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The success of any policy lies in its effective implementation and staffing policies for teachers are meant to
ensure sufficient teaching force that is equitably distributed in all public schools. Despite various staffing
policies put by Ministry of Education (MOE) and Teachers Service Commission (TSC), in Kenya many schools
are still understaffed and the available teachers are not equitably distributed. Homa-Bay County is currently
understaffed by 1044 teachers spread across the six Sub-Counties despite regularly recruiting teachers as per
the TSC policies. The deficit and inequitable distribution of teacher is therefore not due to non-employment but
rather, due to implementation of staffing policies. The existence of deficit and inequitable distribution of
teachers despite regular recruitment suggest a problem in the staffing policies and its implementation, and
therefore warranted this research. The purpose of the study was to investigate the effects of teachers staffing
policies on public secondary school teacher distribution in Homa-Bay County. The objectives of the study were
to; examine the staffing policies for teachers in Kenya, determine the extent of implementation of the policies in
Homa-Bay County, examine challenges influencing implementation of staffing policies, and to assess various
measures being put in place to mitigate the situation. A conceptual framework was developed focusing on
factors influencing implementation of staffing policies. The study employed ex-post facto research design with a
study population of 283 head teachers of public secondary schools, 2318 teachers, 6 Sub-County Directors of
Education and 1 TSC County Director of Education. Stratified sampling technique was used to select 30% of
teachers and head teachers from the Sub Counties owing to the large number. Saturated sampling method was
also used to sample the Sub-County and County TSC Director of Education. Questionnaires, interview schedule
and document analysis guide formed instruments for data collection. Face and content Validity of instruments
was ensured by experts in the Department of Educational Curriculum and Management of Jaramogi Oginga
Odinga University of Science and Technology. Reliability of instruments was established through a pilot study
in 10% of the schools outside the sample and weaknesses noted corrected before preparing the final copy.
Quantitative data were analyzed using descriptive statistics in the form of frequency counts, mean and
percentages. Qualitative data were transcribed and coded into themes and sub themes and analyzed using
thematic analysis as they emerge based on research objectives. The finding of the study is useful in redesigning
staffing policiesunder the new constitution of devolution and it also outline various considerations to be made
during implementation of policies. The study has also contributed to knowledge on teacher management, policy
formulation and implementation
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1. BACKGROUND TO THE STUDY

The success or failure of any system or programme of an organization greatly depend on its human
resource that is staffing. Staffing is the process by which organizations ensure that they have the
number and type of people needed to create, produce and deliver the organization’s product and
services (Hellningel, Jackson, Sloam & Stande, 2002). Okumbe (1999) view staffing as bringing in
and training the staff and maintaining favorable condition of work. Shaun and Alfred (2002) defines
staffing as the task of finding people who either posses or have potentials to develop the knowledge or
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skills and attitude that will enable an organization to carry out the task necessary for the achievement
of aims and objective. Whatever the definition, Roger, Winston, Don, and Greamer (1997) assert that
an excellent staffing program begins with hiring the right people and placing them in position with
responsibility that allow them to maximize their skills, knowledge and talent. Different organizations
have set up policies on staffing. These policies vary from one organization to another. Since
organizations are never static, staffing policies are likely to change from time to time to address
emerging trends. Schools require adequate staff to enable it achieve its objective. The staff should be
adequate in number and in qualification to ensure stability and continuity. The government is
committed to staffing all schools according to the CBE and staffing policies but has not been able to
achieve this goal. Staffing of schools with adequate teachers has been a challenge to the government
not only to Kenya but also in other parts of the world. Other countries have put in place staffing
policies and measures to deal with various staffing challenges.

In USA, American constitution established a federal state yet with limited powers including
management of education (Leinwand, 1992). Education falls under the primary authority of the states.
Control of education in each state is delegated to local school districts. All states have an appointed or
elected state superintendent of schools or agency. Local school districts have vast powers including
hiring and firing staff in schools. Staff shortages exist and in order to cope with rising enrollment,
Americans use technology to supplement especially in subjects like math, and sciences (Leinwand,
1992). America introduced Teach for America (TFA) policies which attract the best, brightest and
talented students to be recruited to energize school improvements (Mikunde & Wise, 2008). Each
state makes its own rules concerning who can be certified and what they can be certified to teach.

Similarly in Britain staffing policies vary from one school to another depending on the type and
nature of schools. Schools in Britain are categorized depending on the sponsor; Community schools,
Voluntary controlled schools, Voluntary Aided or foundation or Trust.(England Regulation, 2009).
Staffing is therefore decentralized and delegated to various bodies and boards like Local authority
Council, the governing council and Diocesan council. These authorities set staffing policies in
respective schools in line with the constitution.

In Swaziland, staffing of teachers is done by the Teaching Service Commission (TSC) which was
established through the teaching service Act of 1982 and its regulation of 1983. Teachers Service
Commission is in charge of teacher employment, recruitment, confirmation, promotion, appointment,
transfer, discipline and termination of employment.

In Kenya, staffing policies have evolved from the time the first school was set up by the missionaries
and has changed from time to time during the colonial and post colonial era. At independence,
recruitment of teachers had been supply driven. This was basically to replace the expatriate that were
leaving when Kenya attained independence and to carter for increased student enroliment. Under this
system, graduates were posted as soon as they graduated from colleges (Sifuna & Otiende 2006). This
system changed in 1997 with the government policy on staff rationalization, retrenchment and freeze
of employment. In 2001 teacher recruitment became decentralized. With the elevation of TSC to a
constitutional body from May (2012), TSC has set up policies on transfers which among other things
include availability of vacancy, promotion after a successful interview or on medical ground (TSC,
2005).Teacher recruited under this system are also expected to serve in the same station for at least
five years (Sogomo, 2002).

Despite all these policies in place, teacher shortage is still a problem in many parts of Kenya including
Homa-Bay County. Homa-Bay has been receiving teachers during recruitment but the problem of
staffing still persist with some schools having as low as one TSC teacher instead of a CBE
requirement of 9 teachers. Apart from teachers not being enough, teachers are not equitably
distributed. Total teacher turnover is fairly evenly split between two components attrition (those
leaving the service altogether) migration (those who move to teaching jobs in other schools).Currently
teacher shortage in Homa-Bay. Teacher deficit raises questions about the staffing policies and its’
implementation in Homa-Bay County and therefore understanding the effect of staffing policies on
public secondary school teachers distribution in Homa-Bay County is important in developing
strategies to eradicate disparity and this therefore justified the present research.

The Kenya government has been committed to staffing of all public schools with sufficient teachers as
per the curriculum based establishment and returns. Homa-Bay County has been recruiting teachers
from time to time in line with TSC staffing policy. Staffing policies defines issues on employment,
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transfers and deployment. Staff balancing and rationalization has also been done on top of restrictive
policies to teachers to address staff turnover (Sogomo, 2002). The Kenya Government has been keen
on reducing teacher turnover by creating incentives like hardship allowances in some part of Homa-
Bay County. Despite all these measures, there still exist deficits and disparities. The trend is
worsening with the introduction of subsidized secondary school education. The fact that these
disparities and deficits exist suggest the existence of certain factors (constraints) influencing the
implementation of these staffing policies. This study therefore examined the effect of staffing policies
on public secondary school teacher distribution in Homa-Bay County.

The purpose of the study was to examine the effects of staffing policies on public secondary school
teacher distribution in Homa-Bay County.

The specific objective of the study were to:

1. Examine the staffing policies in Kenya’s public secondary schools.
2. To determine the process of implementation of the staffing policies.
The research was guided by the following guestions;

1. What are the staffing policies in Kenya public secondary schools?
2. How are the staffing policies implemented in Homa-Bay County?

The study was guided by the following assumptions:

1. Staffing policies should ensure that there is equitable distribution of Teachers in secondary
schools.

2. During recruitment, transfers and balancing of teachers, policies are strictly followed.
3. Schools put in their requests for teachers in good time.
4. Teachers recruited by TSC can serve in any part of the country

Although staffing policies have been in existence since independence, this study covered the period
between 2009 and 2013. The five years were enough to assess a full cohort of secondary school circle
with staffing problems. The period also marked a full circle of increased enrollment after
implementation of free primary education and subsidized secondary education. The study covered
movement of teachers to other schools and other sectors.

The study is significant to TSC/MOE in redesigning staffing polices under the new constitution and
devolution and has outlined considerations to be made during implementation of policies. The study
has also contributed knowledge on teacher management in terms of policy formulation and
implementation.

2. RESEARCH METHODOLOGY

A research design is a detailed plan on how a research study will be conducted from data collection to
analysis (Babbie, 2007) Kombo and Delno (2006) defines it as a framework that explains how data
will be collected and analyzed in an investigation. It therefore provides the most valid and accurate
answers to research questions (Asgeith, 2008).

The present research employed Ex-Post Facto research design which is defined as systematic inquiry
in which the researcher does not have direct control of the independent variables because their
manifestations have already occurred or because they are inherently not manipulatable (Kerlinger,
2002). Inferences in this design are made without direct intervention of independent and dependent
variables. In Ex post facto research design, the researcher takes the effects (or dependable variables)
and examines the data retrospectively to establish cause relationship and associations. It’s primary
advantage is that a great amount of data can be gathered within a short time (Creswell, 2014) .Ex post
factor research design is useful when it is impossible, impractical or costly or unethical to conduct an
experiment (Cohen,2007).1t is useful when it is not possible to select, control and manipulate the
factors necessary to study cause and effects relationship directly. Ex post facto design is necessary
when the control of all variables may be unrealistic or artificial (Anika, 2015) Further it is relevant
where the independent variables lies outside the researcher’s control and where simple cause and
effects relationship is being explored. The design can masquerade as a genuine experiment making it
more reliable (Hammers & Badia, 2005).
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Although it Ex post facto have strengths, its’ weaknesses also exist in that one cannot know for
certain whether the causative factors have been included or even identified (Lanip,2015).1t may also
be that no single factor is the cause (Cohen, Mannion &Morrison, 2007) and particular outcomes may
result from different causes or different occasions in Homa-Bay County staff shortage and in
equitable distribution is a reality and a factor of staffing policy and therefore the researcher looked at
the impact of these policies. Ex post Facto design was appropriate in this study to explore teachers,
head teachers and staffing officer’s opinion and knowledge on staffing policies, implementation of the
policies and effects on distribution of public secondary school teachers owing to the vastness of the
County, amount of data to be collected and the fact that certain variables were not easy to manipulate.
It was also found to be relevant because the event had already occurred over a long period of time.

The study was conducted in Homa-Bay County which lies between longitude 0°15 and 0°45 south and
34925 East and 35°0° East. The County population as per 2009 census is 363,794 and population
density is 303 per Square kilometer. Out of the population, 28,361 live in urban centers and the rest in
rural setups. Sizeable area of the County is covered by water (Lake Victoria). The County boarders
Migori County to the South, Siaya County to the North, Kisumu County to the east. Economic
activities carried out are varied ranging from farming, agriculture, fishing, quarrying and trade mostly
for subsistence. Administratively, Homa-Bay County has six Sub Counties with eight constituencies.
Academic performance have been affected by various factors among them being staffing policies.
Homa-Bay County fitted this study because of it’s vast nature with different geographical
characteristics. It has island and mainland. Staffing situation vary from school to school, region to
region. Different regions have varied level of economic and social background. The County have
diverse category of school namely; boys, girls, mixed, day and boarding, urban are rural schools
(Otieno &Offula, 2009). In total Homa-Bay County has 283 public schools.

Study population refers to a group of individuals or persons or objects from which sample are taken
for measurement (Ensinga, Tegrotenhuis & Pelze, 2012). It refers to all members of any well defined
class of people or entire group of participants that particular study is interested in (Morgan, 2006). It
is also known as well defined collection of individuals known to have similar characteristics. It refers
to the entire group of individuals or objects which a researcher is interested in generalizing the
conclusion (https://explorable.com/reseach). The population of the study consisted of 283 head
teacher of public secondary schools, 2318 teachers, six sub County staffing officers and 1 TSC
County Director.

Sample size refers to a portion drawn from a population intended to lead to statistical estimates of the
attributes of the whole population (Manuay, 2010).1t is a representative of a whole (Mac Neil &
Chapman, 2005) a selected group to act as a specimen for test or tria (I Bartlect, Kotrlike & Higgins,
2001). Sample size determination aid researcher in choosing the number of observation to include in a
statistical sample (Kombo & Delno, 2006). In the present study, the researcher used Stratified random
sampling technique (Mason, 2002) as it fit with quantitative research to sample 30% of the teachers
and head teachers owing to the large population (Bell 2003). It is a criterion based sampling meaning
that the participant are selected because they have particular knowledge pertaining to the question to
be explored (Patton, 2003). Stratified sampling was to enable all the six sub counties to have adequate
representation in terms of teachers and head teachers. The percentage which is 1/3 of the population is
considered to be flexible, efficient, reliable and representative enough (Kothari, 2004). Stratified
random sampling was used to select 85 head teachers, and 696 teachers. This procedure is relevant for
the study because it helps reduce chance variation between sample and the population represented by
capturing key population characteristics. (Grinnel, 2010). Saturated sampling method was also used to
select 6 sub County staffing officer and TSC County director due to their small number and the
significant role they play in staffing (Mason, 2010).

Instrumentation refers to data collection tools (Lucas, 2013). Data was collected using questionnaires,
interview schedule and document analysis. Questionnaires were used to collect quantitative data from
teachers and head teachers. Questionnaires obtained facts and opinions about phenomenon from
people who are informed on a particular issue (Babbie, 2007). Questionnaire guaranteed
Confidentiality (Cresswel, 2014) and enabled researcher to reach a large group within a short time.
The researcher obtained primary information by directly issuing questionnaires to teachers and head
teachers.
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Interviews schedule and Focus Group discussions were used to collect qualitative data. Interviews is a
form of qualitative research method which involves the construction and reconstruction of knowledge
(Mason, 2002). In addition it a flexible interaction and generative tool that explore meaning and
language in depth (Silveman, 2001).Interviews is a qualitative tool which allow researcher and
participant some freedom to negotiate their own meaning and further allowing the researcher to
explore in depth interesting issues through conversation(Cohen, Manion & Morrison,2007).The
approach is viewed as suitable for reaching an understanding of meaning as individual attributes to
some aspects of personal experience and the sense of self (Punch 2005).

Some dangers are however associated with interviews (Wengraf, 2001) in particular the danger of
assuming that the information gathered during an interview can simply be extracted and groted, it is
also time consuming in nature and the possibility of objectivity by the researcher is sometimes
doubted (Punch,2005).Interviews are subjected to bias casting doubt on the reliability of the data
(Mcneil & Chapman, 2005).the recall of events in interviews is seen as a major setback (Fontana &
Frey,2003) This study found interviews suitable for the study despite its limitation since it was
flexible and provided opportunity to observe the subject in situation in which they are responding.
Interviews further brought immediate feedback. It was used in collecting information from
headteachers, Sub County staffing officers and County TSC director.

Pilot test of research instruments was conducted for this study in selected schools in Homabay
County. Stratified sampling method was used to generate 6 public schools ,one from each sub-County.
From the six schools,12 headteachers and 63 teachers were selected for piloting through stratified
sampling method. This was in line with Bille,(2010) who noted that 9% of the total sample was
adequate for pilot testing. Questionnaires were administered to the Teachers and Head teachers and
interpretation of responses, alternatives and vagueness was carried out. Order of response alternatives
was changed for questions with normal scales to assess the validity and reliability. Respondents’
choices were evaluated for appropriateness. The researcher verified if the question were
comprehended in the same way by the respondents. Average time taken to complete the questionnaire
were noted and the overall test results discussed with fellow researchers. Adjustments were made
prior to the production of the final instrument.

On interview, the researcher had one to one discussion with the sample headteacher and the sub-
County staffing officer together with TSC County director as preconceived in the appendices.
Responses during the interview were tape recorded as given by respondents. Quantitative data was
collected using questionnaires from 85 head teachers and 696 teachers while qualitative data were
collected from 21 headteachers,6 sub County staffing officers and 1 TSC County director.

The Head teachers questionnaire consisting of section A and B was used. Section A collected general
information about the head teacher and the school. Section B with Likert like items, with both open
and close ended questions were used to collect information on staffing policies and its effects on the
distribution of teachers, factors affecting effective implementation of staffing policies inHoma-Bay
County and strategies being put in place. These questionnaire had a response format of 5 point scale;
strongly Agree, Agree, Undecided, Disagree and Strongly Disagree.

Validity is defined as the accuracy and meaningless of inferences which are based on research results
(Creswell, 2014)or whether a measuring device measure what it purport to measure (Kombo & Delno,
2006). It is vital for a test to be valid in order for the result to be accurately applied and interpreted
(Oso & Onen 2005) Face validity (the degree to which an instrument measure the characteristics or
traits of interest) and content validity (the degree to which the instrument fully measure the construct
of interest) of the study instrument was ensured .(Moskal & Leydens, 2000). Validity was ascertained
by making clear statements on staffing policies and it’s effects on teacher distribution in Homa-Bay
County. The instruments were then presented to experts from the Department of Educational
Management and Foundation at Bondo University who examined the content. Their input were used
in revising the instruments before preparing the final copies.

Reliability refers to the consistency of a measuring tool or the degree to which that instrument
produces equivalent result for repeated trials (Eisinga, TeGrotenhius &Pelzer 2014). To enhance
reliability, two different types of instruments were used that is, questionnaires for teachers and head
teachers and interviews for Sub-County and County TSC directors of education. A pilot study was
conducted in 6 (one school in each Sub County) schools outside the study sample. Piloting help
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researcher to identify areas and question that were not well understood for modification which
includes terms that were difficult. Inconsistencies, deficiencies and weaknesses noted in the responses
from the pilot study were corrected in the final document before administration (Polit, Beck, &
Hungler, 2001).

Quantitative data collected using questionnaires on Staffing Policies and it’s effects on Teacher
Distribution in Homa-Bay County was analyzed using descriptive and inferential statistics in the form
of frequency counts mean and percentages using SPSS version 11.5 and presented in tables according
to school, student, individual teacher and administrative factors. Inferential statistics enabled the
researcher to present data obtained in statistical format so as to facilitate identification of important
information derived from research questions that made data analysis more meaningful. Quantitative
analysis help in estimating the probability of a significant difference between parameters of two or
more population under study.(Morgan, 2007)Data from staffing policies, its’ implementation, factors
influencing implementation and strategies being put in place were entered, coded and analyzed by
means of statistical package for social sciences (SPSS).

Qualitative data from interviews and open ended question with Sub-County and County TSC director
of Education were transcribed, coded as was in Raburu,(2015;2011)and analyzed using thematic
Analysis according to Braun and Clarke,2006). Thematic analysis is a method of identifying,
analyzing and reporting patterns (themes) within Data (Braun &Clarke, 2006). It minimally organizes
and describe data set in details. It goes further than this to interpret various aspects of research
topic.(Braun &Clarke, 2006). Qualitative data analysis involve such processes as data reduction,
display, conclusion and verification (Denzin &Lincoln, 2011).1t involved developing a detailed
description of each case and situating the case with the context.

In Research generally, fundamental ethical issues arise from the problems scientist investigate and the
method they use. These problems range from confidentiality, cultural diversity, disclosure, informed
consent, risk assessment or the impact the research would have on the lives of participants and
problem of potential deception and negligence during research (Denzin & Lincoln 2011, Oso
&O0nen,2011). Although these ethical issues are normally detached from the research process, the
moral integrity of a researcher is critically important to ensuring a trust worthy and valid research
findings (Hesse &Biber, 2007)

To mitigate the above, the following were done; | got a letter from Jaramogi Oginga Odinga
University of Science and Technology introducing me as a Phd student in the process of data
collection. The letter made it easier when | approached the respondents. An introductory letter
explaining details of the aims of the research was also written. On informed concent, each participant
signed a consent form as suggested by Cohen et al 2007) for freely accepting or declining to
participate in the interview. The letter also indicated that participants would be free to include their
names or not or to use other names to ensure confidentiality and real names used as suggested by
Maree, 2012. Further to ensure confidentiality, real names of participants were replaced with codes
(See Appendix | appendix L) as suggested by Wengraff (2001) and Bell (2007) whereby principals
were coded as P and ranged from P1 to P21 while Sub county Staffing Officers were coded as SCS
and ranged from SCS 1 to SCS 6 with TSC county director being coded as CDTSC.I also assured
participants of making available the completed thesis if they wished to read. Participants were made
aware that they had the right to withdraw from the study at any time and that their participation was
voluntary as suggested by Burns (2000).

Staffing policy and recruitment of teachers being a sensitive issue, the information shared was
carefully selected so as not to cause harm to the participants (Bryman,2004) and upon completion of
the research, | promised to destroy the data and the tape information. Data obtained from the
respondents were treated as confidential (Robinson, 2002). On honesty and accuracy, data collected
were transcribed together with verbatim quotes in the analysis maintaining the original words of the
interviewees. Issues of validity and reliability were considered throughout the research process of data
collection, analysis and interpretation (Creswell 2014; Bell, 2003). The researcher paid careful
attention to details during data collection and analysis to ensure trustworthiness of the research
process. On reliability, interviews were audio-taped by the researcher. Other interviewees were
consulted for confirmation as part of checking the accuracy of the interviewee (Burns, 2000).
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3. RESULTS, INTERPRETATION AND DISCUSSIONS

The results and focused discussions of data collected are presented in this chapter based on objectives
of the study. Findings are presented and discussed under the following themes derived from the
objectives;

1. Staffing policies in Kenya’s public secondary schools.

2. Extent of Implementation of staffing policies.

3. Various challenges influencing the implementation of staffing policies in Homa-Bay County.
4. Coping strategies being employed to address these challenges.

In discussing the results, references were made to the literature reviewed in chapter two and any other
literature used in the course of the research that was not cited in the literature review. The discussion
was based on data collected through questionnaire and in-depth interview during the study but first the
results on the demographic data of the sample of the study.

The return rate of questionnaires stood at 91.8% from the teachers respondents and 98.1% from head
teachers. Since questionnaires were distributed personally by the researcher.95.9% of the
questionnaire were properly filled. Return rate from the interviews was 100%.Interviews involved 21
head teachers, six sub County staffing officers and one TSC County director.

3.1.Staffing Policies in Kenya’s Public Schools

The research question responded to was; what are the staffing policies in Kenya public Secondary
schools? The respondents were asked to explain various staffing policies that have been implemented
in their schools noting that different schools were at different levels and age. Responses were received
through interviews and from the questionnaire. The results were as in Table 4.

3.2.Staffing Policies in Kenya Public Secondary Schools

Year Staffing Policy No of Schools
1963-1998 Supply driven 28

1998-2001 Freeze 112
2001-2015 Demand/Decentralized recruitment policy 283

From Table 4.3 responses, Homa-Bay County have school that have been affected by different
staffing policies. The supply driven staffing policy benefitted a very small proportion of schools (28)
9.8%.These are the only schools that were staffed using this policy as they were the only ones in
existence. This had an impact from 1998 when the freeze on employment was done. The few number
of teachers in the 28 schools were redistributed when new schools were up coming. This went on up
to 2001 when the freeze was lifted. The teachers from these schools were deployed as deputies and
head teachers in the upcoming schools and since there were no replacements, the old schools became
understaffed. As at 2001, the number of schools had risen to 112 and all were affected by the freeze.

The onset of decentralized teachers recruitment in 2001 brought a little relief but was quickly eroded
in 2003 when many schools were established through CDF. Between 2001 and 2015 more than 143
schools have been established. The decentralized teacher recruitment though a relief, it did not address
transfers and turnover that existed during the freeze period moreover the number of vacancies were
much lower than the number of schools. Not all schools were catered for.

During the interview, respondents revealed that there were schools that existed in the colonial period
and were staffed according to the prevailing norms. The missionaries introduced western Education
alongside Christianity (Sifuna, 1992). Education during colonial period was structured along racial
lines. There existed “European education ”an “Asian education” and “African education” divided by
rigid boundaries (Ominde, 1964) No school in Homa-Bay County was established along racial line.
Mission schools existed alongside colonial schools each staffing its own schools .This affected Homa
—Bay County and the impact is still being felt in terms of facilities and staffing. School established by
the government were better staffed with trained teachers compared to mission schools and trained
teachers in mission schools moved to government schools at independence. During interview with an
elderly head teacher (58 yrs) who was a student at the time of independence, he revealed that:
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Many schools under missionaries were deserted by teachers. Teachers rushed to government
schools despite good facilities in the mission schools and that some of these schools have not
recovered their glory due to staff exodus (P 18).

Independence brought sweeping reforms in staffing policies. Posting of teachers was harmonized
under TSC established in 1968 to employ transfer ,promote and deploy teachers From independence,
staffing became “Supply” driven due to the acute shortage created by exiting Europeans (Nzuva,
2005). Expatriates had to be replaced as soon as possible. This supply driven policy had little impact
in Homa-Bay County since at this time very few schools existed and it only favoured established
schools that had ability to attract and retain graduates. A head teacher interviewed reported:

that supply teacher recruitment did not benefit Homa-Bay County much as it had very few schools
approximately 74 with one sub County having only 7 schools by 1995 (P4).

The supply driven staffing policy continued up to 1998 when the government with the advice of
World Bank and International Monetary Fund (IMF) froze teacher employment (Nzuva, 2005).This
freeze greatly interfered with upcoming schools in Homa-Bay County. Young schools could not
employ on BOM terms and the situation became worse when these few teachers were promoted and
transferred to schools started by Constituency Development Fund (CDF) from 2003.

In 2001 the freeze on teacher recruitment was lifted and decentralized teacher recruitment introduced.
The project was expected to meet the private demand of education and interregional distribution of
teachers (Psacharopoulos & Woodhall, 1994). According to the government officials decentralization
was to promote efficiency and teacher retention (ROK 2000). It was meant to refine strategies and
choose between possible options for system restructuring (Gaynor, 1998). Besides improving
efficiency, decentralization empowered parents and communities in that they were able to participate
in the recruitment and supervision of teachers (TSC, 2002).

Decentralized teacher recruitment came with the bonding policy whereby teachers were to stay in a
station for at least Syears (Daily Nation, July, 31st 2003). This policy has favored upcoming schools
particularly those in remote areas that could not attract teachers on transfer. A head teacher
interviewed said:

Decentralized teacher recruitment has saved many school. Many schools would have collapsed
due to teacher shortage but interviewees have no option but to go where vacancies exist and stay
for 5 years. (P3)

Regular vacancies are advertised by TSC based on school’s curriculum Based Establishment (CBE)
however certain factors have continued to influence the implementation of these policies as will be
seen in this study. This confirms the sentiments of Otieno (2007) that teacher recruitment and
implementation of staffing policy has remained an issue in most rural public schools.

3.3.How Teachers’ Staffing Policy are Implemented in Homa-Bay County

To examine the extent to which teachers’ staffing policies were being implemented in Homa-Bay
County, teachers and head teachers were requested to rate the staffing process in terms of
advertisement of vacancies, quick response to teacher recruitment and posting ,TSC support during
teacher recruitment, declaration of correct vacancies and fairness of interview results. The research
question responded to was; To what extent are the teachers staffing policies implemented in Homa-
Bay County? Respondents were given various items to rate on how staffing policies are being
implemented in Homa-Bay County. The items included corruption in advertisement of vacancies,
quick response to teacher recruitment and posting, TSC support during teacher recruitment,
declaration of correct vacancies and fairness of interview results. The responses were as indicated in
the Table

3.4.Extent of Implementation of Teachers Staffing Policies in Homa-Bay County

Issue Rating

Efficient Fairly efficient | Less efficient
Incorruptible advertisement of vacancies. 71% 17% 11
Quick response to teacher recruitment and posting 22% 9% 69%
TSC support during recruitment. 38% 13 49%
Declaration of correct vacancies. 44% 22% 34%
Fairness of interview results 28% 20% 52%
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From Table 4.4, majority of respondents supported the fact that TSC is efficient in advertisement of
vacancies without corruption.71% agreed that there is no corruption together with 17% that rated it
fairly efficient. Only 11% felt that it was less efficient. This means that when TSC is advertising
vacancies there is very little or no corruption. According to respondents, it is done fairly and
transparently although a few 11% cited issues of lobbying and networking but this did not constitute
open corruption. This finding therefore contradict that of Otieno (2007) who noted that decentralized
teacher recruitment has had issues citing corruption as one of these issues also as noted by Bosire
(2003).

A good number of head teachers and teachers agreed that the vacancies were based on returns
submitted with some travelling to press their cases. Quick response to teacher recruitment and posting
was poorly rated at 22% and 9% felt that it was efficient respectively but majority 69% indicated that
it was less efficient. This means that the process is very slow. A lot of time is lost from the time the
vacancy falls to the time of recruitment and even after recruitment, official posting takes very long
even up to 5 months.

TSC support during recruitment was positively rated.51% out of respondent felt it was fairly efficient
or efficient compared to 49% who considered it inefficient. Those who rated it efficient were majorly
teachers who were interviewed. Head teachers however noted the few number of TSC personnel in the
field making them stagger the interview dates to fit their programmes. The small number of TSC
personnel also impacted on teacher evaluation since the process is hurried within a short time.

Declaration of correct vacancy was positively rated.66% reported efficient and fairly efficient with
only 34% reporting less efficient. Those who reported less efficient noted the struggle head teachers
had to change the vacancies in their schools and the fact that in certain circumstances one combination
could be advertised for two consecutive periods however the item was rated positively because most
schools lack teachers in virtually all subjects and whichever advertised will be suitable for them.

Fairness of interview results was poorly rated. Only 28% felt it was efficient and 20% fell it was
fairly efficient while 52% viewed the interview results are less efficient. This means that majority do
not have confidence in the outcome of interview results. The outcome was seen to be affected by
composition of interview panel, who were more or less not very well educated. In case of a tie
between candidates, subjectivity was involved.

From the interview, it was clear that policy as stated is different from policy in use not only in Homa-
Bay but Nationally .A central consideration in analysis of policy package is the degree to which the
process addresses most salient dimensions of the problem across the system but this was not the case
in Homa Bay County .From the interview it was noted that as much as decentralization was done on
recruitment, a lot of control is still with TSC headquarters .Various items of evaluation rated low.

Quick response to teacher recruitment and posting was considered very poor at-22%.The time taken
from the time a teacher exit or vacancy identified up to replacement can take up to 3 years and in
many cases spell doom to a cohort of students and even after the interview posting also delay a lot.
This confirm the concern of Gitonga (2014) who noted that some teachers interviewed in August 2013
and were to report to work in Sept 1t had not received their letters.

One Sub-County office observed that:

advertisements are routine requirement. It does not mean everything is ready and therefore you
cannot tell when employment will be formalized and posting done. (SCS5)

Similarly another staffing officer when responding to inquiries from some candidates who were
impatiently waiting for their letter and called during our interview observed that:

employing for 47 counties is not easy. Each case must be scrutinized on one to one basis at the
headquater with the County staffing officer and therefore it must delay. Our bosses at the
headquarter cannot just give blanket okay to what we approve in the field. They must vet them
keenly and this require time depending on the number of recruits and sometimes the appeals or
complaints raised.” (SCS2)

On delay the researcher sought the opinion of the head teacher who although had not recruited but sat
in some panel. He noted that they raised the issue with the headquater. He blames the delay on
bureaucracies in government:
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TSCis just doing their work to advertise and recruit which they are doing well and efficiently but,
they have to consult the ministry of education who must in turn consult Treasury. All this causes
delays TSC on releases money when they are sure of the money. (P9)

This findings confirm that of Gitonga (2004) who noted that teachers interviewed in August and who
were to report for duty in September 2013 had not received their letters at as February 2014 making
the situation more difficult. The findings is further similar to the concern of Muindi (2013) whereby
KNUT and KUPPET Kisumu branch chairmen asked TSC to release letters of teachers interviewed in
August. These appeals were made in December after a long wait.

Another issue was corruption in recruitment and teacher management process being rated at 7.7%.
Staffing process have not become incorruptible right from advertisement to transfers and deployment
.Bonding policy was meant to ensure staff stability but this has been watered down by corruption
.Reports about head teachers corrupting their ways to get chance to recruit is common in the media
and even when these teachers have been employed they easily corrupt their transfers against the
bonding policy as highlighted by The Standard Newspaper of January 1%t 2014 “TSC in danger of
devolving corruption to counties” highlighted how teachers have not realized the fruit of devolution
despite lobbying for TSC to be a constitutional body. In the report, a Union official claim that
transfers are easily worked in hours depending on who you know and what you have “as an officer of
the union on the ground ,I can comfortably say without fear of contradiction that a day hardly passes
without complaints from teachers of some rogue TSC officers at the County trying to solicit fund
from them in order to get transfer to certain station .Matters are made worse when the same officer
claim to be untouchable due to their blood relations with the senior most leadership at TSC.” Head
teacher confirm this disregard to five years bonding period and reported that;

TSC is the employer we are just agents and what they say is final. Occasionally your teacher
brings you his or her transfer letter yet she or he has not completed the five yearsbonding period
and you did not evensign the form. When you try to complain, it is treated as insubordination
though occasionally we are promised replacement (p13.)

Corruption in recruitment is not only limited to Kenya or teaching. It has been reported in other parts
of the world with some officers being prosecuted. In June 2008, OP Chantala and 53 others were
charged in connection with appointment of 3216 Basic teachers in the state of Haryana during 1999-
2000. He was found guilty of illegally recruiting over 3000 unqualified teachers. On 15" July New
Delhi court reserved its’ verdict in regards to the appeal of Chantala. A similar scenario was w itness
when the Director of Vigilance (DVAC)exposed alleged corrupt practices in the recruitment of
teachers in a government aided school at Arani in Vellore district. Following a tip off that candidates
paid huge bribes to get appointed as B.T Assistants in the Subramania Sastriar high secondary school,
a special team conducted a surprise check and seized RS-23; Lakh from the head teacher’s room.
Preliminary inquiry with the newly appointed teachers revealed that they paid bribes on demand to the
school authorities (Tuko.co.ke, 2015) This points to the level of corruption on recruitment.

The problem of corruption in teacher management and policy implementation was also echoed by
KUPPET secretary. He noted that “without proper checks and balances, in the devolved TSC County
offices, the Commission may end up climbing the ladder and topping the list of the most corrupt
institution in Kenya”(2014, January 1% The Standard).With corruption ripe in TSC implementation of
staffing policies have been hampered. In Homa-Bay County cases of request to join spouse and
domestic violence has been used to disregard the bonding policy. A Sub-County staffing officer while
commenting on the issue of corruption said:

in these offices there are many people anditis hard to tell who is corrupt since you
do not know the office visited moreover we cannot act without formal complaint.
Those who want short cut will always corrupt. (SCS 4).

This scenario explains why female teachers easily transfer and their places remain unfilled. It also
explain why some school and head teachers are reluctant to receive female teachers. Another Sub-
County staffing officer said:

Sometimes it is not an issue of corruption but reason given for transfer. Issue of security and need
to join spouse are easily considered as per TSC policy. In such a case bonding policy is
secondary. (SCS1)
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Another head teacher who was asked why teachers easily leave his school and always understaffed
despite the good location of the school reported that “my school is well located yes but has been
misused;

Many officers in this district headquarter want their spouse posted in this school but when they
leave, they leave with them and the gap remains. Better those schools in the interior staffed with
female teachers operating from their homes. They can settle for long.(P19)

The above concern concurs with the findings of Bosire (2003) who observed that recruitment of
teachers has been dogged by complaint of irregularity whereby BOM and school heads have been
accused of favouritism. Implementation of staffing policy also rated low in terms of declaration of
correct vacancies at 44%.TSC is expected to act on returns submitted by the head of institutions
however cases of head teachers requesting TSC to change the advertised subject have been common
in Homa-Bay with 6 in 2014 and 8 in 2015. It is also common to find a particular subject advertised
for the same schools in two consecutive years which therefore does not serve the purpose. A head
teacher interviewed expressed his frustration of having to travel to Nairobi 3 times to request to
change subject combination as this was the second time he was given same combination.

I have been to the TSC headquarters to change the combination twice but in vain. The TSC
County director is now handling the matter. The subjects | have been given are the same one I got
last year. (P2)

The same problem was raised to the sub County staffing officer who reported that:

We can blame both the head teacher and TSC .Some head teachers do not give exact figure on
staffing situation, and TSC still rely on earlier request. TSC can be blame for failing to update
their recordsand rely on outdated statistics. The yellow forms containing staffing position per
school rarely reach on time and they act on earlier request. (SCS5)

Another Sub County staffing officer had this to say concerning advertisement of similar combination
and exonerated TSC from the blame:

TSC knows the staffing needs of each school and has discretion to act according to CBE of each
schools. Effortsto change are creation of some head teachers who want convenience themselves
or those who want chances for their relatives or teachers they already have on BOM. (SCS6)

With these responses, it shows that sometimes the right vacancies are never declared except who to
blame is unclear. Policies are meant to address salient dimensions of staffing problem and the fact that
these anomaly exist achieving equitable distribution of teachers is hampered. On the same vein
fairness in distribution of vacancies has not been enhanced as some schools recruit every year while
some even take 3 years to get a teacher. A sub-County staffing officer confirmed this and attributed
the problem to few vacancies. He observed that:

There are over 6000 secondary schools countrywide and when only 2000 chances are given,
majority of schools must miss but remember they cannot be sure of next year or next recruitment
since some schools shall have emerged with more serious needs. (SCS 1)

Ahead teacher interviewed also confirmed that some school have not been getting slots since
inception. These schools only rely on transferred teachers who are sometimes problems in their
previous station and rarely stick however the head teacher blame their colleagues for missing on
recruitment:

Some of us are in their comfort zone and never bother to knock these offices. Networking is
important but some of our colleagues don 't value it. They are comfortable since parents are
charged to pay BOM teachers in their schools. Let them make extra efforts to remind TSC. (P16)

Declaration of correct interview results was another lowly rated at 28%.The process of interviewing
and selecting the right teacher are occasionally not transparent. Many people have doubt with the
results given after interviews. 60% believes that there are manipulation particularly where there is a
tie and section C which are subjectively given. Sub County staffing officer who has been attending the
recruitment process had this to say:

During interviews we have guidelines. Section A and B are very objective but part C is
determined by members of the panel. The panelist easily use it to favour or disadvantage
candidates for different reasons. (SCS 6).
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Similarly a head teacher shared the same thinking and supported his action:

You have had a teacher on BOM helping the school and earning very little. When a vacancy
comes, it will be unfair to leave this person especially when there is close competition. You
arrange with the panelist to consider him. (P20)

This finding concurs with that of Opiyo (2003) who reported the concern of KNUT secretary “the
process should be free and transparent to ensure that the most qualified applicant get the job”. He
added that “We do not want to hear of corruption, nepotism, political interferences and favors during
the interviews”. These fears of KNUT and KUPPET occasionally exist and therefore the extent of
policy implementation is put to disrepute. The findings further concur with that of Bosire (2005)
which noted that recruitment exercise since 2003 has been dogged by complaint of irregularity.
Schools and district boards tasked with the exercise have been accused of nepotism and bribery, In
certain cases people recruit close relatives which greatly affect the results. Other than favour for those
employed on BOM, occasionally community interest prevail and panelist from the community favour
their own. A head teacher interviewed told the researcher that:

Communities view schools as their property and an investment where they must benefit . They tend
to favour their “person’ at all cost. (P14).

This was confirmed by the staffing officer who said that results have been nullified by TSC when it is
proved that provisions were breached to favour a particular candidates. This favouratism partially
explains the presence of many teachers from within Homa-Bay County.

TSC support during recruitment was equally rated low at 28%. As the employer, TSC officers are
supposed to oversee the process individually in all the schools and districts, however the few officers
in the field cannot oversee or supervise the entire process within the time provided .A report by one
sub-County officer interviewed:

Revealed that overseeing 28 recruitment within 4 days was not practical and therefore subjected
the whole process to manipulation. He said that this explains why some results ends up being
nullified (SCS 4).

Ahead teacher who has participated in the exercise confirmed this. He noted that:

The exercise is always rushed whereby a whole sub County is expected to conduct centralized
recruitment in one day with few minutes given to each school. with this arrangement, proper
scrutiny and vetting is not possible. The situation is made worse when more than one panel is
created and the staffing officer sit on themin turns. In his absence from a particular panel, the
outcome may be questionable.(P8)

Another weakness noted was teacher evaluation during the interview .A sub County director revealed
that:

There exit weak teacher evaluation. The process lack vigour and depth. Consideration are given
to academic qualifications only. (SCS1)

This findings concurs with that of Ingersoll and Smith (2003) who observed that most recruitments
are done through application and internet without vetting. The lack of capacity to vet teachers is
further complicated by the composition of the vetting Boards as confirmed by Otieno (2003) “T wish
to bring to the attention of the ministry of education that interviews to recruit secondary school
teachers are not based on merit... as most Board members have low level of education”. A head
teacher interviewed had reservation on the boards who conduct interviews particularly in the
upcoming school.

Nobody in my committee can interview a candidate from outside our tribe. They can neither
express themselves in English nor Kiswahili leave alone the subject content. Interviews ends up
being a two man affair i.e. the head teacher and TSC representative. (P6).

Implementation has not been keen on relevance of the teachers to the school or subject need. The
presence of teachers with PGDE in Homa-Bay County confirm that some of those who joined
teaching have alternative training and aspirations and probably not very relevant for example people
with Bachelor of Education technology have no teaching methodology to teach physics and
mathematics. A Sub County staffing officer observed:
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that vacancies are kept as secret until released on News papers or internet together with the
deadlines. The duration is short to allow an excellent search. (SCS1).

Staffing policies was found not to have addressed increasing and fluctuating enrollment in schools
occasioned by subsidized secondary Education. TSC normally have long term and medium term plans
that cannot address immediate challenges. Staffing and CBE are based on previous statistics and
National economic situation .School enrollments have been fluctuating depending on KCSE and
KCPE result but TSC policy is not flexible enough to deal with the situation immediately. With the
above short comings, TSC officers in Homa-Bay County have tried to follow policies however a little
success has been realized. Ahead teacher decried the fact:

that some schools have more teachers just because they at one time had 3 streams but now has
gone to single stream yet some who have moved to 3 streams cannot get adequate teachers due to
their past registration. (P13)

4., SUMMARY, CONCLUSIONS AND RECOMMENDATION

In Kenya staffing policies have changed from time to time. Homa-Bay County has gone through the
different staffing policies right from inception of Education where staffing was by different bodies.
The supply driven staffing policy existed in Kenya after independence and there are schools in Homa
—Bay County that benefitted together with demand driven .The current staffing policy is decentralized
demand driven and many schools have benefitted owing to the young nature of schools .Many young
schools have attracted teachers through this policy.

Homa-bay County like other parts of the country has been guided by the policies. TSC and ministry of
education officials have stuck to these guidelines when recruiting and posting teachers however
certain limitations and constraints has made policy as stated and intended to be different from policy
in use these includes corruptible advertisement of vacancies, slow response to recruitment and posting
\weak support during recruitment ,declaration of correct vacancies and declaration of correct interview
results. Staffing policies have not responded to fluctuating student enrollment instead stick to long
term plans.

5. CONCLUSIONS

The study concluded that various staffing policies since independence have been applied in Homa bay
County with varied degrees depending on the number of schools that were in existence. There are
schools that were affected by racial and religious provision and staffing though few. There are schools
that benefitted from the supply driven, the freeze on employment and those that have benefitted from
demand or decentralized teacher recruitment program.

The study investigated in the second objective how staffing policies are being implemented in Homa-
Bay County and concluded that like other parts of the country, staffing policies have formed
guidelines for Homa-Bay County. The education staff have tried to implement policies as stated
however the study noted deviation in terms of quick response to teacher recruitment. The study
reported that the process took too long for vacancies to be advertised and filled. Also noted was that
TSC support during recruitment was not strong owing to the few personnel to supervise the exercise
and the short duration within which the exercise is to be conducted. The study concluded that there
was fairness in the declaration of correct vacancies even though some schools received similar
combination twice consecutively .The research concluded that there were doubts about interview
results. It concluded that it was prone to manipulation due to the composition of the boards of
management and favoritisms from the local communities.

In light of the findings, the following recommendations were made;

1. To achieve equitable distribution of teachers for all schools staffing policies should be varied to
respond to the needs of old and young schools alike. Schools that existed prior to independence
should not be treated the same way like those started with the advent of CDF and where possible
special slots be given to certain areas and schools.

2. The government through TSC and education staff should enforce the staffing laws firmly
particularly the bonding policy. This will ensure staff stability. Shortcuts and deals which enable
teachers to transfer before bonding period should be minimized. Local education staff and TSC
agents should be empowered to reject such manipulations.
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3. To attract and retain teachers, areas classified as hard ship zone with hardship allowances should
be expanded. Certain areas were left initially but are equally needy. This will make teachers to feel
well compensated for the hard conditions.

Suggestion for Further Research
In line with the findings, research should be conducted in the following areas.
1. Methods of streamlining and strengthening Decentralized teacher recruitment policy.

2. Impact of the Administrative, Students, School and Individual teacher related factors on academic
performance in Homa-Bay County.
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