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Abstract: 

This study aimed at establishing the relationship between Human resource and 

sustainability of public day secondary schools in Imenti North Sub-County, Meru 

County. The study had the following objectives; the influence of salary, management 

leadership, incentives, training and development and their relationship with 

sustainability of public day secondary schools in Kenya. This study sought to test the 

hypothesis that; salary, management leadership, incentives, training and development 

affect sustainability of free day secondary schools. The study adopted descriptive and 

explorative research design since its main aim is to explain human resource variables 

that affect sustainability of public day secondary schools in Kenya. The target 

population was 29 public day secondary schools in Imenti North sub-County. The 

respondents were selected using stratified random sampling to identify sample schools 

and simple random sampling to select respondents from the identified strata. The 

sample respondents comprised of 12 principals, 61 HODs and 136 teachers totaling 173 

respondents. Data was collected using structured open ended, closed ended and 

unstructured questionnaire. Reliability was tested by test–retest method using 

Cronbach's alpha correlation coefficient which was used to test the correlations between 

the items. Correlation coefficient of above 0.7 was obtained and was deemed acceptable 

for the study. Data was analyzed by use of descriptive statistics and logistic regression. 

Descriptive statistics and multiple logistic regression was used to test the cause and 

effect relationship between the dependent and independent variables under the study. 
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All the hypothesis was tested at 5% level of significance or 95% confidence level. The 

analyzed data is presented in frequency tables, pie charts and bar graphs. It is expected 

that the results of the study will assist education stakeholders and the Ministry of 

education to address human resource challenges that affect sustainability of public day 

secondary schools in Kenya. 

 

JEL: J24, O15, H75, I25 

 

Keywords: relationship, human resource, free day secondary education 

 

1. Introduction 

 

It is acknowledged worldwide that the most important resource for social economic 

development of any nation is its human resource (Gary, 2005). This is the main reason 

why individuals, organizations and nations invest heavily in human resource 

development (Scott, 2007). Human resource is the most important asset a company has 

and good human resource delivers in terms of organizational performance (Boxall and 

Parcell, 2003). HRM is not only critical in Organization performance but is also much 

more important than an emphasis on quality, competitive strategy, quality, research 

and design (R&D) in terms of influence of the bottom line (Stredwick, 2005). Human 

capital (Resource) can be defined as people and the time, personnel skills, capabilities, 

experiences and knowledge they bring to their work. Human capital is obtained 

through a variety of means which includes formal education, job training, on the job 

learning and life experiences (Derrick, 2005). Globally HR managers are faced with the 

dilemma of how to manage their employees from global perspective. International 

trade is at an all new level, resulting in a highly globalized business (Gordad, 2004). 

Hence, constant changes in how organizations employ and manage human talent 

require practices and systems that are well conceived and effectively implemented to 

ensure high performance and continuous success. The need to develop a global 

perspective on human resource management (HRM) has been part of the managerial 

landscape for a while now (Lewin, 2007). 

 

2. Statement of the problem 

 

The large number of enrolment of students in Kenyan free day secondary schools 

confirms how desperate poor Kenyans were to have their children acquire secondary 

education (MoEST, 2009). Students enrollment   in day secondary schools has increased 
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yet the government has not equipped the schools with enough human resource to  

ensure students get  good quality education like their counterparts in public  boarding 

schools. A long standing shortage of teachers currently at 80,000 in Primary and post 

primary institutions and support staff is a key obstacle to the sustainability of free day 

secondary education in Kenya .The Ministry of education is currently employing the 

teachers to replace those who left the service through retirement, resignation or natural 

attrition (MoEST, 2015). This indicates that day schools will have to wait longer because 

the government has not employed enough teachers to teach students enrolling in Day 

secondary schools yet 65% of students in secondary are in day secondary schools 

(MoEST, 2015). Although the government is committed to providing free day secondary 

education, to achieve Education for All (EFA), there is little that is being done to achieve 

this target. Lack of adequate human resource in day secondary schools in Kenya has 

been the biggest hindrance in the sustainability of this noble programme (World Bank, 

2008). Although increasing enrolment and ensuring every child has a right to education 

is desirable ,tight budgetary constraints often force poor countries to choose between 

providing quantity in education before improving its quality. However, achieving 

desirable level of enrolment without providing learners with adequate teachers may not 

be meaningful (Shaun, 2006).The quality of education offered in day secondary schools 

has been questioned. The lack of enough teachers is among the factors cited for the poor 

quality of education offered in day secondary schools (Abagi, 2009). Education sector 

has registered significant growth over the years, the number of Early childhood 

development centers (ECDE) ,primary and secondary education have increasedby16.9% 

between 2009-2014,with secondary school recording the highest growth rate at 8.2% 

(UNICEF, 2014). While this looks promising, nationally a lot of disparity exists in day 

schools in terms of qualified teaching personnel. 

 

3. Specific Objectives 

 

The study had the following specific objectives; 

1. To determine the relationship between salary and sustainability of free day 

secondary education in Kenya. 

2. To establish the relationship between management leadership and sustainability 

of free day secondary schools. 

3. To investigate the relationship between incentives and sustainability of public 

free day secondary schools in Kenya. 

4. To determine the relationship between training and development and 

sustainability of free day secondary education in Kenya. 
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3.1 Research Hypothesis 

The study is guided by the following hypotheses; 

 H1: There is statistically significant positive relationship between Salary and 

sustainability of free day secondary education in Kenya. 

 H2: There is statistically significant positive relationship between Management 

leadership style and sustainability of day secondary schools in Kenya. 

 H3: There is statistically significant positive relationship between Incentives and 

sustainability of public day secondary schools in Kenya. 

 H4: There is statistically significant positive relationship between training and 

development and sustainability of free day secondary education in Kenya. 

 

4. Theoretical Review 

 

4.1 Herzberg Two Factor Theory 

Herzberg two factor theory was developed by Fredrick Herzberg in 1959. Herzberg 

developed a theory of workplace motivation called the two-factor theory. The two-

factor theory is based on the assumption that there are two sets of factors that influence 

employee’s motivation in the workplace by either enhancing employee satisfaction or 

hindering it (Herzberg, 1959). The first of the two are called hygiene factors. Rather, 

Herzberg used the term 'hygiene' to describe factors that cause dissatisfaction in the 

workplace, are extrinsic (or independent of the work itself), and are linked to things 

such as compensation, job security, organizational politics, working conditions, quality 

of leadership, and relationships between supervisors, subordinates, and peers 

(Herzberg,1966). 

 According to Herzberg, these factors do not motivate employees. However, 

when they are missing or inadequate, hygiene factors can cause serious dissatisfaction. 

Feelings like being  unhappy when you are be in a job where you were underpaid, 

being  in fear of losing a job, dealing constantly with gossip, lacking effective 

leadership, and being surrounded by coworkers whom you despised (Herzberg,1968). 

Hygiene factors are all about making an employee feel comfortable, secure, and happy. 

When hygiene factors are not fulfilled, it feels like something is missing or not quite 

right (Herzberg, 1964).  

 The second factor is motivators or satisfiers. These are linked to employee 

motivation and arise from intrinsic, or dependent, conditions of the job itself. Factors for 

satisfaction include responsibility, job satisfaction, recognition, achievement, 

opportunities for growth, and advancement (Nathan, 1970). This theory suggests that to 

improve job attitudes and productivity, administrators must recognize and attend to 

http://study.com/academy/lesson/what-is-employee-motivation-theories-methods-factors.html
http://study.com/academy/lesson/what-is-employee-motivation-theories-methods-factors.html
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both sets of characteristics and not assume that an increase in satisfaction leads to 

decrease in unpleasable dissatisfaction (Hyun, 2009). This theory was found to be in 

agreement with salary as a factor that affects motivation 

 

4.2 Conceptual Framework 

A conceptual framework is a model of presentation where a researcher represents the 

relationship between the variables in the study base on three needs theory. The study 

proposes the following conceptual framework. 

 

      Independent Variables     Dependent Variable 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework 

   

5. Research Design and Methodology 

 

This study was conducted through descriptive and explorative research design. 

Descriptive is a research design where information is collected without manipulating 

the environment, it provides information about naturally occurring behavior, attitudes 

and other characteristics of interest of a particular group. The target population for the 

study is 306 teachers in public day secondary schools in Imenti North Sub-County of 

Meru County. Imenti North has 29 public day secondary schools. The target population 

will consist of Principals, HOD and ordinary teachers in these day secondary schools. 

Salary 

Management Leadership   

Incentives 

Training & development 

Sustainability of Public Day 

Secondary Schools 
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Secondary education is critical in the whole of education system in Kenya. Secondary 

education is a precursor for post-secondary education and training. The availability of 

well trained and qualified teachers is crucial to sustainability of day secondary 

education.  

 The study employed Stratified sampling and simple random sampling to select 

the sample. Stratified sampling was used to identify strata in the population and their 

proportion and then use simple random sampling to obtain a sample from each strata, 

(Sakran, 2003). The sample size for the study was determined using the formula: 

 

  
 

      
 

 

Where  

n = the desired sample size for the study 

N = the target population 

E = level of significance for the study 

e = 0.05 or 5% 

 

  
   

           
                   

  

It is on the basis of stratified and simple random sampling that 221 respondents have 

been selected for this study. The sample constituted 57 % of the target population. 

Questionnaire was the main tool for collecting data for the study. The data was 

collected using well-structured questionnaire. Descriptive statistics are used to describe 

the basic features of the data in a study. They provide simple summary about the 

sample and their measures. Logistic regression was used to analyze the data. Logistic 

regression tests the relationship between the categorical dependent variable and the 

independent variables. The model is expressed mathematically as: 

 

          
 

     
   

 

Where Z = β0 + β1X1 +β2X2 +β3X3 +β4X4 

 

The hypothesis of the study was tested using analysis of variance (ANOVA the data 

was analyzed at 5% level of significance because it is the most commonly used value. 

Analyzed data is presented in tables, charts and graphs. 
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6. Data Analysis, Presentation and Interpretation 

 

A total of 173 questionnaires were distributed to the teachers in public day secondary 

schools in Imenti North Sub-County. Of the 173 questionnaires sent to respondents, 154 

were returned for analysis representing a response rate of 89% which is statistically 

acceptable. According to Mugenda (2003), a return of above 50% of the questionnaires is 

acceptable. 

 This section presents data on relationship between salary and sustainability of 

public day secondary schools, the relationship between management leadership and 

sustainability, the relationship between incentives and sustainability and finally the 

training and development and sustainability of pubic day secondary schools. This was 

presented as below; 

 

Table 1: Teachers are well remunerated by their employer 

Teachers are well remunerated by their employer Frequency Percentage 

Agree 21 13.6 

Disagree 133 86.4 

Total 154 100 

 

The researcher sought the opinion of the teachers whether they are well remunerated 

by their employer the TSC. A whopping 76.9% of the teachers disagreed while 13.6% 

agreed that teachers are well paid. The results indicate that teachers are not comfortable 

with their earnings. 

 

Table 2: Teachers are well remunerated by their employer 

School has BOM employed teachers Frequency Percent 

Agree 150 97.4 

Disagree 2 1.3 

Total 154 100 

 

The respondents were asked to state whether their schools have employed BoM 

teachers to fill the gaps. A majority 97.4% of the respondents agreed while 2.6% 

disagreed. The results indicates the almost all the day schools in Imenti North Sub-

County are understaffed and this could be compromising the quality of education 

offered in day schools compromising their quality and hence their sustainability. This is 

because no parent wants to send their children in understaffed schools. 
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Table 3: BoM teachers constantly change working stations 

BoM teachers constantly change  working stations Frequency Percent 

Agree 128 83.2 

Disagree 26 16.8 

Total 154 100 

 

The respondents were asked whether teachers employed by the BoM keep on changing 

working stations. A majority of the respondents 83.2% agreed while 15.6% disagreed. 

The results indicate there is high turnover of BoM teachers with most of them moving 

to better paying schools especially boarding schools that are well endowed with 

resources and this compromises learning with constant change of instructors. 

 

Table 4: Effective BoM in your school 

You have effective BoM in your school Frequency Percent 

Agree 144 93.5 

Disagree 10 6.5 

Total 154 100 

 

From the table, it was established that almost all public day secondary schools had 

effective board of management with 93.5% agreeing while only a paltry 6.5% holding a 

contrary opinion.  

 

Table 5: BoM holds meeting regularly 

BoM holds meeting regularly Frequency Percent 

Agree 114 74 

Disagree 40 26 

Total 154 100.0 

 

Regarding whether The BoM holds meeting with the members of the teaching staff, 74% 

agreed while 26% disagreed. The results show that most day schools have effective BoM 

that consult teachers in decision making matters.  

 

Table 6: There is performance based reward policy 

There is performance based reward policy Frequency Percent 

Agree 68 44.2 

Disagree 86 55.8 

Total 154 100 
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As shown, it was established that most day schools do not have performance based 

incentive policy with 55.8% expressing positive opinion and 42.2% disagreeing. 

 

Table 7: Rewards plays a key role in retention of teachers in schools 

Rewards plays a key role in retention of teachers in schools Frequency Percent 

Agree 116 75.3 

Disagree 38 24.7 

Total 154 100 

 

On whether incentive policy is motivating 55.8% disagreed while 44.2% agreed. Asked 

whether incentive policy plays a role in retention of teachers a whopping 75.3% agreed.  

 

Table 8: Teachers need to undergo constant training 

Teachers need to undergo constant training Frequency Percent 

Agree 128 83.1 

Disagree 26 16.9 

Total 154 100 

 

Majority of the teachers at 83.1% agreed there is need for teachers to undergo constant 

training while 16.9% held a contrary opinion. 

 

Table 9: Teachers are regularly updated through seminars 

Teachers are regularly  updated through seminars Frequency Percent 

Agree 58 37.7 

Disagree 96 62.3 

Total 154 100 

 

A whopping 62.3% and respectively disagreed with 37.7% agreeing. The findings 

indicate that most teachers do not update their skills to cope with the competitive world 

of change. According to Weil and Woodall (2005), training and development is used to 

close the gap between the current performance and future performance in 

organizations. 

 

Table 10: Training methods undergone helps improve your skills 

Training methods  undergone helps improve your skills  Frequency Percent 

Agree 128 83.1 

Disagree 26 16.9 

Total 154 100 
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A whopping 83.1% agreed with 16.9% expressing contrary opinion. The results indicate 

the need for regular training of employees irrespective of the organization they work 

for. The findings are in agreement with Armstrong (2009), who argues that 

organizations benefits from training and development through winning the hearts and 

the minds of the employees to align them with the organization and remain in the 

organization. 

 

6.1 Logistic Regression 

To determine the factors significantly associated with sustainability of public day 

secondary schools, logistic regression was utilized since the dependent variable was 

dichotomous. Logistic regression also termed logic model used in statistics is a 

regression model used when the dependent variable is categorical. Logistic regression 

measures the relationship between the categorical dependent variable and independent 

variables by estimating probabilities using logistic function. Logistic regression was 

chosen for the study because the dependent variable is categorical i.e. sustainable or not 

sustainable. 

 

Table 11: ANOVA 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 416.804 4 104.144 28.144 .000 

Residual 540.547 146 3.702 
  

Total 957.351 150 
   

Source: Researcher (2017) 

 

The F ratio in ANOVA table test whether the overall regression model is a good fit for 

the data .The table shows that the independent variables are statistically significant  and 

predict the dependent variable, (4,103) = 23.418, p < .005. Hence, this indicate the 

regression model is a good fit for the data. Therefore, we accept the directional 

hypothesis that there is relationship between the independent variables and the 

dependent variable sustainability. We support the research hypothesis that there is a 

statistically significant positive relationship between the independent variables and the 

dependent variable. 

 

6.2 Model Summary 

The summary of the model is illustrated in following table: 
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Table 13: Model Summary 

Model R R Square Adjusted R Square Std Error of the Estimate  
Durbin Watson    

1 .660 .435 .420 1.92416 2.415    

 

The logistic regression tests the relationship between the set of independent variables 

and the dependent variable. The R represents the multiple correlation coefficient which 

is 0.660. R is a measure of the quality of the prediction of the dependent variable. In this 

case, 66% indicates a good level of prediction. R2 is the coefficient of determination 

which is the proportion of the variance in the dependent variable that can be explained 

by the independent variables. This technically means it is the proportion of the 

variation accounted for by the regression model. .This means the independent variable 

explain 42% of the variation. Hence, this is a good model. Adjusted R2 corrects for 

multiple predictors, giving a slightly lower value of 42%. 

 

6.3 Logistic Regression Coefficient 

The logistic regression coefficient indicates the direction and strength of the relationship 

between the independent and dependent variable. It represents the influence of a one 

unit change in the independent variable on the log – odds of the dependent variable. 

Exp (β) is the exponentiation of the β coefficient which is an odds ratio. Odds describe 

the ratio of the number of occurrence to the number of non-occurrences. It has some 

relationship with probability since probability is the ratio of the number of occurrences 

to the total number of probabilities. Probability ranges from 0 to 1 whereas odds range 

from 0 to infinity (Hosmer and Lemeshow, 2000).  

 It is hence possible to convert findings to probability when they are reported as 

odds. Odds of one indicate equal probability of occurrence and non-occurrence. An 

odds less than one indicates that occurrence is less likely than non-occurrence. Odds 

greater than one indicates that occurrence is more likely than non-occurrence. Hence, 

Exp (B) indicates how many times higher the odds of occurrence are for each one unit 

increase in the independent variable. The results of the regression coefficients is 

illustrated below 
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Table 14: Regression Coefficients 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

 (Constant) -4.686 1.843 
 

-2.543 .012 

Salary .201 0.037 .353 5.440 .000 

Management .098 0.025 .327 3.952 .000 

Incentives .077 0.037 .174 2.103 .037 

Training & Development .025 0.040 .043 .629 .530 

Source: Researcher (2017) 

 

The findings shows that salary is significantly associated with sustainability of public 

day secondary schools with p = 000 which is less than 0.05 the significance level. The 

results show that an increase in one unit of salary increases the log odds of 

sustainability by 0.201. This is in line with a study by Wanyonyi (2004), who established 

that salary and other socio economic factors influence sustainability of free education in 

Kenya.  

 Management leadership was also found to be significantly associated with 

sustainability of day secondary education with log odds of 0.098 with p =0.000 which is 

less than 0.05 the significance level for the study. The findings indicate that one unit 

change in management increases the log odds of sustainability by 0.098. This is in line 

with study carried out by Chepkonga (2006) who found that principals need training in 

very key management areas, while Kilonzi (2007) found that most head teachers in 

primary schools needed training on management. According to Kuria and Onyango 

(2007), the BoM is not giving the necessary leadership to promote high standards on 

management in schools. 

 The study further shows that incentives are significantly associated with 

sustainability of public day schools with log odds of 0.077. This means that one unit 

increase in salary increases the log odds by 0.077 with p = 0.037 < 0.05 the significance 

level. The findings are in line with Sprinkle (2,000), who found that incentives have 

positive effects on performance. According to Armstrong (2000), organizations can use 

rewards like providing transport fee to increase performance hence increasing 

sustainability of organizations. The results further show that training and development 

is not significantly associated with sustainability of day secondary schools. The findings 

indicate that most of the teachers in day secondary schools are professionally trained 

teachers. 

 The results from the table show a logistic regression function: 
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Z = -4.686 + .201X1 + .098X2 + .077X3  

 

Where X1 represent salary, X2 represent management leadership and X3 represent 

incentives while -4.686 represent the y intercept. 

 

7. Summary, Conclusions and Recommendations 

 

7.1 Summary 

The study found that there was a strong positive correlation between salary and 

sustainability of public day secondary schools as indicated by the beta coefficient of .201 

at 0.05 level of significance. Therefore, we support the directional hypothesis that there 

is a statistically significant positive relationship between salary and sustainability of 

day schools. The results indicate increase in salary increases sustainability of day 

secondary schools. The study found that teachers need to be remunerated 

commensurate to the work they do. On managerial leadership, the researcher 

established a positive relationship with sustainability of day schools. A beta coefficient 

of 0.098 was established at 0.05 level of significance. The findings indicate that an 

increase in one unit of leadership increases log odds of sustainability by 0.098. The 

results indicate that there is a need to train the BoM on management skills. 

 The study further established a significant positive relationship between 

incentives and sustainability of public day secondary schools. The findings indicates 

that introduction of incentives raises the motivation of teachers resulting in improved 

performance. An increase in one unit of incentive raises the log odds of sustainability by 

0.077. There the positive hypothesis is accepted. Finally, the researcher established that 

there was no significant positive relationship between training and development and 

sustainability of public day secondary schools at 0.05 level of significance. However, it 

was noted there is a need for teachers to constantly undergo short duration courses to 

improve their knowledge and skills.  

 

7.2 Conclusion 

Free day secondary education will be sustainable with employment adequate and 

qualified teachers who well remunerated. This is in agreement with the recent signing 

of collective salary bargaining agreement between the government and the teachers’ 

trade unions (KNUT, 2016). The BoM need to undergo training to equip themselves 

with managerial skills and improve their managerial abilities. This is because 

managerial leadership has been found to play a significant role in the growth of schools 

in particular and increasing enrollment in general BoM contributes to enrolment by 
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sensitizing the community the community to enroll their children in schools, making 

good management policies and developing and implementation strategic growth plans. 

This is supported by Khamati (2013) who arrived at the same findings in his studies on 

factors influencing implementation of free secondary education in Mumias district. 

Further the BoM need to come up with a reward system to motivate teachers to 

improve their performance and meet set targets. This finding is supported by Al-Nsour 

(2012) who in his studies on the relationship between incentives and organizational 

performance for employees in Jordanian Universities found there is significant 

relationship between incentives and performance. Finally policies for training and 

development of teachers need to be put in place, although it may be costly initially 

eventually the benefits in terms of performance will out way the cost. The quality of the 

teachers and their development through training is a major factor in determining the 

sustainability of day schools. Therefore, there is a need to invest in the development of 

their skills to increase their productivity. According to Luthern, (2008) the benefits that 

small organizations receive from training includes increased productivity, low turnover 

and decreased need for supervision, hence the importance of training and development 

of teachers for long term sustainability of day secondary schools. 

 

7.3 Recommendations  

The study recommends the following: 

 The government design pay levels and pay structures that motivate teachers to 

work and perform at high levels and encourage them to put the same effort in all 

schools irrespective of the scarcity of resources in these schools. 

 The study recommends the training of BoM on management skills to improve 

the managerial competence and holding consultation with the teaching staff 

before making sessions that concerns the welfare of teachers. 

 There is needed to come up with a reward system that pays a bonus to all the 

teachers after achieving the set goals.  

 The study recommends regular training of teacher in short duration courses like 

workshops and seminars. 
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