟ principals support teachers‟ 

welfare activities in operating money generating projects, for example, teachers‟ welfare 

“posho-mill”, welfare farms and equally make extra payments on excess and over time 

lessons, financial payments on any „A‟ grade scored by a student in a subject during national 

examinations among many other benefits. This, the study noted makes teachers work with 

dedication within a school and rarely will they be making requests to transfer from such 

schools. 

In addition, Demir (2008) collected data from 218 teachers in Edirne, Turkey and used a five-

point Likert scale to quantitatively measure the teachers‟ perception on remuneration and 

other financial benefits at school level in containing teachers transfers. The findings suggested 

that teachers‟ remuneration and extra monetary rewards contributes to teachers‟ self-efficacy 

and retention in several schools. Extra financial benefits on remedial lessons approved by 

Parents Teachers Associations (PTA) and the financial appreciations made to teachers 
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annually during Annual General Meetings motivate teachers greatly (Gonzales, Brown & 

Slate, 2014). There is however a knowledge gap in this education research studies on the 

avenues through which principals can create additional monetary benefits to teachers apart 

from what the state offers.  

 

Similarly, Efanga and Akpan (2014) established the role of principals in the dispensation of 

rewards to teachers in secondary schools in Akwa Ibom State, Nigeria. A sample size of 451 

participants was drawn using stratified random sampling technique. The findings arising from 

hypotheses testing indicated that principals‟ dispensation of monetary reward to teachers 

significantly influence teachers‟ commitment to work. It was recommended among others that 

reward should serve to build better work environment deal and to increase teachers‟ 

commitment to work in one‟s school, to enhance their productivity and longer stay in their 

schools.  

A close model to the above study was a similar 2009 study completed in Kenya by Wango 

(2009) among the private secondary schools in Bomet County. He used multiple studies on 

work life and satisfaction of private secondary school teachers. In his findings, Wango 

supported that to increase teacher capacity, attractive remuneration packages are one of the 

very important factors of retention school administrators should give priority to because it 

fulfils the financial and material desires of- every employee. Less than half of the teachers 

interviewed in this study indicated that they were satisfied with their salary and fringe benefits 

offered by private school proprietors. The respondents noted that low pay by private schools 

and lack of additional monetary rewards make them hope from one school to another. 

However, in the study by Wango (2009), only multiple regression was used in the analysis 

while in the present study, data was analysed according to hypotheses using varied inferential 
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statistics (ANOVA, Pearson Correlation, Multiple regression and Independent sample t-test). 

This led to a deeper understanding of the research problem because each hypothesis was 

tested statistically and conclusions made based on the inferential results. 

 

According to Rosser (2012) salary based on once academic qualification, additional benefits 

and job security is an important personal issue that affects the satisfaction of secondary school 

teachers. However, like other scholars (Shoaib, Noor, Tirmizi & Bashir, 2011) observed that 

although much of the overall research on secondary school teachers suggests that money, in 

and of itself, is not the most important aspect of their work life and satisfaction, financial and 

other extra monetary benefits is one of the primary reasons why most teachers stay longer in 

particular schools without seeking transfers to other secondary schools. The study argued that 

additional monetary rewards offered by principals at secondary school level to teachers is one 

of the key factors motivating teachers‟ commitment to their work and consequently their 

intent to seek or not to seek transfer to other schools. According to a study carried out by 

Sirima and Poipoi (2010) in Busia District, Kenya, remuneration is typically utilized to 

energize, direct or control teachers‟ retention behaviour. This study further argued that the 

system that an institution uses to reward teachers can play an important role in the 

institution„s effort to gain the competitive advantage and to achieve its major objectives hence 

retaining experienced and dedicated teachers to work in such schools for longer duration. 

2.5 Role of Staff Promotional Opportunities on Teachers’ Retention  

A study by Dockel (2011) on the effects of teachers‟ recommendations for promotions on 

commitments and performance was based on a quantitative meta-analysis of 37 research 

sample size schools that were published between 2013 and 2015.  The findings revealed that 

promotional opportunities form part of teachers‟ recognition and it refers to the degree an 
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employee perceives his or her chances to grow and be promoted internally or externally. The 

analysed results showed that teachers like stations that provide them with opportunities to be 

promoted to new and challenging positions of leadership. Further analysis concludes that 

teachers who feel stagnant in their positions within a school generally aren‟t motivated and 

will not stay in such schools.  

 

Further, support for a trust component in effective leadership was reached in a qualitative 

study of 25 South African principals in rural settings. The study Hand-selected the 

superintendents to determine the value of personal interactions with principals. It is worth 

noting that the authors (Piernaar & Bester, 2008) argued that learning institutions should 

prioritize and retain today‟s teachers. The study added that teachers who feel appreciated 

through recommendations for promotions by the principals tend to like their work and are 

more productive and their ability to contribute to the achievement of institutional goals is 

more evident.  

 

Another study by Ingersoll (2011) was on the organizational analysis of teacher turnover 

(cited by Brown & Wynn, 2014) indicating that primary reasons why teachers leave school to 

another is lack of empowerment by school head teachers, poor administrative support, lack of 

promotion and dissatisfaction with school climate. This study affirms the head teachers‟ 

critical role in the initial experience and socialization of new teachers. His analysis of 15, 200 

South Carolina primary school teachers working conditions surveys reveals a strong 

correlation between teacher retention and the domains of promotional opportunities and 

teacher empowerment.  

 



55 
 

 
 

According to Beth (2012) when teachers are assured upward mobility, their confidence degree 

at work place and self-reliance will increase. This extra confidence is a good thing because it 

creates job satisfaction and high levels of productivity. In tandem with Beth‟s findings, 

Shoaib et al., (2015) studied the total rewards and retention of higher education institutions in 

Pakistan.  The results indicated a strong and positive relationship and influence of promotion 

and empowerment of employees on retention. This study was significant for the top 

management of the universities who were facing retention problems. The results provided 

them with guidelines regarding total reward strategies and how they could be used for 

retaining of talented faculty members. The study was done on the University staff of Pakistan 

using cross-sectional research technique. The current study was on secondary school teachers 

and principals using survey research design corroborated with mixed research. 

 

Kipkebut (2010) studied the effects of building school capacity and its relationship with 

teachers‟ retention. A four-year longitudinal qualitative study of Kenyan Rift Valley Urban 

schools reported a negative impact on educational mandates on teachers who were asked to 

remain in their present schools without teacher empowerment and promotion. This study 

noted further that in most secondary schools in Rift Valley, many of principals peg 

recommendations for promotion to academic staff on their experience and job groups attained. 

Some principals equally recommend teachers for promotions based on ethnicity and 

relationships. A fact the study concludes that teachers seek transfers to schools where the 

administrators are neutral.  

 

According to Iqbal (2015) it is natural that the principal should be the leader in implementing 

and supporting empowerment of teachers at school levels. The findings further outlined that, 

outstanding principals go beyond merely involving teachers in decision-making. They 
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implement three strategies which work hand in hand to promote teachers retention: (a) 

provide a supportive environment that encourages teachers to examine and reflect upon their 

teaching and teacher leadership on school practice (b) use specific behaviours to facilitate 

reflective practice and (c) make it possible for teachers to implement ideas and programs that 

result from reflective practice through work empowerment and leadership assignments.  

 

On the other hand, Blase and Blase (2010) provided an argument for the importance of 

principals to gain the trust of their teachers to build school capacity, empower the teachers 

and discard their need for seeking transfers to other schools. The qualitative study of ten 

principals and 50 teachers used a grounded theory method to focus on leadership‟s actions 

that encourage recommendations and empowerment that gives a sense of belonging to 

teachers within a school. The study noted that leaders and administrators should build their 

learning institutions capacity through workers‟ collaboration and empowerment. The findings 

conclude that promotion and empowerment of teachers encourage good performance and 

enhancement of teachers‟ retention.  

 

Similarly, Nthuni (2012) studied leadership style factors that influence motivation of primary 

and pre-school teachers in public institutions in Embu North Sub-County, Embu County. 

Nthuni defined empowerment as a process whereby school participants develop the 

competence to take charge of their own growth and resolve their own problems. In this study, 

samples of 288 teachers were selected from both primary and pre-school units. They further 

noted that reading recovery teacher leaders were more highly empowered than reading 

recovery teachers or classroom teachers. Further analysis to the findings explained that 

reading recovery teacher leaders have more opportunities to make decisions and grow 
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professionally, having control over daily schedules and feeling a high level of teaching 

competency.  

 

However, in the study by Nthuni (2012) sampling was done by convenience and it might not 

have been representative of the population under study while the present study employed 

probability sampling in which secondary schools were stratified sampled all through to ensure 

representation. In addition, in the reviewed study, the population of the study included 

primary and pre-primary school teachers while the present study involved secondary school 

teachers and principals. A study of primary and pre-primary school teachers cannot be 

generalized to the secondary school teachers and principals. This is because of the different 

levels of educational qualifications and work environments and therefore could be having 

different levels of promotional reward provisions.  

 

Another study was carried out by Wandia (2015) on the influence of Teachers Service 

Commission Human Resource Management practices on teachers‟ commitment in public 

secondary schools in Tetu Sub County, Nyeri County, Kenya. The findings revealed that 

teachers‟ empowerment and promotions has substantially improved commitment among 

many teachers in their schools. The study recommended that promotion by the school 

principals should be done on merit and that teachers should be rewarded through 

empowerments and promotions to enhance sustainability and career progression. This was in 

line with Ronit and Anit (2004) who investigated the influence of teacher empowerment on 

teachers‟ organizational commitment, professional commitment and organizational 

citizenship behaviour in schools. This study indicated that among the six subscales of 

empowerments; professional growth, staff promotion, status and self-efficacy were significant 
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predictors of organizational commitment while decision making, self-efficacy and status were 

significant predictors of organizational citizenship behaviour. 

 

In another study, Heather, Michael and Debra (2009) investigated the workplace 

empowerment, incivility, and burnout: impact on staff nurse recruitment and retention 

outcomes. Hierarchical multiple linear regression analyses revealed that empowerment, 

workplace incivility and burnout explained significant variance in all three retention factors: 

job satisfaction (R2 = 0.46), organizational commitment (R2 = 0.29) and transfer intentions 

(R2 = 0.28). Empowerment, supervisor incivility and cynicism most strongly predicted job 

dissatisfaction and low commitment (P < 0.001), whereas emotional exhaustion, cynicism, 

and supervisor incivility most strongly predicted transfer intentions. Similarly, Muhammad 

(2009) noted that the way in which people are managed, empowered, developed and promoted 

at work is a primary factor in achieving improvement in organizational performance and 

retention. Successful organizations share a fundamental philosophy of valuing and investing 

in their employees and ensure that their services are retained within an organization.  

2.5.1 In-Service Training and Continuous Professional Development for Teachers  

The 21st century employment relationship has redefined in-service training and career 

development opportunity. Development is now considered as gaining new skills and taking 

advantage of many different methods of learning that benefit employees and the organization 

alike (Bosom & Frase, 2010). A study by Ian (2015) on the principals‟ leadership behaviour 

and teacher commitment in Barbados revealed that regular in-service training and continuous 

professional development is one among the strategies to retain teachers in their posted 

schools.  
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Shanghai City in China has taken on-job training and continuous professional development as 

a very vital stage to every teacher. In a report documented by Egu (2011) some state schools 

expect their teachers to engage in 240 hours of teacher professional development within five 

years and this should be facilitated by school administrators. This initiative motivates teachers 

to remain in these schools without self-seeking transfers. Kutsyuruba, Noonan and Walker 

(2014) in their study of eight countries that participated in the International Successful School 

Principal Project (ISSPP) noted that training and modelling of leadership expectations was 

supported in the ISSPP quantitative study. The study supported the need for training and 

advancement on the employees at any organizational system for sustainability and 

commitment.  

 

Additionally, Ingersoll (2010) in a study carried out at the European Centre for the 

Development of Vocational Training revealed that the availability of teachers in terms of skill 

development opportunities and career movement is the „key attractors‟ to learning institutions. 

The study noted that little logic is present in holding teachers accountable for regular 

advancements and ensuring that workers become knowledgeable on the current trends and 

new technological changes. Further if institutions do not recognize the individual teacher‟s 

need and desire to grow, development becomes a primary reason for resignation or transfers 

to schools where principals recommend teachers for skill developments opportunities and 

career training. Similarly, Nakola (2011) studied the effects of principals' leadership styles on 

motivation levels of teachers in public secondary schools in Narok North Sub-County, Kenya. 

The study found out that school administrators have not been supportive to teachers who 

strive to attend in-service training or continuous professional development programmes such 

as going for further studies. The study noted that requests by teachers for professional 
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development have been poorly handled by some administrators. This act has forced some 

teachers to seek transfers from such principals to other schools where the administrators can 

recommend them for further studies or on the worst some even opt to quit teaching. 

 

In another study, Michael (2014) suggested in his findings that a school head teacher who 

wants to strengthen his or her bond with his or her teachers must invest in the development of 

these teachers. By offering career development opportunities, the study noted that head 

teachers can help teachers enhance their promotional ability within the same school or in 

another school which develop their own personal competitive advantage. The findings 

highlighted that many teachers look out for administrators who recommend them for training 

and skill development activities that facilitate their career improvement. When they receive 

such opportunities, the study concludes that teachers are likely to commit themselves to such 

schools.  

 

Consequently, Burke (2012) also did a study on the principals‟ role in supporting teacher 

leadership and building capacity. A national quantitative study of teachers in 24 nationally 

selected restructured schools found that learning institutions should invest heavily in the 

education, training and development of their teachers. The study further noted that training 

and development offered to teachers should appeal greatly to their profession to support 

retention of experienced teachers curbing unnecessary need for transfers to other schools.   

Strunk and Robinson (2006) argued that recommendation and support to teachers‟ 

advancement by head teachers is an indication of management commitment to building a life-

long relationship with the teachers thereby influencing their turnover decisions. This literature 

was on upper primary school teachers of Songea and Morogoro in Tanzania while the current 

study was in Kenya and on principals and teachers in secondary school set up. 
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Leah (2014) studied job satisfaction and motivation among teachers of Kiharu Sub-County in 

Kenya. The study noted that people do not develop their potential if their esteem is low and 

when one feels unappreciated at their work.  They are unlikely to be creative and productive 

in their performance. In most organizations, the recruitment, selection, training and 

empowerment are only part of the ability while willingness as an ingredient is what makes a 

teacher work in a specific school. The study concluded that presence of on-the-job training 

and continuous professional development to teachers is a strategy to retain experienced 

teachers in public secondary schools though in some teachers this strategy never works. 

 

However, some authors express contrary opinion from the findings of the above study. Nguni, 

Sleegers and Denessen (2010) contend that constant training and development opportunities 

raise market value of employees hence increasing their mobility. The study adds that 

continuous teacher professional development provides teachers with the opportunities to 

explore new instructional techniques and strategies; improve their practice and broaden 

themselves as educators and individuals which make them to move to higher level positions 

which may require them to transfer to other institutions with the position or quit teaching 

completely. The finding of the current study however found the place of training and 

development in relation to secondary school teachers‟ retention. 

 

Similarly, Benjamin and Ahmad (2012) studied motivational factors of employee retention 

and engagement in organizations. The target population comprised of ten corporate sectors in 

Malaysia. Results indicated that motivational factors that are crucial in influencing employee 

retention are financial rewards, job characteristics, career development, recognition, 

management and work-life balance. The study thus recommended that organizations should 

formulate appropriate retention strategies in a holistic manner to reduce turnover rates, and 
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these require a commitment from employers, but it will be well worth the investment in the 

long term. This literature was on corporate organizations in Malaysia while the current study 

was on principals and teachers of secondary schools in Kenya. 

2.6 Role of Principals’ Leadership Behaviour on Teachers’ Retention 

A study by Filipkowski and Johnson (2008) on the comparisons of performance and job 

security in union and unionist sites of a manufacturing company in South Africa revealed that 

several administrative problems of formal organizations are caused by a fundamental conflict 

between needs and motives of mature individual and requirements of organizations. Limuli 

(2009) on the other hand assert that the regular conflict that occurs between the teachers and 

the school administrators causing many teachers to seek transfers to other schools are on the 

rise. The study adds that there is interplay between the administrators „attempting to 

personalize their roles so that they actualize their personal needs by becoming very strict 

unnecessarily to the teachers. 

According to MOEST (2010) Schools that invest in quality leadership always perform 

exceptionally well in retaining their teachers while those with poor leadership behaviours 

perform poorly and experiences constant transfer requests by their teachers to other schools. 

Similarly, Juma (2011) further revealed that minimizing teachers‟ request for transfers from 

one school to another does not just happen, but it is because of effective reward mechanisms 

and general quality leadership displayed by the school principals. This study concludes that 

there exists a positive correlation between quality leadership and teacher retention that brings 

variation of performance in schools. In another study by Selina (2012) the basis of good 

leadership is the honourable character and selfless service to all staff members. The study 
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argued that respected school principals never tend to concentrate on what they are in terms of 

beliefs and character but with what they know in terms of job tasks, human nature and 

implementation, provide direction and reward their followers to enhance their retention at 

schools. 

2.6.1 Task-Oriented Leadership Behaviour 

Task-oriented (or task-focused) leadership is a behavioural approach in which the leader 

focuses on the tasks that need to be performed in order to meet certain goals, or to achieve a 

certain performance standard. Mai and Dang (2015) studied the effects of leadership 

behaviours on employee motivation in auditing companies in Ho Chi Minh City. The 

independent variables could explain 64.5 % of the variation within employee motivation. This 

result implied a strong influence of leadership behaviours in retaining and developing 

employee motivation. In addition, this research indicated that charismatic leadership, relation-

oriented leadership, and ethic-based contingent reward leadership were positively associated 

with employee motivation and retention. 

An extensive study by Kouzer and Posner (2007) revealed that most school administrators 

place very heavy demands on teachers to perform. Sometimes they employ unpalatable 

measures such as threats of transfer or interdictions to lazy teachers. The study further points 

out that principals‟ quality of interaction with their staff provides a great amount of success; 

hence, principals need to find more acceptable and orthodox measures of boosting their 

schools‟ performance by ensuring that their relationship with teachers encourages retention. 
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Ng‟ethe (2013) studied the determinants of academic staff retention in 

public universities in Kenya. The study was conducted using survey design. The total 

population of the academic staff in the seven full-fledged public universities covered by the 

study was 4967. The study revealed that task-oriented leadership behaviour negatively 

influenced academic staff retention. This study therefore brought to the fore, the role of 

leadership and their leadership behaviours in academic staff retention. Another study by 

Ingersoll and Strong (2011) equally noted that more teachers leave their schools to other 

stations due to working conditions (that include lack of school administrative support, student 

discipline problems, poor teachers‟ reward mechanisms and lack of decentralization in 

decision making process regarding classroom by the teachers) than that of other reasons such 

as salaries. The study analysis further observed that administrative leadership behaviour have 

emerged as the main source of teacher job dissatisfaction and turnover. The study hence 

concludes that working relationship between the school heads is eminent in teacher retention. 

A study by Carmen, José, Luis, Curral and Arana (2009) established the role of task-oriented 

versus relationship oriented leadership on normative contract and group performance. In their 

study, they examined how groups develop normative contracts based on beliefs about the 

obligations other members of the group must fulfil in order to achieve group goals. The study 

sample comprised 72 participants (24 groups of 3 members). A member of each team received 

training to be a group leader (task or relationship oriented leader). All groups worked 

on a simulation program: a complex decision making managerial task. Group regulatory 

variables and group processes were evaluated during the simulation. Results showed that 

task-oriented leaders effected higher group efficacy and positivism among members of the 
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group. In contrast, relationship-oriented leaders affected greater cohesion between the group‟s 

members.  

Another study by Bernard (2013) on leadership behaviour and staff retention in organizations 

noted that organizations in all sectors in Uganda are operating in highly competitive 

environment which required that these institutions retain their core employees to gain and 

retain competitive advantage. Because of globalization, the analysis further noted, different 

organizations have experienced competition both locally and globally in terms of market and 

staff. The role of leaders in employee retention is critical since their leadership behaviour 

impact directly on the employees‟ feelings about the organization. The study concluded that 

task oriented leadership behaviour significantly influences intention of staff to transfer from 

an organization to a greater percentage and hence there is need to embrace a leadership 

behaviour that promotes staff retention. 

Equally, Nwokocha and Iheriohanma (2015) studied the nexus between leadership behaviour, 

employee retention and performance of organizations in Nigeria. The paper was a literary 

work hence it derived its data from secondary sources only. The findings noted that effective 

leadership behaviour is crucial for achieving organizational goals. Thus, the study revealed 

that when management styles are considered repugnant by the subordinates, they undermine 

employees‟ performance and instigate their propensity to quit the department or organization 

to another, and vice versa. The analysis further argued that employees‟ retention and 

performance can be achieved through the adoption of appropriate leadership behaviour that 

will align business strategies with employees‟ motivation and morale.   
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On the other hand, Hina, Riffat and Ameer (2014) examined the effect of task oriented and 

relational leadership behaviour on employee performance and moderating effect of 

communicator competence. The data was collected from 200 full time working employees via 

questionnaires, incorporating leadership behaviour, employees‟ performance and 

communicator competence. Results indicated a strong positive and significant association 

between supervisors‟ communication competence, task and relational leadership behaviours, 

employee performance and retention. Further regression results specified that task and 

relational leadership behaviours and communication competence effect employee 

performance and retention positively and significantly. Results pointed out that 

communication competence fails to moderate relationship between Task-oriented leadership 

and employee performance but interactive effect of communication competence is there in 

between relational leadership behaviour and employee performance. Another important 

finding is that, results proved that task oriented leadership behaviour combined with 

leadership communication incompetence have negative effect on employee performance and 

retention. 

A study by Northouse (2011) noted that the primary concern of task-oriented leaders is 

achieving defined targets of their business. The study argued that task-oriented leaders 

encourage their employees to achieve their objectives by giving them exact definitions about 

their roles. Northouse believed that task-oriented leaders often apply a one-way method to 

communicate with subordinates about their duties and responsibilities and the way they are 

expected to fulfil their tasks. Yukl, Gordon and Taber (2002) noted that some activities such 

as clarifying responsibilities and roles, defining objectives, performance measurement control, 

and planning for short-term period is the main behaviours of task-oriented leaders. 
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A meta-analysis by Burke et al., (2006) integrated a wide spectrum of theoretical and 

empirical studies and looked at the effects of leadership behaviour through multiple 

dimensions, including breaking down the specifics of task-oriented and relationship-oriented 

leadership into subgroups. Its main set of analyses investigated the relationship between task-

oriented and relationship-oriented leadership behaviour on the following outcomes: perceived 

team effectiveness, team retention, and team learning or growth. Results concluded that task-

oriented leadership and relationship-oriented leadership produce relatively similar perceived 

team effectiveness; however actual team retention was lower for task-oriented teams than 

relationship-oriented leadership behaviour (measured increase of 4% and 8% respectively). 

2.6.2 Relationship Leadership Behaviour 

Relationship-oriented (or relationship-focused) leadership is a behavioural approach in which 

the leader focuses on the satisfaction, motivation and the general well-being of the team 

members. Marvel, Lyter, Petrola and Morton (2013) did a study on teachers‟ perceptions of 

how leadership behaviour and practices of principals influence their job satisfaction and 

retention. This study was based on information gleaned from interviews of 12 teachers from 

public and private elementary, middle and secondary schools in Pakistan. The data revealed 

that principals can increase teachers‟ job satisfaction and retention rates by encouraging 

positive and respectful relationships among teachers and their students. Further, principals 

could also retain teachers by   providing them with positive feedback, being accessible and 

supportive to their efforts. 

 

 



68 
 

 
 

Similarly, Norma and Khalil (2013) did a study on teacher turnover: impact of school 

leadership and other factors. Surveying was employed to collect data from 176 teachers, such 

that almost 75% of those teachers were teaching in private schools and approximately 25% 

were enrolled in public schools. Findings of this study indicate that:  (a) Leadership behaviour 

has significant influence on career stress, (b) Career stress bears positive relationship with 

turnover intention, (c) Leadership behaviour has negative influence on turnover intention, (d) 

Personality characteristics have no moderating effect on the relationship between leadership 

behaviour and career stress, (e) Personality characteristics brings no moderating effect on the 

relationship between career stress and turnover intention, (f) Career stress possesses a 

mediation effect on the relationship between leadership behaviour and turnover intention.  

 

In another study, Wangithi (2014) conducted a study on the influence of head teachers‟ 

leadership behaviour on teachers‟ job satisfaction in public primary schools in Kajiado North 

Sub-County. The study was based on Fredrick Herzberg‟s Two Factor theory. The study 

targeted 86 head teachers and 844 teachers in the 86 public primary schools. The findings 

revealed that relationship leadership behaviour is the most used in primary schools and that 

head teachers‟ relationship-oriented leadership behaviour positively influences primary school 

teachers‟ levels of job satisfaction and commitment to their duties.  

In addition, Reina (2013) did a study on the influence of leadership behaviour on teachers‟ job 

satisfaction in Tanzania. Questionnaires were administered to 54 public secondary school 

teachers from different schools. The Multifactor Leadership Questionnaire (MLQ) and the 

Minnesota Satisfaction Questionnaire (MSQ) were used by teachers to assess their heads of 

schools in relation to the satisfaction they derive from their jobs. To analyse the data, multiple 
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regression analyses were conducted to examine how well relationship and task-oriented 

leadership factors predict teachers‟ job satisfaction. The results showed a positive correlation 

between relationship leadership dimensions on teachers‟ job satisfaction and retention. 

Regarding task-oriented leadership dimensions, the results showed that this leadership 

behaviour affects the outcome variable, but their influence was lower as compared to the 

influence of relationship leadership factors.  

 

According to Angelle (2006) administrative support is the school‟s effectiveness in assisting 

or supporting teachers regarding student discipline, curriculum, instructional methods and 

adjustment to the school environment. The researcher argues that effective administrative 

support plays a vital role in school leadership practices and includes its four dimensions i.e., 

building vision of school, development of specific goals and priorities, offering individualized 

support and development of a collaborative school culture which supports teachers‟ retention. 

The findings conclude that lack of administrative support to teachers leads to mass turnover 

ratio to other stations.  

Yukl, O‟Donnell and Taber (2009) outlined that relations-oriented leadership behaviours 

include supporting behaviours, developing behaviours and recognizing behaviours. The study 

noted that supporting behaviours include showing acceptance, concern and confidence for the 

needs and feelings of other employees by the management. According to this study, 

developing behaviours provide potential benefits to new and inexperienced employees of an 

organization, colleagues, peers, or newly promoted staffs. This study concludes that 

recognizing behaviours show praise and appreciation to others for effective performances, 

significant achievements, and staff retention and enables employees to offer important 

contributions to the organization. 
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In another advanced study, Moghaddam, Ghanbari and Hosseinzaden (2011) analysed the 

relationship between the leadership method and self-efficacy of the staff in Indian cotton 

industrial workers. The study noted that relationship-oriented leaders understand that building 

positive productivity requires a positive environment where individuals feel driven. Further 

analysis argued that personal conflicts, dissatisfaction with a job, resentment and even 

boredom and employee turnover can severely drive down productivity, so these types of 

leaders put people first to ensure that such problems stay at a minimum. Additionally, the 

findings outlined that team members may be more willing to take risks because they know 

that the leader will provide the support if needed. The study however concludes that, 

relationship-oriented leadership will generate greater cohesion within the organization, as well 

as greater team motivation and job retention. The findings also supported that relationship-

oriented leadership has stronger individual impact and a positive effect on self-efficacy and 

dedication at work place. 

Further, Anzalone (2012) noted that relationship-oriented leaders prioritize the welfare of 

everyone in the group, and will place time and effort in meeting the individual needs of 

everyone involved. This may involve offering incentives like bonuses and providing 

mediation to deal with workplace or classroom conflicts. Similarly, Hadi, Seyed, Hamideh 

and Sara (2013) investigated the impact of project managers‟ leadership behaviour on 

employees‟ job satisfaction, performance and turnover. The study found out that relationship-

oriented leaders are focused on supporting, motivating and developing the people on their 

teams and the relationships within. This behaviour of leadership, the study concludes 

encourages good teamwork and collaboration, through fostering positive relationships, good 

communication and retention of employees. 
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On the other hand, Northouse (2011) equally posits that the main concern of relationship-

oriented leaders is mostly focused on building and developing interpersonal relationships. He 

outlined that unlike task-oriented leaders, they prefer a two-way method to communicate to 

their subordinates. According to Yukl (2006) the most important behaviours of relations-

oriented leaders could be categorized into three sorts of behaviour including supporting, 

developing and recognizing behaviour that leads to employees‟ dedication and retention. This 

study concludes that in relationship-oriented leadership behaviour, team members may be 

more willing to take risks with full dedication to their duties because they know that the 

leader will provide the support and protection if needed. 

 

On the other hand, Sahertian and Soetjipto (2011) studied employees‟ organizational 

commitment, self-efficacy and organizational citizenship behaviour through the 

implementation of task-oriented and relationship-oriented leadership behaviour. This study 

noted that relationship-oriented leaders are focused on supporting, motivating and developing 

the people on their teams and the long-lasting relationships within the organization. This 

behaviour of leadership, the study concludes encourages good teamwork and collaboration, 

through fostering positive relationships and good communication between the subordinates 

and the organizational leadership.  

2.7 School Measures Used by Principals to Enhance Teachers’ Retention  

Employees in organizations and learning institutions like to feel that someone cares about 

their work and appreciates it which in turn motivates them to work more effectively and 

continue working without seeking for transfers to other institution. Owen (2014) describes 

measures used to enhance teachers‟ retention as the forces that cause teachers to behave as 

they do. Generally, in schools, the challenge for administrators is curbing the teachers‟ mass 
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self-seeking transfers by developing highly motivated teachers who are actively engaged in 

teaching and learning, open to new ideas and approaches and committed to students and 

change over the lifetime of their teaching careers in a school. 

2.7.1 Role of Job Induction and Mentoring on Teachers’ Retention 

It is worth noting from the literature reviewed that successful attempts in minimizing teacher 

transfer requests in the United States of America (USA) have been due to teacher induction 

and mentoring, improvement of school safety and discipline, restructuring schools to make 

them smaller among other factors. Survey results cited by Cobbold (2011) indicated that 

teacher induction programs are very effective in minimizing teacher transfers. A study by 

Ingersoll and Strong (2011) critically examines 15 empirical studies, conducted since the mid-

2009, on the effects of support, guidance, and orientation programs collectively known as 

induction for beginning teachers. The findings outlined that those who begin teaching and 

participated in induction by the school administrators had higher job satisfaction, commitment 

and retention.  

In 2005, Kapadia et al., (2007) evaluated district-wide induction programs in the Chicago 

public schools. They analysed data for 1,737 novice teachers, representing 72 per cent of the 

first and second year teachers employed in the district in 2005. The researchers divided the 

levels of induction and mentoring support that each teacher received into three groups: weak,  

average and strong. Interestingly, even though induction was compulsory in the school 

district, about one-fifth of the teachers reported that they were not involved in any induction 

program. The researchers measured the influence of participation in induction programs on 

three self-reported teacher outcomes: how positive was a teachers‟ first year on the job; 

teachers‟ intentions to stay in teaching; and their intentions to stay in the same school. The 
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study found that participation in induction, by itself, had little effect on any of the three 

outcomes. However, among those who received some level of induction, teachers in the 

strong induction group showed higher levels on all three outcomes.  

Equally, HahsVaughn and Scherff (2008) also reiterated that mentoring is an important 

component, especially at the elementary level but comprehensive induction, comprising 

multiple supports by the school administrators had the most effect on intentions to remain in 

the same school. The study further posits that school programs should focus on selection and 

training of mentors to ensure high levels of support and that teacher collaboration and 

principal assistance are the most influential factors for newly employed teachers. A study by 

Flores (2013) on the dynamic framework of understanding the complex work quality out of 

school time programs outlined that continuous professional development to teachers either 

through exchange programs, bench marking with other schools or organized seminars 

enhances staff retention.  

 

Similarly, Jennings (2010) conducted a preliminary investigation on beyond high-stakes tests: 

teacher effects on other educational outcomes. The study reviewed two studies that analysed 

data from the 2007-2008 schools and staffing survey to examine the relationship between 

induction and retention. However, both studies had serious flaws in their data sample and 

analytic method, making their findings of limited usefulness. The 2007-2008 SASS limited 

the questionnaire items on induction to teacher respondents in their first through fifth years of 

teaching, as of the year of the survey. They further restricted their analytic sub-sample to 

English teachers during the 2007-2008 school years. The study findings revealed that 

induction had little effect on teachers‟ decision either to ask for transfer or not to.  
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A study by Darling-Hammond (2010) noted that building a professional teacher is a process 

that only begins with recruiting highly qualified teachers. Once recruited, these teachers need 

professional development, coaching, mentoring, and other supports to develop a strong sense 

of their own efficacy based on high-quality teaching skills and experience. Ultimately, the 

study noted that with these types of supports, teachers become highly effective at producing 

high-quality, student learning and fostering high student achievement. When school leaders 

and policymakers understand the reasons for teacher attrition, they develop policies that stem 

attrition through better preparation, assignment, working conditions, and mentor support: all 

of which contributes toward the goal of ensuring qualified teachers at any given level are 

retained by school administrators. 

 

It was also noted by Raley, Grossman and Walker (2011) that three quarters of the teachers 

uploaded the orientation given by the administration at the onset of their appointments based 

on the study findings. New staffs whom through their principals receive materials to 

familiarize them with their programs and job specification manual at the schools and briefs on 

what is expected of them at the time of their fast posting avoids work conflicts and develops 

likeness for the job and the school. Through this, work harmony is created among the staffs 

minimizing incidences that might lead to teachers transfer requests.  

2.7.2 Role of Staff Meetings on Teachers’ Retention 

Duran and Duran (2015) in the journal of self-development program and its impact on early 

childhood teachers‟ efficacy outlined that regular staff meetings to enhance staff knowledge 

and skills is very necessary for developing staff that is committed to his or her work.  The 

study recommends that the school administrators should hold staff meetings at least once a 
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month to iron out any development taking place at the school. Besides addressing daily 

operational issues such as deadlines, memos and training.  

In addition, McKee (2010) conducted a study on the effective staff meeting in private 

secondary schools in Nigeria. The study noted that regular staff meeting normally discusses 

what went on at the professional development and makes the teachers constantly updated. The 

findings further revealed that regular staff meetings help in mentoring new staff by answering 

questions and telling them about teaching regulations, school culture and provide training on 

how to work with the administration. The analysed results noted that staff meetings are used 

as opportunities for team building, collaboration and support for the newly employed 

teachers. Armstrong (2009) on the other hand outlined that during the regular staff meetings 

organized by school principals, teachers share information, talked about difficulties and 

receive feedback or advice from the seniors or the administrators. In the staff meetings, the 

study concludes, opportunities for mutual learning and mentoring are provided. 

On the other hand, Israel (2009) did a research and investigated effective staff meetings 

among the TIVET institutions in Botswana. The study found out that staff meetings can be a 

creative process for growth of staff members and the road to innovative solutions to 

educational problems which makes retention of instructors very successful in many of the 

institutions. The analysis findings noted that shaping staff culture and building team morale, 

as well as, enhancing communication and strategic thinking are among the main reasons for 

scheduling all-staff meetings for teachers. This review was a cross-sectional study that was on 

TIVET institutions in Botswana while the current study was on secondary school principals 

and teachers in Kenya. 
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In another study, Reiland (2010) analysed the purpose of staff meetings among elementary 

teachers. The study found out that regular staff meetings form an avenue for voicing opinions, 

discussing the latest institutional policies and procedures, increasing the effectiveness of 

decision-making, addressing teachers‟ problems and concerns and setting goals for any 

academic session. The study adds; if staff meetings are not planned and action plans and 

milestones are not decided upon, the staff meeting will not be meaningful, neither productive. 

The study however concludes that effective communication between school heads and 

teachers during formal staff meetings is a component of successful retention of teachers to 

schools. The reviewed literature was on elementary teachers in Uganda while the current 

study was on secondary school teachers and principals in Kenya. 

Another study by Kutsyuruba, Noonan and Walker (2014) found that by providing staff 

members with a work environment supportive of communication before, during and after 

meetings, respect and appreciation to the school principals is enhanced and many teachers 

would work effectively in such environments. The analysis further adds that sharing good 

news amongst staff members during staff meeting is a great achievement that helps set a 

positive tone and encourage teachers to be engaged in their work. The research concludes that 

staff meetings organized by school administrators have proven to be successful when 

members of the school community can express their concerns freely. 

Similarly, Hopkins (2008) investigated the impact of staff meetings on teacher retention: 

pointers from the principals who lead them. The research noted that holding regularly 

scheduled staff meetings with teachers in the workplace will greatly enhance the 

communication efforts that make up the foundation of the work group and teachers 

commitment to their work. Matalon, Calo and Yahpe (2005) did a study on the role of the 
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staff meetings in resolving professional dilemmas in family medicine: concealing a diagnosis. 

The findings outlined that when staff meetings are conducted regularly, professionally and in 

a way that encourages all attendees to actively participate, an organization will reap the 

benefits of having a solid work team where trust is earned through productive interaction. A 

study by Armstrong (2009) noted that a regularly held staff meeting by organizational 

administrators creates a forum for consistent discussion of any on-going or new 

disagreements of interpersonal issues that undoubtedly can occur between individual 

employees.  

2.7.3 Leveraging Human Capital 

An important factor for teachers‟ retention as advanced by Huang et al., (2012) is the school 

administrators maintaining school family atmosphere characterized by collaboration and open 

communication among students, staff, parents and other support staffs. By using regular 

meetings and daily operations as professional development opportunities, the school 

principals get the opportunity to share the schools‟ vision, foster team-building strategies and 

maintain positive working environments to motivate and retain staff members. Similarly, 

Flores (2013) agrees by contending that to enhance a sense of belonging for the teachers, an 

open and trusting work relationship where teachers could ask questions, seek support and 

advice and feel accepted should be created by any school principal who wants to retain his or 

her teachers. Open communication by the principal is also perceived as imperative in the 

collaboration and retention of the teaching staffs.  
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Gratton and Ghoshal (2013) in their research analysis noted that employee participation, 

internal career ladders and team based working have a positive link to workers job 

commitment, motivation and retention.  This study concludes that the degree that skilled and 

motivated employees are directly involved by the administrators in determining what work is 

performed and how this work gets accomplished is crucial in creating harmonious work 

environment. This reviewed study was on New Braunfels and not in Kenya. 

In a related study, Sirima and Poipoi (2010) outlined that a climate of openness created by the 

school heads, teamwork and collaboration helped staff members fulfil their intrinsic desire to 

work commitment. The study argued that many teachers will bring their main reason for over 

staying in a school to be the good relationship between the principals and the teaching staff. 

On the other hand, Gratton and Ghshal (2013) did a study on managing personal human 

capital and ethos for the volunteer employees. The study found that there is a large and 

growing body of evidence that demonstrates a positive linkage between the development of 

human resource and organizational retention of employees. The study recommends that 

organizations should leverage the skills and capabilities of its employees by encouraging 

individual and organizational learning and creating a supportive environment where 

knowledge can be created, shared and applied. The review was done on commercial 

organizations while the current study was on the teachers and principals of secondary school 

teachers. 

Equally, Fitz-Enz (2012) did an extensive study on how to measure human resources 

management in ten selected industrial organizations in Canada. The study noted that resource-

based view of the firm strengthens the often repeated statement from the field of strategic 

human resource management that people are highly important assets to the success of the 



79 
 

 
 

organization that should at all cost be retained. Although Fitz-Enz suggested that people are 

the greatest asset to any organizational performance, the rise of human resource management 

in terms of rhetoric at least, has been spectacular.  

On a similar note, Maruping (2012) conducted a study on leveraging human capital and 

employee retention. This was a cross-sectional study which investigated the impact of 

employee turnover on competitive advantage. The study noted that interactions between the 

management and employees on skills and knowledge development are important aspects of 

employees‟ motivation and retention. The study concluded that organizational culture has a 

large impact on both recruitment and retention of employees as well as in generating 

commitment to institutions. This review was done in United Kingdom while the current study 

was in Kenya. Lumuli (2009) equally revealed that teachers feel part of the school system  

when school principals uniformly stress the importance of maintaining familiarity and 

openness across institutional boundaries. Frequent meetings convened by the school 

principals, motivative e-mails, phone calls and informal conversations are key in helping 

bridge any unnecessary gap between the teachers and the administration.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter deals with the procedures that were followed in carrying out the study. It details 

and systematizes the various steps that were followed in the entire research. It includes 

research design, location of the study and population of the study, sample size and sampling 

procedure, research instruments, pilot study, validity and reliability of the research instrument, 

data collection procedure and data analysis techniques. 

3.2 Research design 

The study used a survey research design on the secondary school principals‟ motivational 

rewards on retention. Cohem, Manion and Marrison (2011) defines survey as the method used 

in obtaining information through responses that a sample of individual respondents give to 

questions presented. Mugenda and Mugenda (2003) noted that surveys are the excellent 

vehicles for the measurement of characteristics of large population. The design was 

appropriate because it helped the researcher to obtain information that describes phenomenon 

by asking individual teachers and principals about their perceptions, attitudes, behaviour or 

values related to motivational rewards on retention. 

 

The survey design in this study adopted the descriptive research model which aimed 

at discussing the relationship between motivational rewards and teachers‟ retention.  Best and 

Kahn (2006) states that descriptive research seeks to establish factors associated with certain 

occurrences, outcomes, conditions or types of behaviour. The study was based on a mixed 
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method research approach which is used for collecting, analysing and mixing both 

quantitative and qualitative data in a single study (Cresswell, 2013).  

3.3 Location of the Study  

This study was conducted in Homa Bay County. The county comprises of six sub-counties; 

Suba, Homa Bay Town, Mbita, Ndhiwa, Rachuonyo North and Rachuonyo South. Homa Bay 

County is bordering Migori County to the East, Kisumu County to the North, Nyamira and 

Kisi Counties to the North East. Most people in this region are engaged in fish farming, 

growing of cotton as the cash crop and maize, millet and beans as subsistence crops and a 

number of them keep livestock. Homa Bay County is situated in Nyanza region; it is a 

cosmopolitan region with cultural influences from almost all other parts of the country. It is a 

high potential area in agriculture, especially in production of food and horticultural crops 

from a number of its sub-counties, for instance, Ndhiwa, Rachuonyo North and Rachuonyo 

South. This county lies between latitude of 0
0
15‟ South and 0

0
52‟ North, between longitudes 

34
0 

East and 35
0 

West. It covers an area of 4, 267.1 Km
2
, inclusive of the water surface which 

on its own covers an area of 1, 227 Km
2 

(Homa Bay County Development Profile, 2013). This 

county has a total population of about 963, 794 (male, 48% and females, 52%) according to 

the 2009 national census (Kenya National Bureau of Statistics, 2013).
 

Homa Bay town is the head quarter of the county and the administrative as well as business 

capital of the county. It is the business hub of the county and most neighbouring counties like 

Kisii, Migori and Nyamira do trade with it, hence residents are either in formal employment 

or business. Public schools in this area constitute a large student population coming from 

diverse geographical, cultural and socio-economic backgrounds. Homa Bay sub-county is 
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entirely urban, while the other five sub-counties have vast areas in rural settings, which 

provided valid comparison in the rural-urban dimension, see appendix L.
 

3.4 Population of the Study 

Orodho (2009) defines population as all the items or people under consideration. For this 

study, the target population consisted of six categories of secondary schools in Homa Bay 

County comprising of 2 national schools, 64 county boys‟ secondary schools, 51 county girls‟ 

secondary schools, 110 mixed secondary schools, 37 boys‟ day secondary schools and 31 

girls‟ day secondary schools. This gives a total of two hundred and ninety-five (295) 

secondary schools in the county having 295 principals with 1801 teachers (Education County 

Director‟s Office, Homa Bay County, 2016). This county was chosen because according to 

the records obtained at the regional education office, Homa Bay County was noted to be 

having the highest number of secondary school teachers‟ seeking transfers‟ from one school 

to another. This is presented in Table 1.1 on page 7 in the previous chapter. 
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Table 3.1  

Population of Secondary School Principals and Teachers in Homa Bay County 

Type of School Number of Schools Number of Principals  Number of Teachers 

National 2 2 76 

County Boys Boarding 64 64 534 

County Girls Boarding 51 51 457 

Mixed Secondary 

School 

110 110 368 

Boys Day 37 37 231 

Girls day 31 31 135 

Total 295 295 1801 

Source: Education County Director‟s Office, Homa Bay County, 2016 

3.5 Sample Size and Sampling Procedure  

Mugenda and Mugenda (2003) define a sample as a group obtained from the accessible 

population. Orodho (2009) defines sampling as the process of selecting a sub-set of cases to 

draw conclusions about the entire set. Sampling is essential because one can learn something 

about a large group by studying a few of the cases. According to Krejcie and Morgan (1970) 

cited by Kasomo (2007), the sample size depends on the purpose of the study and the nature 

of the population under scrutiny. For a population of one thousand eight hundred and one 

(1801) teachers, according to the table, three hundred and twenty (320) teachers were 

recommended to be appropriate while for a population of 295 principals, one hundred and 

sixty-nine (169) was appropriate, refer to Table 3.2. Stratified sampling was then used to 

divide the schools into categories of national, county girls boarding, county boys boarding, 
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mixed secondary schools, girl‟s day and boy‟s day secondary schools. This ensured that each 

category of secondary school was adequately represented in respect of all the Sub-Counties.  

 

Table 3.2 

 

Sampling Frame for the Respondents 

 

Categories Target population Sample size Sample % 

School Principals 295                         169 56% 

Teachers 1801                         320 18% 

Total 2096                    489 74% 

 

The simple random sampling technique was then used to get 169 principals and 320 teachers 

in all the categories of secondary schools for which the questionnaires were distributed where 

numbered pieces of paper were folded and picked randomly. This technique equally ensured 

that the entire individuals in the defined population had an equal and independent chance of 

being selected as members of the sample. The study interviewed eighteen (18) principals 

picked from the six sub-counties including the two purposefully picked national school 

principals in Homa Bay County. This was in line with Mason (2010) who acknowledged that 

a sample of 10-20 is an ideal for qualitative interview. Table 3.3 below shows the sample size 

for both teachers and principals used in the study per sub-county for quantitative data. 
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Table 3.3  

 

Sampling Frame Used Per Sub-County 

 

Sub County.   No. of 

Schools 

No. of 

Teachers 

Sampled 

Teachers 

No of 

Principals   

Sampled 

Principals   

Teachers 

Sample % 

Rach North        45 289 51 45 26 17.647 

Rach South        80 539 97 80 46 17.997 

Homa Bay         61 351 62 61 35 17.664 

Ndhiwa 47 242 43 47 27 17.769 

Mbita 32 210 37 32 18 17.619 

Suba 30 170 30 30 17 17.647 

Total 295 1801 320 295 169  

 

Proportionate allocation was used in calculating the sample size for both the teachers, the 

principals and the sample percentage for the teachers per sub-county and the outcome 

presented in Table 3.3 above. 

3.6 Research Instruments 

This study used questionnaires and interview schedule as the instrument of data collection. 

Two sets of questionnaires were used; one for the school principals and another for the 

teachers. The utilisation of structured questionnaires enhanced the objectivity and supported 

statistical analysis. The questionnaire for this study contained pre-developed closed ended 

items and a rating scale with pre-determined response options. Both the secondary school 

teachers and principals responded to the same items. The items were derived from the 

literature review. The instruments were developed after a wide reading in advanced research 

method and consultation made with experts in the Department of Educational Psychology and 
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Science of Rongo University. An interview schedule was administered to 18 sampled 

secondary school principals.  

3.6.1 Questionnaires 

A questionnaire is a research instrument that gathers data over large sample (Kombo & 

Tromp, 2006). The researcher used the questionnaire because it is easy to administer, gives 

the respondent ample time to answer the questions, gives the respondents freedom to express 

their views or opinions and make suggestions (Gay & Airasian, 2000). Two sets of 

questionnaires were used for the two different categories; that is school principals and 

teachers. The questionnaires comprised of both closed and open-ended questions formulated 

by the researcher. The questionnaires contained different sections. For instance, section one 

was designed to gather background information about the respondents while section two had 

questions related to teachers‟ retention captured in different sub-sections. For each of the 

valid respondent‟s questionnaires, all their chosen options were keyed in. Data entry went 

along with coding and transcribing process. The sample questionnaires for secondary school 

teachers and principals are attached to this study as appendix A and B respectively. 

 

3.6.2 Interview Schedule 

Interview schedule was used as a source of data collection to 18 sampled secondary school 

principals. Orodho (2008) describe interview as the experiences of the participants that 

uncover the world. There were structured interviews of approximately thirty minutes from a 

prepared protocol with probing questions. Probing questions were used by the researcher to 

further clarify responses to open ended protocol questions. Probes were also used to aid the 

researcher in reducing the amount of judgment incorporated into the interview. According to 

(Seidman, 2006), researchers should give informants enough time and opportunity to respond 
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to interview schedule without interruption. Each interview was conducted in the participants‟ 

natural setting or locale of their choice and appropriate time given to respondents to give their 

views. The interviews were held individually and recorded with the consent of the 

interviewee. 

 

3.6.3 Pre-Testing of the Research Instruments 

It was feasible to conduct a pilot study to enhance validity of the instrument. This was done in 

twenty selected secondary schools in the six sub-counties of Homa Bay. Ten principals and 

two teachers from each school totaling to thirty (30) respondents were involved. The sampled 

schools, teachers and principals used in piloting were never used in the actual study. The 

reason behind pilot study was to assess the clarity and relevance of the instrument items so 

that those found inadequate were either discarded or modified to improve the quality of the 

research instruments. The items were rephrased and modified to avoid ambiguity before they 

were finally used for data collection thus increasing the validity. The questionnaire was 

assessed for face validity and content validity. Face validity refers to whether the instrument 

appears as though it is measuring the appropriate construct (Polit & Beck 2009). Content 

validity is defined as the sampling adequacy of items for the construct that is measured 

(Bloomberg & Volpe, 2008).  

 

In this study, the researcher submitted the questionnaire to five experts in the field of 

Educational Psychology of Rongo University. Criteria for evaluating the questionnaires were 

provided for by the researcher. The criterion used was related to technical soundness, item 

clarity and relevance of the items to the research topic. The questionnaires were refined by 

incorporating the suggestions of the experts. Most of the recommended changes by the 
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experts were related to minor grammatical aspects and ordering of the research instruments. 

The input of a statistician was also sought to assess the questionnaire to determine whether 

any irregularities existed that would have hindered data-analysis. The statistician did not 

propose any amendments to the already written questionnaires. The principals were equally 

booked and interviewed to test the validity of the questions that were to be used for the 

interview purposes. The interview questions that appeared vague and abstract to the principals 

were modified and made clear before they were finally used in the main study. 

3.7 Validity and Reliability of Research Instruments 

Validity and reliability of the research instruments were ensured by the researcher.  

3.7.1 Validity of Questionnaires 

According to Best and Kahn (2006) validity is the degree to which a test measures what it 

purports to measure. Mugenda and Mugenda (2003) define validity as the degree to which 

results obtained from the analysis of the data represent the phenomenon under study. Validity 

therefore is to do with how accurately the data obtained in the study represents the variables 

of the study. This study adopted content validity which was used to show whether the test 

items represented the content that the test was designed to measure (Best & Kahn, 2006). The 

researcher also sought expert opinion and guidance from the supervisors and lecturers in 

Rongo University, department of educational psychology and science to ensure face and 

content validity. 

3.7.2.  Reliability of the Research Instruments 

Reliability refers to the consistency and stability of data collection instruments against chance 

factors or environmental conditions (Frankel & Wallen, 2009). The extent to which results are 
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consistent over time and an accurate representation of the total population under study is 

referred to as reliability and if the results of a study can be reproduced under a similar 

methodology, then the research instrument is reliable. Joppe (2000) earlier observed that 

reliability test is important as it helps the researcher to minimize against random errors that 

may produce inconsistencies in measurements which would affect the reliability of data 

collected. It therefore helps the researcher to deal with errors from inaccuracy of the 

instruments, coding, ambiguous instructions to the respondents, interviewee‟s fatigue and 

interviewers‟ bias.  

 

In this study, internal consistency reliability of the instruments was obtained by computing 

Cronbach‟s alpha (α) using SPSS. An internal consistency refers to what level do the items of 

the subscale „hang together.‟ It reflects on whether all items in the subscale measures the 

same underlying construct and the most accurate indicator of internal consistency is 

Cronbach‟s alpha Coefficient. The Cronbach‟s Coefficient Alpha was calculated to test the 

reliability of the questionnaire with specific reference to its internal consistency. It is the 

commonly used statistic for evaluating internal consistency which reflects reliability statistics. 

It indicates the magnitude to which the various items of the sub-scales measure the constructs 

of the indicators. The researcher computed the reliability for multi-item opinion items for all 

the subscales in the principal and teacher questionnaires. Given that the items of each sub-

scale in both principal and teacher questionnaires were the same, a combined test of internal 

consistency was performed using all the respondents. Mugenda and Mugenda (2003) posit 

that a reliability coefficient of above + 0.60 is adequate. Table 3.4 indicates the Cronbach‟s 

Coefficient Alpha scores of the various subscales of the instrument in this study. 
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Table 3.4  

 

Cronbach’s Alpha Results for the Questionnaires 

 

Scale No. 

Items 

Cronbach‟s 

Alpha 

Cronbach's Alpha Based 

on Standardized Items 

School Environment Characteristics 12 .705 .713 

Teacher Recognition by Principal 12 .811 .819 

Promotional Opportunity 10 .830 .826 

Leadership Behaviour 

Profile of Teacher Retention 

14 

     11 

.793 

.660 

                 .803 

.678 

 

Table 3.4 which shows the Cronbach‟s Alpha for the questionnaires reveals that the 

instruments were reliable enough for the study because all the sub-scales met the threshold of 

internal consistence.  For example, the promotional opportunities subscale in the 

questionnaire had good internal consistency, α = .830; all the items of this sub-scale appeared 

to be worthy of retention. The Alpha value would not increase by deleting any of the 10 items. 

It was also noted that all items correlated with the total scale to a good degree. 

 

Similarly, the internal consistencies for the other subscales were established to be of 

acceptable consistency levels. For example, the subscale school environmental characteristics 

which consisted of 12 items had Cronbach‟s Alpha of α = .705, the teachers‟ recognition by 

the principals‟ sub-scale consisting of 12 items had α = .811 and leadership behaviour 

composed of 14 items had Cronbach‟s alpha of α = .793. On the same note, the internal 

consistency of the sub-scale profile of teacher retention in questionnaire, which was .660 

though the least still met the threshold of adequate consistency, as shown in the Appendix F. 
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Given the fact that in all cases Cronbach‟s Alpha were greater than the threshold, a conclusion 

was reached that the research instruments for both principals and teachers were reliable 

enough to generate appropriate data. None of the items required to be removed from 

questionnaire based on the reliability scores for individual items. 

3.7.3 Trustworthiness of Qualitative Data  

According to Lincoln and Guba (1985) qualitative data must be credible, dependable, 

transferable and confirmable (refer to Table 3.5). To ensure this, the researcher assured the 

respondents of confidentiality of the findings. This made the respondents open up and give 

truthful responses which could be dependable, transferrable, credible and confirmable.  

Table 3.5  

Trustworthiness Criteria and Techniques for establishing them 

Criteria  Techniques 

Credibility 

(internal validity) 

 

 

Transferability (external validity) 

Dependability (reliability) 

 

Confirmability (objectivity) 

 

 

All 4 criteria 

1) Prolonged engagement 

2) Persistent observation 

3) Triangulation (sources, methods, investigators) 

4) Peer debriefing 

5) Negative case analysis 

6) Referential adequacy (archiving of data) 

7) Member checks 

8) Thick description  

9) Overlap methods (Triangulation of methods) 

10) Dependability audit 

- examining the process of the inquiry (how data 

was collected; how data was kept; accuracy of 

data) 
11)  Confirmability audit 

- examines the product to attest that the findings, 

interpretations & recommendations are 

supported by data 

12)  Reflexive journal (about self & method)  

 

Source: Lincoln & Guba‟s (1985) pg 47 
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3.8 Data Collection Procedure 

The researcher sought permission from the School of graduate studies of Rongo University to 

conduct the research. The researcher then sought a research permit from the National 

Commission for Science, Technology and Innovation (NACOSTI) before embarking on the 

study. This was followed by courtesy calls to the County Commissioner (CC) and County 

Director of Education, Homa Bay County to seek their permission before the commencement 

of the study. A prior visit to the principals of the sampled schools was made to book 

appointments with them on when to administer the instruments. The researcher through the 

principals asked the teachers to fill the questionnaires. The respondents were assured of 

utmost confidentiality in regard to their identities. The respondents were given time to fill and 

complete the questionnaires before handing them over to a central point convenient for easy 

collection by the researcher. The completed questionnaires were then collected after two days 

from the time of distribution. 

3.9 Data Cleaning  

In scoring, the quantitative data was scored in a comparative analysis format. This involved 

the collection of data from different respondents (teachers and principals) who also belonged 

to different strata of secondary schools to identify similarities and differences. The variables 

scored in this section were: school environmental characteristics on teacher retention, 

principals‟ recognition on teacher retention, staff promotional opportunities on teachers‟ 

retention and principals‟ leadership behaviour on teachers‟ retention.  

The respondent questionnaires were subjected to data inspection after which questionnaires 

with missing data and those with missing pages selected options were separated from those 

that were with complete selected options for each question. Questionnaire checking which 
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involved eliminating unacceptable questionnaires was done. A few questionnaires which were 

found to be having missing data and not directly contributing to the research objectives were 

discarded. 

To make the data compatible with SPSS program, each respondent‟s questionnaire was given 

its distinct code identity. For each of the valid respondent‟s questionnaires, all their chosen 

options were keyed in. For each variable, the following were set and fixed as in accordance 

with the APA format. Data entry went along with coding and transcribing process. After data 

entry, data cleaning process followed suits; it was necessary to find and eliminate errors in the 

data. The process involved detecting impossible or incorrect values for specific variables, 

cases in the data which met exclusion criteria and could not be in the study, duplicate cases, 

missing data and outliers and skip-pattern or logic breakdowns.  

Further inspection was done by choosing six questionnaires at random and then confirming 

from the prepared data if they were correctly keyed in. This was then used to produce the 

primary data matrix analysis or logical analysis and categorization which helped represent the 

cause and process in a tabular or graphical manner. This approach helped make easier for 

triangulation of the findings during the analysis stage.  

On the qualitative data, scoring was done using constant comparison approach (Grounded 

theory). The variable in this section was influence of school measures on retention of 

secondary school teachers. This involved simultaneous collection and analysis of data through 

interview schedule. The researcher tape recorded the data collected to identify theoretical and 

analytical codes. A Microsoft excel database divided the responses by theme, school type and 

by gender. Each theme represented the findings and effectively illustrated the measures used 

by principals on retention of secondary school teachers.  
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To maintain fidelity of the open ended responses, the researcher analysed the responses by 

reading the answers initially and listening to the recorded version for completeness to verify 

their usability in the study. Subsequent readings narrowed the focus of the responses, 

identified the themes and broken data into manageable units to enhance comparison and 

analysis.   

3.10 Methods of Data Analysis 

Cohen, Manion and Marrison (2011) assert that after data has been collected, editing should 

be done to identify and eliminate errors made by respondents’. This ensured the completeness 

of all questions, if answered accurately and if the respondents interpreted instructions and 

questions uniformly. For good data management, responses of respondents‟ were coded in to 

enable data capturing in Statistical Package for Social Sciences spread sheet. The data got 

from the questionnaires were analysed quantitatively while data from the interviews were 

analysed qualitatively. Quantitative data were analysed using the SPSS version 22. As Martin 

and Acuna (2002) observe, SPSS can handle large amount of data and given its wide 

spectrum of statistical procedures purposefully designed for social sciences for which the 

study belong, it is also quite efficient. This processed the frequencies, percentages, mean and 

standard deviation which the researcher used to discuss the findings. Tables, bar graphs and 

pie charts have been used in the presentation of the data. The qualitative data has been 

categorized according to themes from the objective five (5) tested thematically. 

3.10.1 Quantitative Data Analysis 

Both descriptive and inferential statistics were used in data analysis. Descriptive statistics was 

used to generate frequency tables, percentages, mean and standard deviations to explain 

various attributes of the variables under study. The descriptive statistics was used to explore 
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constructs of the variables of the study, to create understanding of the state of affairs as it 

were in line with the objectives of the study. On the other hand, the inferential statistics was 

used in making inferences and drawing conclusions. All data was analysed at a level of 

significance at 95% (or α = 0.05). This value was chosen because it was the most popular and 

acceptable level of significance test. By this testing level, the researcher allowed 5% per cent 

error margin. This meant that the results were 95% true as was found. Statistical tests, Pearson 

product-moment of correlation was used to investigate the relationship between the 

independent variable and the dependent variable according to the objectives. Scatter plot was 

used to further show the graphical relationship between the two variables. Coefficient of 

determination helped in estimating the influence of independent variable on dependent 

variable while ANOVA was used to determine whether independent variable were a predictor 

of dependent variable (teacher retention). Linear regression was calculated to establish the 

actual influence of the independent variables on teacher retention.  

 

Table 3.6 below shows the data analysis matrix which involved the testing of the research 

hypotheses. The data for each sub-scale was converted into continuous scale by getting mean 

of responses frequencies. Since the questionnaire had a 5 likert scaled items, the maximum 

score which could be obtained was 5 and the minimum score was 1. Therefore the mean 

scores on the responses were obtained for each participant in an interval ratio scale 

measurement. 
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Table 3.6 

  

Data Matrix Analysis 

 

Research Hypothesis Independent 

Variable 

Dependent 

Variable 

Data Collection 

Tool 

Scale of 

Measurement 

Statistical test 

There is no significant 

relationship between 

school environmental 

characteristic and 

teacher retention 

School 

environment 

Teacher 

retention 
Questionnaire Continuous  

Frequencies %, 

Means, Standard 

Deviation, 

Pearson 

Correlation, 

ANOVA and 

Regression 

Analysis 

There is no significant 

relationship between  

principal‟s recognition 

and teacher retention 

Principal‟s 

Recognition 

Teacher 

retention 
Questionnaire Continuous  

Frequencies %, 

Means, Standard 

Deviation,  

Pearson 

Correlation 

ANOVA and 

Regression 

Analysis 

There is no significant 

relationship between  

promotional 

opportunities and 

teacher retention 

Promotional 

opportunities 

Teacher 

retention 
Questionnaire Continuous  

Frequencies %, 

Means, Standard 

Deviation, 

Pearson 

Correlation 

ANOVA and 

Regression 

Analysis 

There is no significant 

relationship between  

leadership behaviour 

and teacher retention 

Leadership 

Behaviour 

Teacher 

retention 
Questionnaire Continuous  

Frequencies %, 

Means, Standard 

Deviation and 

Independent 

sample t-test 

Overall Model 

-School 

environment                     

-Recognition       

-Promotion                   

-Leadership   

behaviour 

Teacher 

retention 
Questionnaire Continuous  

Multiple 

Regression model 

 

Pearson Product Moment correlation was used in objective 1, 2 and 3 to determine the 

relationship between the independent variables (School Environmental characteristics, 

Principals‟ Recognition, and Promotional Opportunities) and the dependent variable 

(Teachers‟ Retention). For the objective 4, an independent sample t-test was used to 

investigate the presence of significant relationship between leadership behaviours and 
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teacher retention. In objective 5, descriptive statistics were used to explore the respondents‟ 

views on measures used by principals to enhance teachers‟ retention in secondary schools.  

Finally, a multiple regression was used to find out how well the set of independent variables 

was able to predict the level of retention. A multiple regression was used because it provided 

the information about the model as a whole. It also provided information on the level of 

relative contribution of each of the variables that made up the model (individual subscales). 

Specifically, multiple regression was used to address how well the set of variables was able 

to predict teachers‟ retention and which variable in a set of variables was the best predictor of 

the dependent variables. 

3.10.2 Qualitative Data Analysis  

 

Qualitative data from the interview was analysed using thematic analysis. This method helps 

to analyse data in four major stages which includes data reduction to avoid bulky and 

unnecessary data, display of data which involves data coding, drawing conclusions from the 

data collected and verifying of the data to establish inconsistent responses. A Microsoft excel 

database grouped the responses by school type, theme and gender. Thematic analysis helps to 

graphically display relationship between the independent and dependent variables hence it 

enabled the study to correlate rewards and secondary school teachers‟ retention. It is more 

concerned with reliability than word based analysis because more interpretation goes in 

defining the data item. It is the commonly used method of analysing qualitative data research.  
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Table 3.7  

Sample of Excerpts, Themes and Codes from Qualitative Data Analysis 

Verbatim excerpts Themes or sub themes Codes 

For my school, to retain my teachers, I 

believe in empowerment and delegation 

of duties to each and every teacher.  

When the school has a culture of 

empowering his teachers, greater 

loyalty and extra effort for the 

institution is developed. I have created 

in my teachers thorough mentoring 

programmes and close departmental 

follow-ups and meaningful regular staff 

meetings which have immensely 

resulted into attracting and keeping 

good teachers. 

School Culture Theme SCT 

Teachers like working with principals 

who creates environment for proper 

listening without being judgmental.  

As a leader, I incorporate one or more 

of my teachers while making key 

decisions in the school. I ensure that 

power and authority is decentralized. 

Leadership Decision Theme LDT 

 

In this school teachers expect me to act 

as a mirror to copy. I always give 

instructions by self-performance.  

I always encourage and help my 

teachers to work extra hard to meet 

their set goals and objectives. I 

encourage interaction between the 

leadership and teaching staff.  I always 

encourage teachers to work freely to 

enhance their performance.  

 

Principals Role  Modeling 

Theme 

 

PRMT 
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3.11 Ethical Considerations 

Rongo University and the APA mandate ethical principles for all research conducted is 

aligned to the university‟s institutional review board; therefore, requiring the completion of an 

official application prior to the collection of data. The review board guidelines are based on 

three ethical principles: respect for the persons participating (their consent, right to privacy, 

and anonymity), beneficences (weighing the benefits of the research versus the risk to 

individuals and justice (equity of participation in a study), Creswell (2013).  

 

The purposeful participants consented to participate in the interviews as described in the 

consent document. Each participant was required to volunteer for participation in response to 

the receipt of a recruitment letter sent to sampled respondents. The researcher gave a verbal 

explanation of the research study, explaining the requirements for participation, purpose of 

the study and the right to or not to participate, if desired. Upon agreement, an appointment 

was arranged to conduct the interview. On arrival in the chosen schools, each participant was 

given an informed consent form to review and sign before the interview and filling of the 

questionnaires. The consent form outlined the rights of the participants, purpose and 

procedures of the study, anonymity and benefits of the study. The title, official approval 

stamp of the institution and telephone numbers for further communication appeared on the 

consent document. The researcher ensured that all the documents were secured in locked 

cabinet and assigned pseudonyms to conceal the personal identity of each participant. All hard 

copies of the data including tape recordings were secured and the electronic documents kept 

on a password controlled computer which could only be retrieved by the researcher. 

 



100 
 

 
 

CHAPTER FOUR 

FINDINGS, INTERPRETATION AND DISCUSSION 

4.1: Introduction 

This chapter presents the research analysis, findings and interpretations of the study. The 

chapter have been sub-divided into sections and subsections. The demographic information of 

the respondents such as gender, age, professional qualifications and type of school of the 

respondents are presented first. After the demographic characteristics, findings, analysis, and 

interpretations were discussed and presented based on the study objectives and hypotheses. 

The quantitative data was analysed using both descriptive and inferential statistics.  

 

The descriptive statistics was used to summarize the constructs of the variables used in the 

study to create understanding of the situation as it were based on the objectives of the study. 

These are presented in form of graphs, charts, frequency tables, means and percentages. On 

the other hand, the inferential statistics is used to help make inferences and draw conclusions 

from the study findings. Statistical tests, Pearson Product Moment of Correlation Coefficient, 

were used to establish the relationship between the dependent variable (teacher retention) and 

the independent variables. Independent t-test was used to investigate whether there was any 

statistically significant difference in teacher retention given the leadership behaviour of the 

principal.  

 

A multiple regression was conducted to investigate how well the set of the independent 

variables could predict the level of teacher retention. All tests of significance were computed 

at α = 0.05 significance level. The Statistical Package for Social Sciences (SPSS) version 22 

was used to analyse the data. This chapter also presents qualitative results and discussions as 



101 
 

 
 

collected from in depth interviews from eighteen (18) purposively selected Principals. The 

chapter highlights verbatim excerpts from the Principals while analysing their reaction to the 

interview schedule and teachers retention in general. A thematic approach was used to analyse 

qualitative data. 

4.2: Demographic Information of the Respondents 

A sample of 169 principals and 320 teachers totalling to 489 respondents were used for the 

study. The return rates of the questionnaires were 422 out of the total 489 translating to 86.3% 

far above the threshold. The summary of the questionnaires return rate is as indicated in Table 

4.1. 

4.2.1: Questionnaire Return Rate 

Table 4.1 shows the summary of return rate of questionnaires from the respondents. The table 

reveals that the questionnaires were adequate for the study. 

Table 4.1  

 

Summary of Return Rate of Questionnaires 

  

Respondents  Questionnaires 

administered 

Questionnaires 

returned 

Return rate 

(%) 

Principals 169 157 92.9 

Teachers 320 265 82.8 

Total 489 422 86.3 

 

Out of 169 questionnaires administered to the principals, 157 of them were returned for data 

analysis which translates to 92.9% response rate. On the same note, 82.8% of the teacher 

respondents‟ questionnaires were returned. In overall, 86.3% of all the questionnaires were 

returned for analysis. This was considered quite satisfactory because according to Oso and 
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Onen (2011) the acceptable response rate for survey questionnaire administered personally by 

the researcher is achieved when the questionnaire return rate is above 70%. This was achieved 

because the instruments in this study were personally administered by the researcher to the 

respondents.   

4.2.2: Gender of the Respondents 

The study sought to find out the distribution of gender among the teachers and principals of 

secondary schools in Homa Bay County. The information on gender distribution was 

considered important because the gender of a principal or of a teacher may negatively or 

positively influence his or her orientation towards being in a school. In addition, satisfaction 

on rewards as a way of retaining a teacher in a school may be influenced by the gender of the 

teacher. This therefore means that this study must show that all gender was represented in the 

study as shown in Figure 4.1. 

 

Figure 4.1: Respondents’ Gender Distribution   

    

The findings of the study show that there was a remarkable disparity in terms of the number 

of female teachers and their male counterparts in Homa Bay County, with the number of 

92 (58.6%) 

164 (61.9%) 

65 (41.4%) 
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males more than females, as shown in Figure 4.1. For example, only three out of every ten101 

(30.1%) of the teachers were females. This situation was replicated in the number of the 

principals. This finding agrees with the generally held opinion that teaching profession is a 

female dominated field. However, it is clearly shown that although males formed majority of 

respondents, both gender took part in the study. This indicates that the findings of this study 

represent the views of both genders.  

4.2.3: Age of the Respondents 

The researcher explored the ages of the principals and teachers who took part in the study as it 

was considered an important influencing factor in the aspect of appreciation of reward as a 

motivational factor against teachers seeking for transfer to other schools. Use of varied age 

groups would certainly limit the risk of thinking that people of the same ages may have 

similar inclination towards motivational rewards regarding curbing teachers‟ seeking for 

transfers.  

Table 4.2  

 

Age of the Respondents 

 

Principals (n=157) Teacher (n=265) 

Years F % Years F % 

36-40 23 14.6 20- 30  125 47.2 

41-45 61 38.9 31-40 105 39.6 

46- 50 52 33.1 41-50 29 10.9 

> 50  21 13.4 > 50  6 2.3 

Total  157 100.0 Total 265 100.0 

 

The findings of the study indicate that a significant majority of the teachers in Homa Bay 

County were generally younger than their principals. This was confirmed by nearly a half, 
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125 (47.2%) of the teachers who took part in the survey who were in the age group of 20-30 

years, while the youngest age group among the principals, 36-40 was only represented by 23 

(14.6%) of the principals who took part in the survey. In fact, whereas only 35 (13.2%) of the 

teachers who were sampled for the study were aged 41 years and above, an overwhelming 

majority 134 (85.4%) of the principals were of the same age. This finding reflect the fact that 

experience is usually accumulated over the years because for a teacher to be appointed in the 

position of a principal he or she must have enough experience as a teacher which largely 

correlates with age. However, what was clearly revealed by exploratory data analysis was that 

all the age groups were represented in the study; hence generalization of the results is 

acceptable.    

4.2.4: Professional Qualifications of the Respondents 

The study investigated the professional qualification of the principals and teachers who were 

involved in the study. The knowledge of the level of professional qualification of the 

respondents was considered vital for the study. It was considered key in understanding of the 

rewards by principals on teachers‟ retention. The respondents‟ professional qualification was 

summarized in Table 4.3. 

 

Table 4.3  

Educational Level of the Respondents 

  

 

 

 

 

 

 

 

 

 

 

Principals (n=157) Teacher (n=265) 

Years F % F % 

Diploma 6 3.8 50 18.9 

Graduate 95 60.5 187 70.6 

Post Graduate 55 35.0 23 8.7 

Others 1     0.6 5 1.9 

Total  157 100.0 265 100.0 
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The exploratory data analysis as in Table 4.3 reveals that majority of the teachers and their 

principals were holders of bachelor of education degrees. This was reflected by the fact that 

about three out of every five 95 (60.5%) of the principals who took part in the study were 

graduates. Similarly, seven out of every ten 187 (70.6%) of the teacher respondents were first 

degree holders. However, it was established by the findings of the study that 55 (35.0%) of 

the principals were post graduate degree holders compared to their teachers 23 (8.7%). On the 

contrary, whereas only 6 (3.8%) of the principals were diploma holders, nearly a fifth (50, 

18.9%) of the teachers had diploma as their highest professional qualifications, see Table 4.3 

above. These qualifications outlined clearly indicate that both the principals and the teachers 

could be well knowledgeable of the motivational rewards appropriate for teachers‟ retention. 

4.2.5: Experience in Teaching Profession 

The study sought to establish the length of time the respondents had worked as teachers. The 

knowledge on the level of experience of the respondents was considered important for the 

quality of data collected for the study. Understanding of the rewards by the principals and its 

effect on teacher retention was considered dependent on the experience of the teachers in the 

profession. Table 4.4 summarizes the respondents years of experience in the teaching 

profession. 
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Table 4.4  

 

Years of Experience in Teaching Profession 

 

 Principals (n=157) Teachers (n=265) 

Length of time f % f % 

Below 5 Years 3 1.9 153 57.7 

6- 10 Years 15 9.6 68 25.7 

11- 15 Years  34 21.7 29 10.9 

16-20 Years 63 40.1 6 2.3 

21-25 Years 26 16.6 2 0.8 

>26 Years 16 10.2 6 2.3 

Total  157 100.0 265 100.0 

 

 

The findings of the study show that although majority of the principals in Homa Bay County 

had a lot of experience in the teaching profession, many of their teachers had little experience. 

For example, whereas only 18 (11.5%) of the principals had teaching experience of less than 

ten years, a significant majority 221 (83.4%) of the teachers only had ten or less years in the 

profession. On the contrary, while about two out of every three 105 (66.9%) of the principals 

who took part in the survey had experience as teachers for more than 15 years, only 14 (8.9%) 

of their teachers had similar years of experience in the profession. This meant that the 

principals had a lot more of experience in dealing with the teachers and kinds of motivational 

rewards appropriate for the teaching work force. Experience in the teaching is considered an 

important aspect in understanding the needs of the teachers in regard to rewards that is likely 

to motivate the teachers.  
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4.2.6: Experience as Principals 

The study sought to find out how experienced the principals who took part in the study were. 

The findings showed that most of the principals in Homa Bay County had experience of not 

more than ten years. This is indicated in Figure 4.2 which shows the summary of the number 

of years the principal respondents had served as principals. 

 

 

Figure 4.2: Experience as Principals (n=157) 

 

Figure 4.2 indicate that most 78 (49.7%) of the principals who took part in the study had 

experience of below 5 years and only 6 (3.8%) of them had experience of above 15 years. The 

little experience among most of the principals may be interpreted to mean that most 

principals‟ in Homa bay County lack of adequate familiarity with the teachers motivational 

reward interests. This lack of experience in giving motivational reward to teachers when they 

deserve, could lead many teachers to seek for transfers from these schools whose principals 

are not sensitive to teachers‟ needs. 

< 5 Years  
78 (49.7%) 

6-10 Years 
60 (38.2%) 

11-15 Years  
13 (8.3%) 

16-20 Years  
4 (2.5%) 

> 20 Years 
2 (1.3%) 
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4.2.7: Type of Schools involved in the Study 

The study investigated the type of the schools where the data were collected from, that is, the 

schools of the respondents. This information was deemed necessary because the type of a 

school could influence the length of time a teacher takes in the school before seeking transfer 

to another school. The type of school was equally a necessary consideration to enable 

generalization in the findings. 

 

 

Figure 4.3: Type of School used in the Study  
 

These factors may confound principals‟ motivational rewards in curbing teachers‟ transfer 

from one school to another through request for transfers. Hence, the information on the type 

and location of the schools whose principals and teachers took part in the study was 

necessary. It was established that, although 37.6% (99) secondary schools involved in the 

study were mixed secondary schools as indicated by the chart in Figure 4.3, other types of 

secondary schools were also represented in the study. Boarding county schools for both boys 

and girls, 106 (43.8%) were involved in the study.  Likewise, there were day schools for both 

girls and boys, 48 (18.4%) which took part in the study.  Hence, the conclusion from this 

finding is that the schools that were sampled for the study represented all the types of the 

secondary schools in Homa Bay County almost in proportionate nature. This implies that the 

0

10

20

30

40

50

60

National County

Boys

County

Girls

Mixed Boys

Days

Girls

Days

47 (17.8%) 

69 (26.%) 

99 (37.6%) 

28 (10.8%) 
20 (7.6%) 



109 
 

 
 

findings on the effect of rewards by principals on teachers‟ retention represent the views of 

the principals and teachers from the county without biasness in regards to the type of the 

school. The knowledge of school type in this study is in line with the study of Majanga, 

Nasongo and Sylvia (2010) on the effects of class size on classroom interaction during 

Mathematics discourse, where the results showed that when schools are restructured to make 

the number of students per class smaller and manageable, more highly qualified teachers are 

even more motivated to stay in these schools due to manageable workload.  

4.2.8: Length of Time in the Current School 

On the length of time the respondents had served in their current schools, the findings of the 

study reveal that many of the principals, like their teachers, had only stayed in their current 

schools for relatively shorter periods as indicated in Table 4.5 below. 

Table 4.5 

  

Length of Service of Respondents in the Current School 

  

 Principal (n=157) Teacher (n=265) 

Length of time F % F % 

Below 5 Years 132 84.1 199 75.1 

6- 10 Years 24 15.3 58 21.9 

11- 15 Years  1 0.6 5 1.9 

16-20 Years 0 0.0 3 1.1 

>20 Years 0 0.0 0 0.0 

Total  157 100.0 265 100.0 

 

The findings of the study indicated that majority, 132 (84.2%) of the principal respondents 

had served in their current schools as principals for only 5 or less years. Similarly, three 

quarters 199 (75.1%) of the teachers had served in their schools for same period. These 
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findings imply that many teachers in Homa Bay County do not stay for a long period in their 

schools, an indication of possible high attrition rate among the teachers and their principals.  

4.3: The Findings on Teachers’ Retention in Secondary Schools of Homa Bay County. 

The study explored the profile on teachers‟ retention in secondary schools of Homa Bay 

County given that it was the dependent variable of the study. It was investigated by use of 11 

items in a questionnaire that was administered to both the principals and their teachers. The 

respondents were presented with statements whose constructs were related to facts or 

perceptions linked to teacher retention and transfers in secondary schools.  They were Likert-

scaled item type statements, in which respondents choose from 5-point scores; Strongly Agree 

(SA), Agree (A), Undecided (U), Disagree (D) and Strongly Disagree (SD). The respondents 

scored on each statement in regards of their perception on the statement regarding retention 

and transfer. The researcher computed percentage frequencies of the responses from the 

principals and their teachers separately as tabulated in Table 4.6 and 4.7. 

4.3.1: Principals’ Views on Teachers’ Retention or Transfers 

The findings of the study revealed that most secondary schools in Homa Bay County are 

affected by teacher transfers. This was reflected by the principals‟ views summarized in Table 

4.6 below. 
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Table 4.6 

Descriptive Statistics and Principals’ Responses on Teachers’ Retention (n=157)  

Key: SA-Strongly Agree, A-Agree, U-Undecided, Disagree and Strongly Disagree  
 

The findings of the study confirmed that teachers‟ transfer is a serious problem in most of the 

secondary schools in Homa Bay County. For example, it emerged that most teachers in the 

schools where this study was conducted were new members. This fact was confirmed by 

about four out of every ten 65 (40.7%) of the principals who were sampled in the study agreed 

Item  

 

SA A U D SD Mean Std. 

Dev. 

Most teachers in this school are new 

members 23 

(14.6%) 

41 

(26.1%) 

16 

(10.2%) 

57 

(36.3%) 

20 

(12.7%) 
2.94 1.31 

A good number of teachers who have 

gone on transfer from this school do 

initiate their transfers 

26 

(16.6%) 

39 

(24.8%) 

23 

(14.6%) 

52 

(33.1%) 

17 

(10.8%) 
3.03 1.29 

Provision of housing to teachers by 

the school helps to retain teachers 

from requesting to be transferred  

 

 

42 

(26.8%) 

67 

(42.7%) 

19 

(12.1%) 

23 

(14.6%) 

6  

(3.8%) 
3.74 1.12 

Leadership style of the principal can 

affect teachers requests for transfers 

to other schools 

77 

(49.0%) 

62 

(39.5%) 

13 

(8.3%) 

5 

(3.2%) 

0  

(0.0%) 
4.34 0.76 

A part from the salaries, the extra 

financial benefits given to teachers 

can make them not ask for transfers 

to other schools  

74 

(47.1%) 

64 

(40.8%) 

9 

(5.7%) 

8 

(5.1%) 

2    

(1.3%) 

4.27 0.88 

Recommendations for promotion by 

the school principal can make 

teachers work with such principals 

88 

(56.1%) 

55 

(35.0%) 

8 

(5.1%) 

5 

(3.2%) 

1  

(0.6%) 
4.43 0.78 

Availability of teaching learning 
materials can make teachers prefer 

working at such schools 

66 

(42.0%) 

67 

(42.7%) 

16 

(10.2%) 

6 

(3.8%) 

2  

(1.3%) 
4.20 0.87 

Most teachers like working in schools 

where there is peace and good 

security 

100 

(63.7%) 

51 

(32.5%) 

5 

(3.2%) 

1 

(0.6%) 

0  

(0.0%) 
4.59 0.59 

Extra workload and size of the class 

taught by a teacher can make them 

ask for transfers to other schools 

46 

(29.3%) 

65 

(41.4%) 

22 

(14.0%) 

17 

(10.8%) 

7  

(4.5%) 
3.80 1.11 

Proper recognition to teachers by the 

principals makes teachers like 

working at such schools 

60 

(38.2%) 

80 

(51.0%) 

7 

(4.5%) 

7 

(4.5%) 

3  

(1.9%) 

4.19 0.86 

Teachers do not like rewards based 

on performance appraisal  

42 

(26.8%) 

44 

(28.0%) 

23 

(14.6%) 

32 

(20.4%) 

16 

(10.2%) 

3.41 1.34 
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that most of their teaching staffs were new. This fact was reflected by the least mean of 2.94 

and considerably large standard deviation of 1.31. On the scale 1-5 on the teacher retention 

rating, the mean of 2.94 implied fairly low retention rate. Although this finding resonates with 

exploratory data analysis of the demographic characteristics of the respondents which 

revealed that many members of staff were new, nearly a half 77 (49.0%) of the principals 

negated the claim that most of their staff were new. This implies that there is rampant teacher 

turnover. 

 

However 16 (10.2%) of the principals who took part in the survey were undecided on that 

matter. Although, 69 (43.9%) of the principals denied that most of the teachers who had gone 

on transfers had initiated such transfers on their own. A significant proportion of 65 (41.1%) 

principals agreed that many of the teachers who had left their school had initiated such 

process on their own; this could mean dissatisfaction with the work place.  

 

These principals argued that some of the reasons for teacher transfer from their school were 

beyond their scope. Despite the principals‟ ability to encourage and empower teachers to 

show their own abilities as a way of improving retention of teachers within a school, the 

findings of the study indicated that some other factors accounted for substantial number of 

transfers. For instance, nearly seven out of ten 107 (69.5%) translating to mean of 3.74 

(SD=1.12) of the principals held a perception that provision of housing to teachers by the 

school helps to restrain teachers from requesting to be transferred, yet most of the schools in 

Homa Bay County lack adequate and suitable housing facilities for their teaching staff (Refer 

to Table 4.6). This could have been due to varied reasons such as lack of adequate land for 

building teachers houses, lack of enough funds for putting up such structures among other 

reasons. In addition, the findings of the study confirmed that most teachers would like to work 
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in schools where there is peace and good security. This point of view had a resounding 

support from an overwhelming majority, 151 (96.3%), of the principals who unanimously 

agreed that teachers, like everyone else, would wish to work in schools where their security is 

guaranteed. The issue of insecurity appeared not to be a threat to teachers in Homa Bay 

County apart from incidences of insecurity caused by striking students in some secondary 

schools. 

 

It also emerged from the principals that teachers require more salaries and wages to enjoy 

being in a certain school. This reverberated with the findings of the study which show that 

nearly nine out of every ten 138 (87.9%) with a mean of 4.27 (SD=.88) of the principals held 

a general agreement that a part from salaries, extra financial benefits like remedial teaching 

payments, staff welfare and out of school paid recreational trips, among other benefits can 

make teachers not ask for transfers to another school. This finding agrees with Demir (2008) 

study in Turkey which noted that remuneration and extra monetary rewards contributes to 

teachers‟ self-efficacy and high teachers‟ retention. However, these extra financial benefits 

may be lacking in many of the secondary schools in Homa Bay County due to Kenyan strict 

educational policies which control the levies charged on parents which have no provisions for 

extra charges to reward teachers. 

 

The results of the study also indicate that availability of adequate and appropriate teaching 

and learning materials coupled with workload had significant influence of teacher retention, 

as reflected by a mean of 4.20 (SD=.87). This finding was in agreement with Waititu (2013) 

who found that aspects like inadequate workplace resources, administrative problems, heavy 

workload and lack of involvement in decision making bring job dissatisfaction to employees 

and may lead to transfers to another organization with better reward system. This was 
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confirmed by a significant majority, 133 (84.7%) of the principals who agreed with the 

assertion that presence of learning and teaching materials can make teachers prefer working at 

some schools. Similarly, almost the same proportion of the respondents held a belief that extra 

workload and size of the class taught by a teacher can make them ask for transfers to other 

schools where the workload is manageable.  

 

It also emerged that a significant majority which constituted of the principals 140 (89.2%) 

were of the general opinion that appropriate recognition given to teachers‟ efforts by the 

principals motivate teachers in their works. This concurs with the arguments advanced by 

Herzberg (1959) Two Factor Theory that individuals are motivated at work when higher-level 

psychological needs like recognition, achievements, empowerments and advancements are 

gratified. On the same note, a principal who is known to always recommend her or his 

teaching staff for promotion tend to make teachers enjoy working in such schools. This was 

observed by more than half, 88 (56.1%) of the principals. Again, this view was in agreement 

with Herzberg Two Factor Theory (1959) which had suggested that to improve job attitudes, 

retention and productivity, school principals must attend to both sets of characteristics without 

making assumption that an increase in satisfaction leads to decrease in un-pleasurable 

dissatisfaction or dissatisfaction to work in an institution or school. 

4.3.2: Teachers’ Views on Teachers’ Retention or Transfers  

The study revealed that teachers‟ views on retention were almost like the views of the 

principals, as indicated by mean retention rating ranging from 3.14 to 4.59, as summarized in 

Table 4.7 below.  
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Table 4.7 

Descriptive Statistics and Teachers Responses on Teachers’ Retention (n=265) 

Key: SA-Strongly Agree, A-Agree, U-Undecided, Disagree and Strongly Disagree  

 

Item  

 

SA A U D SD Mean Std Dev. 

Most teachers in this school have not stayed 

for long 33 

(12.5%) 

   111 

(41.9%) 

 ( 

 

 

41.9%) 

31  

(11.7%) 

76  

(28.7%) 

14    

(5.3%) 3.29 1.14 

A good number of teachers who have gone 

on transfer from this school do initiate their 

transfers 

38 

(14.3%) 

67 

(25.3%) 

70  

(26.4%) 

73  

(27.5%) 

17    

(6.4%) 3.15 1.15 

Provision of housing to teachers by the 

school helps to retain teachers from 

requesting to be transferred  

 

 

63 

(23.8%) 

59 

(22.3%) 

62  

(23.4%) 

62  

(23.4%) 

19    

(7.2%) 3.38 1.22 

Leadership style of the principal can affect 

teachers requests for transfers to other 

schools 

140 

(52.8%) 

94 

(35.5%) 

14    

(5.3%) 

10    

(3.8%) 

7      

(2.6%) 4.35 0.89 

A part from the salaries, the extra financial 

benefits given to teachers can make them not 

ask for transfers to other schools  
113 

(42.6%) 

76 

(28.7%) 

34  

(12.8%) 

30  

(11.3%) 

12    

(4.5%) 3.96 1.16 

Recommendations for promotion by the 

school principal can make teachers work with 

such principals 

128 

(48.3%) 

82 

(30.9%) 

24    

(9.1%) 

23    

(8.7%) 

8      

(3.0%) 4.19 1.00 

Availability of teaching learning materials 

can make teachers prefer working at such 

particular schools 

105 

(39.6%) 

112 

(42.3%) 

24    

(9.1%) 

14    

(5.3%) 

10    

(3.8%) 4.11 0.98 

Most teachers like working in schools where 

there is peace and good security 
162 

(61.1%) 

86 

(32.5%) 

10    

(3.8%) 

3      

(1.1%) 

4      

(1.5%) 4.53 0.70 

Extra workload and size of the class taught 

by a teacher can make them ask for transfers  

76 

(28.7%) 

72 

(27.2%) 

38  

(14.3%) 

72  

(27.2%) 

7      

(2.6%) 3.55 1.21 

Proper recognition to teachers by the 

principals makes teachers like working at 

such schools 

113 

(42.6%) 

111 

(41.9%) 

17    

(6.4%) 

9      

(3.4%) 

15    

(5.7%) 4.15 1.03 

Teachers do not like rewards based on 

performance appraisal  
49 

(18.5%) 

61 

(23.0%) 

64   

(24.2%) 

56  

(21.1%) 

35   

(13.2%) 3.14 1.29 
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The findings of the study show that like the principals, the teachers too agreed that teacher 

attrition was rampant in schools within Homa Bay County.  For instance, more than a half 144 

(54.4%) of the teachers confirmed that most teachers in their schools had not been in their 

staff for a long time. Only 90 (34.0%) of the teachers did not agree that most teachers in their 

school were relatively new. However, unlike the principals, the teachers were sharply divided 

on who initiates the process of teacher transfers; whereas 105 (39.6%) of the teachers felt that 

a good number of teachers who have gone on transfer from their schools do initiate their own 

transfers, almost a similar proportion 90 (33.9%) of the teachers held a contrary opinion. The 

teachers argued that most of the transfers are initiated by the principals and the Teachers 

Service Commission (employer).  

 

 

However, slightly more than a quarter 70 (26.4%) others were none committal on who 

initiates the transfer process from their schools. It emerged from the findings that teachers 

held different opinions on the reasons for teachers transfer.  However, what came out clearly 

was that most teachers agreed that working environment and personal factors account for 

most decisions made by teachers on whether to stay in or to leave a school to another. For 

example, an overwhelming majority 234 (88.3%) of the teachers were in general agreement 

that leadership behaviour of a principal usually influences teachers requests for transfers to 

another school whose principal‟s leadership provides opportunity for shared participation of 

the teachers tend to influence the teachers to work with him or her unlike the one who exerts 

authority and power on the teaching staff as reflected by a mean retention of 4.35 (SD=.89). 

Similarly, a study by Juma (2011) revealed that minimizing teachers requests for transfers 

from one school to another does not just happen, but it is because of effective reward 

mechanisms and general quality leadership displayed by the school heads. 
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It emerged that most of the teachers hold a belief that teacher motivation is a key factor in 

retaining teachers to a school. For example, at mean rating of 4.15 with a standard deviation 

of 1.03 translating to more than four out of every five 224 (84.5%) of the teachers who 

believed that proper recognition of teachers by the principals make teachers like working at 

such schools. This is in agreement with Goldhaber (2014) in Canada who noted that regular 

expressions of appreciation by administrators and leaders towards encouraging teachers to 

reach the strategic goals of the institution enhance the individual teachers‟ performance and 

retention. On the same note, some 210 (79.2%) translating to a mean response rate of 4.19 

(SD=1.00), of the teachers who were sampled for the study held that recommendations for 

promotion by the school principal can make teachers work with such principals without 

wanting to seek  transfers to another school.  

 

In support of the generally held opinion, the study findings confirmed that majority 189 

(71.3%) of the teachers agree that a part from salaries, extra financial benefits given to 

teachers though not available in most Kenyan government secondary schools due to 

educational policies usually make them not to seek for transfers to another school. For 

instance, although some 81 (30.6%) of the teachers denied, 112 (46.1%) of them as 

demonstrated in Table 4.7 agreed that provision of housing to teachers by the schools help to 

stop teachers from requesting to be transferred, as indicated by mean influence rating of 3.38. 

However, nearly a quarter 62 (23.4%) of the teaching staff were not certain on the magnitude 

of influence of housing on teachers‟ transfer. This was in contrast to the generally held 

opinion of Chiboiwa, Samwel and Chipunza (2010) when they stated that housing, career 

growth and training helps to increase employee retention and decreases employee turnover.  
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On the contrary, most of the teachers were convergent in their opinion on matters of teachers‟ 

security. An overwhelming majority 248 (93.6%) of them believed that most teachers would 

wish to work in schools where there is peace and good security. This item attracted the 

highest mean of 4.53 with standard deviation of.70. Similarly, four out of every five 217 

(81.9%) of the teachers held an opinion that availability of teaching and learning materials 

usually make teachers prefer working at such schools. This was in line with Oyagi and 

Kembu (2014) who in their study found a strong positive relationship between safety, 

security, work environment and retention of academic staff in an institution.  

 

However, it was revealed from the findings that about three out of every ten 79 (29.8%) of the 

teachers were of the contrary opinion to the above findings. Further findings indicate that, 

more than half of the respondents, 148 (55.9%) agreed that extra workload and size of the 

class taught by a teacher can make them ask for transfers to another school where the teacher 

believes has little work. This confirmed the findings of Grissom (2011) that high pupil-

teacher ratio contributes to poor performance as the teacher is greatly challenged to offer 

individualized attention and many teachers prefer working in institutions where pupils‟ ratio 

is of manageable size. 

4.4: Findings on the relationship between School Environmental Characteristics and 

Teacher Retention in Homa Bay County. 

The main objective of the study was to determine the role of Principals‟ motivational reward 

on retention of secondary school teachers. To investigate this objective, the study explored the 

school environmental characteristics that enhance teachers‟ retention at different levels of 

secondary schools in Homa Bay County.  
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4.4.1: Views of the Respondents on School Environmental Characteristics and their 

Influence on Teacher Retention 

Both views of the principals and their teachers on this variable were established through the 

use of Likert scaled questionnaires administered to both. The views of the respondents were 

computed into percentage frequencies and were summarized in Table 4.8 and Table 4.9 

below. 

 

The findings of the study revealed that school environmental characteristics have substantial 

influence on teachers‟ retention. For example, from the analysis of principals‟ views, an 

overwhelming majority 146 (93.0%) of them consented that a good relationship between the 

teachers and the school principal motivate teachers to remain in a school. This construct had a 

mean responses of 4.51 (SD=.61), which was relatively high. This agrees with Atambo (2012) 

who found in his studies that environments in which people work affects both job 

performance and satisfaction which impacts immensely on whether one will continue working 

at the same institution or transfer to another institution to provide the same services. 

Similarly, these findings borrows greatly from Expectancy Theory advanced by Vroom 

(1964) which states that turnover and retention frameworks of employees can be explained by 

the relationships between employees and the administrators‟ psychological and environmental 

variables. A school where the principal has unpalatable relationship with the teachers forms 

unfavourable environment for work. In fact, nearly all 156 (99.4%) of the principals agreed 

that teachers like working in schools where the principal share freely with them on their 

career and personal challenges, see Table 4.8 below.  
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Table 4.8  

Descriptive Statistics and Principals’ Response on School Environmental Characteristics 

on Teacher Retention (n=157) 

  

Item SA A U D SD Mean Std.  

Dev. 

Teachers work longer in schools where 

there is trust between teachers and the 

school leadership   

113 

(72.0%) 

41 

(26.1%) 

2      

(1.3%) 

0         

(0.0%) 

1    

(0.6%) 
4.69 0.56 

Teachers like working in schools where 

the principal share freely with them on 

their career and personal challenges 

99 

(63.1%) 

 

57 

(36.3%) 

1 

(0.6%) 

0    

(0.0%) 

0    

(0.0%) 
4.62 0.50 

Good leadership style of the principal 

provides job satisfaction to teachers in 

secondary schools 

89 

(56.7%) 

 

60 

(38.2%) 

7 

(4.5%) 

1    

(0.6%) 

0    

(0.0%) 
4.51 0.61 

Good relationship between the teachers 

and the school principal helps retain 

teachers in those schools 

84 
(53.5%) 

62 
(39.5%) 

7 
(4.5%) 

3    
(1.9%) 

1   
(0.6%) 

4.46 0.67 

Students discipline forms the basis of 

teachers‟ decision to work in a school or 

seek for transfer to other schools 
39 

(24.8%) 
56 

(35.7%) 
22 

(14.0%) 
36 

(22.9%) 
4   

(2.5%) 
3.57 1.16 

Many teachers do not like to transfer 

from schools with manageable teaching 

work load 

52 

(33.1%) 

72 

(45.9%) 

17 

(10.8%) 

10 

(6.4%) 

6    

(3.8%) 
3.98 1.02 

Good security and safety measures taken 

by the principal makes many teachers to 

stop asking for transfer to other schools    

82 
(52.2%) 

53 
(33.8%) 

12 
(7.6%) 

8    
(5.1%) 

2   
(1.3%) 

4.31 0.91 

Teachers like working in schools where 

the principals give them protection of 

whichever kind 

67 

(42.7%) 

60 

(38.2%) 

18 

(11.5%) 
 

9    

(5.7%) 

3   

(1.9%) 
4.14 0.96 

Manageable class size motivates teachers 

to commit themselves to work longer in 

such schools 

58 

(36.9%) 

55 

(35.0%) 

22 

(14.0%) 

17 

(10.8%) 
 

5   

(3.2%) 
3.92 1.11 

Teachers decision to work in a specific 

school is influenced by the presence of 

teaching learning resources in that school 
47 

(29.9%) 

57 

(36.3%) 

24 

(15.3%) 

23 

(14.6%) 

6   

(3.8%) 
3.74 1.15 

Teachers will ask for transfers from one 

school to another because they lack 

housing within the school 

32 

(20.4%) 

43 

(27.4%) 

29 

(18.5%) 

38 

(24.2%) 

15 

(9.6%) 

 
3.25 1.29 

The teacher student ratio in most schools 

compromise the teachers‟ quality 

teaching and commitment 
68 

(43.3%) 
67 

(42.7%) 
14 

(8.9%) 
5    

(3.2%) 
3   

(1.9%) 
4.22 0.88 

Key: SA-Strongly Agree, A-Agree, U-Undecided, D-Disagree, SD-Strongly Disagree and Std. Dev. – Standard 

deviation 
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It was also established from the findings of the study that apart from the principals related 

issues in schools, issues to do with work itself have a bearing on teachers‟ request for 

transfers. For instance, a significant majority of 135 (86.0%) of the principals reflected in 

Table 4.8 agreed that the teacher student ratio in most schools compromises the teachers‟ 

quality teaching, work commitment and decision to work in particular schools, as reflected by 

comparatively high mean of 4.22 and Standard deviation =.88. This confirms the findings of 

(Kituyi, Musau and Thinguri, 2014) who noted that increasing workload and changing 

curricula are major demotivating factors to teachers‟ commitments in many institutions of 

learning. The size of classes and heavy load make teachers to become resistant to continue 

teaching in such schools hence they may seek transfers to other schools with manageable 

workload. In addition, it was confirmed by the findings of the study that manageable class 

size motivates teachers to commit themselves to work longer in such schools. This point of 

view was held by 113 (71.9%) of the principals. Likewise, nearly four out of every five, 124 

(79.0%), of the principals confirmed that many teachers do not like to transfer from schools 

with manageable teaching work load.  

 

The generally held opinion that several factors can make teachers seek transfer to other 

schools including teachers‟ workload. The findings of the study discovered that teachers can 

be motivated to seek for transfer from some schools given the students behaviour. For 

instance, about three out of every five 95 (60.5%) of the principals translating to a mean of 

3.54 and Standard deviation of .67, asserted that students discipline forms the basis of 

teachers‟ decision to work in a school or seek for transfer to other schools. This was in line 

with Ladislaus and Philbert (2016) who found out that those schools with less safety and 

security concerns in regards to students strike and hostility are more able to provide a good 



122 
 

 
 

working environment for teachers‟ hence encouraging retention of teachers in such schools. 

Teachers would wish to leave schools where student discipline is a concern. 

 

It emerged from the findings of the study that teachers‟ decision to work in a specific school 

is influenced by the presence of teaching and learning resources in that school, a fact that was 

pointed out by 106 (66.2%) of the principals, see Table 4.9 below . A school with adequate 

teaching and learning resources is likely to retain the teachers than a school without adequate 

resources. This resonates with Lumuli (2009) who noted in his study that physical materials in 

terms of adequacy and quality have great impact on teacher motivation and retention in 

schools. Principals should work harder to make available learning and teaching materials to 

teachers as enhancement of students‟ good performance which also motivates teachers to 

work longer in such schools. 
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Table 4.9   

Descriptive Statistics and Teachers’ Responses on School Environmental Characteristics 

on Teacher Retention (n=265) 

Item SA A U D SD Mean Std. Dev. 

Teachers work longer in schools where there 

is trust between teachers and the school 

leadership   

216 

(81.5%) 

46   

(17.4%) 

2   

(0.8%) 

0   

(0.0%) 

1  

(0.4%) 
4.81 0.41 

Teachers like working in schools where the 

principal share freely with them on their 

career and personal challenges 

210  

(79.2%) 

54   

(20.4%) 

1    

(0.4%) 

0  

(0.0%) 

0  

(0.0%) 
4.79 0.42 

Good leadership style of the principal 

provides job satisfaction to teachers in 

secondary schools 

166  

(62.6%) 

91     

(34.3%) 

1   

(0.4%) 

5  

(1.9%) 

2  

(0.8%) 
4.58 0.64 

Good relationship between the teachers and 

the school principal helps retain teachers in 

those schools 

169 

(63.8%) 

73  

(27.5%) 

12 

(4.5%) 

9  

(3.4%) 

2  

(0.8%) 
4.52 0.74 

Students discipline is always a motivating 

factor to many teachers in their work 

stations  

174 

(65.7%) 

70  

(26.4%) 

12 

(4.5%) 

9  

(3.4%) 

0  

(0.0%) 
4.54 0.74 

Many teachers do not like to transfer from 

schools with manageable teaching work load 

98  

(37.0%) 

102  

(38.5%) 

27 

(10.2%) 

29 

(10.9%) 

9  

(3.4%) 
3.99 1.05 

The good security and safety measures taken 

by the principal makes many teachers to stay 

longer in particular secondary schools 

109 

(41.1%) 

110 

(41.5%) 

24 

(9.1%) 

19 

(7.2%) 

3  

(1.1%) 
4.16 0.91 

Teachers like working in schools where the 

principals give them protection of whichever 

kind 

92  

(34.7%) 

102 

(38.5%) 

36 

(13.6%) 

19 

(7.2%) 

16 

(6.0%) 
3.94 1.08 

Manageable class size motivates teachers to 

commit themselves to work 

120 

(45.3% 

108 

(40.8%) 

16 

(6.0%) 

16 

(6.0%) 

5  

(1.9%) 
4.23 0.92 

Teachers decision to work in a specific 

school is influenced by the presence of 

teaching learning resources in that school 

66  

(24.9%) 

107 

(40.4%) 

37 

(14.0%) 

42 

(15.8%) 

13 

(4.9%) 
3.67 1.14 

Teachers will ask for transfers from one 

school to another because they lack housing 

within the school 

33  

(12.5%) 

62  

(23.4%) 

44 

(16.6%) 

84 

(31.7%) 

42 

(15.8%) 
2.86 1.28 

The teacher student ratio in most schools 

compromise the teachers‟ quality teaching 

and commitment 

128 

(48.3%) 

86  

(32.5%) 

17 

(6.4%) 

16 

(6.0%) 

18 

(6.8%) 
4.14 1.12 

Key: SA-Strongly Agree, A-Agree, U-Undecided, Disagree and Strongly Disagree  
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On the contrary, the findings of the study established that lack or presence of teachers‟ 

houses, though it is important school factor that influence teacher‟s decision to seek or not to 

seek transfers, is not key in decision making. This fact was confirmed by the response of the 

teachers interviewed. For example, whereas only 32 (20.4%) of the teachers strongly held a 

point of view that teachers will ask for transfers from one school to another because they lack 

housing within the school, 53 (33.8%) of the teachers negated the claim, as another 26 

(18.5%) of the teachers expressed uncertainty on the matter. This fact was further confirmed 

with a low mean of 3.25 and standard deviation of 1.29 (Refer to Table 4.9). This was 

contrary to Oyagi and Kembu (2014) whose study postulates that several teachers‟ especially 

female teachers asking for transfers from rural to urban schools were on the rise. Those 

teachers considered provision of housing to be a key factor in most secondary schools in the 

region. 

 

The findings of the study show that the teachers were generally in agreement with their 

principals on school factors that influence teacher transfer. For example, almost all 262 

(98.9%) of the teachers, like their principals, agree that teachers work longer in schools where 

there is trust between teachers and the school leadership. This fact was further reflected by the 

highest mean of 4.81 (SD=.41). About four out of every five, 264 (79.6%) of the teachers 

reflected in Table 4.9 held a general feeling that teachers like working in schools where the 

principal share freely with them on their career and personal challenges. A fact that resonates 

with the findings of Oyaro (2014) that teachers requests for transfers due to family ties, 

conflicts between the teaching staff and the leadership, mistrust between the teachers and the 

principal, among other reasons. In fact, a majority of the 169 (63.8%) of the teachers agreed 

that good relationship between the teachers and the school principal is an important factor in 
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making decision on transfer by the teachers from those schools. 

It was also discovered that a significant majority of 219 (82.6%) of the teachers alluded that 

good security and safety measures taken by the principal can make many teachers to stay 

longer in particular secondary schools. This finding concurs with Bosom and Frase (2010) in 

Canada who alluded that schools with less safety concerns in relation to student‟s strikes and 

hostility are more able to provide favourable work environment for teachers hence 

encouraging teacher‟s retention. This point of view was also held by another 194 (73.2%) of 

teachers who supported the assertion that teachers like working in schools where the 

principals give them protection of whichever kind.   

 

The findings of the study show that 214 (80.8%) of the teachers believed that the teacher 

student ratio in most schools compromises the teacher‟s quality of teaching and commitment. 

A fact that resonated with the views of 228 (86.1%) of the teacher respondents who held a 

general opinion that manageable class size motivate teachers to commit themselves to work, 

as reflected by a high response rate (mean=4.14, SD=1.12). About three quarters 200 (75.5%) 

of the teachers believed that many teachers do not like to get transferred from schools with 

manageable teaching work load. It also emerged from the findings of the study that students 

discipline is always a motivating factor to many teachers in their work stations. This school of 

thought was supported by an overwhelming majority 244 (92.1%) of the teachers who took 

part in the study.  

 

Another result of the study indicates that although majority 144 (65.3%) of the teachers held a 

belief that teachers decision to work in a specific school may be influenced by the presence of 

teaching and learning resources in that school, a significant proportion 55 (20.7%) of the 

teachers believed that presence of teaching and learning resources has no bearing on teacher 
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transfer, as a further 37(14.0%) of them were uncertain on the influence of the teaching and 

learning resources. This was in contrast with the findings of Erling, Boe and Robert (2008) 

who stated that retention of teachers is unlikely to increase in schools without dramatic 

improvements in the organization, management and funding of teaching or learning resources. 

 

On the contrary, teachers were sharply divided on the influence of teachers‟ housing on 

teacher transfer. It emerged that whereas 95 (35.9%) of the teacher respondents agree that 

teachers will ask for transfers from one school to another because they lack housing within the 

school, 126 (47.5%) others rejected the claim that lack of housing within the school can make 

teachers seek for transfer from a school. The findings contradicts the notion of Chiboiwa, 

Samwel and Chipunza (2010) in Kenya who postulates that housing, career growth and 

training helps to increase employee retention and decrease turnover and serves as a tool to 

enhance the employees commitment and institutional attachment. 

 

4.4.2: Statistical Influence of School Environment on Teacher Retention 

To find out whether there was any statistical influence of school environmental characteristics 

on teacher retention, an inferential statistics was used to test the null hypothesis that “there is 

no statistically significant relationship between school environmental characteristics and 

teacher retention in Homa Bay County‟ ‟The relationship between perceived school 

characteristics and perceived teacher retention was investigated using Pearson Product-

Moment Correlation Coefficient. After preliminary analyses were performed to ensure no 

violation of the assumptions of normality, linearity and homoscedasticity, correlation results 

were presented in Table 4.10. 
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Table 4.10 

  

Correlation between School Environmental Characteristics and Teacher Retention 

 

 Teacher Retention 

School Environment 

Characteristics 

Pearson Correlation .463
**

 

Sig. (2-tailed) .000 

N 422 

 **. Correlation is significant at the 0.05 level (2-tailed) 

 

Table 4.10 summarizes the results of Pearson Moment Correlation test on the views of 

respondents on the influence of school characteristics on teacher retention in secondary 

schools in Homa Bay County. The results indicate that there was a significant fairly moderate, 

positive correlation between the two variables [r = .463, n = 422, p<.05], with high levels of 

conducive school environment associated with high teacher retention rate. Given that a 

significant relationship was established (sig. level <.05), the null hypothesis that there is no 

significant influence of school characteristics on teacher retention in secondary schools in 

Homa Bay County was therefore rejected and the alternative hypotheses accepted.  

 

To further illustrate this relationship, a scatter plot was used to show how much teacher 

retention is affected by school environmental characteristics. Creswell (2014) who 

recommends its use, points out that scatter diagram graphs pairs numerical data, with one 

variable on each axis, to look for a relationship between them. Figure 4.4, confirm a moderate 

positive correlation between the two variables;   the points tend to fall along the line. 
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Figure 4.4: Influence of School Environmental Characteristics on Teacher Retention 

 

The scatter plot indicates that there was a moderate positive relationship between school 

characteristics and teacher retention in secondary schools in Homa Bay County. This is shown 

by the pattern of dots which inclines from lower left to upper right, demonstrating a positive 

correlation between the variables. The trend line further indicates that there was some 

correlation between the variables; the coordinate points are clustered along the line, forming a 

visible pattern. This means that the relationship was real and not by chance. 
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However, to estimate the influence of school environmental characteristics on teacher 

retention, a coefficient of determination was computed. The results were as shown in Table 

4.11.  

 

Table 4.11  

 

Model Summary: Influence of  School Environmental Characteristics on Teacher 

Retention 

 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .463
a
 .214 .212 .45327 

a. Predictors: (Constant), School Characteristics 

 

From Table 4.11, it is noted that school environmental characteristics accounted for 21.2% 

(R
2
 Adjusted =.212) of the variation in levels of teacher retention. To determine whether 

school environmental characteristics were a predictor of teacher retention, ANOVA was 

computed, See Table 4.12.  

 

Table 4.12 

  

ANOVA: Influence of School Environmental Characteristics on Teacher Retention 

 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 23.522 1 23.522 114.489 .000
b
 

Residual 86.291 420 .205   

Total 109.813 421    

a. Dependent Variable: Teacher Retention 

b. Predictors: (Constant), School Characteristics 

 

The ANOVA results revealed that school environmental characteristics was a significant 

predictor of teacher retention [F (1, 420) = 114.489, p < .05], as indicated in Table 4.12. This 

means that school environmental characteristics really influence teacher retention in 
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secondary schools. It explains a significant amount of the variance in the level of teacher 

retention in secondary schools. However, linear regression was produced to find the actual 

influence of school environmental characteristics on teacher retention, as shown in Table 

4.13. 

 

Table 4.13  

Coefficients of Linear Regression: School Environmental Characteristics and Teacher 

Retention 

 

 

Y = B0 + B1X1+ ε0;   Y= 1.660 + .524X1+ ε0 

Where Y = Teacher Retention  

B0 + B1= Constant  

X = School Characteristics 

 

It is evident from Table 4.13 suppose the school environmental characteristics were increased 

by one standard deviation then perceived scores in level of teacher retention would increase 

by.463 standard deviation units. Similarly, if the school characteristics increase by one unit 

then the level of teacher retention would improve by .524 units. This is fairly a sizable effect 

from one independent variable. 

4.5: Findings on the Relationship between Recognition by Principals and Retention of 

Secondary School Teachers’ in Homa Bay County 

The second objective of the study determined the impact of recognition by principals on 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 95.0% Confidence 

Interval for B 

B Std. Error Beta Lower 

Bound 

Upper 

Bound 

1 
(Constant) 1.660 .205 

 
8.106 .000 1.257 2.062 

School Characteristics .524 .049 .463 10.700 .000 .427 .620 

a. Dependent Variable: Teacher Retention 
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retention of secondary school teachers‟ in Homa Bay County.  This was done by use of pre-

designed Likert scaled questionnaire administered to both the principals and teachers. The 

items in the questionnaire explored constructs of recognition, which were rated from strongly 

agree (5) to strongly disagree (1).  

 

4.5.1: Views of the Respondents on Teacher Recognition by Principal and its Influence 

of Teacher Retention 

 

The views of the principals and teachers on the influence of teacher recognition on teacher 

retention were computed in percentage frequencies as shown in Table4.14 and Table 4.15. 

The findings in Table 4.14 show that the principals appreciated recognition as an important 

way of motivating teachers. Nearly all 152 (96.9%) of the principals at a mean of 4.52 and 

standard deviation of .58, strongly agreed that recognition by the school principals motivates 

teachers in their work, 68 (43.3%) of them strongly believed that recognition allows teachers 

to know and understand the value of their work and another 77 (49.0%) strongly held the 

opinion that regular appreciation by school principals encourages teachers to meet their 

targets and strategic goals. This agrees with a study by Bahrami, Abbasi and Kajbaf (2013) 

who postulates that principals who normally double as managers as well as instructional 

leaders of their schools ought to recognize the abilities articulated by different teachers to 

enable them feel competent and dedicated to teaching in such schools. 
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Table 4.14  

Descriptive Statistics and Views of the Principals on Recognition of Teachers 

 

Item SA A U D SD Mean Std. Dev. 

Recognition by the school principals 

motivates teachers in their work  
88  

(56.1%) 

64 

(40.8%) 

 

4  

(2.5%) 

1  

(0.6%) 

0      

(0.0%) 4.52 0.58 

Recognition allows teachers to know and 

understand the value of their work 
68  

(43.3%) 

80  

(51.0%) 

5  

(3.2%) 

4  

(2.5%) 

0      

(0.0%) 4.35 0.67 

Regular appreciation by school 

principals encourages teachers to reach 

their strategic goals  

77  

(49.0%) 

68  

(43.3%) 

6  

(3.8%) 

6  

(3.8%) 

0      

(0.0%) 4.38 0.74 

Recognition by principals can be used to 

retain teachers 

51  

(32.5%) 

69  

(43.9%) 

18 

(11.5%) 

16 

(10.2%) 

3      

(1.9%) 3.95 1.01 

Teachers recognition through rewards 

motivates them to dedicate their time to 

teaching 

93  

(59.2%) 

54 

(34.4%) 

6  

(3.8%) 

4  

(2.5%) 

0      

(0.0%) 4.50 0.69 

Recognition enables teachers to feel 

competent and dedicated to teach in their 

schools  

68  

(43.3%) 

75  

(47.8%) 

7   

(4.5%) 

4  

(2.5%) 

3      

(1.9%) 4.28 0.82 

Recognition of teachers by principals is 

useful as they make decision to transfer 

or not transfer to other schools 

48   

(30.6%) 

69  

(43.9%) 

18 

(11.5%) 

20 

(12.7%) 

2      

(1.3%) 3.90 1.02 

Teachers who feel stagnated at job 

groups within a school seeks transfer to 

other schools 

40  

(25.5%) 

54 

(34.4%) 

22 

(14.0%) 

33 

(21.0%) 

8      

(5.1%) 4.38 0.79 

Teachers like working in schools where 

they are given tasks and left to work 

independently 

62  

(39.5%) 

66 

(42.0%) 

12 

(7.6%) 

13 

(8.3%) 

4      

(2.5%) 4.19 1.01 

Teachers like working in schools which 

offers extra financial benefits e.g. on 

extra and overtime lessons 

82  

(52.2%) 

57 

(36.3%) 

10 

(6.4%) 

5  

(3.2%) 

3      

(1.9%) 3.54 1.22 

Extra monetary rewards contribute to 

teacher‟s self-efficacy and retention 
62  

(39.5%) 

59 

(37.6%) 

24 

(15.3%) 

10 

(6.4%) 

2      

(1.3%) 4.47 0.71 

Key: SA-Strongly Agree, A-Agree, U-Undecided, D-Disagree, SD-Strongly Disagree, Std. Dev.-Standard 

deviation. 
 

On the same note, the findings of the study show that about nine out of ten 143 (91.1%) of the 

principals believed that recognition enables teachers to feel competent and dedicated to teach 

in their schools. It also emerged that recognition of teachers by principals is useful as the 
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teachers make a decision to transfer or not to transfer to other schools, as was held by nearly 

three quarters 117 (74.5%) of the principals, attracting a mean of 4.50 (SD=.69). This was in 

agreement with Fulton and Leech (2014) whose study postulates that teachers recognition 

allows the teachers to know and understand that their work is valued and appreciated. This 

study further noted that recognition provides a sense of ownership and belonging improves 

morale; enhances loyalty and increases teachers‟ rate of retention in a school. On the contrary, 

some 20 (11.5%) of the principals rejected the assertion that decision of a teacher to transfer 

or not to transfer is pegged on principal‟s recognition of the teacher.  

 

The findings in Table 4.14 shows that there are various ways in which recognition is done 

ranging from the provision of gift, saying thank you, praise, financial benefits and praising 

them where it was worth. However, for teacher recognition to be effective, it should be fair 

and appropriate to the contribution that was made and reflect the preferences of the teacher.  

A significant majority of 147 (93.6%) principals observed that teachers‟ recognition through 

rewards motivates the teachers more to dedicate their time to teaching. This was further 

reflected by high mean of 4.47 with standard deviation of.71. This confirms the study by 

Nolan (2012) who stated that recognition is the best mechanism that school administrators can 

frequently use to encourage teachers‟ retention. The principals do this better in several ways, 

for example, through provision of gift cards and certificates, saying thank you and 

development opportunities. On the same note, it emerged from the study findings that many 

139 (88.5%) of the principals generally believed that teachers like working in schools which 

offers extra financial benefits e.g. on extra and overtime lessons which are not available in 

most public secondary schools in Kenya due to education policies prohibiting collection of 

extra levies in aid of rewards to teachers. Similarly, many of the principals held the perception 
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that extra monetary rewards contribute to teachers‟ self-efficacy and retention, as was 

confirmed by 122 (77.1%) of the principals. On the same note when the views of the teachers 

were sought on the influence of recognition on teachers‟ transfers, it came out clearly that 

most of them held similar opinion just like their principals, as was reflected in Table 4.15. 

 

The findings of the study established that a significant majority, 235 (88.7%) of the teachers 

were in agreement that recognition by the school principals retain teachers in their work 

stations. This point of view was equally held by more than nine out of ten, 241 (91.0%) of the 

respondents who held that teachers recognition through rewards motivates them to dedicate 

their time to teaching in particular schools. This is in line with Expectancy Theory by Vroom 

(1964) which earlier stated that employees‟ intent to work in organisations is grounded on 

psychological variables which includes job satisfaction, recognition and organizational 

commitments. This further affirms the earlier findings by Nyamekye (2012) in Ghana who 

noted that motivational rewards to bank workers such as salary and fringe benefits were the 

most important to the employees retention followed by security and relationship with co-

workers. This view generated a mean of 4.47 and a standard deviation of 0.89, which was 

considerably high.  

 

Similarly, it came out clearly from the findings of the study that teachers feel encouraged and 

motivated when they are appropriately involved in decision making on matters of the school. 

This  was reflected by 162 (61.1%) of the teachers who strongly agreed that teachers feel 

motivated when empowered and involved in school decision making process. This gives an 

extended application of Ariko and Othuon (2012) whose findings pointed out that introducing 

motivational bonuses and involving teachers in decision making at school levels contributes 
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greatly to minimizing teachers‟ requests for transfers from one school to another.  

A significant majority of 252 (95.1%) of the teachers were of the belief that recognition 

allows teachers to know and understand the value of their work and more than a third, 177 

(66.8%) strongly held that regular appreciation by school principals encourages teachers to 

reach their strategic goals, refer to Table 4.15 below . Findings that were in agreement with 

Fulton and Leech (2014) whose study noted that recognition allows the individuals know and 

understand the value of their work which provides a sense of belonging and ownership which 

enhances loyalty and retention of employees. On the same note, 233 (88.0%) of the teachers 

observed that recognition enables teachers to feel competent and dedicated to teach in their 

schools. 
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Table 4.15  

Descriptive Statistics and Views of the Teachers on Influence of Recognition on Teachers 

Retention 

 

Item SA A U D SD Mean Std. 

Dev. 

Recognition by the school principals 

motivates teachers in their work  
146 

(55.1%) 

89 

(33.6%) 

10 

(3.8%) 

15  

(5.7%) 

5 

(1.9%) 4.37 0.89 

Recognition allows teachers to know and 

understand the value of their work 

143 

(54.0%) 

109 

(41.1%) 

4  

(1.5%) 

7    

(2.6%) 

2 

(0.8%) 4.48 0.66 

Regular appreciation by school principals 

encourages teachers to reach their strategic 

goals  

177 

(66.8%) 

74 

(27.9%) 

7  

(2.6%) 

4    

(1.5%) 

3 

(1.1%) 4.60 0.64 

Recognition by principals can be used to 

retain teachers 

93 

(35.1%) 

102 

(38.5%) 

32 

(12.1%) 

29 

(10.9%) 

9 

(3.4%) 3.92 1.09 

Teachers recognition through rewards 

motivates them to dedicate their time to 

teaching 

169 

(63.8%) 

72 

(27.2%) 

6  

(2.3%) 

10  

(3.8%) 

8 

(3.0%) 4.47 0.89 

Recognition enables teachers to feel 

competent and dedicated to teach in their 

schools  

130 

(49.1%) 

103 

(38.9%) 

10 

(3.8%) 

12  

(4.5%) 

10 

(3.8%) 4.29 0.92 

Recognition by principals are useful for 

teachers as they make decision to transfer to 

other schools 

85 

(32.1%) 

93 

(35.1%) 

38 

(14.3%) 

29 

(10.9%) 

20 

(7.5%) 3.78 1.18 

Teachers who feel stagnated at job groups 

within a school seeks transfer to other 

schools 

95 

(35.8%) 

67 

(25.3%) 

38 

(14.3%) 

52 

(19.6%) 

13 

(4.9%) 4.37 0.91 

Teachers feel motivated when empowered 

and involved in school decision making 

process 

162 

(61.1%) 

 

73 

(27.5%) 

16 

(6.0%) 

8    

(3.0%) 

6 

(2.3%) 4.32 0.88 

Teachers like working in schools where they 

are given tasks and left to work 

independently 

127 

(47.9%) 

97 

(36.6%) 

16 

(6.0%) 

10  

(3.8%) 

15 

(5.7%) 3.69 1.25 

Teachers like working in schools which 

offers extra financial benefits e.g. on extra 

and overtime lessons 

141 

(53.2%) 

82 

(30.9%) 

18 

(6.8%) 

17  

(6.4%) 

7 

(2.6%) 4.44 0.87 

Extra monetary rewards contribute to 

teachers‟ self-efficacy and retention 

139 

(52.5%) 

71 

(26.8%) 

21 

(7.9%) 

23  

(8.7%) 

11 

(4.2%) 4.37 0.89 

Key: SA-Strongly Agree, A-Agree, U-Undecided, D-Disagree, SD-Strongly Disagree and Std. Dev. - standard 

deviation 
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It emerged from the findings of the study that recognition by principals can be used to retain 

teachers. This fact was held by 195 (73.6%). In addition, more than two thirds, 180 (67.2%) 

of the teachers supported the assertion that recognition by principals is useful for teachers as 

they make decisions to transfer to other schools. This point of view was further expressed by 

162 (61.1%) of the teachers who felt that teachers who feel stagnated at job groups within a 

school seeks transfer to other schools (mean of 4.37 and standard deviation of .91). These 

findings reinforces the outcome of the results noted by Dockel (2011) that  teachers like 

working in stations that provide them with opportunities to be promoted to new and 

challenging positions and that teachers who feel stagnated in their positions within particular 

schools generally aren‟t motivated and will transfer from such schools to other schools. 

The findings of the study indicated that teachers like working in schools where they are given 

tasks and left to work independently, as confirmed by 224 (84.5%) of the teachers. These 

findings affirms the earlier research by Saragih (2011) whose study noted that job autonomy 

improves performance as teachers feel trusted to perform the task. This perception leads to an 

increased level of intrinsic motivation to teachers and the outcome is teachers work efficacy 

and retention. Further, it was established that teachers like working in schools which offers 

extra financial benefits, for instance, on extra and overtime lessons, a perception that most 

public schools in Kenya does not permit. This was clearly indicated when 210 (79.3%) of the 

teacher respondents agreed that extra monetary rewards though not legally catered for by most 

secondary schools, can contribute to teachers‟ self-efficacy and retention, at a mean of 4.37 

and standard deviation of .89 reflected in Table 4.15 above.  
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4.5.2: Statistical Impact of Teacher Recognition on Teacher Retention 

To establish whether there was any statistical impact of teacher recognition by principals on 

teacher retention, inferential statistics were used to test the null hypothesis that “there is no 

statistically significant relationship between recognition by principals and teacher retention in 

Homa Bay County‟ „The relationship between teacher recognition by principals and teacher 

retention was examined using Pearson Product-Moment Correlation Coefficient. The 

preliminary analyses were performed to ensure no violation of the assumptions of normality, 

linearity and homoscedasticity. The correlation analysis results was presented in Table 4.16 

 

Table 4.16   

 

Correlation between Teacher Recognition by Principals and Teacher Retention in 

Secondary School 

 

 Teacher Retention 

Teacher Recognition  

Pearson Correlation .604
**
 

Sig. (2-tailed) .000 

N 422 

 **. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 4.16 recaps the results of Pearson Moment Correlation on the influence of teacher 

recognition by principal on teacher retention in secondary schools in Homa Bay County. The 

results show that there was a significant plausible positive correlation between the two 

variables[r = .604, n = 422, p<.05], with more teacher recognition by the principal associated 

with high teacher retention rate. Since there was a statistical significant, positive relationship 

was proven (sig. level <.05), the null hypothesis that there is no statistical significance 

relationship between recognition by the principal and teacher retention in secondary schools 
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in Homa Bay County was consequently rejected. To further illustrate this relationship, a 

scatter plot was generated as shown in Figure 4.5. 

 

Figure 4.5: Influence of Teacher Recognition on Teacher Retention  

The scatter plot indicates that there was a moderate positive correlation between teacher 

recognition and teacher retention. It is noted that pattern of dots slopes from lower left to 

upper right, indicating a positive correlation between the variables. A line of best fit (trend 

line) further reveals that there was correlation between the variables. This is because the 

coordinate points fell near the line of best fit and were scattered around it forming almost a 

visible pattern; implying that the two data sets were agreeing. The scatters tend to concentrate 

in the vicinity of the identity line, meaning the relationship was real and not by chance. 

https://en.wikipedia.org/wiki/Curve_fitting
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To evaluate the level of influence of teacher recognition on teacher retention, a coefficient of 

determination was calculated using regression analysis as shown in Table 4.17. 

 

Table 4.17  

  

Model Summary on Regression Analysis of Influence of Teacher Recognition and Teacher 

Retention 

 

 Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .604
a
 .365 .363 .40755 

a. Predictors: (Constant), Teacher Recognition 

 
The model shows that teacher recognition accounted for 36.3% as signified by coefficient of 

.363 of the variation in teacher retention in schools. This was a moderately large effect of one 

variable on the dependent variable. However, to estimate whether teacher recognition was a 

significant predictor of teacher retention Analysis of Variance (ANOVA) was computed as 

shown in Table 4.18. 

Table 4.18  

ANOVA –Influence of Teacher Recognition on Teacher Retention 

 

 Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 40.053 1 40.053 241.139 .000
b
 

Residual 69.761 420 .166   

Total 109.813 421    

a. Dependent Variable: Teacher Retention 

b. Predictors: (Constant), Teacher Recognition 

 

From Table 4.18, it is evident that teacher recognition was a significant predicator of teacher 

retention [F (1, 420) = 241.139, p < .05). This means that teacher recognition really influences 
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teacher retention in schools. However, linear regression was generated to find the actual 

influence of teacher recognition on teacher retention, as shown in Table 4.19. 

Table 4.19  

Coefficients of Linear Regression: Teacher Recognition on Teacher Retention  

 

Y = 010 BB  

Y = 01589.0349.1  X
 

 

        Where Y = Teacher Retention  

10 BB  = Constant  

         X = Teacher Recognition  

 

It is evident from Table 4.19 that if the teacher recognition was increased by one standard 

deviation, then perceived scores in level of teacher retention would increase by .604 standard 

deviation units. Similarly, it is indicated from Table 4.19 that when teacher recognition is 

increased by one unit, then the teacher retention would improve by .589 units, which is 

statistically significant improvement (p<.05). This is a considerable effect from one 

independent variable. It was therefore concluded that teacher recognition by principal has a 

bearing on the decisions teachers make regarding transfer to other schools; more than a third 

of the teachers‟ transfer or retention is accounted for by teacher recognition by the principals.  

 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 95.0% Confidence 

Interval for B 

B Std. Error Beta Lower 

Bound 

Upper 

Bound 

1 
(Constant) 1.349 .162  8.349 .000 1.031 1.666 

Teacher Recognition .589 .038 .604 15.529 .000 .514 .663 

a. Dependent Variable: Teacher Retention 
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A principal who has a good rapport with teachers and always recognizes and accepts their 

views is most likely to retain many of his teachers in the school.  

4.6: The Findings on the relationship between Staff Promotional Opportunities by the 

Principals and Retention of Secondary School Teachers in Homa Bay County. 

This third objective of the study established the role of promotional opportunities by the 

principals on retention of secondary school teachers. To investigate this objective, the study 

explored promotional opportunities by the principals to the teachers. The respondents‟ views 

on promotional opportunities were investigated using Likert-scaled questionnaires 

administered to both the principals and their teachers.  

 

4.6.1: Views of the Respondents on Teachers Promotional Opportunities and its 

Influence of Teacher Retention 

The views of the respondents were computed into percentage frequencies and were 

summarized in Table 4.20 and Table 4.21. 

 

The findings of the study show that the principals in Homa Bay County appreciate that 

provision of promotional opportunities to teachers form part of teacher motivation because it 

creates chances for the teacher to grow and to be promoted internally or externally. This 

finding is in line with the generally held opinion that teachers like other employees, should be 

rewarded financially and offered opportunities to grow within the organization, because those 

who feel stagnated in their positions are generally demotivated. A fact that was held by 96 

(61.1%) reflected by a mean of 4.47 (SD=.80) and demonstrated in Table 4.20 above. These 

findings resonates with the arguments of Dockel (2011) who stated that teachers who feel 
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stagnated in their positions within a school generally aren‟t motivated and that they may not 

stay longer in such schools.  

 

Table 4.20  

Descriptive Statistics and Views of Principals on Staff Promotional Opportunities  

 
Key: SA-Strongly Agree, A-Agree, U-Undecided, D-Disagree, SD-Strongly Disagree and Std. Dev.-Standard 

Deviation 

 

 

Item   SA A U D SD Mean Std. 

Dev. 

Promotional opportunities and empowerment 

increases teachers‟ commitment and 

retention. 

53 

(33.8%) 

64 

(40.8%) 

14           

(8.9%) 

21 

(13.4%) 

5          

(3.2%) 
3.89 1.11 

Teachers feel motivated when empowered 

and involved in school decision making 

process. 

53 

(33.8%) 

79 

(50.8%) 

13  

(8.3%) 

10  

(6.4%) 

2        

(1.3%) 
4.09 0.88 

Rewarding teachers through promotional 

opportunities and empowerment encourages 

team  work and retention 

53 

(33.8%) 

71 

(45.2%) 

20 

(12.7%) 

10 

(6.4%) 

3         

(1.9%) 
4.03 0.94 

Promotional opportunities and empowerment 

of teachers by the principals leads to 

creativity and innovativeness 

30 

(19.1%) 

61 

(38.9%) 

38 

(24.2%) 

21 

(13.4%) 

7         

(4.5%) 
3.55 1.08 

Promotional opportunities and teacher 

empowerments by the principals motivates 

teachers to work harder. 
58 

(36.9%) 

72 

(45.9%) 

14 

(8.9%) 

10 

(6.4%) 

3         

(1.9%) 
4.10 0.94 

Promotion and empowerment of teachers by 

principals encourages teachers to be more 

productive in their service delivery. 
69 

(43.9%) 

65 

(41.4%) 

12   

(7.6%) 

7   

(4.5%) 

 

4         

(2.5%) 
4.20 0.94 

Teachers like working in schools where 

principals recommend them for promotions 

and empower them. 

96 

(61.1%) 

47 

(29.9%) 

7     

(4.5%) 

6 

(3.8%) 

1         

(0.6%) 
4.47 0.80 

Teacher empowerment and promotion by the 

principal is a key factor for teachers‟ 

retention in a school. 

67 

(42.7%) 

57 

(36.3%) 

12   

(7.6%) 

17 

(10.8%) 

4         

(2.5%) 
4.06 1.08 

Promotional opportunities and empowerment 

of teachers helps in developing competency 

on teachers. 

49 

(31.2%) 

75 

(47.8%) 

19 

(12.1%) 

9 

(5.7%) 

5         

(3.2%) 
3.98 0.97 

Teachers feel motivated when empowered 

and involved in school decision making 

process. 

41 

(26.1%) 

52 

(33.1%) 

26 

(16.6%) 

25 

(15.9%) 

13      

(8.3%) 
3.54 1.25 
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Promotions offer prospects for growth and it is one of the Herzberg‟s motivating factors that 

can be used to improve retention within a place of work (Rice & Roelike, 2014). The findings 

equally established that a significant majority of 130 (82.7%) of the principals held 

assumption that promotional opportunities and teacher empowerment motivates teachers to 

work harder. Nearly three quarters 117 (74.6%) with a mean of 4.10 (SD=.94) believed that 

promotional opportunities increases teachers commitment and retention and a similar 

proportion of them argued that teachers feel motivated when empowered and involved in 

school decision making process.  

 

The generally held belief that when employees are empowered, their confidence and self-

reliance improves, which translates to job satisfaction and high levels of productivity, the 

findings of the study show that many 134 (85.3%) of the principals as seen in Table 4.20 

agreed that promotion and empowerment of teachers by principals encourage teachers to be 

more committed to work in such schools as reflected by a mean of 4.20 (SD=.94). Another 

124 (79.0%) of the principals alluded that it encourages commitment and retention. These 

findings contrast with Komba and Nkumbi (2014) study who postulates that continuous 

teacher professional development provides teachers with the opportunities to explore new 

instructional techniques and strategies; improves their practice and broaden themselves as 

educators and individuals which can make them move to higher level positions which 

eventually leads to transfer to other institutions on promotional capacities or to other 

organizations with better pay.  

 

It emerged from the findings of the study that at a mean of 3.55 (SD=1.08) translating to 53 

(33.8%) of the principals strongly argued that provision of promotional opportunities of 

teachers by the principals is the best reward that a principal can give teachers.  This is so 
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because, it helps the teachers to develop and grow in the profession and exhibit their 

potentials, as asserted by 124 (79%) of the principals who took part in the survey. This 

finding agreed with Mohammad (2009) in Iraq whose study found that the way in which 

people are managed, empowered, developed and promoted at work is one of the primary 

factors in achieving improvement in organizational performance and retention. 

 

It also emerged from the findings of the study that more than nine out of ten 143 (91.1%) of 

the principals believed that teacher recognition by the principal through promotion enhances 

teachers‟ commitment to work. Some 75 (47.8%) of the principals argued that teachers like 

working with principals that recommend them for promotions and many 145 (92.3%) of the 

principals were of the opinion that teachers feel motivated when empowered and involved in 

school decision making process. However, the findings equally noted that some 94 (59.9%) of 

the principals believed the teachers who feel stagnated at job groups within a school usually 

seek transfer to other schools. A fact that confirms the argument of Brown and Wynn (2014) 

that the primary reason why teachers leave a school to another is due to lack of promotional 

opportunities and empowerment by some secondary school principals. 

 

The findings of the study show that 132 (84.1%), translating to a mean of 4.06 (SD=.80) of 

the principals generally believed that teacher empowerment and promotion by the principal is 

a key factor for teachers‟ retention in a school. In fact, 62 (39.5%) of the principals observed 

that teachers like working in schools where they are given tasks and left to work 

independently though within some parameters. This finding is in agreement with Komba and 

Nkumbi (2014) who stipulated that teachers empowered by the school principals to have 

autonomy in their work are satisfied from their work and have intentions to stay longer in 

such schools. 
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It emerged that the principals are quite aware that empowering their teachers and providing 

them with opportunity for promotion is an important factor in retaining the teachers in the 

same school. This fact was supported by the findings that most (mean=4.47 and SD=.80) of 

the principals confirmed that teachers like working in schools where principals recommend 

them for promotions. The findings of the study show that a significant proportion 93 (59.2%) 

of the principals held the perception that teachers feel more motivated when empowered and 

involved in school decision making process. A fact that confirms the findings of Quaglia, 

Marion and McIntire (2011) that satisfied teachers experience significantly more 

empowerment within their schools than teachers who are dissatisfied. In addition, 124 (79%) 

of the principals were of the view that teacher empowerment and promotion by the principal 

is a key factor for teachers‟ retention in a school. 

 

The findings of the study show that most of the teachers who took part in the study agreed 

that they would not seek for transfers from schools where the principals empower them and 

give provisions for promotional opportunities. It was discovered that 167 (63.0%) of the 

teachers held the assertion that when teachers are provided with chances of promotions and 

are empowered by their principals, their level of commitment increases and would always 

wish not to get transfers from such schools. This finding agrees with a study by Beth (2012) 

who stated that when teachers are assured upward mobility, their confidence degree at work 

place and self-reliance increases. 
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Table 4.21  

Descriptive Statistics and Views of Teachers on Staff Promotional Opportunities 

 

 

Key: SA-Strongly Agree, A-Agree, U-Undecided, D-Disagree, SD-Strongly Disagree and Std. Dev.-Standard 

Deviation 

 
 

This point of view was further supported by 216 (77.7%) at a mean of 3.90 (SD=1.06) of the 

teachers who indicated that they always feel motivated when empowered and involved in 

Item SA A U D SD Mean Std. Dev. 

Promotional opportunities and empowerment 

increases teachers‟ commitment and retention. 
85 

(32.1%) 

82 

(30.9%) 

 

 

26 

(9.8%) 

47 

(17.7%) 

25     

(9.4%) 3.60 1.33 

Teachers feel motivated when empowered and 

involved in school decision making process. 

79       

(29.8%) 

 

 

 

127 

(47.9%) 

17 

(6.4%) 

30 

(11.3%) 

12      

(4.5%) 3.90 1.06 

Rewarding teachers through promotional 

opportunities and empowerment encourages 

retention. commitment and retention 

84       

(31.7%) 

120 

(45.3%) 

25 

(9.4%) 

 

21 

(7.9%) 

15     

(5.7%) 3.94 1.05 

Promotional opportunities and empowerment of 

teachers by the principals leads to teacher 

commitment at work place 

56       

(21.1%) 

80 

(30.2%) 

53 

(20.0%) 

46 

(17.4%) 

30   

(11.3%) 3.40 1.23 

Promotional opportunities and teacher 

empowerments by the principals motivates 

teachers to work harder. 

91       

(34.3%) 

109 

(41.1%) 

28 

(10.6%) 

22 

(8.3%) 

15      

(5.7%) 3.93 1.10 

Promotion of teachers by principals encourages 

teachers to be more committed to work in such 

schools. 

98       

(37.0%) 

 

 

 

 

139 

(52.5%) 

11 

(4.2%) 

9   

(3.4%) 

8       

(3.0%) 4.20 0.84 

Teachers like working in schools where 

principals recommend them for promotions 

and empower them. 

138 

(52.1%) 

100 

(37.7%) 

14 

(5.3%) 

9  

(3.4%) 

4        

(1.5%) 4.37 0.82 

Teacher empowerment and promotion by the 

principal is a key factor for teachers‟ retention 

in a school. 

139     

(52.5%) 

86 

(32.5%) 

15 

(5.7%) 

17 

(6.4%) 

8       

(3.0%) 4.29 0.95 

Promotional opportunities and empowerment of 

teachers helps in developing competency on 

teachers. 

92       

(34.7%) 

106 

(40.0%) 

29 

(10.9%) 

26 

(9.8%) 

12     

(4.5%) 3.92 1.10 

Teachers feel motivated when empowered and 

given opportunity involved in school decision 

making process. 

62        

(23.4%) 

112 

(42.3%) 

57 

(21.5%) 

14 

(5.3%) 

20      

(7.5%) 3.71 1.08 
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school decision making process, more than three quarters 204 (77.0%) of them argue that 

rewarding teachers through promotional opportunities and empowerment encourages 

commitment to work in a school, 198 (74.7%) of them said they develop competency as 

teachers when they are empowered by the administration and another 91 (34.3%) strongly 

believed that creating teachers‟ awareness on promotional opportunities and empowering 

them motivates the teachers to work hard. Findings that were supported by Ingersoll and 

Strong (2011) study when he indicated that teachers leave one school to another because of 

lack of empowerment, poor administrative support, lack of promotional opportunities and 

dissatisfaction within school environment. 

 

It was revealed from the results of the survey that109 (51.3%), translating to a mean of 3.40 

(SD=1.23)  of the teachers‟ value and feel more motivated when they are informed of 

available promotional opportunities by their principals than to be given rewards. In fact, a 

significant majority of 238 (89.9%) of the teachers as demonstrated in Table 4.21 posit that 

they like to work in schools where principals can recommend them for promotions and some 

225 (85.0%) others alluded that teacher empowerment and prospect of promotion in a school 

is a key factor for teachers‟ decision regarding retention in a school. This was in line with 

Burke (2012) in Kenya who alluded that building capacity in schools and ensuring their 

retention depends strongly on the principals‟ empowerment and capacity building.  

 

4.6.2: Statistical Influence of Teacher Promotional Opportunities on Teacher Retention 

To establish whether there was any statistical influence of teacher promotional opportunities 

on teacher retention, null hypothesis that “there is no statistically significant relationship 

between promotional opportunities and teacher retention in Homa Bay County” was tested. 

This relationship was investigated by use of a Pearson Product-Moment Correlation analysis.  
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The pre-requisite analyses were done to ensure that there is no violation of the necessary 

assumptions. Table 4.22 shows a Pearson Product-Moment correlation analysis results. 

 

Table 4.22   

Correlation between Teacher Promotional Opportunities and Teacher Retention in 

Secondary School in Homa Bay County 

 

 Teacher Retention 

Teacher Promotional 

opportunities 

Pearson Correlation  .382** 

Sig. (2-tailed) .000 

N 422 

 **. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 4.22 gives the results of a Pearson Moment Correlation analysis on the influence of 

teacher promotional opportunities on teacher retention in secondary schools in Homa Bay 

County. The results indicate that although there was weak positive correlation between the 

two variables, it was statistically significant [r = .382, n = 422, p<.05]. The fact that a 

statistical significant positive relationship was established (sig. level <.05), the null hypothesis 

that “there is no statistical significant relationship between teacher promotional opportunities 

and teacher retention in secondary schools in Homa Bay County” was therefore rejected and 

the alternative hypotheses accepted.  

 

In addition, to further illustrate this relationship, a scatter plot was generated as shown in 

Figure 4.6 
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Figure 4.6: Promotional Opportunities and Teacher Retention 

 

The scatter plot indicates that there was some correlation between availability of teacher 

promotional opportunities and teacher retention. It is clear that although the patterns of dots 

do not make clear pattern, the dots seem to slope from lower left to upper right, which is a 

sign of a positive correlation between the variables. The line of best fit reveals that there was 

correlation between the variables; the line inclines to the upper right an indication of positive 

relationship. However, to estimate the level of influence of availability of teacher promotional 

opportunities on teacher retention, a coefficient of determination was computed. This was 

done using regression analysis and the results were as shown in table 4.23. 
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Table 4.23   

Model Summary of Regression Analysis: Influence of Availability of Teacher Promotional 

Opportunities on Teacher Retention 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .382
a
 .146 .144 .47249 

a. Predictors: (Constant), Teacher Promotional Opportunities 

 

The model shows that availability of teacher promotional opportunities accounted for 14.4% 

as signified by coefficient of Adjusted R
2
 = .144 of the variation in teacher retention in 

secondary schools in Homa Bay County. This implies that over 85% of the variability in the 

perceived teacher retention was attributed to other factors. Hence, this was a weak effect of 

one variable on the dependent variable. However, to determine whether availability of teacher 

promotional opportunities was a significant predictor of teacher retention, Analysis of 

Variance (ANOVA) was computed as shown Table 4.24. 

Table 4.24  

ANOVA–Influence of Availability of Teacher Promotional Opportunities on Teacher 

Retention 

 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 16.049 1 16.049 71.889 .000
b
 

Residual 93.764 420 .223   

Total 109.813 421    

a. Dependent Variable: Teacher Retention 

b. Predictors: (Constant), Teacher Promotional Opportunities 

 
From Table 4.24 above, it can be noted that availability of teacher promotional opportunities 

was a significant predicator of teacher retention [F (1, 420) = 71.889, p < .05, R
2
 = .144]. This 

means that although availability of teacher promotional opportunities has low effect, it really 

has statistical significant influences in teacher retention. It was therefore concluded that 
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availability of teacher promotional opportunities has a positive influence on the decisions 

teachers make concerning transfer to other schools. However, linear regression was generated 

to find the actual influence of teacher promotional opportunities on retention as shown in 

Table 4.25. 

Table 4.25  

Coefficients of Linear Regression: Influence of Availability of Teacher Promotional 

Opportunities on Teacher Retention 

 Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 95.0% Confidence 

Interval for B 

B Std. Error Beta Lower 

Bound 

Upper 

Bound 

1 

(Constant) 2.648 .142 
 

18.607 .000 2.368 2.927 

Teacher Promotional 

Opportunities 
.301 .036 .382 8.479 .000 .231 .371 

a. Dependent Variable: Teacher Retention 

Y = B0 + B1X1+ ε0;   Y= .541 + .526X1+ ε0 

Where Y = Teacher Retention 

B0 + B1= Constant  

X = Availability of Teacher Promotional Opportunities 

 

 It is evident from Table 4.24 that if the teacher promotional opportunities were increased by 

one standard deviation, then perceived scores in level of teacher retention would increase by 

.382 standard deviation units. Similarly, if the availability of promotional opportunities 

increases by one unit then teacher retention would improve by .301 units. Therefore, the 

findings of the study show that teacher retention is dependent on the availability of teacher 

promotional opportunities, among other factors. Secondary schools with good policy on 

teacher promotional opportunities is likely to make retention of teachers longer compared to 

the schools where teachers feel they do not have opportunities for promotion to higher 
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positions. Conclusion was therefore made that teacher retention is dependent on the 

availability of teacher promotional opportunities and its absence influence decisions teachers 

make concerning transfer requests. 

4.7: The Findings on the relationship between Principals’ Leadership Behaviour and 

Teacher Retention in Homa Bay County 

The fourth objective of the study explored the principals‟ leadership behaviour and its 

influence on teacher retention. This objective was answered in two levels; first, the descriptive 

statistics which gave the percentages of responses frequencies of leadership approaches 

demonstrated by the principals based on their school administration and second was 

inferential statistics which was used to establish whether there was any significant influence 

of principals‟ leadership behaviour on teacher retention. 

4.7.1: Leadership Approaches Demonstrated by Principals in their Administration 

A Likert scaled questionnaire, whose constructs measured leadership approaches 

demonstrated by principals was used to investigate leadership approaches among the 

principals in secondary schools in Homa Bay County. Both the principals and their teachers 

were given 14-itemmed questionnaires, which were rating the nature of leadership approach 

demonstrated by the principals using five scales: 1=never; 2=rarely; 3=sometimes; 4=usually 

and 5= always. Their views were summarized in percentage frequencies as shown in Table 

4.26 and Table 4. 27. 

The findings of the study show that the principals exhibited two continuums of leadership 

behaviour, whereas some group explicitly show task-oriented leadership behaviour. Another 

group shows relations-oriented leadership behaviours. For example, 57 (36.3%) of the 
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principals said they always encourage their teachers to participate when it comes to decision-

making and do implement their ideas and suggestions, an indication of leaders with 

relationship-oriented behaviours, as revealed with high mean of 4.27 (SD=.81). This implies 

that slightly more than half of the principals involved their teachers in decision making, which 

to a great extent motivates the teachers to continue serving in the same school, consequently 

enhancing teacher retention.  This was in line with Selina (2012) who noted that respected 

school principals never tend to concentrate on what they are in terms of beliefs and character 

but with what they know in terms of job tasks and human nature and implementation, provide 

direction and motivate their followers and try to implement ideas and suggestions of their 

teachers. 

On the same point of view, task-oriented leadership behaviour was exhibited by a mean of 

4.27 (SD=.83) reflected by 39 (24.8%) of the principals indicating that they like working with 

teachers who complete their set targets, tasks and goals within a stipulated time. A study 

finding that is in tandem with Ng‟ethe (2013) in Kenya who stipulated that task-oriented 

leadership behaviour negatively influences academic staff retention. In addition, 67 (42.7%) 

of them said they usually closely monitor the schedule to ensure a task is completed in time. 

However, although 60 (38.2%) of the principals said they usually manage their time very 

efficiently, some 80 (51.0%) of them accepted that they only do this rarely, see Table 4.26.  
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Table 4.26  

Descriptive Statistics and Views of the Principals on their Leadership Behaviours in 

secondary schools 

Orientations 1 2 3 4 5 Mean Std. Dev. 

I believe in inclusive leadership and 

incorporated decision making from 

teachers  

20 

(12.7%) 

 

41 

(26.1%) 

23 

(14.6%) 

 

16 

(10.2%) 

 

57 

(36.3%) 
4.27 0.81 

I believe in teachers who complete 

their set targets, tasks and goals   

39 

(24.8%) 

26   

(16.6%) 

23 

(14.6%) 

17  

(10.8% 

52 

(33.1%) 
4.27 0.83 

I like working closely with my teachers 

to ensure targets are met.  

6   

(3.8%) 

19 

(12.1%) 

42 

(26.8%) 

23 

(14.6%) 

67 

(42.7%) 
4.20 0.92 

I believe in training my teachers in 

emerging changes on teaching 

profession  

13 

(8.3%) 

62 

(39.5%) 

0   

(0.0%) 

5   

(3.2%) 

77 

(49.0%) 
4.24 0.83 

I encourage my teachers to be 

innovative and creative while charging 

their responsibility. 

  

74 

(47.1%) 

64 

(40.8%) 

9   

(5.7%) 

8   

(5.1%) 

2   

(1.3%) 
3.64 1.21 

I like working with teachers who 

would account for every actions and 

results obtained on their actions. 

 

8   

(5.1%) 

5  

(3.2%)) 

1   

(0.6%) 

55 

(35.0% 

88 

(56.1%) 
3.83 1.02 

I believe in multi-tasking to acquire 

success within a set dead  

66 

(42.0%) 

2   

(1.3%) 

13 

(8.3%) 

9      

(5.7%) 

67 

(42.7%) 
3.36 1.25 

I believe in wider reading for 

acquisition of modern leadership skills 

and applying the knowledge learnt.  

 

51 

(32.5%) 

5   

(3.2%) 

74   

(47.1%) 

13      

(8.3%) 

13      

(8.3%) 
4.01 0.99 

I believe in correcting mistakes done 

without minding interfering with work 

relationships. 

  

65 

(41.4%) 

22 

(14.0%) 

7   

(4.5%) 

17 

(10.8%) 

46 

(29.3%) 
4.41 0.71 

My leadership behaviour has been a 

success due to my consciousness in 

time management. 

 

7   

(4.5%) 

80 

(51.0%) 

3   

(1.9%) 

7   

(4.5%) 

60  

(38.2%) 4.34 0.80 

I like explaining complex tasks and 

assignments to my teachers  

16 

(10.2%) 

42 

(26.8%) 

23 

(14.6%) 

32 

(20.4%) 

44 

(28.0%) 
4.27 0.81 

I believe in team work as it creates a 

positive cohesion in work environment 

for teachers.  

 

20 

(12.7%) 

 

23 

(14.6%) 

16 

(10.2%) 

41 

(26.1%) 

57 

(36.3%) 
4.27 0.83 

I honour and respect other teachers‟ 

boundaries.  

16     

(10.2%) 

39 

(24.8%) 

23 

(14.6%) 

52 

(33.1%) 

27 

(17.2%) 
4.20 0.92 

Counselling my teachers  has enhanced 

good understanding and mutual 

relationship among my teachers  

47     

(29.9%) 

19 

(12.1%) 

6   

(3.8%) 

23 

(14.6%) 

60      

(38.2%) 
4.24 0.83 

 Key: 1=Never; 2=rarely; 3=sometimes; 4=usually and 5= always 
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Whereas it is generally held that many teachers would wish to be retained in a school where 

the principals are concerned with keeping good relationship with their teachers, it emerged 

that only 65 (41.4%) of the principals cared about relationships. In agreement, Yukl (2006) 

noted that relationship oriented leadership principal‟s focuses on the satisfaction, motivation 

and the general well-being of the teachers. On the contrary, 46 (29.3%) others asserted that 

pointing out mistakes, they always do not worry about jeopardizing relationships. On the 

same note, 77 (49.0%) of the principals indicated that they always enjoy coaching their 

teachers on new tasks and procedures, 88 (56.1%) of them confirmed that when seeing a 

complex task through to completion, they ensure that every detail is accounted for.  

 

Even though some of the principals said they sometimes find it that the more puzzling a task 

is, the more they enjoy it, but others attested that in most cases, teachers do not always enjoy 

challenging tasks. This finding was in agreement with Sahertian and Soetjipto (2011) who 

found that teachers like working with principals who encourages teamwork and collaboration 

through fostering positive relationship, good communication and task aided solutions. For 

example, although 66 (42.0%) of the principals agreed that teachers never find it easy to carry 

out several complicated tasks at the same time, 67 (42.7%) of them insisted that they always 

find it easy to carry out several complicated tasks at the same time. 

 

The finding of the study discovered that leadership behaviour of the principal can affect 

teachers‟ requests for transfers to other schools. This point of view was held by nearly nine 

out of every ten 139 (88.5%) of the principals; a principal whose leadership behaviour is 

inclined to creating motivating environment to the teaching staff tend to retain teachers 

compared to the ones who exerts unbalanced authority to the staff. This confirms the findings 
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of Wangithi (2014) that relationship leadership behaviour by school administrators posits 

positive working environment which in turn influences teachers‟ level of job satisfaction, 

commitment and retention. 

 

It emerged that only 44 (28.0%) of the principals enjoy explaining the intricacies and details 

of a complex task to their colleagues. Teachers are generally more comfortable to work with 

the principals who explain tasks they give to teachers in a manner that the teachers can 

execute them with ease. However, it was surprising to note that only 10 (6.4%) translating to 

a mean response of 3.36 (SD=1.25) of the principals usually encourage their teachers to be 

creative about their responsibilities, 74 (47.1%) of the principals agreed that they never do 

that. The proportion of the principals 87 (48.4) who seemed not to care about encouraging 

creativity among their staff accounted for teachers seeking transfers to other institutions as 

they felt that their talents were being thwarted especially the skilled drama and music 

teachers. The findings of the study also established that 51 (32.5%) of the principals never 

enjoy reading articles, books and journals about training, leadership and psychology, only 26 

(16.6%) of them said they enjoy such readings and then put what they have read into action 

when dealing with their staffs, a fact that would not update the principals with the current 

leadership and relational work skills. 

 

It also emerged from the findings of the study that more than a third 57 (36.3%) of the 

principals believed that nothing is more important compared to building a great team. This 

resonates with the argument of Kouzer and Posner (2007) who argued that most school 

administrators place very heavy demands on teachers to perform, sometimes employing 

unpalatable measures. Such measures, the study noted could include threats to a staff member 
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to another school or interdictions of uncooperative teacher or giving too much responsibility 

to teachers that sometimes are unachievable and too stressful.  Less than a fifth 27 (17.2%) of 

the principals indicated that they always honour their teachers‟ boundaries. In addition, it was 

discovered through the survey that 83 (52.8%) of the principals were involved in counselling 

their teachers to improve their performance and retention which is an indication of relations-

oriented leadership behaviours.  

On security issues, about four out of five 127 (80.9%) of the principals further confirmed that 

their teachers like working in schools where the principals give them protection of whichever 

kind. This finding confirms Manduku, Kibet and Birir (2015) who in their study found out 

that security at work place enhances effective retention among the teaching and non-teaching 

staffs. In addition, the study show that 166 (62.6%) of the teachers strongly held the opinion 

that a good leadership behaviour of the principal provides job satisfaction to teachers in 

secondary schools, hence reducing the urge of the teachers to seek for transfers.  
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Table 4.27  

Descriptive Statistics and Views of the Teachers on their Principals Leadership Behaviour 

in secondary schools 

Orientation 
1 2 3 4 5 Mean 

Std. 

Dev. 

My principal believes in inclusive 

leadership and incorporate decision 

making from teachers.  

100 

(37.7%) 

 

33 

(12.5%) 

31 

(11.7%) 

25   

(9.4%) 

76 

(28.7%) 
4.27 0.87 

My principal believe in teachers who 

complete their set targets, tasks and goals   

 

73 

(27.5%) 

70 

(26.4%) 

     67 

(25.3%) 

38 

(14.3%) 

17  

(6.4%) 
4.16 1.09 

The principal closely work with teachers 

to ensure targets are completed in time. 

19   

(7.2%) 

59 

(22.3%) 

62 

(23.4%) 

62 

(23.4%) 

63 

(23.8%) 
3.99 1.06 

The principal believe in training  teachers 

in emerging changes on teaching 

profession  

 

7     

(2.6%) 

10 

(3.8%) 

14 

(5.3%) 

94  

(35.5%) 

140  

(52.8%) 
4.18 0.95 

The principal encourage teachers to be 

innovative and creative about their 

responsibilities.  

 

18   

(6.8%) 

34 

(12.8%) 

30 

(11.3%) 

70  

(26.4%) 

113  

(42.6%) 
3.81 1.12 

My  principal like working with teachers 

who would account for every actions and 

results obtained on their actions  

44 

(16.6%) 

62 

(23.4%) 

100 

(37.7%) 

23   

(8.7%) 

36  

(13.6%) 
3.72 1.14 

 

My principal believes in multi-tasking to 

acquire success within a set deadline.   

113  

(42.6%) 

10 

(3.8%) 

24 

(9.1%) 

14   

(5.3%) 

120  

(45.3%) 
3.07 1.20 

 

My principal believes in wider reading 

for acquisition of modern leadership 

skills and applying the knowledge learnt. 

 

53 

(20.0%) 

66 

(24.9%) 

72 

(27.2%) 

30     

(11.3%) 

44     

(16.6%) 
3.89 1.04 

My principal believes in correcting 

mistakes done without minding 

interfering with work relationships. 

72 

(27.2%) 

72 

(27.2%) 

28 

(10.6%) 

17     

(6.4%) 

76  

(28.7%) 
4.43 0.66 

 

My principals‟ leadership behaviour has 

been a success due to his/her 

consciousness in time management. 

 

63  

(23.8%) 

111 

(41.9%) 

17 

(6.4%) 

15   

(5.7%) 

59     

(22.3%) 
4.21 0.94 

My principal likes explaining complex 

tasks and assignments to teachers. 

60    

(22.6%) 

49 

(18.5%) 

61 

(23.0%) 

56  

(21.1%) 

39 

(14.7%) 
4.27 0.87 

My principal believes in team work as it 

creates a positive cohesion in work 

environment for teachers.  

80    

(30.2%) 

 

14   

(5.3%) 

31 

(11.7%) 

44 

(16.6%) 

96  

(36.2%) 
4.16 1.09 

My principal honours and respects other 

teachers‟ boundaries.  

73 

(27.5%) 

71 

(26.8%) 

66 

(24.9%) 

17   

(6.4%) 

38 

(14.3%) 
3.99 1.06 

Counselling teachers by the principal has 

enhanced good understanding and mutual 

relationship among the staff members.   

60     

(22.6%) 

21     

(7.9%) 

63 

(23.8%) 

62  

(23.4%) 

59 

(22.3%) 
4.18 0.95 

Key: 1=never; 2=rarely; 3=sometimes; 4=usually and 5= always 
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When the views of teachers were sought on their principals‟ leadership behaviour, the results 

show that the teachers had different views about their principals‟ leadership behaviours.  

Whereas some group of teachers said their principals exhibit task-oriented leadership 

behaviour another group insist that their principals had relations-oriented leadership 

behaviours that are of greater effect on their decision to work with specific school principals. 

For instance, 76 (28.7%) reflected in Table 4.27 of the teachers equivalent to a mean of 4.27 

at standard deviation of .87 said their principals always encourage their teachers to participate 

in decision-making and implement their ideas and suggestions, a sign of relationship-oriented 

leadership behaviour. This further reinforces the arguments of Expectancy Theory by Vroom 

in 1959 that environmental variables like good leadership behaviour, communication, 

distributive justice and autonomy at work results into job satisfaction, commitment and or 

retention. This further confirms the findings of Nwokocha and Iheriohanma (2015) in Nigeria 

who stated that when administrative leadership behaviour are considered repugnant by the 

subordinates, they undermine employees‟ performance and instigate their propensity to quit 

the department or organization to another, and vice versa. 

 

However, only 17 (6.4%) of the teachers indicated that nothing is more important to their 

principal than accomplishing a goal or task by the teachers, a fact that subjects teachers to a 

lot of work making affected teachers to seek transfers to other schools hoping that they will 

get relieved. Further, 63 (23.8%) of them said their principals usually closely monitor the 

school schedules to ensure the tasks and targets are completed in time. However, although 59 

(22.3%) of the teachers alluded that their principals usually manage their time very efficiently, 

some 63 (23.8%) of them denied the assertion and insisted that their principals are never good 

time managers though would insist in ensuring that teachers manage their time appropriately, 
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no wonder some teachers seek transfers due to such strict restrictions on time management 

that creates antagonizing work environment between the principals and some of their teachers.  

 

The findings equally noted that even though some of the teachers held perception that their 

principals care about work relationships, 72 (27.2%) others argued that when correcting 

mistakes, their principals never worry about jeopardizing work relationships. Similarly, more 

than a half, 140 (52.8%) of the teachers held a general feeling that their principals always 

enjoy coaching the teachers on new tasks and procedures. This is in support of Kouzer and 

Posner (2007) who explained that Principals‟ quality of interaction with their staff provides a 

great amount of success; hence, principals need to find more acceptable and orthodox 

measures of boosting their schools‟ performance by ensuring that their relationship with 

teachers encourages retention. In addition, 36 (13.6%) of teachers asserted that their principals 

always on seeing a complex task through to completion, ensure that every detail is accounted 

for. On the contrary, although some of the teachers believed that their principals enjoy 

challenging a task, slightly below average, 113 (42.6%) of them stated that their principals 

always never enjoy challenging tasks and instead like putting pressure on teachers to 

accomplish challenging tasks.  

The findings of the study show that only 39 (14.7%) of the teachers believed that their 

principals always enjoy explaining the intricacies and details of a complex task to the 

teachers. It was not surprising that this item had the least mean of 3.07 with a standard 

deviation of 1.2. This implied that only a small proportion of the principals were to retain 

their staff given the aspect of their ability to explain adequately complicated professional 

matters.  It was shown that 113 (42.6%) of the teachers believed that their principals always 
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encourage their teachers to be creative on their responsibilities, a leadership behaviour that 

encourages many teachers to be more committed and dedicate their work to such schools. 

 

It was equally noted from the study that 53 (20.0%) of the teachers held the notion that their 

principals never enjoy reading articles, books and journals about training, leadership, and 

work relationships, only 44 (16.6%) of them believed their principals enjoy readings. The 

findings further revealed that 96 (36.2%) of the teachers believed that their principals values 

nothing compared to building a great team. A fact that supports the findings of Marvel, Lyter, 

Petrola and Morton (2013) that principal increases teachers‟ team spirit, job satisfaction and 

retention rates by encouraging positive and respectful relationships among teachers and the 

administration. However, it was noted that just 38 (14.3%) of the teachers believed that their 

principals always honour their teachers‟ boundaries, more than one out of four 73 (27.5%) of 

every teacher believed that their principals do not respect their teachers‟ boundaries. This 

reflected discourse at work place that made several teachers to seek for transfers away from 

such leadership. 

 

It emerged from the findings of the study that teachers were divided on matters of teacher 

counselling; whereas 59 (22.3%) of the teachers believed that their principals were always 

involved in counselling of their teachers to improve their performance and work commitment 

which is an indication of relations-oriented leadership behaviours, a similar proportion 60 

(22.6%) of the teachers insisted that their principals are never involved in teacher counselling, 

an indication of task-oriented leadership behaviour. This indicated therefore that many 

principals never have time to council their teachers especially on professional matters and 

private issues. Some teachers never like working under such principals leadership contexts. 

 



163 
 

 
 

On the same note, the findings of the study show that 113 (72.0%) of the principals strongly 

agree that teachers work longer in schools where there is trust between teachers and the 

school leadership. In addition, good leadership behaviour of the principal provides job 

satisfaction to teachers thereby creating an impetus for a teacher to work longer in such a 

school. The findings of the study show that more than half of the principals strongly 

confirmed that good security and safety measures taken by the principal makes many teachers 

not to ask for transfer to another school. A true reflection of the findings by Bosom and Frase 

(2010) that schools with less safety concerns in relation to student‟s strikes and hostility are 

more able to retain their teachers than schools with hostile work environments. 

4.7.2: Statistical Effect of Principals’ Leadership Behaviour on Teachers’ Retention 

To establish the influence of principals‟ leadership behaviour, a test was done to establish 

whether there was significant relationship between leadership behaviour of the principal and 

teacher retention. According to Kashu (2012) leadership behaviour in administration is mostly 

grouped into two; task-oriented and relations-oriented leadership behaviours. The leadership 

behaviour demonstrated by the principals, confirm that the principals in Homa Bay County 

also exhibited the two leadership behaviours. From the views of the respondents, after all the 

constructs/characteristics of the leadership in the questionnaire were reversed in the same 

order, the two extreme leadership behaviours were scored on the rating means. The means 

were ranked from 0 to 4, where scores between 0.00-1.49 were grouped as task-oriented and 

scores 1.50 - 4.00 were grouped as relations-oriented leadership behaviour.  Table 4.28 which 

summaries the means of the groups indicate that the principals who exhibited relationship 

oriented behaviour had comparatively higher (M=3.95; SD=.488) teacher retention means 



164 
 

 
 

than the means of principals who exhibited task oriented leadership behaviour (M=3.69; 

SD=.502).  

 

Table 4.28:  

Group Statistics on Teacher Retention based on Principals Leadership Behaviour 

 

 Leadership Behaviour N Mean Std. Deviation Std. Error Mean 

 

Relationship Oriented 241 3.9498 .48853 .03147 

Task Oriented  181 3.6892 .50283 .03738 

 

However, to investigate whether there was any statistically significant difference in teacher 

retention between the two groups, the null hypothesis that, “there is no statistically significant 

difference in teacher retention between the two principals‟ leadership behaviours” was tested. 

This was done by use of an independent-samples t-test at a significant level of .05, as shown 

in Table 4.29. 

 

Table 4.29  

Independent Samples Test on Teacher Retention given Leadership Behaviour 

 

The test was conducted to compare the teacher retention scores for teachers whose principals 

exhibited task-oriented leadership behaviour and those with relations-oriented leadership 

behaviour. The findings of the study show that there was a statistical significant difference in 

retention scores between the two groups. The teacher retention scores for principals who 

Leadership Behaviour Levene's Test for 

Equality of Variances 

t-test for Equality of Means 

F Sig. T df Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

 

Equal variances assumed .008 .931 5.357 420 .030 .26067 .04866 

Equal variances not 

assumed 

  
5.335 381.77 .032 .26067 .04886 
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exhibited relation-oriented leadership behaviour was significantly higher [M=3.95, SD=.49; t 

(420) = 5.357, p=.030], than the retention scores for those who showed task-oriented 

leadership behaviour (M=3.69, SD=.502), as shown in Table 4.27. The principals who 

exhibited relationship-oriented kind of leadership are likely to retain their teachers more than 

their counterparts whose leadership behaviour are inclined towards task-oriented.  The fact 

that a statistical significant difference in scores of teachers‟ retention was established between 

the two groups of principals‟ leadership orientation, the null hypothesis was rejected. Hence, 

it was concluded that principals‟ leadership behaviour significantly has effect on teacher 

retention, with relationship-oriented leadership likely to retain more teachers than task-

oriented leadership behaviour.  

4.7.3: Evaluation of the effect Size 

Further, to assess the importance of the finding above, it was necessary to calculate the „effect 

size‟ or „strength of association‟. The effect size indicated the relative magnitude of the 

differences between the means in shared governance scores. Put differently, it describes the 

quantity of the total variance in the dependent variable (level of teacher retention) anticipated 

from the knowledge of the levels of the independent variables (principals‟ leadership 

behaviour). The effect size, computed using eta squared, was given by:  

Eta squared = 
  

            
   was .063. 

 

The magnitude of the differences in the means was sizeable (eta squared=.063). This was in 

agreement with recommendations given by Creswell (2014) for interpreting eta value: .01= 

small effect, .06 = moderate effect and .14= large effect. Expressed as a percentage means 

about 6 per cent of the variance in teacher retention is explained by leadership behaviour of 
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the principal. Hence, it was concluded that the proportion of variance in the score of teacher 

retention that was explained by the principals‟ leadership behaviour was moderate. The 

relations-oriented leadership behaviour is favoured to be more effective in retaining teachers 

than the task-oriented leadership behaviour; about 6 per cent of the variance noted in the 

scores of teacher‟s retentions was affected by leadership behaviour of the principals. Given 

the fact that significant difference was established between the two extremes of leadership 

behaviours in terms of teacher retention, it was concluded that leadership behaviour 

significantly influence teacher retention in secondary schools in Homa Bay County.  

4.8: The model of the optimal level of Teacher Retention in Secondary Schools 

The study sought to establish a regression model that could be used to describe the optimal 

level of teacher retention in secondary schools in Homa Bay County.  

 

4.8.1: Multiple Regression Analysis of the Variables of the Study 

A multiple regression was conducted to investigate how well the set of the independent 

variables could predict the level of retention. This was done using the standard multiple 

regression analysis, where all the independent variables, including leadership behaviour were 

factored equation. The analysis provided information about the relative contribution of each 

of the variables that make up the model. Each independent variable was evaluated in terms of 

its predictive power, over and above that offered by all the other independent variables. It 

enabled the researcher to know how much unique variance in the dependent variable, each of 

the independent variables explained.  
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Table 4.30  

Regression Analysis Model Summary Output: Motivational Rewards on Teacher Retention 

 

Mode

l 

R R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change 

df1 df2 Sig. F 

Change 

1 .633
a
 .401 .395 .39723 .401 69.739 4 417 .000 

a. Predictors: (Constant), School Environment, Teacher Recognition, Promotion Opportunities and 

Leadership Behaviour. 

  

In the model summary box, the value of R square (.401) designates how much of the variance 

in the dependent variable (teacher retention in school) was explained by the model (which 

includes the variables of school environment characteristics, teacher recognition, promotional 

opportunities and principal leadership behaviour). This value as a percentage implies that the 

model explains 40.1% of the variance in teacher retention to school. However, to evaluate the 

statistical significance of the result and to check whether the set of independent variables were 

really significant predicator to teacher retention, the ANOVA analysis as shown in Table 4.31 

was conducted. 

 

Table 4.31  

ANOVA Results: Motivational Rewards on Teacher Retention 

 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 44.016 4 11.004 69.739 .000
b
 

Residual 65.798 417 .158   

Total 109.813 421    
a. Dependent Variable: Teacher Retention 

b. Predictors: (Constant), Leadership Behaviour, Promotional Opportunities, School 

Environment, Teacher Recognition 
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ANOVA was used to test the null hypothesis that multiple R in the population equals 0. In 

this regard the model reached statistical significance (4, 417) = 69.7; p<.05). This implies that 

the model was highly significant and was adequate to explain the variance in teacher retention 

in secondary schools in Homa Bay County. 

 4.8.2: Evaluating Contribution of each of the Independent Variables 

The study sought to investigate the level of contribution of the individual independent 

variables that were used in the model to the prediction of the dependent variable. This was 

shown by coefficients values; calculation of the beta values under standardized coefficients 

indicates that each independent variable contributes differently to the model.  

Table 4.32:   

Coefficient Output: Motivational Rewards on Teacher Retention 

 

 

 

First, a collinearity diagnostics test results on the variables as part of the multiple regression 

procedure was explored. From the Table 4.32, Tolerance is an indicator of how much of the 

variability of the specified independent is not explained by the other independent variables in 

the model and is calculated using the formula 1–R
2
 for each variable. If this value is very 

small (less than .10), it indicates that the multiple correlation with other variables is high, 

suggesting the possibility of multi-collinearity. While values above 10 of VIF (Variance 

Model 

 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig

. 

Correlations Collinearity 

Statistics 

B Std. Error Beta Zero-

order 

Part Tolerance VIF 

 

(Constant) .831 .196  4.232 .000     

School Environment .132 .055 .117 2.395 .017 .463 .091 .603 1.658 

Teacher Recognition .458 .048 .469 9.493 .000 .604 .360 .587 1.703 

Promotional Opportunities .130 .033 .165 3.981 .000 .382 .151 .837 1.195 

Leadership Behaviour  .015 .039 .014 .380 .704 .024 .014 .995 1.005 

a. Dependent Variable: Teacher Retention 
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inflation factor), which is the inverse of the Tolerance would be of a concern, indicating 

multi-collinearity. According to Berry (2012) these are the cut-off points for determining the 

presence of multi-collinearity (tolerance value of less than .10, or a VIF value of above 10). 

The values in Table 4.32 indicate that the tolerance value for each independent variable is 

more than .6, which is not less than .10. This was also supported by the VIF value, which was 

1.004, which was well below the cut-off of 10; therefore, the test did not violate the multi-

collinearity assumption. 

 

In making comparison to variables, a standardized coefficient was used because the values for 

each of the different variables were converted to the same scale so that they could be easily 

compared. However, in constructing a regression equation, the unstandardized coefficient 

values listed as B were used. Given that the interest was to compare the contribution of each 

independent variable the beta values were considered. The largest beta coefficient was .469, 

which was for teacher recognition by the principal, implying that this intrinsic variable made 

the strongest unique contribution to explaining the dependent variable, when the variance 

explained by all other variables in the model was controlled for. The beta value calculated 

from the model for leadership behaviour was the lowest at .014, showing that its contribution 

to the model was the least. Hence it was realised that even though all the other variables made 

a statistically significant (P <.05) unique contribution to the equation, only leadership 

behaviour made no statistical significance to the model. This implied that even though there 

was significant difference between two groups of leadership behaviours, the principals‟ 

leadership behaviour did not make significant unique contribution to the prediction of the 

dependent variable (teacher retention).  
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On the contrary, the other variables each made a unique and statistically significant (p< .05), 

contribution to the prediction of perceived overall adjustment to teacher retention. Again, 

looking at the part correlation coefficients, squared gave an indication of the contribution of 

the variable to the total R squared. On the other hand, it shows how much of the total variance 

in the dependent variable is exclusively explained by that variable and how much R squared 

would drop if it was not included in the model. For example, leadership behaviour had a part 

correlation coefficient of .014, when squared gave an output of only .000196, indicating that it 

explains only .02 (2 dp) per cent of the variance in teacher retention scores. On the other 

hand, teacher recognition had a part correlation coefficient of .360, when squared gave 

accounting for 13.0 (1 dp) per cent of the variance in Teacher retention. It was noted that the 

total R squared value for the model (.401 or 40.1% explained variance) was not equal to  all 

the squared part correlation values added up. This was because the part correlation values 

represented only the unique contribution of each variable, with any overlap or shared variance 

removed.  The total R squared value, however, included the unique variance explained by 

each variable and that shared. The independent variables were reasonably strongly correlated 

except for leadership behaviour (shown by zero-order correlation) hence there were a lot of 

shared variance that was statistically removed when they were all included in the model. 

4.8.3 The Regression Model: Motivational Rewards on Teacher Retention 

A regression model for the relationship between these independent variables and dependent 

variable is shown below.  

In this model:  Y =   o +   1 x1 +   2 x 2 +   3 x 3 +  4 x 4 +ε.  

Where:  Y is Teacher retention in secondary schools 

X1 School Environmental Characteristics 

X2 Teacher Recognition 
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X3 Promotional Opportunities 

X4 Principals‟ Leadership Behaviour 

Optimum level of teacher retention in secondary schools in Homa Bay County was presented 

by:  

          + .132x1      +      x 2      +      x3     +      x 4     + ε. 

There was reasonable multi-correlation (R = .633) between teacher retention and the four 

independent variables that were factored in the model as indicated above. The model is 40.1% 

explained by the independent variables, meaning that about 59% of the variability in the 

dependent variable scale was explained by other external factors; that is, other factors (not 

covered in this regression model) could account for about 59% of the model. This finding 

implies that teacher motivational rewards play a significant role in teacher retention in 

secondary schools in Homa Bay County.    

4.9:  Measures Used at School level to Enhance Retention of Teachers 

The final objective of the research explored the school measures used by the principals to 

enhance retention of teachers. Research questions through the interview schedule explored the 

role of principals‟ motivational reward on retention of school teachers at secondary level 

through the above research objective. Principals were asked “What are the measures you use 

at school level to retain your teachers?” Microsoft excel database divided the responses by 

theme, school type and gender. The responses identified outlined emerging themes which 

have been useful in clarifying the findings and produced credible responses (Creswell, 2008). 

Each theme represented the findings and effectively illustrated the measures used by 

principals on retention of secondary school teachers. To maintain fidelity of the teacher‟s 

open-ended responses, the researcher analysed the responses by reading the answers initially 

and listening to recorded information to help verify their usefulness in this study. Follow up 
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readings were made and this helped in narrowing the focus of responses, subsequently, 

themes were identified and data broken down into easy manageable stratus.   

4.9.1 Emerging Themes  

Qualitative data was arrived at by interviewing 18 principals selected from the six sub-

counties of Homa Bay County taking into consideration the school types, the principals‟ 

gender and the representations of the six sub-counties in Homa Bay County. Qualitatively, the 

main theme emerged through verbatim excerpts from the measures principals use at school 

level to retain their teachers. It is these measures which have concordance to their abilities to 

retain their teachers. By using excerpts from the interviews, narratives and verbatim 

quotations from the principals, meaning and interpretation was given from the principals‟ 

views. The framework used to identify and define the themes consisted of assessment of the 

principals „responses describing how they influence teachers‟ retention by creating motivating 

environment to influence teachers stay to specific schools. Overall principals‟ views were 

interpreted and classified into three major themes. All comments from participants can be 

found in Appendix D. 

 

4.9.2 School Culture Theme 

The principal‟s responses in each school that were coded under the theme of school culture 

were separated by school type and gender. Most County school heads (75%) interviewed 

indicated school culture as having a noticeable impact on transfer requests made by teachers 

from one school to another. Most participants reported that a principal who always empower 

and encourage teachers‟ upward mobility promotes teachers work commitment and retention 

as indicated in the excerpts below:- 
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I know that teacher‟s empowerment is about delegation or sharing of power, 

authority or responsibility by those in the administrative structure to those lower 

levels of the staff. For my school, to retain my teachers, I believe in 

empowerment and delegation of duties to each and every teacher to aid in the 

achievement of school means (Principal 2). 
 

 

When a school has a culture of empowering its teachers, self-motivation and a 

sense of independence that translates into greater loyalty and extra effort for the 

institution is developed. In my school, teachers‟ job satisfaction and 

organizational commitment has been encouraged and teachers given free work 

space to air their views. This has greatly helped in controlling teachers transfer 

requests to other schools (Principal 10) 
 

The excerpts above noted that the process of decentralizing decision-making in an institution 

where principals give more discretion and autonomy to the teachers encourages commitment 

and retention of teachers. This means that school principals need to communicate goals and 

share with teachers the school expectations and aspirations through total involvement of all 

the stakeholders. This finding is in tandem with Piernaar and Bester (2008) in South Africa 

whose study found out those teachers who feel empowered and given autonomy at work place 

tend to like their work and are more productive and their ability to the achievement of 

institutional goals is more evident. 

Similarly principal 17 reiterated:  

Well, I know it is my responsibility to make my teachers feel cared for by the 

school administration. I always encourage my teachers to believe in themselves 

and that their school is the institution of choice. I have to ensure always that my  

school has both teachers and students at heart, that my school is the immediate 

home for my teachers where their urgent needs can be met (Principal 17). 
 

From the above excerpts it is evident that principal 17 is a motivator who meets the demands 

of the teachers at their time of needs. This makes most teachers like working longer in such 

schools as they know that the school is their immediate family with a principal of positive 

attitude towards teachers, approachable character, considerate personality, careering, 
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respectful and one with achievable expectations. On the other hand, Anangisye (2011) 

suggested that school principals need to show his care through personal concern to all the staff 

members and this will enhance job satisfaction and retention to teachers. This means that an 

individual teacher‟s decision to stay or not to stay in a particular school depends on the 

relationship and concern demonstrated by the school administrator. 

 

It was noted from the principals‟ reactions that the administrators who are accommodative 

and listen to their juniors provides a culture that enhances teacher‟s long stay in such schools 

avoiding unnecessary requests for transfers from one school to another. This was in support of 

the findings by Cheng‟oli, Calistus, Ahmed and Khaemba (2013) who studied school culture 

and its implications to school improvement and teachers‟ retention in Kenyan secondary 

schools. The study noted that School culture and the roles played by principals can determine 

the rate at which teachers seek transfers to other schools. School-based reforms geared 

towards improved staff welfare, the study added, are likely to succeed if they are 

meaningfully linked to school culture. 

 

On the other hand principal 9 postulate:- 

You know in a school community, promotion of positive culture such as honesty, 

excellence, attitude, respect and teamwork should be built by the school principal 

on teachers. This is the culture that I have created in my teachers through 

mentoring programmes and close departmental follow-ups and meaningful regular 

staff meetings which has immensely resulted into attracting and keeping good 

teachers (Principal 9). 

Verbatim quotes from principal 9 above indicate that mentoring programmes when integrated 

with a goal-oriented feedback system provides a structured mechanism for developing strong 

relationships within an institution and through regular staff meetings; solid foundation for 
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teacher‟s growth and retention is eminent. Such a culture is reportedly inculcated by principal 

15 who reiterated that: 

“……….with a well-structured mentoring programme, my school pairs a more 

experienced  teacher in a discipline with another less experienced teacher in a 

similar area, with the goal to develop specific competencies, provide performance 

feedback, and design an individualized career development plan and commitment 

to work” (Principal 15). 

The above excerpt was in tandem with Ingersoll and Strong (2011) who stated that beginning 

teachers who participated in induction by the school administrators have higher job 

satisfaction, commitment and retention.  

Similarly principal 6 reiterated:- 

It is a common knowledge that teachers are just like any other workers in other 

organizations. They need to be complemented for their work. This is the only 

school in this region that complements her teachers through e-mails and 

demeanour besides producing the best grades in sciences (Principal 6). 

Verbatim extracts from principal 6 above indicates a strong intrinsic reward demonstrated to 

teachers through complements by the principal which in turn encourage retention. This means 

that school principals who demonstrate their unity of purpose to teachers through 

compliments such as gifts, monetary rewards, appreciations and recognitions due to good 

work done will always see their teachers retained and committed to their duties. An argument 

that promotes the findings of Cheng‟oli (2012) who noted that creating a unique culture of 

complimenting and rewarding teachers‟ efforts is an important component of high school 

teacher retention. Further, Herzberg Two Factor Theory by Fredrick in 1959 earlier 

recognized that employees need to be complimented by the administrators attending to both 

sets of reward characteristics which include intrinsic and extrinsic reward mechanisms.  
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Similarly, a number of principals reiterated that when teachers‟ suggestions are developed 

into action plans and then implemented, because the principal recognizes their expertise, an 

unbroken cycle of continuous teamwork will be observed. This may mean that a positive 

school culture based on recognition is the underlying reason why the successful schools retain 

their good teachers. This confirms the findings of Fulton and Leech (2014) that teachers‟ 

recognition allows them to know and understand that their work is valued and appreciated, 

provides a sense of ownership and belongingness, improves morale, enhances loyalty and 

increases teachers‟ retention rates in different learning institutions. 

On the same note principal 8 reiterated that:- 

It is challenging but principals must be ready to go that extra mile to retain their 

good teachers. Teachers will go the extra mile if they feel responsible for the 

results of their work, have a sense of worth in their teaching career, and utilize 

their skills in pursuit of making good results and rewarding them for their 

recorded achievements. I always ensure that both monetary and non-monetary 

appreciations are offered to my teachers for the good results posted on their 

subject columns (Principal 8). 

From the excerpt, it can be realized that teachers needs to be highly rewarded if higher 

performance is to be achieved and retention. This may mean that monetary pay-outs if 

implemented on the spot after the intended achievement would to a greater extent have a 

motivational power on teachers. It also came out from the discussion that just a word of 

“thank you” and saying “good work done” Is enough motivation to encourage the teachers‟ 

efforts in service delivery and commitment to an institution. This finding is in agreement with 

Zwilling (2012) in Southern University, Philippines whose study found out that monetary 

gifts and other financial rewards to teachers contributes to 43.2% retention rate while non-

monetary rewards contributes to 50.5% retention rate, citing examples of safety, security, 

recognition, empowerment and acknowledgements. 
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4.9.3 Leadership Decision Theme 

When coding was done, the county boys‟ boarding had 16% of their principals‟ responses 

agreeing that decisions made by the principals greatly affect teachers‟ retention. Secondary 

school principal‟s leadership decisions influences teachers‟ motivation either to stay in a 

specific school or seek transfers to other school (Nwokocha & Iheriohanma, 2015). 

Leadership decision theme recorded the least percentage of teachers‟ responses confirming its 

effects on teachers‟ retention among all the categories of schools interviewed, a fact that 

agrees with the quantitative findings.  

 

Principal 11 from a girl‟s day school indicated on her interview: 

I am always kin in directing my leadership skills to activities that benefit my 

teachers in the long run but I don‟t think my leadership behaviour has any 

influence on teachers‟ transfers in this school. However, I strongly believe that 

teachers‟ retention and performance can be achieved through the adoption of 

appropriate leadership behaviour that will align school  strategies with teachers‟ 

motivation and morale (Principal 11). 

  

From the above excerpt, it is evident that principal 11 believes in exhibiting a kind of 

leadership behaviour that will enhance trust and teacher‟s commitments on staff members to 

establish considerably motivated and participatory teachers. Ultimately, this means that 

teachers play a vital role in school environment and principal‟s leadership behaviour to them 

must embrace major components which promote commitment and retention. This finding is in 

support of Bernard (2013) whose study outlined that the decision of working or not working 

in particular learning institutions depends wholesomely on leadership behaviour that has a 

direct link to teachers‟ transfer requests. 
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The county boys‟ boarding schools had 34% of their principals‟ report that leadership 

decisions influences teachers‟ work environments. This was evident in the excerpt of principal 

12 and 14 who reiterated that:- 

 

I always want the best at all times, and that is what has made my teachers focused 

and dedicated to their work in this school.  My teachers respect me and we can 

relate well. Teachers like working with heads that creates environment for proper 

listening without being judgmental and wants the best from their leaders 

(Principal 12) 

 
 

As a leader, I use one or more teachers in the decision making process and it is 

consultative in nature. I ensure that power and authority is decentralized and this 

has exerted positive influence on my teaching staff commitments and satisfaction. 

(Principal 14) 
 

From the above extract, it is noted that desired results are achieved by inspiring teachers 

through good leadership. This means therefore that principals need to create “a friendly” work 

environment for teachers. The principal can do this by involving their members in decision 

making process, open communication and having clear vision for the institution, being non-

judgmental and through this; teachers‟ transfers may be minimized. This was however 

contrary to the findings of Beteille, Kalogrides and Loeb (2009) who noted that the 

relationships between principal‟s leadership behaviour, institutional culture, and effectiveness 

has no clear statistical relationship with teachers intention to seek transfers to other schools.   

 

Similarly, the mixed day school experienced 68% responses from their principals reflecting 

the theme of leadership decision. This theme produced the highest figure comparing the other 

six levels of schools interviewed. Principal 3 from a mixed high school responded to the open-

ended interview question that:- 
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I believe that principals „daily activities and decisions reflect the pervasive focus 

and style of the school leadership. I assess what needs to happen in my school 

before making any decision for the good of all my teachers and students 

(Principal 3).  
 

This response means that a teacher-focused leader works toward the development of school 

capacity which builds upon positive teacher capacity with the end results of encouraging 

teacher‟s retention in particular secondary schools. Further to this, it is noticeable that 

teacher‟s perception and work behaviours are greatly influenced by their principals‟ 

leadership decision making criterion alluded to their daily decisions to work longer in 

particular schools. 

 

The principal at a mixed boarding school reported leadership theme as influencing teachers‟ 

retention rate at 46%. Another principal from a school of same category wrote:- 

My teachers have been intact because I always engage them in decision making.  I 

practice fairness and being objective when dealing with issues and encourage my 

teachers always to work to their potential besides being positive and motivating 

(Principal 7). 

                     

From the excerpt above, it is clear that principal 7 indicates that being fair and objective in 

dealing with issues concerning teachers and always encouraging teachers‟ in their duties 

contributes to teachers retention in secondary schools. A true reflection of three principals 

from county boys boarding high schools who stated that through their use of relationship type 

of leadership, they have managed to develop trust, respect and commitment in their teachers  

as the leadership style enables teachers participate in the decision making that impacts on 

their goals and the way they do their work.  
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The county boys‟ boarding schools had 33% of their principals interviewed reporting that 

principals should listen to their teachers‟ needs and apply strategies for retention to make 

teachers feel part of the institution and valued. These methods of retention contribute 

significantly and positively to teacher‟s transfer rate from one school to another (Principal 4). 

This was resonated with the argument from principal 9 who argued that effective leadership 

gives teachers the ability to speak and be vocal about their ideas. The principal further stated 

that giving the power of cultivating ideas to your team is a positive attitude seen by the 

teachers and it works distinctively in retaining good staff of teachers. 

4.9.4 Principals Role Modelling Theme 

The principals‟ responses that were coded as the theme of Principals Role Modelling were 

separated by school levels. Role modelling is the commitment of a principal to display the 

positive daily actions that impact staff morale and dedication to work (Leithwood & Jantzi 

2006). An aggregate of the responses to the question “what principals‟ behaviours influence 

the teachers‟ decision to look for transfers to another school or to stay in their posted 

stations?, produced the role modelling theme identified through school type and level. For 

example from the excerpts from individual principals indicated that:- 

I really believe in listening to my teachers without being judgmental. Am always 

creating self-awareness to my teachers, self-management skills, social awareness 

and social skills to my staff members (Principal 1). 
 

 

 

It is clearly evident that if the principal wants to motivate and retain her 

workforce, attention must be given to the level of motivation of its teachers. In 

this school, I always encourage my teachers to direct their driving force towards 

the successful attainment of the goals and objectives of the institution. I prefer 

dealing with my teachers in fair and just manner, dealing with their grievances 

and obstacles instantly and in a fairly way. In doing this, my teachers have 

remained intact, motivated and dedicated to their duties (Principal 18).  
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It is evident from this excerpt that principals who demonstrate their leadership perceptions by 

understanding their own leadership behaviour and how they influence the teachers work 

commands and commitment of those teachers around them through fair dealings and being 

just to them permits retention. This means that they understand their own strengths and 

weaknesses, and they have confidence in themselves and their teachers to achieve their goals. 

They consistently display honesty and integrity to their staff members. Such administrators 

are encouraged to achieve and have the urge to grab any opportunities that come their way. 

The above response is in line with Nwokocha and Iheriohanma (2015) whose findings 

outlined that administrator‟s willingness and ability to offer motivational reward to their 

teachers with clear vision, develops others through coaching, and listen and communicate 

clearly to their teachers are effective implementers of change, relationship builders and able to 

retain their teachers to work longer in their schools. 

 

Similarly principal 5 postulates:- 

I normally and always believe in giving autonomy and integrating ideas of my 

teachers in every decision that is to be made. I normally empower my teachers to 

work independently and they appear to be more satisfied and have never failed to 

meet the set deadlines (Principal 5). 
  

From the verbatim quote from principal 5 above it is realized that teachers who are given 

opportunity by their principals to contribute their decisions in the school planning process 

regarding school matters, show great interest in teaching and always work longer in such 

schools. When autonomy is given to teaching, it improves performance and service delivery 

on because teachers feel trusted to perform a task. This perception on teachers leads to 

increased level of intrinsic motivation and the outcome is work efficacy, commitment and 

retention. 
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On the other hand, principals whose communication competence fails to moderate 

relationship between themselves and their teachers will be of greater effect to teachers‟ 

attrition to other schools. This is reiterated by verbatim quote from principal 3 that:- 

 

In this school chain of command is clearly defined. Managing a school is not an 

easy task and without clearly defined communication channel and chain of 

command, many teachers will resort to work in other schools. In this school I 

always encourage relationship leadership kind of management style to encourage 

free association and freedom of expression to all my teachers (Principal 3). 

  

From the excerpts reiterated by principal 3 above, it is realized that interactive communication 

competence is very important between the school principals and their teachers. This means 

that clear communication line and well defined chain of command by school principals to 

teachers about their duties and responsibilities on the way they are expected to fulfil their 

duties encourages employee performance and teacher retention. This confirms the findings of 

Burke et al., (2006) whose findings stated that effective communication by school principals 

clearly reflects relationship leadership behaviour perceived to promote team effectiveness, 

teacher retention and improved academic outcome of the students. 

 

The county boys‟ schools boarding did not record any response on principal‟s role modelling. 

The mixed day schools had 27% of their principals‟ report that principal role modelling 

influenced teacher‟s transfers. For example, excerpts from principals of a county girls and a 

national school indicated that:- 

Principals are challenged by teachers to think far above their staff colleagues. In 

this school, teachers expect me to act as a mirror to copy. I always give 

instructions by self-performance. You cannot expect teachers to work and like 

their work while you are not committed in your work as a principal (Principal 16)   
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A school‟s effectiveness and achievements are highly influenced by principals‟ 

leadership behaviour and this should be supported by all the school heads. In my 

school, I always encourage and help my teachers to work enthusiastically toward 

realization of school objectives. I encourage interaction between the 

administration and the teaching staff where I always encourage teachers to work 

freely to achieve a common goal. This has influenced to a greater extent the 

extent of teachers‟ willingness to work, teaching potential and determination with 

which teachers charge their duties in this school (Principal 4) 
 

This is in line with the finding of Beteille, Kalogrides and Loeb (2009) who argued that when 

principals becomes models in ensuring a sense of belonging on their teachers through positive 

encouragement, professionalism, and including them as part of the educational team, teachers 

will express the empowerment they felt and will be a team working together. This means that 

teachers will work extra hard when their principals lead by example. Principals will motivate 

their teachers even more to dedicate themselves to school activities when principals equally 

attend some classes and records good performance in their subjects. 

4.9.5 Summary of the Findings 

Objective five examined the measures used by principals to enhance retention of secondary 

school teachers in Homa Bay County of Kenya. Table 4.33 below indicates the summarized 

survey response to interview questions given to Principals. The findings were thematically 

coded and three major themes emerged; principal role modelling theme, school culture theme 

and leadership decision theme. The principals selected school culture theme at 88%, 

principal‟s role modelling theme at 83% and leadership role modelling theme at 67% as the 

theme having the least impact on teacher‟s retention. School culture theme had the most 

significant impact on teacher‟s retention. 
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Table 4.33  

 

Survey Responses to Interview Questions (n=18) 

 

 Themes % of Respondents 

Type of School No of Teachers Responding 

to Open-Ended Question 

Administrative 

Role Modeling  

School 

Culture  

Leadership 

Decisions 

National  2 1 2 2 

County boys boarding 4 0 3 2 

County girls boarding 4 4  5 2 

Mixed high school 3 2 3 3 

Boys day 3 3 4 2 

Girls day 2 2 2 1 

Total  18 83% 88% 67% 

Source: Survey data (2016)  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

In this chapter the researcher presents a summary of the findings of the study, conclusions of 

the research, recommendations for action as per the objectives and highlight suggestions for 

improvement and further research. The conclusions are based on the review of literature and 

findings from questionnaires and interview schedule presented in the earlier chapters.  

5.2 Summary 

This section gives a summary based on the five major objectives that have been analysed and 

discussed in chapter four above. 

5.2.1 School Environmental Characteristics that enhance Retention of Secondary School 

Teachers. 

The first objective of the study was to establish the schools‟ environmental characteristics that 

enhance retention of secondary school teachers in Homa Bay County. The study established 

that environmental characteristics have a plausible influence on teacher retention. The study 

revealed that environment in which teachers work affects both performance and satisfaction 

which dictates immensely whether a teacher will continue working at the same institution or 

seek transfer to another school. Pearson Moment Correlation test indicate that there was a 

significant fairly moderate, positive correlation between the two variables [r = .463, n = 422, 

p<.05], with high levels of conducive school environment associated with high teacher 

retention rate. 

Both the principals and the teachers attested to the fact that good relationship between the 

teachers and the school administration motivate teachers to work in particular schools. On the 
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issue of teachers-student ratio, the study noted that the student-teacher ratio in most schools 

compromise the teacher‟s quality of teaching and commitment. On the other hand, the 

findings however noted that school environmental characteristics accounted for 21.2% of 

variance of levels in teacher retention. The ANOVA results revealed that school 

environmental characteristics was a significant predictor of teacher retention [F (1, 420) = 

114.489, p < .05], as indicated in Table 4.12. This means that school environmental 

characteristics really influence teacher retention in secondary schools. It explains a significant 

amount of the variance in the level of teacher retention in secondary schools.  

 

5.2.2 The Impact of Recognition by Principals on Retention of Secondary School 

Teachers in Homa Bay County 

The second objective of the study was to determine the impact of teacher recognition by 

principals on retention of secondary school teachers in Homa Bay County. The largest beta 

coefficient was of .469 obtained from teacher recognition by the principals, implying that this 

intrinsic variable made the strongest unique contribution to explaining the dependent variable, 

when the variance explained by all other variables in the model was controlled for. The study 

established that nearly all the principals and teacher respondents held the perception that 

recognition by the school administrators motivates teachers in their work and allows teachers 

to know and understand the value of their work and meet targets and strategic goals.  

 

The study equally established that recognition by school principals provides a sense of 

ownership and belongingness to teachers, improves their morale, enhance their loyalty to 

work and increases their rate of retention in a school. It is evident from the ANOVA output 

that teacher recognition was a significant predicator of teacher retention [F (1, 420) = 
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241.139, p < .05). This means that teacher recognition really influences teacher retention in 

schools. 

 

5.2.3 Role of Staff Promotional Opportunities by the Principals on Retention of 

Secondary School Teachers  

The third objective studied the role of staff promotional opportunities by the principals on 

retention of secondary school teachers in Homa Bay County. The study established that 

principals and teachers in Homa Bay County appreciate that provision of promotional 

opportunities to teachers form part of teacher motivation as it creates chances for the teacher 

to grow professionally within a particular school or in another school. This was confirmed by 

96 (61.1%) reflected by a mean of 4.47 (SD=.80) and demonstrated in Table 4.20. True to the 

generally held belief by most teachers that when empowered by the principals, their 

confidence and self-reliance increases, which transverse into job satisfaction and high level of 

productivity, the findings equally noted that promotional opportunities and empowerment is 

the best reward that school principals can offer to their teachers. 

 

5.2.4 Influence of Leadership Behaviour on Retention of Secondary School Teachers 

The fourth objective studied the influence of principal‟s leadership behaviour on retention of 

secondary school teachers in Homa Bay County. The findings of the study noted that the beta 

value for the leadership behaviour was the lowest at .014, indicating that it made the least 

contribution to the model. It was therefore not surprising to discover that, even though all the 

other variables made a statistically significant (P <.05) unique contribution to the equation, 

only leadership behaviour did not reach statistical significance. This implied that even though 

there was significant difference between two groups of leadership behaviours, the principals‟ 
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leadership behaviour did not make significant unique contribution to the prediction of the 

dependent variable (teacher retention).  

 

The study also found out that leadership behaviour had a part correlation coefficient of .014, 

when squared gave only .000196, indicating that it explains only .02 (2 sig. figures) per cent 

of the variance in teacher retention scores. However, the findings indicated that there was 

significant difference in teacher retention scores for relation-oriented leadership behaviour 

(M=3.72, SD=.56) and task-oriented leadership behaviour [M=3.59, SD=.50; t (362) = -2.15, 

p=.032]. The findings established that the principals who exhibited relationship-oriented kind 

of leadership retain their teachers than the counterpart whose leadership behaviour is inclined 

towards task-oriented leadership behaviour. 

 

5.2.5 School Measures used to enhance Teacher’s Retention  

The fifth objective established the measures used by principals to enhance teacher‟s retention 

in Homa Bay County. The findings of the objective were analysed qualitatively and the 

analysed responses found emerging themes to clarify findings. Three major themes emerged 

through verbatim excerpts. These included: school culture, administrative decision and 

leadership role modelling. 

 

Under the theme of role modelling, the interview results revealed that secondary school 

principals who are approachable, friendly and motivates teachers promote teacher-retention. 

These kinds of principals are more organized in performing their duties and always make 

school environment to be the immediate home for all the teachers. Similarly, the study also 

established that mentoring programmes integrated with goal-oriented feedback helps develops 



189 
 

 
 

strong relationship among the experienced teachers and the less experienced teachers in a 

similar area. This in turn results into job satisfaction, commitment and retention. 

 

In leadership decision, the study found that principals who always direct their attention to 

anything that benefits their teachers will have a greater influence in retaining their teachers. 

When school principals remain accommodative and always want the best for their teachers, 

the staff will be focused and dedicated to their services. Finally under the theme of leadership 

and role modelling, the study established that principal‟s role modelling through constructive 

criticism, encouragements, professionalism and empowerment encourages team work, 

commitment and retention. 

 

5.3 Conclusions 

Based on the analysis and subsequent interpretations of the results, the study came up with the 

following conclusions in relation to stated objectives: -  

i) The study observed that school environmental characteristics accounted for 21.1% of 

variation of levels in teacher retention. It was established therefore that school 

environmental characteristics have plausible influence on teacher retention. It was 

concluded that environment in which teachers work affects both performance and 

satisfaction which may influence teachers‟ transfer request to other schools.  

ii) The largest beta coefficient was of .469 obtained from teacher recognition, implying 

that the variable made the strongest contribution in explaining the dependent variable. 

The study concludes that recognition provides a sense of ownership and 

belongingness, improves morale, enhance loyalty to work and increases retention rates 

of teachers in secondary schools.  
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iii) The study observed that promotional opportunities form part of teacher motivation as 

it creates chances for teachers‟ professional growth. Promotion to teachers empower 

them, hence increases their self-reliance, which traverse into job satisfaction, 

retention, high level of productivity and intrinsic satisfaction. 

iv) The study observed a significant difference between two groups of leadership 

behaviours. Principals who exhibit relationship oriented leadership retain their 

teachers than counterparts whose leadership is inclined toward task-oriented 

behaviour. 

v) A school principal who is approachable, friendly and motivates teachers promotes 

retention. Mentoring programmes integrated with goal oriented feedback helps 

develop strong relationship among the experienced teachers and less experienced 

resulting into mutual understanding hence teachers‟ retention. 

 

5.4 Recommendations of the Study 

Based on the study findings, the following recommendations have been advanced:  

i) It was acknowledged that environment in which teachers work affects both 

performance and satisfaction which dictates whether a teacher will seek for transfer or 

not. Therefore the Teachers Service Commission should develop strict policy 

governing teachers transfers to enable teachers have manageable work load. Although 

most teachers at a low mean of 3.25 and SD of 1.29 had a view that teachers will ask 

transfers from one school to another because they lack housing within the school, 

recommendation was made that teachers houses should be constructed through CDF 
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funding's. Guidance and counselling departments in secondary schools should also be 

strengthened to reduce cases of insecurity posed by striking and destructive students.  

ii) Teacher recognition by principals has a bearing on the decision teachers make 

regarding transfer requests to other schools. Recognition is therefore the best 

mechanism that school administrators can frequently use to encourage teachers 

retention. The secondary school principals should introduce motivational bonuses and 

involve teachers in decision making at school levels. These will lead to increased level 

of intrinsic motivation to teachers and the outcome is teachers work efficacy and 

retention. 

iii) Principals through the MoE should be able to empower teachers at their work places 

as this will give intrinsic satisfaction. The administrators should assure teachers 

upward mobility at their work place as this increases teachers confidence at work 

place and self-reliance. Principals should recommend teachers for professional growth 

either within or outside their schools. Functional teacher professional development 

strategies be put by the government through the MoE to control teachers transfer rates. 

iv) Relation-oriented leadership behaviours‟ retention was slightly higher [M=3.95, 

SD=.49; t (381.77) = 5.335, p=.032] than the retention scores for those who showed 

task-oriented leadership behaviour (M=3.69, SD=.502, see Table 4.27. School 

principals should therefore minimise the use of task-oriented leadership behaviour and 

instead embrace relationship-oriented leadership behaviour to promote teachers‟ 

retention. 

v) A mentoring program is strongly recommended for newly appointed teachers to 

enhance positive motive on teaching at schools.  
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5.5 Suggestions for Further Research 

Based on observations during the study, the researcher recommends further research in the 

following areas: - 

i) Role played by school community in relation to retention of secondary school teachers 

in Homa Bay County. 

ii) Perception of Board of Managements on the motivational rewards provided by 

principals to teachers in Homa Bay County. 
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APPENDICES 

APPENDIX A: QUESTIONNAIRE FOR PRINCIPALS 

Dear Respondent, 

My name is Lazarus Millan Okello and I am a Ph.D. (Educational Psychology) student at 

Rongo University, currently undertaking a research on Secondary School Principals‟ 

Motivational Rewards on Retention. Due to your position as a principal, I have chosen you to 

be part of my study. I assure you that all the information you shall give will be treated 

confidentially, and it shall not be used for any other purpose other than the academic use for 

which it is intended. Please give honest information as required. Tick (√) the appropriate 

boxes to reflect your opinion. Do not write your name on the questionnaire given. Thank you 

for your time and cooperation. 

Sincerely Yours 

Lazarus Millan Okello 

Section A: Demographic Information 

1. What is your gender?  a)  Male [ ]   b) Female [ ]    

2. Type of the school headed: National [ ] County Boys Boarding [ ] County Girls Boarding 

 [ ] Mixed High School [ ] Boys Day [ ] Girls Day [ ] 

3. In which of the following settings best describes the location of your school?  Rural   [ ]  

Urban [ ] 

4. Kindly indicate your age bracket a) 36 – 40 yrs. [ ] b) 41 – 45 yrs. [ ]   c) 46 – 50 yrs. [ ] d) 

Above 51 Years [ ] 

5. What is your highest qualification? a) Diploma [ ] c) Graduate [ ] d) Post graduate [ ] 

Others, specify………………………………………………………………………………... 
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6. For how long have you been in the teaching profession? 

a) 1 – 5 years[ ]b) 6 – 10 years[ ]c) 11 - 15 years[ ]d) 16 – 20 years[ ]e) 21 - 25 years[ ]f) Over 

26 years[ ] 

7.For how long have you been a Principal? 

a) 1 – 5 years [ ] b) 6 – 10 years [ ] c) 11 - 15 years [ ] d) 16 – 20 years [ ] e) 21 - 25 years [ ] 

f) Over 26 years [ ] 

8. For how long have you been a Principal in your current school? 

a) 1 – 5 years [ ] b) 6 – 10 years [ ] c) 11 - 15 years [ ] d) 16 – 20 years [ ] e) 21 - 25 years [ ] 

f) Over 26years [ ] 
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Section B: School Environmental Characteristics on Teacher Retention 

 (Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

  

Item 1 2 3 4 5 

1) Teachers work longer in schools where there is 
trust between teachers and the school leadership   

     

2) Teachers like working in schools where the 
principal share freely with them on their career and 
personal challenges 

     

3) Good leadership style of the principal provides job 
satisfaction to teachers in secondary schools 

     

4) Good relationship between the teachers and the 
school principal helps retain teachers in those 
schools 

     

5) Students discipline forms the basis of teachers‟ 
decision to work in a school or seek for transfer to 
other schools 

     

6) Many teachers do not like to transfer from schools 
with manageable teaching work load 

     

7) Good security and safety measures taken by the 
principal makes many teachers not asking for 
transfer to other schools   

     

8) Teachers like working in schools where the 
principals give them protection of whichever kind 

     

9) Manageable class size motivates teachers to 
commit themselves to work longer in such schools 

     

10) Teachers decision to work in a specific school is 
influenced by the presence of teaching learning 
resources in that school 

     

11) Teachers will ask for transfers from one school to 
another because they lack housing within the 
school 

     

12) The teacher student ratio in most schools 
compromise the teachers‟ quality teaching and 
commitment 
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Section C: Impact of Recognition on Retention 

(Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

Item  1 2 3 4 5 

1) Recognition by the school principals motivates 
teachers in their work  

     

2) Recognition allows teachers to know and 
understand the value of their work 

     

3) Regular appreciation by school principals 
encourages teachers to reach their strategic 
goals  

     

4) Recognition by principals can be used to retain 
teachers 

     

5) Teachers recognition through rewards 
motivates them to dedicate their time to 
teaching 

     

6) Recognition enables teachers to feel competent 
and dedicated to teach in their schools  

     

7) Recognition by principals are useful for 
teachers as they make decision to transfer to 
other schools 

     

8) Teacher recognition by administration through 
promotion enhances teachers‟ commitment to 
work 

     

9) Teachers who feel stagnated at job groups 
within a school seeks transfer to other schools 

     

10) Teachers like working in schools where they 
are given tasks and left to work independently 

     

11) Teachers like working in schools which offers 
extra financial benefits e.g. on extra and 
overtime lessons 

     

12) Extra monetary rewards contribute to teachers‟ 
self-efficacy and retention 
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Section D: Staff Promotional Opportunities  

(Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

 

 

 

 

 

  Item   1 2 3 4 5 

1) Staff promotional opportunities increases teachers‟ 

commitment and retention 

     

2) Teachers feel motivated when empowered and involved in 

school decision making process 

     

3) Rewarding teachers through promotional opportunities 

encourages commitment and retention 

     

4) Staff promotional opportunities by the principals enhance 

teachers‟ dedication to work 

     

5) Promotional opportunities and teacher empowerments by 

the principals motivates teachers to work harder 

     

6) Promotion and empowerment of teachers by principals 

encourages teachers to be more committed to work in such 

schools 

     

7) Teachers like working in schools where principals 

recommend them for promotions and empower them 

     

8) Teacher empowerment and promotion by the principal is a 

key factor for teachers‟ retention in a school 

     

9) Promotional opportunities and empowerment of teachers 

helps in developing competency on teachers 

     

10) Teachers feel motivated when empowered and involved in 

school decision making process 
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Section E: Principal Leadership Behaviour in schools 

 

(Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - (never (1), rarely (2), sometimes (3), usually (4), always (5)) 

Orientations 1 2 3 4 5 

1) I encourage my teachers to participate when it comes 

to decision-making time and I try to implement their 

ideas and suggestions.  

     

2) Nothing is more important than accomplishing a goal 

or task.  
     

3) I closely monitor the schedules to ensure targets are 

completed in time.  
     

4) I enjoy coaching teachers on new tasks and 

procedures.  
     

5) I encourage my teachers to be creative about their 

responsibility.  
     

6) When seeing a complex task through to completion, I 

ensure that every detail is accounted for.  
     

7) I find it easy to carry out several complicated tasks at 

the same time.  
     

8) I like researching and reading  books and journals 

providing information on leadership and training  
     

9) When correcting mistakes, I do not worry about 

jeopardizing relationships.  
     

10) I manage my time very efficiently.       

11) I enjoy explaining the intricacies and details of a 

complex task to my teachers.  

    

 

 

12) Nothing is more important than building a great team 

of teachers.  
     

13) I honour and respect other teachers‟ boundaries.       

14) Counselling my teachers to improve their 

performance or behaviour is second nature to me.  
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Section F: Profile on Teachers’ Retention 

Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

 

 

Thank you very much for your co-operation and assistance 

Item  

 

1 2 3 4 5 

1) Most teachers in this school are new members      

2) A good number of teachers who have gone on transfer 

from this school do initiate their transfers 

     

3) Provision of housing to teachers by the school helps to 

retain teachers from requesting to be transferred  

 

 

     

4) Leadership style of the principal can affect teachers 

requests for transfers to other schools 

     

5) A part from the salaries, the extra financial benefits 

given to teachers can make them not ask for transfers to 

other schools  

     

6) Recommendations for promotion by the school principal 

can make teachers work with such principals 

     

7) Availability of teaching learning materials can make 

teachers prefer working at such schools 

     

8) Most teachers like working in schools where there is 

peace and good security 

     

9) Extra workload and size of the class taught by a teacher 

can make them ask for transfers to other schools 

     

10) Proper recognition to teachers by the principals makes 

teachers like working at such schools 

     

11) Teachers do not like rewards based on performance 

appraisal  
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APPENDIX B  

QUESTIONNAIRE FOR TEACHERS 

Dear Respondent, 

My name is Lazarus Millan Okello and I am a Ph.D. (Educational Psychology) student at 

Rongo University, currently undertaking a research on Secondary School Principals‟ 

Motivational Rewards on Retention. Due to your position as a teacher, I have chosen you to 

participate in this study. I assure you that the information you shall give will be treated 

confidentially, and it shall not be used for any other purpose other than the academic use for 

which it is intended. Please give honest information as required. Tick (√) the appropriate 

answers in the boxes provided and write down the appropriate answers in the spaces provided. 

Do not write your name on the questionnaire. Thank you in advance for your time and 

cooperation. 

Sincerely Yours 

Lazarus Millan Okello 

Section A: Demographic Information 

1. What is your gender? a) Male [ ] b) Female [ ] 

2. Type of the school you teach at:   National [ ] County Boys Boarding [ ] County Girls  

Boarding [ ] Mixed High School [ ] Boys day [ ] Girls Day [ ] 

3 In which of the following settings best describes the location of your school?  Rural   [ ]  

Urban [ ] 

iv) What is your age? a) 20 - 30 years [ ] b) 31 - 40 years [ ] c) 41 - 50 years [ ] d) Above 51  

years [ ] 
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5. What is your professional qualification?  a) Diploma [ ] c) Graduate [ ] d) Post Graduate [ ] 

e) Others specify………………………………………………………………………… 

6. How long have you been a teacher? a) 1–5 years [ ] b) 6 –10 years [ ] c) 11 - 15 years [ ] 

d) 16 – 20 years [ ] e) 21 - 25 years [ ] f) Over 26 years [ ] 

7. How long have you been a teacher in your current station?   a) 1 – 5 years [ ] b) 6 – 10 

years [ ] c) 11 - 15 years [ ] d) Over 16 years [ ] 

Section B: School Environmental Characteristics on Teacher Retention 

 Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5)  

Item 1 2 3 4 5 

1) Teachers work longer in schools where there is trust 
between teachers and the school leadership   

     

2) Teachers like working in schools where the principal 
share freely with them on their career and personal 
challenges 

     

3) Good leadership style of the principal provides job 
satisfaction to teachers in secondary schools 

     

4) Good relationship between the teachers and the school 
principal helps retain teachers in those schools 

     

5) Students discipline is always a motivating factor to 
many teachers in their work stations  

     

6) Many teachers do not like to transfer from schools with 
manageable teaching work load 

     

7) The good security and safety measures taken by the 
principal makes many teachers to stay longer in 
particular secondary schools 

     

8) Teachers like working in schools where the principals 
give them protection of whichever kind 

     

9) Manageable class size motivates teachers to commit 
themselves to work 

     

10) Teachers decision to work in a specific school is 
influenced by the presence of teaching learning 
resources in that school 

     

11) Teachers will ask for transfers from one school to 
another because they lack housing within the school 

     

12) The teacher student ratio in most schools compromise 
the teachers‟ quality teaching and commitment 
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Section C: Impact of Recognition on Retention 

Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

Item  1 2 3 4 5 

1) Recognition by the school principals motivates 

teachers in their work  
     

2) Recognition allows teachers to know and 

understand the value of their work 

     

3) Regular appreciation by school principals 

encourages teachers to reach their strategic goals  

     

4) Recognition by principals can be used to retain 

teachers 

     
5) Teachers recognition through rewards motivates 

them to dedicate their time to teaching 

     

6) Recognition enables teachers to feel competent and 

dedicated to teach in their schools 

     

7) Recognition by principals are useful for teachers as 

they make decision to transfer to other schools 

     

8) Teacher recognition by administration through 

promotion enhances teachers‟ commitment to work 

     

9) Teachers who feel stagnated at job groups within a 

school seeks transfer to other schools 

     

10) Teachers like working in schools where they are 

given tasks and left to work independently 

     

11) Teachers like working in schools which offers extra 

financial benefits e.g. on extra and overtime lessons 

     

12) Extra monetary rewards contribute to teachers‟ 

self-efficacy and retention 
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Section D: Staff Promotional Opportunities  

Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

 
 

 

 

 

 

 

 

 

 

  Item   1 2 3 4 5  

1) Promotional opportunities and empowerment increases 

teachers‟ commitment and retention 
     

2) Teachers feel motivated when empowered and involved in 

school decision making process 
     

3) Rewarding teachers through promotional opportunities and 

empowerment encourages commitment and retention 
     

4) Promotional opportunities and empowerment of teachers by the 

principals to give rewards to teachers 
     

5) Promotional opportunities and teacher empowerments by the 

principals motivates teachers to work harder 
     

6) Promotion and empowerment of teachers by principals 

encourages teachers to be more committed to work in such 

schools 

     

7) Teachers like working in schools where principals recommend 

them for promotions and empower them 
     

8) Teacher empowerment and promotion by the principal is a key 

factor for teachers‟ retention in a school 
     

9) Promotional opportunities and empowerment of teachers helps 

in developing competency on teachers 
     

10) Teachers feel motivated when empowered and involved in 

school decision making process 
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Section E: Principal Leadership Behaviour in schools 

(Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - (never (1), rarely (2), sometimes (3), usually (4), always (5)) 

Orientations 1 2 3 4 5 

1) I encourage my teachers to participate when it comes to 

decision-making time and I try to implement their ideas 

and suggestions.  

     

2) Nothing is more important than accomplishing a goal or 

task.  
     

3) I closely monitor the schedules to ensure targets are 

completed in time.  
     

4) I enjoy coaching teachers on new tasks and procedures.       

5) I encourage my teachers to be creative about their 

responsibility.  
     

6) When seeing a complex task through to completion, I 

ensure that every detail is accounted for.  
     

7) I find it easy to carry out several complicated tasks at the 

same time.  
     

8) I enjoy reading articles, books, and journals about 

training, leadership, and psychology; and then putting 

what I have read into action.  

     

9) When correcting mistakes, I do not worry about 

jeopardizing relationships.  
     

10) I manage my time very efficiently.       

11) I enjoy explaining the intricacies and details of a complex 

task to my teachers.  

    

 

 

12) Nothing is more important than building a great team of 

teachers.  
     

13) I honour and respect other teachers‟ boundaries.       

14) Counselling my teachers to improve their performance or 

behaviour is second nature to me.  
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Section F: Profile on Teachers’ Retention 

Please tick the answer that best describes your opinion on the stated fact. The choices are as 

follows: - SA-strongly agree (1), A-agree (2), U-uncertain (3), D-disagree (4), SD- strongly 

disagree (5) 

 

 

Thank you very much for your co-operation and assistance 

 

 

 

Item  

 

1 

 

2 3 4 5 

1) Most teachers in this school have not stayed for long      

2) A good number of teachers who have gone on 

transfer from this school do initiate their transfers 
     

3) Provision of housing to teachers by the school helps 

to retain teachers from requesting to be transferred  

 

 

     

4) Leadership style of the principal can affect teachers 

requests for transfers to other schools 
     

5) A part from the salaries, the extra financial benefits 

given to teachers can make them not ask for transfers 

to other schools 

     

6) Recommendations for promotion by the school 

principal can make teachers work with such 

principals 

     

7) Availability of teaching learning materials can make 

teachers prefer working at such schools 
     

8) Most teachers like working in schools where there is 

peace and good security 
     

9) Extra workload and size of the class taught by a 

teacher can make them ask for transfers  
     

10) Proper recognition to teachers by the principals 

makes teachers like working at such schools 
     

11) Teachers do not like rewards based on performance 

appraisal  
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APPENDIX C 

CONSENT LETTER 

My name is Lazarus Millan Okello and I am a PhD candidate in Rongo University; School of 

Education. It is prudent that you know the purpose of my research study before accepting to 

be interviewed. The focus of my research is to determine “Secondary School Principals’ 

Motivational Rewards on Retention: Case of Secondary School Teachers in Homa Bay 

County, Kenya”. 

I intend to listen to individual narrative interview from principals who are managers of 

secondary schools in Homa Bay County with a view of finding out how they reward teachers 

to ensure their retention. 

I am seeking your consent to interview you about your view on rewards provided by 

secondary school principals in retaining teachers. This will be through interview which I 

would like to tape record with your permission. You will have an opportunity to comment on 

the analysis of the interview at a later stage, if you wish I will make available the complete 

thesis in case you would like to read. 

1. Your participation is entirely on a voluntary basis and you have the right to withdraw 

from the study at any time. 

2. I will maintain confidentiality and anonymity (use of pseudonyms) throughout the 

study. Confidentiality will be maintained by not divulging identifiable information to 

the study. Such parties will not be able to link the data to identifiable participants, as 

they will be anonymized by using codes on the interview transcript. 

3. Arrangement for the documentation and dissemination of the finding will guarantee 

individual anonymity using pseudonyms. 

4. Data will be protected by keeping transcript and interview, tape recording in a secure 

place, once the study has been examined, the idea will be kept till the final assessment 

then it will be destroyed. 

Do you consent to participating in the interview? 

YES 1 [ ] 

NO 2   [ ] 

If NO: Then thank you for your time. If YES: Thank you for agreeing to take part in this 

study. By saying YES, that means you consent voluntarily to be a participant in this study and 

you understand that you have the right to end the interview at any time. If you agree, I will 

now sign this form to confirm that your consent has been obtained. 
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SIGNATURE/INITIALS OF INTERVIEWER ……………………………………………. 

DATE OF INTERVIEW………………..………………………………………………………. 

CONSENT CERTIFICATION 

This is to certify that I have read the information on the information sheet, (or it has been read 

to me). I have had the opportunity to ask questions related to the interview and any question 

asked have been answered to my satisfaction. I consent voluntarily to be a participant in this 

study and understand that I have the right to end the interview at any time. 

SIGNATURE/INITIALS OF INTERVIEWEE…………………………………………………  

 TELEPHONE NUMBER………………………………………………….………….……….. 

 DATE OF INTERVIEW……………………………………………………………………….. 

Your verbal consent is all that is needed to go ahead with the study. However, if you feel 

comfortable enough doing so, you can also sign your name or initials below and your 

telephone number to indicate that you have consented in writing to participating in this 

interview. 
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APPENDIX D 

INTERVIEW SCHEDULE FOR PRINCIPALS 

 “Secondary School Principals’ Motivational Rewards on Retention: Case of Secondary 

School Teachers in Homa Bay County, Kenya” 

In respect of this study, the interview schedule question used to guide the findings of this 

objective FIVE sought to establish the measures applied by principals of secondary schools to 

enhance teachers‟ retention. The questions were: 

1. What measures do principals use to ensure better working environment for teachers that 

helps control teachers own transfer initiatives to other schools? 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………. 

2. Could you tell me how the principals‟ leadership behaviour influences teachers‟ requests 

for transfer from one school to another? 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

3. How does your decision making process as a principal encourage teachers retention in 

your school?  

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………. 

4. What are some of the reasons teachers give from your school as they make transfer 

requests to other schools? 
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………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

……………………………………………………………………………………………… 

5. Could you describe in as much detail as possible some of the strategies you use in your 

school to ensure that teachers request for transfers is controlled? 

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

………………………………………………………………………………………………

…………………………………………………………………………………………….... 
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APPENDIX E  

LETTER OF INTRODUCTION 

 

Rongo University, 

Department of Educational Psychology and Science, 

P.O.BOX 103 40404, 

RONGO. 

Date ……………………………………….. 

The Principal, 

……..…….……………….Secondary School. 

Dear Sir/Madam,    

RE: PERMISSION TO CONDUCT RESEARCH IN YOUR SCHOOL. 

I am a postgraduate student pursuing a PhD in Educational Psychology degree at Rongo 

University. I am conducting a research on the “Secondary School Principals’ Motivational 

Rewards on Retention: Case of Secondary School Teachers in Homa Bay County, Kenya”. 

I will be grateful if you allow me to involve you and some of your teachers in this study. The 

information obtained will be used for the research and the identities of the respondents will be 

kept confidential. Your co-operation will be highly appreciated. 

Thank you. 

 

Yours sincerely, 

 

Lazarus Millan Okello 
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APPENDIX F 

PRINCIPALS’ RESPONSES TO INTERVIEW QUESTIONS 

Thematic Responses Responses 

Role Modeling Theme - Encouraging teachers to believe in themselves 

- Being approachable and responds quickly to legitimate concern 

voice by staff members 

- Always encouraging and being reachable to my teachers all the  

times 

- Challenges teachers to think beyond the surface. Expects teachers to 

have in-depth of knowledge in their profession and doing all I can to 

upgrade my teachers 

- Being respectful and positive to all my teachers  

- Leading by example 

- Accessible to teachers 

School Culture Theme - I always help teachers to ensure that this school has a family like 

atmosphere to all   

- Communicating goals and shares with teachers the expectations of 

the school 

- Provide continuous professional development in the areas needed to 

better meet needs of my teachers 

- I believe in praising my teachers for great scores and results  

- Training, bench marking and teachers‟ trips 

- Extra pay on remedial and extra time teachings 

- Positive attitudes, approachable, considerate, careering, 

accommodative and respectful to varied opinions  

- Having accommodative and open policy. 

-  Having understanding, level headed, always demonstrating positive 

outlook irrespective of the situation, putting the needs of your 

teachers above all the rest and working very hard to make sure that 

you are always on top of everything that goes on in every corner of 

the school 

- Instilling a sense of pride in all the teachers 

- Strong sense of purpose and inspiring teachers toward the same   

Leadership Decision 

Theme 

- Attention to teachers 

- Always encouraged to participate on matters that are of benefit to 

my teachers and students 

- Give autonomy to my teachers in their work 

- Determined to solve teachers problems as they occur Listening 

without judgment 

- Enthusiastic to integrate staff ideas and opinions into school 

activities  

- Respect  for my teachers in whatever they do, being fair and 

objective when dealing with issues and encouraging teachers to 

work to their potential 

- Positive and motivating 
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APPENDIX G 

INTERNAL CONSISTENCIES 

i) For Subscale- School Environmental Characteristics 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's Alpha 

Based on 

Standardized Items 

N of Items 

.705 .713 12 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

SEC1 45.19 28.341 .174 .122 .705 

SEC2 45.21 28.372 .183 .160 .704 

SEC3 45.38 27.046 .329 .227 .691 

SEC4 45.45 25.900 .412 .294 .680 

SEC5 45.77 24.239 .408 .274 .676 

SEC6 45.94 24.817 .348 .177 .686 

SEC7 45.73 24.272 .485 .315 .666 

SEC8 45.93 24.537 .369 .227 .682 

SEC9 45.84 23.595 .493 .307 .662 

SEC10 46.25 23.838 .398 .250 .678 

SEC11 46.98 24.612 .247 .146 .710 

SEC12 45.76 25.469 .281 .136 .696 
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ii)  Internal Consistence for Subscale- Teacher Recognition by the Principal 

 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha 

Based on 

Standardized Items 

N of Items 

.811 .819 12 

 
 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Recognition 1 59.23 50.924 .440 .337 .800 

Recognition 2 59.24 51.459 .468 .343 .800 

Recognition 3 59.15 52.266 .359 .298 .805 

Recognition 4 59.72 47.531 .534 .412 .792 

Recognition 5 59.18 51.884 .316 .196 .807 

Recognition 6 59.37 50.428 .418 .337 .801 

Recognition 7 59.82 47.747 .482 .343 .796 

Recognition 8 59.27 50.722 .410 .285 .801 

Recognition 9 59.38 48.352 .559 .365 .791 

Recognition 10 60.03 46.877 .461 .324 .798 

Recognition 11 59.14 52.099 .162 .119 .823 

Recognition 12 59.51 47.179 .563 .435 .789 
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iii) Internal Consistence for Subscale- Teacher Promotional Opportunities 

 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items 

N of Items 

.830 .826 10 

 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Item1 35.83 32.643 .620 .538 .804 

Item2 35.55 35.503 .562 .483 .811 

Item3 35.57 34.932 .601 .438 .807 

Item4 36.08 34.324 .543 .381 .812 

Item5 35.53 35.262 .558 .347 .811 

Item6 35.34 37.366 .465 .329 .820 

Item7 35.12 39.979 .263 .306 .835 

Item8 35.36 38.028 .329 .284 .833 

Item9 35.60 34.117 .645 .466 .802 

Item10 35.91 34.054 .572 .393 .809 
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iv) Internal Consistence for Subscale- Leadership behaviour 

 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's Alpha 

Based on 

Standardized Items 

N of Items 

.793 .803 14 

 

 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Cronbach's Alpha 

if Item Deleted 

Item1 55.08 42.800 .442 .779 

Item2 55.10 43.294 .470 .779 

Item3 55.01 43.958 .369 .785 

Item4 55.58 39.619 .540 .769 

Item5 55.04 43.620 .322 .787 

Item6 55.22 42.310 .422 .780 

Item7 55.68 39.863 .483 .774 

Item8 55.13 42.665 .406 .781 

Item9 55.23 40.540 .551 .769 

Item10 55.89 39.029 .462 .777 

Item11 54.99 43.939 .155 .807 

Item12 55.37 39.574 .546 .768 

Item13 55.39 41.745 .363 .785 

Item14 55.21 42.515 .364 .784 
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v) Internal Consistence for Subscale- Profile on Teacher Retention 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items 

N of Items 

.660 .678 11 

 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Item1 39.09 28.256 .111 .104 .679 

Item2 39.17 26.683 .246 .124 .652 

Item3 38.75 26.389 .274 .168 .646 

Item4 37.92 27.344 .364 .274 .632 

Item5 38.20 25.153 .448 .323 .612 

Item6 38.00 25.966 .453 .357 .615 

Item7 38.14 27.737 .255 .219 .648 

Item8 37.72 28.877 .262 .213 .648 

Item9 38.63 24.399 .463 .294 .607 

Item10 38.12 26.489 .372 .212 .628 

Item11 39.02 25.737 .280 .191 .647 

 

 

 

 

 

 

 
 

 

 



243 
 

 
 

APPENDIX H 

 RESEARCH AUTHORIZATION 
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APPENDIX I  

RESEARCH PERMIT 
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APPENDIX J 

INTRODUCTION LETTER FROM COUNTY COMMISSIONER 
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APPENDIX K  

INTRODUCTION LETTER FROM GRADUATE SCHOOL 
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APPENDIX L 

MAP SHOWING SIX SUB-COUNTIES OF HOMA BAY COUNTY 
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APPENDIX M 

KREJCIE AND MORGAN TABLE OF SAMPLE SIZE 

Source: Adapted from R.V. Krejcie & D.W.Morgan (1970). Determining Sample Size for Research activities. 

Educational and Psychological Measurement, 30, 608. 

N  S  N  S  N  S  N  S  N  S  

10  10  100  80  280  162  800  260  2800  338  

15  14  110  86  290  165  850  256  3000  341  

20  19  120  92  300  169  900  269  3500  346  

25  24  130  97  320  175  950  274  4000  351  

30  28  140  103  340  181  1000  278  4500  354  

35  32  150  108  360  186  1100  285  5000  357  

40  36  160  113  380  191  1200  291  6000  361  

45  40  170  118  400  196  1300  297  7000  364  

50  44  180  123  420  201  1400  302  8000  367  

55  48  190  127  440  205  1500  306  9000  368  

60  52  200  132  460  210  1600  310  10000  370  

65  56  210  136  480  214  1700  313  15000  375  

70  59  220  140  500  217  1800  317  20000  377  

75  63  230  144  550  226  1900  320  30000  379  

80  66  240  148  600  234  2000  322  40000  380  

85  70  250  152  650  242  2200  327  50000  381  

90  73  260  155  700  248  2400  331  75000  382  

95  76  270  159  750  254  2600  335  100000  384  
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APPENDIX N  

DISTRIBUTION OF SCHOOLS, PRINCIPALS AND TEACHERS PER SUB-

COUNTY 

S/NO SCHOOL SUB-COUNTY TEACHERS 

   

   CBE MALE FEMALE TOTAL S/FALL 

1 Nyaketch Mixed R/North 9 2 0 2 7 

2 Mawego Girls R/North 28 6 6 12 16 

3 Kamolo Mixed  R/North 9 5 0 5 4 

4 Koredo Mixed R/North 9 3 0 3 6 

5 Karabondi Mixed R/North 19 6 2 8 1 

6 St. Innocent Jonyo 
Mixed  

R/North 19 6 1 7 12 

7 Miranga Mixed R/North 28 5 1 6 13 

8 Otaro Mixed R/North 9 6 3 9 19 

9 St. Alfred Alara 
Mixed 

R/North 9 7 1 8 1 

10 Ogenya Girls R/North 19 4 5 9 0 

11 Kobala Mixed R/North 9 7 3 10 9 

12 Kamwala Mixed R/North 9 2 1 3 6 

13 St. Martine Oluti 

Mixed 

R/North 9 4 1 5 4 

14 Lieta Mixed R/North 19 5 2 7 2 

15 Samanga Mixed R/North 9 4 2 6 13 

16 Wi-Kondiek 
Mixed 

R/North 9 4 2 6 3 

17 Kodhoch Mixed R/North 9 2 0 2 7 

18 Wagwe Mixed R/North 55 3 0 3 6 

19 Oriwo Boys R/North 9 22 2 24 31 

20 Akwakra Mixed R/North 9 4 2 6 3 

21 Adhiro Mixed R/North 9 2 2 4 5 

22 Kandiege Mixed R/North 9 9 3 12 -3 

23 Kowuor Mixed R/North 9 7 0 7 2 

24 Siburi Mixed R/North 9 6 1 7 2 

25 Kajiei Mixed R/North 9 3 1 4 5 

26 Miyuga Mixed R/North 9 3 1 4 5 

27 Kobila Mixed R/North 9 4 2 6 3 

28 Kendu Muslim 

Mixed 

R/North 19 10 4 14 5 

29 Otoko Mixed R/North 19 10 2 12 7 

30 Nyakan‟go Mixed R/North 9 1 0 1 8 

31 St. Johns Seka 

Mixed 

R/North 9 3 2 5 4 

32 Osodo Mixed R/North 9 2 0 2 7 

33 Ngeta Mixed R/North 9 5 0 5 4 

34 Gendia Boys  R/North 38 8 4 12 26 

35 George Ogola 
Boys 

R/North 9 3 2 5 4 

36 Nyangajo Girls R/North 28 12 4 16 12 

37 Kotonje Mixed R/North 9 1 1 2 7 

38 Karabondi Girls R/North 9 2 3 5 4 
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39 Omboga Mixed R/North 9 6 1 7 2 

40 Masogo Mixed R/North 9 2 0 2 7 

41 Gogo Mixed R/North 9 11 0 11 -2 

42 Adiedo Mixed R/North 9 3 0 3 6 

43 Alaru Central 

Mixed 

R/North 9 2 0 2 7 

4.9 

Testing 

for 

Statistica

l 

Significa

nt 

Correlati

ons 

between 

the 

Variable

s………

………

…149 

4.9.1 

The 

Model 

of the 

Optimal 

level of 

Teacher 

Retentio

n in 

School

………

……..…

……150 

4.9.2 

Evaluati

ng 

Contribu

tion of 

each of 

the 

Indepen

dent 

Variable

s………

……….

………1

52 

4.9.3 

The 

Regressi

on 

Model…

………

………

………

………

  579 222 67 366 290 

        

S/NO SCHOOL SUB-COUNTY TEACHERS 

   CBE MALE FEMALE TOTAL S/FALL 

1 Wangapala  R/South 27 15 0 15  

2 Kolweny 

Kingsway 

R/South 9 4 4 8 12 

3 Siany  R/South 9 1 1 2 1 

4 Oriang  R/South 9 2 1 3 7 

5 Lwanda  R/South 9 4 0 4 6 

6 Othoro  R/South 19 7 5 12 5 

7 Nyamwaga  R/South 9 0 0 0 7 

8 Pala  R/South 9 1 3 4 9 

9 Atela  R/South 9 4 3 7 5 

10 Orera  R/South 9 5 1 6 2 

11 Nyasore  R/South 9 5 0 5 3 

12 Kotienditi  R/South 9 5 2 7 2 

13 Osuri  R/South 9 1 1 2 7 

14 Ponge  R/South 9 5 0 5 4 

15 Adega  R/South 9 5 3 8 1 

16 Kilusi  R/South 9 3 1 4 5 

17 Opanga R/South 9 6 4 10 -1 

18 Owiro R/South 9 6 0 6 3 

19 Ringa Boys R/South 36 15 6 21 15 

20 Ringa Girls R/South 18 3 7 10 8 

21 Atemo R/South 18 8 1 9 9 

22 Apondo  R/South 18 6 0 6 12 

23 Otel  R/South 9 2 0 2 7 

24 Harambee R/South 9 4 0 4 5 

25 Angeno  R/South 9 4 3 7 2 

26 Andingo  R/South 9 0 2 2 7 

27 Ogilo  R/South 18 6 2 8 10 

28 Nyamwango  R/South 9 3 0 3 6 

29 Umal  R/South 9 1 0 1 8 

33 Ober Boys R/South 27 9 5 14 13 

31 Omiro  R/South 9 2 1 3 6 

32 Buoye  R/South 9 3 2 5 4 

33 Got Rateng R/South 16 9 3 12 4 

34 Blogs R/South 19 9 6 15 4 

35 Kowidi  R/South 9 3 3 6 3 

36 Kandegwa  R/South 9 2 1 3 6 

37 Kogwang Mixed R/South 9 5 0 5 4 

38 Kokwanyo  R/South 9 4 0 4 5 
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39 God Agak R/South 9 3 0 3 6 

40 Orinde  R/South 9 0 0 0 9 

41 Gangre  R/South 9 2 2 4 5 

42 Dudi Girls R/South 27 9 7 16 11 

43 God Ber R/South 19 3 1 4 15 

44 Nyabondo  R/South 9 4 0 4 5 

45 Kakelo  R/South 9 4 3 7 2 

46 Nyandiwa  R/South 9 2 3 5 4 

47 St. Annes 

Ojwando 

R/South 9 2 3 5 4 

48 Kachieng  R/South 9 1 5 6 3 

49 Agoro Sare Mixed R/South 9 2 7 9 0 

50 Sino SDA R/South 9 5 0 5 4 

51 Agoro Sare Boys R/South 56 30 7 37 19 

52 Nyatindo  R/South 9 4 4 8 1 

53 Sino Doh R/South 9 5 1 6 3 

54 Obisa R/South 9 3 1 4 5 

55 Kalando R/South 9 4 2 6 3 

56 Wire R/South 28 8 9 17 11 

57 Nyafare R/South 9 1 0 1 8 

58 Nyalenda R/South 9 8 2 10 -1 

59 Karabok R/South 9 7 1 8 1 

60 Nyalgosi R/South 9 3 1 4 5 

61 Saye R/South 19 6 4 10 9 

62 Aolo Girls R/South 9 1 2 3 6 

63 Kosele R/South 7 0 0 0 7 

64 Nyahera Girls R/South 17 5 3 8 9 

65 Kotieno R/South 16 6 3 9 7 

66 Kithui R/South 9 4 1 5 4 

67 Yala R/South 9 2 1 3 6 

68 Kwoyo R/South 19 10 13 23 -4 

69 God Agulu R/South 9 2 1 3 6 

70 Dol Kodera R/South 9 3 2 5 4 

71 Kalanding R/South 4 0 1 1 3 

72 Nyambare R/South 9 3 0 3 6 

73 Nyakiya R/South 9 4 1 5 4 

74 Mititi R/South 19 0 0 0 19 

75 Ombek R/South 9 3 1 4 5 

76 Nyagowa R/South 9 7 3 10 -1 

77 Nyabola R/South 9 2 0 2 7 

78 Nyangiela R/South 39 25 3 38 11 

 TOTAL  593 225 111 417 257 

        

S/NO SCHOOL SUB-COUNTY TEACHERS 

   

   CBE MALE FEMALE TOTAL S/FALL 

1 Gingo Suba  9 5 3 8 1 

2 Kiembe Mixed Suba 9 2 0 2 7 

3 Nyatoto  Suba 9 4 2 6 3 
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4 St. Charles Wiga Suba 13 10 0 10 3 

5 Kianyumba  Suba 9 0 2 2 7 

6 Nyagwethe  Suba 12 7 2 9 3 

7 Nyadenda Suba 9 5 1 6 3 

8 Nyatoto Suba 9 4 2 6 2 

9 Gwassi Girls Suba 11 6 3 9 2 

10 Nyakiya Suba 9 1 1 2 7 

11 Onywera Suba 9 4 1 5 4 

12 Seka Mixed Suba 9 2 0 2 2 

13 God Bura Suba 19 10 5 15 4 

14 Nyandiwa Suba 15 9 3 12 3 

15 Nyabera Girls Suba 10 1 1 2 8 

16 Nyenga Suba 9 0 1 1 8 

17 Magunga Suba 9 4 2 6 3 

18 Msare Suba 9 3 1 4 5 

19 Nyatambe Suba 18 5 0 5 14 

20 Kiabuya Suba 9 3 0 3 6 

21 Tonga Suba 38 18 2 20 18 

22 Kigoto Suba 18 3 1 4 15 

23 Kisegi Suba 9 1 0 1 8 

24 God Oloo Suba 15 6 0 6 9 

25 Kikubi Suba 9 1 1 2 7 

26 Moi Girls Suba 47 12 2 14 33 

27 Matunga  Suba 9 2 1 3 6 

28 Obanga Suba 9 4 0 4 5 

29 Kisaku  Suba 9 1 0 1 8 

TOTAL   378 133 37 231 204 

        

S/NO SCHOOL SUB-COUNTY TEACHERS 

   

   CBE MALE FEMALE TOTAL S/FALL 

1 Ondati Girls Ndhiwa 9 2 1 3 6 

2 Rapedhi Mixed Ndhiwa 16 4 3 7 8 

3 Mbani Mixed Ndhiwa 9 2 0 2 6 

4 St. Peters‟ 

Rambusi 

Ndhiwa 9 3 0 3 6 

5 Bishop Okok 

Ototo 

Ndhiwa 18 8 1 9 9 

6 Joshua Ojode 
Ndere 

Ndhiwa 9 2 0 2 7 

7 Rarage Mixed Ndhiwa 9 5 1 6 3 

8 Ratang‟a Mixed Ndhiwa 9 0 1 1 8 

9 Obera Boys Ndhiwa 27 14 1 15 13 

10 St. Mary‟s 

Wachara 

Ndhiwa 9 4 0 4 5 

11 Ojode Unga Mixed Ndhiwa 9 2 3 5 4 

12 St. Mary‟s Girls 

Nyamogo 

Ndhiwa 9 6 2 8 5 

13 Ojode Pala Mixed Ndhiwa 25 5 3 8 16 

14 Okok Mixed Ndhiwa 17 7 1 8 9 

15 St. Philiphs 

Wayaga 

Ndhiwa 9 6 0 6 3 
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16 Apuoche Mixed Ndhiwa 9 2 1 3 6 

17 Ratang‟a Boys Ndhiwa 27 16 2 18 9 

18 St. Nicancius 

Maranyona 

Ndhiwa 9 3 0 3 6 

19 Mirogi Boys Ndhiwa 19 13 7 20 -1 

20 Got Kojowi Ndhiwa 9 7 4 11 8 

21 Aluor Mixed Ndhiwa 19 4 3 7 2 

22 Kome Mixed Ndhiwa 9 3 1 4 5 

23 Mirogi Girls Ndhiwa 9 9 4 13 15 

24 St. Patricks 

Ogango 

Ndhiwa 28 4 3 7 3 

25 Gina Mixed Ndhiwa 9 4 0 4 5 

26 St. Pauls 

Nyamanga 

Ndhiwa 9 4 1 5 13 

27 Ojode Got Rachar Ndhiwa 18 2 0 2 6 

28 St. Gabriel 

Miranga 

Ndhiwa 9 12 1 13 3 

29 Langi Mixed Ndhiwa 16 6 1 7 4 

30 Andiwo Mixed Ndhiwa 11 4 0 4 4 

31 Okota Mixed Ndhiwa 9 4 1 5 13 

32 Magina Girls Ndhiwa 18 3 4 7 20 

33 Lwanda Kawuor Ndhiwa 25 5 3 8 10 

34 Wayara Mixed Ndhiwa 18 0 1 1 8 

35 Otange Mixed Ndhiwa 9 1 0 1 8 

36 Oridi Girls  9 0 1 1 8 

37 Bishop Ochiel 

Nyagidha 

Ndhiwa 9 1 1 2 7 

38 Osure Mixed Ndhiwa 9 1 0 1 8 

39 St. Lucys‟ 

Odhiambo Rambo 

Ndhiwa 9 0 1 1 8 

40 Sigama Mixed Ndhiwa 9 1 0 1 8 

41 Abura Mixed Ndhiwa 9 1 0 1 8 

42 Koduogo Mixed Ndhiwa 9 1 0 1 7 

43 Alara Mixed Ndhiwa 9 1 0 1 7 

44 Bongu Girls Ndhiwa 9 0 1 0 7 

45 Ongako Mixed Ndhiwa 9 0 0 0 9 

46 Ratanga Girls Ndhiwa 9 2 1 3 6 

TOTAL   562 184 59 317 329 

   TEACHERS 

S/NO SCHOOL SUB-COUNTY 

   CBE MALE FEMALE TOTAL S/FALL 

1 Tom Mboya Mbita 19 

 

9 3 12 7 

2 St Williams Osodo  Mbita 9 6 1 7 2 

3 Wandiji Mbita 9 

 

5 1 6 3 

4 Nyamasare Mbita 9 3 2 6 3 

5 Waondo Mbita 19 12 5 17 2 

6 Ogongo Mbita 19 7 4 11 8 

7  Waware Mbita 19 9 2 11 8 

8 Mbita High Mbita 47 20 9 29 18 

9 Uozi Mbita 18 8 1 9 19 

10 Nyandenga Mbita 9 1 0 1 8 

11 Lambwe Mbita 19 9 5 14 5 
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12 Kakiimba Mbita 19 12 2 14 5 

13 Ngodhe Mbita 9 4 1 5 4 

14 Mauta Mbita 9 6 0 6 3 

15 Sena Mbita 9 3 2 5 4 

16 Amb.Pamela Mbita 19 3 3 6 13 

17 Nyakweri Mbita 9 4 0 4 5 

18 Kirindo Mbita 9 2 2 4 5 

19 Wakula Mbita 9 1 0 1 8 

20 Karanja Mbita 9 2 1 3 6 

21 Kaswanga Mbita 9 1 2 3 6 

22 Prof.Karega Mbita 9 6 0 6 3 

23 Kamasengre Mbita 9 4 2 6 3 

24 Hon.Kajuang-Gera Mbita 9 3 0 3 6 

25 FR.Tiellen Mbita 9 1 2 3 6 

26 Wasamo Mbita 9 0 1 1 8 

27 Nyamaji Mbita 9 2 2 4 5 

28 Ndhuru Mbita 9 1 1 2 7 

29 Usao Mbita 9 3 1 4 5 

30 Rapora Mbita 9 3 2 5 4 

31 Kamato Mbita 9 1 1 2 7 

TOTAL   396 151 59 273 196 

   TEACHERS 

S/NO SCHOOL SUB-COUNTY 

   CBE MALE FEMALE TOTAL S/FALL 

1 Nyakwadha Mixed Homa Bay Town 9 2 1 2 6 

2 Asumbi Girls 

National 

Homa Bay Town 48 15 15 30 18 

3 Luora Mixed Homa Bay Town 18 11 3 14 4 

4 Chiepe Mixed Homa Bay Town 9 2 1 3 6 

5 Marienga Mixed Homa Bay Town 9 1 0 1 8 

6 Omoche Mixed Homa Bay Town 9 3 1 4 5 

7 Achego Mixed Homa Bay Town 9 5 3 8 1 

8 Ongeti Mixed Homa Bay Town 9 1 2 3 6 

9 Olare Mixed Homa Bay Town 9 4 2 6 3 

10 Ludhe Dongo Homa Bay Town 9 4 1 5 4 

11 St. Joseph Bakhita 
Girls 

Homa Bay Town 9 1 2 3 6 

12 Nyandiwa Mixed Homa Bay Town 9 4 1 5 4 

13 Oluso Mixed Homa Bay Town 9 2 0 2 7 

14 Orero Boys Homa Bay Town 55 18 2 20 35 

15 Kuoyo Kochia 

Boys 

Homa Bay Town 34 16 4 20 14 

16 Bondo Mixed Homa Bay Town 9 1 1 2 7 

17 Opined Mixed Homa Bay Town 8 2 0 2 6 

18 Nyandema Mixed Homa Bay Town 10 2 0 2 8 

19 God Marera Mixed Homa Bay Town 9 1 2 3 6 

20 Aoch Muga Mixed Homa Bay Town 19 3 1 4 15 

21 Rabango Mixed Homa Bay Town 9 5 1 6 3 

22 God Bondo Mixed Homa Bay Town 9 3 3 6 3 

23 Anding‟o Mixed Homa Bay Town 9 4 1 5 4 
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24 Ligisa Mixed Homa Bay Town 17 10 1 11 6 

25 Wikoteng‟ Mixed Homa Bay Town 9 5 2 7 2 

26 Onyege Mixed Homa Bay Town 9 2 1 3 6 

27 God Kado Mixed Homa Bay Town 9 2 0 2 7 

28 Mango Mixed Homa Bay Town 9 1 0 1 8 

29 Koyoo Mixed Homa Bay Town 9 5 0 5 4 

30 Odienya Mixed Homa Bay Town 9 3 1 4 5 

31 Nyawita Mixed Homa Bay Town 16 3 2 5 11 

32 Nyajanja Mixed Homa Bay Town 9 6 1 7 2 

33 Rangwe Girls Homa Bay Town 9 0 1 1 8 

34 Ang‟iro Mixed Homa Bay Town 9 3 1 4 5 

35 Got Kabok Homa Bay Town 9 1 0 1 8 

36 Gul Kagembe 

Mixed 

Homa Bay Town 9 1 0 1 8 

37 Kachar Girls Homa Bay Town 9 0 1 1 8 

38 Nyalkinyi Girls Homa Bay Town 19 5 4 9 10 

39 Chiga Mixed Homa Bay Town 8 2 1 3 5 

40 Disii Mixed Homa Bay Town 27 10 4 14 13 

41 Magare Girls Homa Bay Town 28 6 7 13 15 

42 Dr. Mbai Mixed Homa Bay Town 9 1 1 2 7 

43 St. Ambrose Got 
Rabuor 

Homa Bay Town 17 4 3 7 10 

44 Wiobiero Mixed Homa Bay Town 38 12 6 18 20 

45 Lala Mixed Homa Bay Town 28 8 4 12 16 

46 Maguti Mixed Homa Bay Town 9 3 1 4 5 

47 Gogo Katuma Homa Bay Town 9 3 0 3 6 

48 Wiga Mixed Homa Bay Town 9 2 3 5 4 

49 Lang‟oromo 

Mixed 

Homa Bay Town 9 1 0 1 8 

50 Pala Masogo 

Mixed 

Homa Bay Town 9 2 0 2 7 

51 Marindi Mixed Homa Bay Town 9 0 4 4 5 

52 Kuja Mixed Homa Bay Town 6 0 1 1 5 

53 Ruga Mixed Homa Bay Town 9 1 2 3 6 

54 Homa Bay Boys Homa Bay Town 55 26 8 34 21 

55 Ogande Girls Homa Bay Town 39 12 9 21 18 

56 Sero Mixed Homa Bay Town 9 2 2 4 5 

 TOTAL  364 106 60 197 175 

 COUNTY 

TOTAL 

 1134 1021 393 2096 1451 

 

 


