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ABSTRACT
The teacher plays a vital role in the progress and welfare of society. He plays his role
towards society in two ways: Inside the school by preparing students to become
effective citizens and outside the school by assuming the role of social worker and
agent of social change. The purpose of this study was to investigate the impact of
teacher burn-out in selected public secondary schools in Mathira East district, Kenya.
The researcher was guided by the following objectives; to investigate the impact of
teacher burnout in selected public secondary schools in Mathira East District Mathira
East District, to find out the contribution of interpersonal relationships within the
school to teacher burnout in Mathira East District, to determine how student discipline
affects teacher burnout in Mathira East District, and to assess the contribution of
students’ classroom failure in precipitating teacher burnout. The researcher adopted a
descriptive survey design. Mathira East District has 16 public secondary schools. The
researcher used simple stratified sampling to select the study sample. The researcher
used a sample size of 201 teachers classified into three categories, diploma teachers,
bachelor holders and Masters/Doctorate holders. Questionnaires and observation
guides were the main instruments used to collect data. Self-administered
questionnaires were distributed to teachers. A pilot study was conducted in
Muchagara and Kaharo secondary schools in neighbouring Muranga County to help
in improving validity and reliability of the questionnaires. A correlation coefficient of
0.82 was achieved and accepted as reasonable. Descriptive statistics was used to
analyse data with aid of the Statistical Package for Social Sciences (SPSS Version 19)
to analyse the data that was collected for the study. From the findings, 38% of
teachers with master’s degree experienced high burnout level compared to 46% and
43% of teachers with degree and diploma respectively32% of the teachers strongly
agreed that students contribute to teacher burn out, 41% agreed and 9% and 13%
disagreed and strongly disagreed respectively. The study concluded that academic
qualifications contributed to teacher burnout in Mathira East District. The study
recommends that solutions to student discipline should be reached in order to reduce
teacher burnout resulting from discipline related issues within the school. The
researcher also recommends that the schools should develop appropriate strategies to
improve the level of interpersonal relations among the teachers, other staff and
students in order to reduce teacher burnout resulting from negative attitude and
interpersonal relations in the workplace.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Stress and burn out are usually high for human services professionals including
teachers. Freudenberger (1974) introduced the term burnout to describe the inability
to function effectively in one's job as a consequence of prolonged and extensive job
related stress. Since that time, incidences of, and research into stress and burnout have
increased with popular emphasis on employees in the human services sector such as
social workers, nurses, teachers, lawyers, medical doctors and police officers (Troman
& Woods, 2001). A common characteristic of these occupations is that the nature of
the work can be highly emotional.
Maslach and Jackson (198I) refined the meaning and measurement of the burnout
construct to include three sub-domains: depersonalization, in which one distances
oneself from others and views others impersonally; reduced personal accomplishment,
in which one devalues one's work with others; and emotional exhaustion, in which
one feels emptied of personal emotional resources and becomes highly vulnerable to
stressors. In particular, depersonalization may be expressed through poor attitudes
towards students and the work environment. Teachers may be at greater risk for
depersonalization because their daily work life often includes large doses of isolation
from their professional peers. While teachers do interact with others on a regular basis
throughout the workday, the majority of such interactions are with students, and not
with other teachers or professional staff members who might better understand the
demands teachers face. Factors such as the physical layout of most educational
institutions, with teachers working alone in their classrooms, and scheduling
1

constraints that make finding time to meet with peers virtually impossible, can cause
teachers to feel disconnected (Bennett & LeCompte, 1990). This depersonalization
may act as a protective mechanism, as evidenced by the descriptions of “worn-out”
teachers, whose cynical views towards students and teaching allowed them to
continue to remain in the field, even in a diminished capacity (Farber, 1998). While
depersonalization may act as some protection for teachers, it may also encourage
isolation, strengthening the risk for burnout.
For teachers, the potential for emotional stress is high since they work with classes of
more than 40 students for long periods of time. The intensely relational nature of
classrooms means that teachers are vulnerable to emotional draining and discouraging
experiences (Maslach & Leiter, 1999). Such experiences can lead to dysfunctional
teacher behaviour with obvious implications for the teacher’s well-being and student
learning. The education stakeholders and Kenyans are concerned about reports of
continuous student underachievement in national examinations. Most people blame
teachers for the depressing test scores and call for significant school changes.
Kyriacou (2001) posited that teachers argue that good performance may be influenced
by such factors as the category of school, interpersonal relationships within the
school, student discipline, classroom failure and the school physical characteristics
which also lead to reduced teacher effectiveness, frustration, low morale and
ultimately burnout. Burnout is loss of enthusiasm in one’s job. In teachers, it
manifests

itself through poor preparation for work, little attention to individual

students class work, tardiness, absenteeism and frequent sick offs which also
ultimately affect students achievement. Response to employee burnout can be
categorized into physical, physiological, psychological and behavioral terms (Corsini,
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1984). Teachers may complain that work is not fun anymore, over react to minor
hassles, report being overwhelmed and complain of minor health ailments. These
employees may also be seeing their work as a chore, frequently worry and feel
lethargic and empty, and they may no longer laugh or have fun at work. Many
teachers are losing enthusiasm in their work and becoming less satisfied with their
jobs and hence greater turnovers, transfers, absenteeism and a decrease in their
physical and mental health (Melgosa, 2000). D’Souza (2002) showed that men are
more likely to experience job burnout than women, while teaching at elementary
school is less stressful than at the middle and secondary school level (Burke & Green,
1989). Since burnout is essentially a workplace problem school managers must
consider their employees psychological well-being and reduce dissatisfiers to prevent
them from experiencing burnout (Corsini, 1984).
Mugambi (2012) noted that teacher trainees in Kenya experienced high burnout due
to high demand to post exemplary results and demanding working environment.
Ng’eno (2007) noted that Kenyan teachers experienced high burn out levels due to
heavy workload, large classrooms and few opportunities for teacher promotion. He
noted that a combination of tall these factors led to teachers opting to venture into
other fields in search of better working conditions such as banking and higher
institutions of higher learning. Sichambo, Maragia and Simiyu (2012) noted that
teachers in Bungoma District are exposed to classrooms full of students and play roles
of classroom teachers, examiners, administrators, disciplinarians, counselors and had
to ensure that learners achieve high results. Sichambo et al (2012) argues that these
expectations contribute to high teacher burnout. Therefore this study seeks to
determine the impact of teacher burnout in secondary schools in Mathira East District.
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1.2 Statement of the Problem
Objectively, teaching is one of the top five most stressful careers in the world. In a
single hour, teachers can play many different roles: nurse, babysitter, counselor,
administrator, parental doormat, paper pusher, and maybe, if the teachers are lucky,
educator. Most teachers are demotivated as they undertake their duties or in other
instances, they are willing to undertake their duties but the environment they
encounter makes them to use more energy to deliver. Indicators of teacher burn out
include among others teachers acknowledge frequent and intense lack of
accomplishment, demoralization, and disillusionment with their careers. The
competitive setting of the school and examination-oriented system in Kenya has
meant that teachers are increasingly under pressure to perform often in less than
satisfactory conditions. As such, this study sought to analyse the factors within the
school environment that contribute to burnout among secondary school teachers in
various educational zones of Mathira East District.
1.3 Purpose of the Study
The purpose of this study was to investigate the impact of teacher burnout in selected
public secondary schools in Mathira East District, Kenya
1.4 Objectives of the Study
The objectives of this study were:i.

To determine if academic qualification affect burnout levels among teachers
in Mathira East District.

ii.

To find out the contribution of interpersonal relationships within the school to
teacher burnout in Mathira East District.

iii.

To determine if students’ discipline contributes to teacher burnout in Mathira
East District.
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iv.

To assess if students’ classroom performance precipitates teacher burnout in
Mathira East District.

1.5 Research Questions
This study aimed at answering the following questions.
i.

Does academic qualification affect burnout levels among teachers in Mathira
East District?

ii.

Does an interpersonal relationship within the school contribute to teacher
burnout in Mathira East District?

iii.

Does student discipline contribute to teacher burnout in Mathira East District?

iv.

Does student performance in examinations contribute to teacher burnout in
Mathira East District?

1.6 Significance of the Study
Many teachers find the demands of being a teacher in today's schools difficult and at
times stressful. When work stress results in teacher burnout, it can have serious
consequences for the health and happiness of teachers, and also the students,
professionals and families they interact with on a daily basis. Burnout has a negative
impact on teachers. The research also sensitizes educational stakeholders’ in Kenya
on the underlying causes of teacher burn out. The findings would also help to assess
the counseling needs of teachers and be helpful to teachers and school managers in
identifying signs of burnout and propose ways of minimizing the occurrence of the
condition. It also would help to alleviate the problem of burnout not only in the
division but in other schools in Kenya as well and be used in Teacher Advisory
Centers of the Ministry of Education and other employee assistance programmes. The
study also adds to the already existing literature on teacher burn-out.

5

1.7 Limitations of the Study
The study focused on the impact within the school environment that cause teacher
burn-out. The researcher was limited to factors such as teacher interpersonal relations,
classroom environment, and school characteristic such as physical infrastructure. In
the course of carrying this study, the researcher was faced by some limitations. Some
schools within Mathira East District were in very remote places and they did not have
reliable road and public transport system. Some school principals and teachers were
skeptical on the nature and purpose of the research. The researcher having been
working in the research zone was able to plan the research ensuring that the very
remote areas were accessible by hiring the services of private taxi. The researcher also
sought an introduction letter from the education office in order to establish good
rapport with the principals of the selected schools to be allowed to carry out the study
in those particular schools.
1.8 Assumptions of the Study
In the course of this study, the researcher made the following assumptions:
i.

That the respondents would give fair and honest responses to study
instruments.

ii.

That e-learning was available in public secondary schools

iii.

That the respondents were willing to share information with the researcher.

6

1.9 Theoretical Framework
Tis study is based on the theoretical framework of burnout as presented by Maslach,
Jackson, & Leiter (1996). This framework is based on the idea that a person’s degree
of job burnout is based on the degree of match or mismatch of the person with the
working environment. The theory holds that a person is less likely to experience
burnout when one experiences a better match with the work being performed. The
theory also holds that burnout represents an erosion in value, dignity, spirit, and an
erosion of the human soul.
Teachers work in a very stressful environment. Kyriacou (2001) pointed out the
major sources of stress for teachers; poor pupil motivation in school performance,
undisciplined behaviour of pupils, poor career opportunities; low income and shortage
of teaching equipment, poor facilities and large classes; time pressures and short
deadlines; low societal recognition of profession; conflicts with colleagues and
supervisors; rapid changes in curricular demands and adaptation of scholastic
programs to changes in a rapidly changing society. All of these factors are valid in the
working conditions of Kenyan teachers.
Although research on learning environments and teacher burnout have shown
remarkable progress over the past 25 years, no studies utilizing the latest approaches
to research in these two fields have been conducted. The recognition of school and
classroom environments as possible predictors of burnout is consistent with Lens’s
and Jesus’ (1999) psychosocial interpretation of teacher stress and burnout and
Maslach’s (1999) view that the social environment is at the heart of both
understanding the teacher burnout phenomenon and ameliorating it.
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1.10 Conceptual Framework
A Conceptual model showing how the school learning environment interacts with
other factors in precipitating teacher’s burnout is presented in Figure 1.

Independent variables

Intervening Variables

Burnout Causal Factors
· Academic
Qualifications
· Interpersonal
relations
· Student discipline
· Type of school
· Classroom failure
· School physical

Dependent Variable

Teacher’s Burnout
Level

· Age
· Gender
· Personality type

· Low
Motivation
· Dropping
Academic
Levels
· High
Absenteeism

Figure 1.1 Conceptual Framework
Kyriacou (2001) noted that the schools provide an environment where teachers
experience burnout. The Force Field analysis model was used to depict the concept of
burnout in the school setting. The driving forces of burnout in the school setting were
school category, interpersonal relationships, and student discipline and classroom
failure. Factors such as Teachers age and gender, length of teaching experience,
educational level as well as the teachers personality type. Equilibrium or the present
level of burnout can be raised or lowered by the changes in the relationship between
the driving and restraining forces.
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1.11 Operational Definition of Terms
Burnout: A prolonged response to chronic emotional and interpersonal stressors on
the job; defined by the three dimensions of exhaustion, cynicism, and
inefficacy (Maslach & Jackson, 1981).
Interpersonal relationships: These are social associations, connections, or
affiliations between two or more people (Melgosa, 2000).
Low Motivation: This is absence or deficiency in interest, desire & driving force
High Absenteeism: Scenario where one is absent from the work station fr
unexplained reasons
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CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter analyses the various contributions of previous researchers on the teacher
Burnout. The researcher analysed the concept of teacher burnout and development of
burnout construct, highlight the causes of teacher burnout and also analyse the
symptoms of teacher burnout. The chapter also provides a summary of literature
review.
2.2 The Concept of Burnout
Many scholars have attempted to define the concept of burnout. Huntman (2013)
defined burnout by highlighting the difference between burnout and stress. Huntman
states that burnout is not simply excessive stress. Burnout has been defined focusing
on the person and the particular situation, or stimuli and sometimes independently of
the reaction of the persons personality attributes such as attitudes, motivation and
perception (Maslach, 1981). Burnout emphasizes a state of exhaustion. Burnout is not
simply excessive stress. Rather, it is a complex human reaction to ongoing stress, and
it relates to feeling that your inner resources are inadequate for managing the tasks
and situations presented to you. The signs and symptoms of burnout are similar to
those of stress, but burnout includes an emotional exhaustion and an increasingly
negative attitude toward work and, perhaps, life. It is brought about by working too
intensely and without regard to one’s personal, psychological and material needs.
Freudenberger (1980) (As cited in Bernshausen & Cunningham, 2001), pointed out
that this condition occurred most frequently to the dedicated and committed, those
who work too much, too intensely and for too long. Burnout is a result of excessive
10

striving to reach some unrealistic expectations imposed by oneself and or by the
values of an organization. According to Freudenberger (1980), burnout was
essentially the product of an unfortunate interaction between overzealous helpers and
over needy clients.
Bobek (2002) asserts that burnout is a work related syndrome that stems from an
individuals perception of a significant discrepancy between effort, and reward and
this perception is influenced by individual, organizational and social factors. It
occurs most often in those who work face to face with troubled or needy clients like
students and is typically marked by withdrawal from and cynicism towards clients,
emotional and physical exhaustion and various psychological symptoms such as
irritability, anxiety, worry, and a lowered self-esteem (Melgosa, 2000).
2.3 Development of the Burnout Construct
Matheny, Gfroerer and Harris (2000) noted that earlier research into the phenomenon
described burnout as a loss of idealism and enthusiasm for work. Maslach and
Jackson (1981) refined the meaning and measurement of the burnout construct in the
to include three sub-domains: depersonalization, in which one distances oneself from
others and views others impersonally; reduced personal accomplishment, in which
one devalues one's work with others; and emotional exhaustion, in which one feels
emptied of personal emotional resources and becomes highly vulnerable to stressors.

In particular, depersonalization may be expressed through poor attitudes towards
students and the work environment. Teachers may be at greater risk for
depersonalization because their daily work life often includes large doses of isolation
from their professional peers. While teachers do interact with others on a regular basis
throughout the workday, the majority of such interactions are with students, and not
11

with other teachers or professional staff members who might better understand the
demands teachers face. Factors such as the physical layout of most learning
environments, with teachers working alone in their classrooms, and scheduling
constraints that make finding time to meet with peers virtually impossible, can cause
teachers to feel disconnected (Bennett & LeCompte, 1990). This depersonalization
may act as a protective mechanism, as evidenced by the descriptions of “worn-out”
teachers, whose cynical views towards students and teaching allowed them to
continue to remain in the field, even in a diminished capacity (Farber, 1998). While
depersonalization may act as some protection for teachers, it also may encourage
isolation, strengthening the risk for burnout.

An important finding from early studies was that teachers at risk for burnout came to
see their work as futile and inconsistent with the ideals or goals they had set as
beginning teachers (Bullough & Baughman, 1997). Other early studies cited role
conflict and role ambiguity as significantly related to burnout (Dworkin, 1986). Role
conflict occurs when a teacher is faced with conflicting expectations of the job. Role
ambiguity relates more to a sense of confusion about one's goals as a teacher
including a sense of uncertainty about the responsibilities related to teaching. Nayak,
Sawkar, Bhat, Yenagi and Hasalkar (2009) found out that teachers burn out can be
categorized into very low, low and moderate as well as high burn out with majority of
teachers being in the moderate and low burnout levels.

2.4 Causes of Teacher Burnout
Various school factors have been known to result into teacher burnout. These include
personal factors, structural and management level, among others.

12

2.4.1 Teachers Personality and Teacher Burnout
Dennis (2008) noted that conceptual differences in personality type have long been
theorized to play a role in motivation, social interaction, and behavioral outcomes.
Research into personality types indicates that certain persons react to specific stimuli
through similar adaptation strategies, suggesting that identifying personality types
may contribute to understanding certain social scenarios, such as those found within
the workplace.
According to Tunde and Oladipo (2013) the concept of personality is
multidimensional and as a result, theorists and researchers differ in their definitions.
They defined personality as the characteristic patterns of behaviour and modes of
thinking that determine a person’s adjustment to the environment. Tunde and Oladipo
(2013) undernoted five major personality traits. These traits were extraversion is
characterized by positive emotions, dominance, and the tendency to seek out
stimulation and the company of others. The trait is marked by pronounced
engagement with the external world. The second variable was agreeableness:
Agreeableness is a tendency to be compassionate and cooperative rather than
suspicious and antagonistic towards others. Individuals are trustworthy and humble.
Tunde and Oladipo (2013) third personality trait

was conscientiousness:

Conscientiousness is a tendency to show self-discipline, act dutifully, and aim for
achievement against measures or outside expectations. It influences the way in which
we control, regulate, and direct our impulses. The fifth trait neuroticism which is the
tendency to experience negative emotions, such as anger, anxiety, or depression. It is
sometimes called emotional instability. The last trait as defined by Tunde and Oladipo
(2013) was openness is a general appreciation for art, emotion, adventure, unusual
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ideas, imagination, curiosity, and variety of experience. People who are open to
experience are intellectually curious, appreciative of art, and sensitive to beauty.
Dennis (2008) in Myers (1980) indicated that personality affects perception of
teachers. He argues that sensing or intuition (S or N); affects the individual’s choice
“to use one kind of perception instead of the other when either could be used. He
noted that those individuals who are sensing are realistic and utilize their five senses
in interpreting the world around them. Intuitives often read between the lines and are
comfortable when mere facts are not available. Burnout is a work-related problem
found in some individuals employed in human services careers, including education.
Teacher burnout impacts teacher job satisfaction, school climate, and culture.
Symptoms of teacher burnout are both physical and behavioral. Teachers exhibiting
characteristics associated with burnout experience negative psychological effects and
increasingly negative behaviors that ultimately affect students and their achievement.
Teacher burnout can stem from a variety of sources, including student-related matters,
personal difficulties, and factors related to the environment and/or nature of the
teaching profession. Teachers may exhibit characteristics of burnout which are mild,
moderate, or severe in nature. They may also experience burnout in one or more of
the following areas: emotional exhaustion, depersonalization, and lack of personal
achievement (Dollard, 2003)
Research on the personality correlates of teacher burnout has indicated that
neuroticism was associated with (Maslach, Schaufeli & Leiter, 2001) and predicted
burnout (Burke & Greenglass, 1989). Cano-Garcı´a, Padilla-Mun˜oz, and CarrascoOrtiz (2005) with a sample of Spanish special education and elementary school
teachers found that the highest scores in burnout were obtained by teachers high in

14

neuroticism and introversion. In a study of the relative contribution of person (Big
Five model) and environment variables in the prediction of burnout dimensions
among teachers working in special education in Greece, Kokkinos and Davazoglou
(2005) found that teachers’ personality traits were the most significant predictors of
the three burnout dimensions compared with contextual and demographic variables.
In particular, high levels of neuroticism and low levels of agreeableness were
predictive of emotional exhaustion. In the case of depersonalization, neuroticism was
the most important predictor, whereas personal accomplishment was predicted by low
levels of neuroticism, and high levels of extraversion and conscientiousness (CanoGarcı´a, Padilla-Mun˜oz & Carrasco-Ortiz, 2005).
Evers, Tomic and Brouwers (2000) explained that self-esteem is the sum of selfconfidence (a feeling of personal capacity) and self-respect (a feeling of personal
worth). He described self-esteem as a favourable or unfavourable attitude towards the
self. Self-esteem begins to develop early in life and has been studied in children as
young as seven years of age. As children learn to describe aspect of themselves, such
as their physical attributes, abilities and preferences, they also begin to evaluate
themselves. An individual’s self-esteem is a generalized evaluation of the self. Selfesteem can strongly influence thoughts, moods and behaviours. Maslach et al. (2005)
identified two groups of factors which dominate the person before burnout. The first
group is called situational predictors consist of six antecedents namely: workload,
control, award, social interactions, fairness and values.
Tunde and Oladipo (2013) noted that teachers with low self-esteem were likely to
experience burnout early than teachers with high self-esteem. Kyriacou (2001)
maintains that low self-esteem either causes or contributes to neurosis, anxiety, and
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defensiveness. Abraham ( ) noted that staff with high self-esteem have higher job
satisfaction levels and this explains the low levels of burnout experienced by high
self-esteem individuals in the workplace.
2.4.2 School Factors that Cause Teacher Burn-out
There are numerous factors that cause teacher burnout. Some of these include;
2.4.2.1 School Management Style
According to Lashinger and Finegan (2005), lack of respect and confidence in a
work environment has harmful effects on both the organization and the employee. An
employee with no confidence makes fewer contributions to organizational objectives
and actions than one with confidence . Confidence is regarded as an important factor
for the success of an organization whereas lack of confidence damages the harmony
and success in an organization (Adams & Wiswell, 2008). Organizations’ preference
for oppressive methods to make the employees adhere to the rules causes the
employees not to get job satisfaction and to become indifferent to the organization.
Today, when the rapid changes experienced force organizations to change and
reform, organizations’ coping with the challenge depends on their ability to create an
environment in which employees have relations on confidence basis, they are loyal to
the organization and have certain amount of job satisfaction rather than an
environment in which employees are kept together through oppressive methods.
Evidently, an organizational culture based on confidence is very important for
educational organizations, where human relations are experienced more often, to
cope with uncertainties caused by changes and to innovate themselves.
Yariv (2011) noted the principal’s point of view, attitudes and personality clearly
assume a significant role in defining, and sometimes intensifying, a teacher’s
difficulties. A mature principal who believes in self-efficacy would respond
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differently than a principal whose management style is more protective. Often, a new
principal brings a different set of values and expectations that may clash with a
teacher's previous habits. Placement of teachers entails the most delicate decisions
principals make each year. It is a zero-sum game where all the empty holes must be
filled with the available personnel (Yariv, 2011). In some cases, changing a teacher's
position significantly improved his or her performance. Although principals preferred
to emphasize the teachers’ failures, their fingerprints, with regard to poor
management, were left on the scene (Gitterman, 2008). Other factors, such as novice
teachers, difficult pupils, complicated tasks, a critical community, to mention several
factors, were found to have a limited influence on teachers’ performance. According
to the principals, only 20 percent of the teachers had to cope with unruly pupils or a
‘difficult class” (Yariv, 2011).
Gitterman (2008) argues that in schools where the administrators are democratic and
allow staff opinions in decision making minimize the occurrence of life stressors to
such teachers. This he demotes minimizes the chances of teacher burnout. However it
was also observed by Yariv (2011) that in schools where the management advances
an authoritarian model of management, the teacher’s level of stress is normally high
leading to high incidence of teacher burnout. Lashinger and Finegan (2005) also
suggest that a democratic environment in a school context not only benefits the
academic and socialization experiences of students, but also affects the work
productivity and well-being of teachers.
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2.4.2.2 School Discipline
Student disciple has been sighted by Farber (2000) as contributing to teacher burnout.
Borg and Riding (1991) showed associations between student misbehaviour and
teacher burnout. However, Faber (2000) noted that studies ion burnout rarely
incorporated a direct measure of teachers' perceptions of student behaviour in their
own classroom. Of all of the activities that comprise the role of a teacher, classroom
discipline is one of the most significant and is clearly of concern to many parents and
teachers (Langdon, 1996).
Discipline can be distinguished from the broader area of classroom management in
that the latter emphasizes the provision of quality instruction as a means of
minimizing disruption in classrooms whereas discipline is generally represented as
what teachers do in response to students’ misbehavior. Haberman (2004) argued that
the importance of classroom discipline is two-fold. First, without the order provided
by effective classroom discipline there is very little opportunity for teachers to instruct
students in language skills, number skills, art, music, or whatever. This aspect of
discipline has recently been characterized as its managerial function (Lewis, 1997).
Second, the area of classroom discipline is integrally related to the issue of inculcating
a sense of responsibility in students. Each time a teacher interacts with children in a
bid to modify their behavior, they are able to observe the distribution of power in the
relationship and to deduce what is being expected of them. McLaughlin’s (1994)
analysis showed that students would discern if the aim of a teacher is student
obedience to the teacher, solidarity with the rest of the students, or responsibility.
Ingersoll, (1996) observed that it can be argued that of all the value-forming “lived
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experiences” children have at school, classroom disciplinary interactions are among
the most potent.
Ndirangu (2000) observed that teachers complain about school discipline. In this
study, teachers indicated student discipline affects their service delivery. The teachers
who were interviewed noted that student indiscipline affects the school calendar
particulary when the students go on strike. Ng’eno (2004) argued that student
indiscipline makes teachers normal operations in the schools be disrupted and when
they are recalled, the teachers’ schedule becomes too tight and this becomes a source
of stress to the teachers.
2.4.2.3 School Resources
Schools are expected to avail the resources to teachers to enhance their service
delivery. Aduda (2005) noted that when schools have limited and inadequate
resources, the teachers face problems in giving their services to the students. Lack of
teaching and learning resources makes the teachers work to be difficult. Friedman
(2000) observed that learning resources must be adequate for teachers to deliver
seamless service
Teachers have to compensate for lack of adequate learning resources (Friedman,
2000). When schools lack adequate resources, they increase the teachers’ paperwork
and documentation. Esteve (2000) indicated that science based teachers become more
overloaded in terms of their class work when schools do not have adequate science
subject resources. He notes that science based subjects have a lot of practical
approach and thus needs these resources for the students to understand some basic
components.
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2.4.2.4 School Culture
For a school to be effective it needs to have a school philosophy, which is clearly
articulated. This philosophy ought to be based on the shared values of the school
community and it should be compatible with the values of the individual members of
that community (Marlin, 1988). When this is the case, both staff and pupils are able
to feel ownership. There should be no discrepancy between what a school says and
what it does (Goddard & Emerson, 1997). Many schools in Kenya have clearly stated
aims and objectives, but staff often does not feel ownership of these. The management
discourages innovation or challenges to the status quo therefore the attitudes of
teachers and pupils are unenthusiastic and relationships between staff and pupils are
poor. There is often a mismatch between the climate of the school and the desires of
the individual teachers yet the success of a school depends crucially upon its human
resources. Consequently teachers feel marginalized and unfulfilled (Kamuyu, 2002).
The result is almost certainly de-motivation, a precipitant of burnout.

Fidler and Atton (1999) discuss common managerial faults related to the selection,
induction, motivation, mentoring, appraisal, and development of teachers, which can
cause serious future difficulties.

Fidler and Atton’s conceptualization shows that

when principals do not invest in developing their staff, some teachers’ initial
shortcomings may worsen. A detailed account of managerial practices that might
deteriorate teachers' performance is beyond the scope of this work. Two examples,
however, would help to clarify how managerial behavior contributes to the emergence
and maintenance of teachers’ shortcomings. Some evidence suggests that motivating
is harder when workers do not deliver the expected results. Employers become more
directive, allow workers little responsibility and communication appears to be oneway. In response, employees reduce their loyalty and motivation (Duarte, Goodson &
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Klich, 1993). With regard to monitoring and appraisal, much evidence shows that
principals do collect extensive information about their teachers, but hesitate to
transmit negative feedback (Yariv, 2006). Lack of structured feedback means weak
teachers attempt to function without an essential tool that might improve their
performance, which causes the situation to deteriorate gradually.
In addition to poor supervision and lack of teaching skills, unsatisfactory performance
may occur due to outside influences. Sometimes there are sharp discontinuities and
enormous leaps in professional development. Among the stages for teachers are:
choosing to enter the profession the first exposure to teaching as a student-teacher, the
first eighteen months of teaching, three years after taking the first job, mid-career
moves, promotion and pre-retirement. These normal stages where individuals are
confronted by choices and decisions are defined by Sikes, Measor and Woods as
critical periods (Sikes, Measor & Woods, 1985). In addition to professional variables
that impact performance, personal events such as marriage, divorce or the birth or
illness of a child, may occur. These periods may also coincide with a critical incident,
a key event in an individual's life around which pivotal decisions are made. An
example may be a teacher who faces serious discipline difficulties, loses her or his
temper and decides to act aggressively.
The teacher’s career is thus punctuated by critical incidents occurring typically within
critical periods. One such period, unsurprisingly, is the initiation into teaching. Here
new recruits are met with stark demands of the role in sudden and unsuspected
confrontation, which challenge their existing claims to be a teacher (Sikes et al. 1985).
The concepts of critical periods and life event model (Gitterman & Germain, 2008)
propose that whenever an individual experiences ‘life change events’ that require an
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adaptive response or coping behavior, it is followed by a stress reaction. They suggest
that a stress-producing event can be positive (e.g. marriage) or negative (e.g.
catastrophic illness of a partner), and the effects of these events are proposed to be
additive. Perhaps the common denominator of all these aspects may be described as
poor person-organization fit (Kristof, 1996), which explains how the social world
affects an individual’s social adjustment and physical and mental health. Its central
proposition states that the resources and demands of the work environment may or
may not fit the needs, goals, and abilities of the employee. When the match between
the worker and the organization is poor, the level of stress increases.
Yariv (2000) noted that low motivation accounted for almost 40 percent of the cases,
and it may stem from several sources, not necessarily related to being a lazy person.
Such is the case when a teacher and a principal’s temperament are diametrically
opposed. What seems proper to one may seem too slow to the other. Further,
sometimes the principal’s initial wrong impression of a lazy teacher may become a
self-fulfilling prophecy. The principal may reduce the workload of the teacher,
believing he or she is unable to deliver the expected results. The teacher may ‘read’
the message behind the act and work even more slowly. Sometimes, changing
positions can revive a seemingly idle worker, as in the case of the second-grade
teacher who was forced to teach a fifth-grade class.
2.5 Symptoms of Teacher Burnout
Once teacher burnout has occurred, a decision must be made as to whether the teacher
can or is willing to continue their work. Troman and Woods (2001) acknowledge that
a series of stressful events or a single major event may lead teachers to make what
they term 'pivotal decisions.' Although teachers go through many such events over the
course of a career, the teachers interviewed by Troman and Woods rarely viewed
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decisions made in response to high levels of stress as transformative in the positive
sense. Personal factors also figure into a teacher's decision to stay in a school, with the
current labor market, personal financial and family obligations, and years in the field
all being instrumental in the decision making process. In hard economic times,
teachers may stay with the relatively stable profession of teaching due to a lack of
outside possibilities for a career change. The promise of retirement benefits that
increase with added years of service is a draw to teachers who have already
accumulated more than a few years of service. In looking at teachers and stress,
Troman and Woods (2001) used interviews and observational data collected from
teachers teaching at The Gladstone Primary School and from teachers who had left
the school in the aftermath of Gladstone being designated as poorly performing during
an accreditation inspection. Interviews were analyzed using theme analysis and the
constant comparative method. Data gathered suggests that teachers generally fall into
three categories when reacting to stress and burnout. Some teachers simply end their
careers as professional educators. Others seek relief from stress by "downshifting:"
taking a less prestigious or demanding role, redefining their job as a part time
instructor, or by having previously held duties assigned to other teachers. Some
teachers choose to reframe their sense of identity as educators; for these teachers, this
may involve developing outside interests, placing more emphasis on family and
friends or relocating to a more favorable school environment. Since burnout is not an
overnight occurrence, it's important to recognize its early signs and to act before the
problem becomes severe. Kyriacou (2001) summarized the symptoms of burnout as.
He indicated that in a chronic state of stress, the teachers body will begin to show the
physical signs of stress overload which include psychosomatic illness, headaches,
strokes, and fatigue. Under prolonged conditions of chronic stress, the body begins
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the downward progression to burnout. When specific psychological responses interact
with the body's natural physical responses to stress, burnout occurs. It is the end result
of a tired body and mind.
2.6 Chapter Summary
Burnout results from the chronic perception that one is unable to cope with daily life
demands. Given that teachers must face a classroom full of students every day,
negotiate potentially stressful interactions with parents, administrators, counselors,
and other teachers, contend with relatively low pay and shrinking school budgets, and
ensure students meet increasingly strict standards of accountability, it is no wonder
many experience a form of burnout at some point in their careers. Efforts at primary
prevention, in which teachers' jobs are modified to give them more control over their
environment and more resources for coping with the demands of being an educator,
are preferable over secondary or tertiary interventions that occur after burnout
symptoms have surfaced. However, research reviewed here indicates each type of
prevention can be useful in helping teachers contend with an occupation that puts
them at risk for burnout.
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY
3.1 Introduction
This chapter presents the research design, location of study and Population. The
sample and sampling procedures, research instruments, data collection and data
analysis methods are also provided.
3.2 Research Design
The research design which was adopted in conducting this study was descriptive
survey. This design is appropriate because it involved collecting data in order to
answer questions on current status of subjects of the study. Kothari (2003)
recommends descriptive survey design as it allows the researcher to describe, record,
analyze and report conditions that exist or existed.
Descriptive survey is considered particularly well suited to researches which study the
individual as a unit of analysis as an excellent vehicle in measuring for generalization.
The descriptive survey design also allows the researcher to generate both numerical
and descriptive data that was used in measuring relationship between the variables.
Therefore, it is deemed suitable for this study because it described in qualitative terms
the degree to which the variables were related and expected to affect teacher burnout
in Mathira East District.
3.3 Location of the Study
The area of study was based in Mathira East District, Nyeri County. The district has a
population of 55,420 people comprising of 15,703 households (Kenya National
Bureau of Statistic/ National Population Census, 2009). Mathira East District is
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situated about 125 km north of Kenya’s capital Nairobi, in the country’s densely
populated and fertile Central Highlands, lying between the eastern base of the
Aberdare (Nyandarua) Range, which forms part of the eastern end of the Great Rift
Valley, and the western slopes of Mount Kenya. The majority of the residents are
black Africans from Kenya’s largest ethnic group, the Kikuyu. The Kikuyu language
is therefore widely spoken, along with Kenya’s national language, Kiswahili as well
as Kenya’s official language, English. Black Africans from other Kenyan ethnic
groups (most of them being state and private sector employees) make up a small
minority, with the rest of the population comprising Kenyans of Asian origin and a
small white.

The economic activities of Mathira East District are coffee and tea. These crops are
grown in the cool and wet areas mainly on small scale. Horticultural farming is done
in lower altitude, warmer areas. Small dairy farming is carried out in Mathira East
District because of the favourable cool and wet conditions. The various sectors of the
service industry, including retail, hospitality, banking, insurance, the charity industry,
religious bodies especially the Catholic Church and professionals are also significant
employers. Mt. Kenya is the highest mountain (5199m above sea level) in Mathira
East District. Temperatures range from a mean annual minimum of 12°C to a mean
maximum of 27°C, with rainfall amounts of between 550mm and 1,500mm per
annum.
3.4 Target Population
There are 16 public secondary schools in Mathira East District. The researcher
targeted all teachers in the 16 public secondary schools. There were 252 secondary
school teachers in Mathira East District in the public secondary schools.
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3.5 Sample Size and Sampling Procedure
According to Orodho and Kombo (2002), sampling is the process of selecting a
number of individuals or objects from a population such that the selected group
contains elements representative of the characteristics found in the entire group. The
researcher applied the Krejcie and Morgan Table for calculating sample size to
develop the sample size for the study as shown in Table 3.1. A sample design on the
other hand is a definite plan determined before data is actually collected for obtaining
a sample from a given population. The researcher applied simple random sampling to
select the teachers who participated in the study from each category since teachers
within the county were either Diploma holders, Degree holders or Masters/Doctorate
holders respectively.

Table 3.1. Sample size
Category of Teachers

No of Teachers

Sample Size

Masters and Doctorate

57

48

Degree Holders

105

80

Diploma

90

73

Total

252

201

A list of all teachers and their qualifications in the selected schools was obtained from
the principals of the respective schools and this list was used to make up the sampling
frame from which the respondents were selected. Once the researcher had the list of
teachers

and

their

qualifications,

the

researcher

randomly

selected

57

Masters/Doctorate holders, 105 degree holders and 90 diploma teachers accordingly.
3.6 Research Instruments
The study employed the use of questionnaires for the purposes of data collection from
secondary teachers. The researcher designed the questionnaire that included open–
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ended and closed questions. The questionnaire was divided into sections. Section one
collected demographic data of the respondent’s such as age, gender and length of
service. Section two on the other hand collected data on symptoms of burnout, and
section three collected data on interpersonal relations of teachers in the school.
Section four collected data on school discipline and the last section collected data on
classroom and learning environment.
The observation checklist for evaluating school physical characteristics and
environment was adapted from the Ministry of Public works’ Occupational health and
safety guide (1997). The researcher also adopted Maslach (1981) inventory to
determine the symptoms of burnout among teachers. The researcher sought to enrich
the responses and filled information through observations done in the schools visited.
Also, a review of secondary data on the area was done, and this information was
evaluated in order to assess its suitability in the study.
3.7 Reliability and Validity
The researcher tested the research instruments for reliability and validity as discussed
in the + below.
3.7.1 Reliability
Mugenda and Mugenda (2003) define reliability “as a measure of the degree to which
a research instrument yields consistent results or data after repeated trial”. The testretest technique of reliability testing was used to compute the reliability of the
research instruments.
The questionnaires were administered to the teachers in Muchagara and Kaharo
Secondary schools in the neighbouring Murang’a County one month earlier. The
researcher compared the two sets for each respondent to find out whether the
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responses are consistent. Test – retest was carried out later to confirm whether the
changes achieved the desired results. Triangulation which is the use of different data
collection methods to gather the same information was also used. In this case the
questionnaire, interview guides and observation came in handy to collecting the same
information. Then the scores were correlated using Cronbachs correlational
coefficient was calculated. A correlation coefficient of 0.7 or higher was deemed
acceptable as recommended by Mugenda and Mugenda (2003). The tests scored a
correlation coefficient of 0.83 which was accepted.
3.7.2 Validity
Validity, according to Borg and Gall (1989) is the degree to which a test measures
what it purports to measure. According to Borg and Gall (1989), validity of an
instrument is improved through expert judgment. The researcher sought assistance
from the university lecturers, who are experts in research, to ensure the validity of
instrument.
3.8 Data Collection Procedure
A research permit was obtained from the National Commission for Science,
Technology and Innovation after approval by the University. The researcher then
visited the Mathira East District Education Officer and informed them on the nature
and purpose of the study in the schools within their jurisdiction. The researcher then
visited the selected schools in Mathira East District and booked an appointment with
the school principals. The researcher sought permission to administer the
questionnaires to the teachers on the appointed days; the researcher used selfadministered questionnaires to collect data. Respondents in the same department were
approached to fill the questionnaire at the same time. This eliminated chances of the
respondents influencing one another’s responses. The respondents were assured of
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utmost confidentiality and all effort was made to make them comfortable during the
interview.
3.9 Data Analysis
Data analysis procedures employed was qualitative procedures using SPSS version 19
computer program. Data was analyzed according to the objectives of the study. This
yielded descriptive data. First, data was collected using questionnaires; data was then
coded and entered into the computer. On the other hand, data collected from the open
ended questions in-depth interview and information gained through observation was
categorised into themes, coded and entered into the computer for analysis. Qualitative
data was descriptively analyzed to generate frequencies, means, standard deviations
and percentages based on the findings.
3.10 Ethical Issues in Research
The researcher endeavoured to remain ethical in conducting the research.

The

opinions of the respondents were respected and total confidentiality exercised by the
researcher. The researcher included a confidentiality clause in the research
instruments and made any clarifications sought by the respondents. The researcher
also requested the respondents to voluntarily participate in the study. Other ethical
issues were also observed.
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CHAPTER FOUR
DATA ANALYSIS, RESULTS AND DISCUSSION
4.1 Introduction
The chapter begins with defining the demographic characteristics of the respondents’
in the study and then presents data analysis per research objective.
4.2 Response Rate
The researcher issued the questionnaires and the response rate is presented in Table
4.1.

Table 4.1: Response Rate

Category of Teacher

Frequency

Percentage

Masters & Doctorate Holders

40

83%

Bachelors

70

88%

Diploma Holders

60

82%

Totals

170

100%

From the Table 4.1 above, the researcher had over 80% response to the research
instruments.
4.3 Demographic Characteristics
This section describes the demographic characteristics of the respondents in the study
area. This is important in providing a clear understanding of the respondents and
institutions which may have influenced the results based on the objectives of the
study.
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4.3.1 Gender of Respondents
The respondents were required to indicate their gender. This was aimed at
establishing the gender differences among the study respondents as summarised in
Table 4.2.
Table 4.2: Gender of the Respondents

Gender

Totals

Masters &
Doctorate

Bachelors

Diploma

Male

17

41

35

93

female

23

29

25

77

Category

From the Table 4.2, the gender of the respondents is fairly distributed with 23 female
teachers holding masters qualification and 17 male teachers holding masters. The
study thus concluded that there was fairly a balanced gender distribution among the
teachers.
4.3.2 Experience in Teaching
The study sought to establish the teachers experience in teaching in order to gain
insight on the level of reliance of to place on their responses. The findings are
summarized in Figure 4.1.

Figure 4.1: Experience in Teaching
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From Figure 4.1, 42 and 52 of the teachers had been in the teaching field for less than
five years and less than 10 years respectively. Of the sampled teachers33 had served
for 11-20 years whereas 27 and 16 had served for 21-30 years and over 30 years
respectively. The study concludes that there is a high level of confidence placed in
the teachers responses since majority had served for more than six years in the
teaching profession.
4.3.3 Length of Stay at Current Station
The study sought to establish the length of teachers stay at the current station in order
to predict the level of confidence in their responses. This is summarised in Figure 4.2.

Figure 4.2: Length of Stay a Current Station

Data in Figure 4.2 indicates that of the 170 teachers who participated in the study, 33
of them had been in the school for had been in the current work station for less than
three years whereas 55, 52 and 30 of the teachers had served for 4-8 ears, 9-12 years
and over 12 years respectively. The study concludes that majority of the teachers had
been in the current station for more than three years and therefore a high level of
confidence was placed on their responses.
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4.4 Teacher Burnout in Secondary Schools
In this section, the respondents were to respond to a series of statements aimed at
establishing the symptoms of burnout on teachers. The research instrument contained
8 items which the respondent were supposed to indicate the extent to which each
individual agreed or disagreed with each statement in a 4- point likert scale. The
Likert scale applied was classified as strongly Agree (1), Agree (2), Do Not Know
(3), Mildly Disagree (4) and Strongly Disagree (5). The scores applied by the
researcher on this burnout self- report test was, a response of strongly Agree, and
Mildly Agreed indicated a high and moderate level of burnout respectively while
mildly disagree indicated a low level of burnout feeling. Strongly disagree indicated
that the respondent did not experience feelings of burnout. The summary of the
descriptive statistics derived from the data collected is summarised in Table 4.3.

Table 4.3: Teacher Burnout Response
Statement

Responses
A
DN MD
39
0
45
23% 0% 26%

I am glad I chose teaching as a profession

SA
54
32%

I would not choose another career given a
chance

22

42

0

52

54

13%

25%

0%

31%

32%

51

68

0

26

25

30%
60
35%
46
27%
61
36%

40%
32
19%
32
19%
46
27%

0%
0
0
0%
0
0%

16%
35
21%
53
31%
23
14%

14%
43
25%
39
23%
40
24%

46

55

0

25

44

27%
51
30%

32%
32
19%

0
0%

15%
52
31%

26%
35
21%

I get a feeling of satisfaction for teaching in
this school
I feel I understand my learners needs
I feel I work for long hours
Teaching in this school is stressful
I am looking forward to transfer to another
school
Every school opening is my worst period
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SD
32
19%

Data in Table 4.3 is a summary of the responses of secondary school teachers of items
on the burnout scale in form of frequencies and percentages. Of the sampled teachers,
32% and 23% of the teachers strongly agreed and agreed respectively to the statement
that they are glad they chose teaching as their profession. Information in Table 4.3,
26% and 19% of the sampled teachers respectively indicated they mildly disagreed
and strongly disagreed with the statement. When the teachers were asked if they
would opt for another career, 32% and 31%strongly disagreed and disagreed
respectively. 30% and 40% respectively indicated that they get satisfaction from
teaching in their current schools. Majority of the teachers indicated that they
understand their learners’ needs with 35% and 19% strongly agreeing and agreeing
respectively to the statement that they understand their learners’ needs. However,
36% and 27% indicated that they strongly agreed and agreed respectively that
teaching in their current school is stressful and 27% and 19% indicating that they feel
they work for long hours. However despite their responses on long working hours and
stress associated with teaching in their current school, only a partly 27% strongly
agreed they look forward transferring from their current teaching post. A minority
number of 30% and 19% strongly agreed and agreed respectively that the school
opening is their worst period.
The study found out that teachers in Mathira showed signs of burnout which is
concurrent with Maslach (1981), Kyriacou (2001) and Bobek (2002) who noted that
burnout is work related and is shown by signs of exhaustion. Burnout emphasizes a
state of exhaustion. Burnout emphasizes a state of exhaustion. Burnout is not simply
excessive stress. Rather, it is a complex human reaction to ongoing stress, and it
relates to feeling that your inner resources are inadequate for managing the tasks and
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situations presented to you. The signs and symptoms of burnout are similar to those of
stress, but burnout includes an emotional exhaustion and an increasingly negative
attitude toward work and, perhaps, life. It is brought about by working too intensely
and without regard to one’s personal, psychological and material needs (Huntman,
2013).
While teachers do interact with others on a regular basis throughout the workday, the
majority of such interactions are with students, and not with other teachers or
professional staff members who might better understand the demands teachers face
(Bennett & LeCompte, 1990). Bobek (2002) noted that burnout is a work related
syndrome that stems from an individual’s perception of a significant discrepancy
between effort, and reward and this perception is influenced by individual,
organizational and social factors. Burnout occurs most often in those who work face
to face with troubled or needy clients like students and is typically marked by
withdrawal from and cynicism towards clients, emotional and physical exhaustion and
various psychological symptoms such as irritability, anxiety, worry, and a lowered
self-esteem (Melgosa, 2000).
The researcher analysed data on burnout according to their different categories. The
results are summarised in Table 4.4.
Table 4.4: Teacher Burnout According to Teacher Categories
Teacher Category
Burn Out levels
High
Mild
Low
Masters & Doctorate
15
25
0
37.5%
62.5%
0%
Bachelors
32
13
25
45.7%
18.6%
35.7%
Diploma
26
25
9
43.3%
41.7%
15%
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Data in Table 4.4, masters’ holders experienced the highest percentage with mild
burnout with 62.5% of teachers in that category showing mild burnout. Degree
holders showed 45.7% rate of high burnout and diploma teachers with 43.3% showing
high burnout. Teachers holding master’s degree showed least percentage with high
burnout with only 37.5% falling under high burnout. The study noted that teachers
with higher academic qualifications experienced low burn compared to those with
lower academic credentials. The findings agree with Nayak et al (2009) that teachers
burn out can be categorized into very low, low and moderate as well as high burn out
with majority of teachers being in the moderate and low burnout levels.
Kyriacou and Sutcliffe (1978) had found out that teachers academic qualification
determined the burnout, such as bachelor or higher were less stressed than their
colleagues with lower academic qualification, such as diploma. Aftab and Khatoon
(2002) also carried out a study and established that teachers’ qualification affected
burnout levels with highly qualified teachers showing less burnout than lowly
qualified teachers.
4.5 Interpersonal Relationships within the School to Teacher Burnout
In this section, the researcher sought to assess how interpersonal relationships within
the school affect teacher burnout among teachers in Mathira East District. The
researcher used a table with statements and the responses were to be indicated. A 5
point Likert scale was used to capture the responses of teachers. Their responses are
shown in the Table 4.6 the analysis of their responses is in line with Table 4.5.
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Table 4.5: Interpretation of the Mean Scores
mean Score
<2
between 2 and 3
>3

Interpretation
Agree
Undecided/Do not know
Disagree

The Table 4.5 shows that if the score of the mean for a particular factor was below 2,
the interpretation is that the respondents agree with the statement.

Table 4.6: School Interpersonal Relations and Teacher Burnout
Categories & Responses
Statement

As members of teaching staff in
the school, we have divisions
amongst us

Masters &
Doctorate
Mean S.D

Interpretation

Bachelors

Diploma

Mean

S.D

Mean

S.D

1.2

1.1

1.3

1.3

1.5

1.2

Agree

1.7

1.0
1

1.8

1.3

1.6

1.1

Agree

1.8

1.1

1.3

1.2

1.4

1.2

Agree

I often find myself being
negative towards my colleagues

1.3

1.3

1.5

0.7

1.5

1.1

Agree

The teaching staff have
negativist nickname by Learners

1.9

1.1

1.3

0.5

2.1

1.2

Agree

Our Students respond positively
towards the teaching staff

1.3

0.8

1.1

1.2

1.8

1.5 Agree

3.1

0.2

3.2

1.1

2

0

Disagree

3.1

0.0
1

3

0

2.9

1.2

Disagree

1.2

0.0
8

1.1

0.1

1

0

My colleagues often are
annoying
We are very competitive among
colleagues

The teaching staff relate well
with the non-teaching staff in
the school
During school activities such as
sports day we cooperate with
colleagues seamlessly
Our cooperation as a school
community
motivates
the
teachers positively

38

Agree

Data in Table 4.6 shows that with a mean of 1.2, 1.3 and 1.5 for Masters/Doctorate,
bachelors and diploma teachers respectively agreed that they had divisions with their
colleague at the work place. The data also that with a mean of 1.7, 1.8 and 1.6 for
Masters/Doctorate, bachelors and diploma teachers respectively found their
colleagues annoying and very competitive. Data in Table 4.6 also shows a mean of
1.3, 1.5 and 1.5 for Masters/Doctorate, bachelors and diploma teachers respectively
shows that there were negative attitudes amongst the teachers in their schools. Data
also shows a mean of 1.9, 1.3 and 2.1 for Masters/Doctorate, bachelors and diploma
teachers respectively meaning that teachers had been given nicknames with a negative
connotation by their learners. All the three categories of teachers also agreed that their
learners respond positively to them in class. However, the teachers indicated that they
do not relate well to the non-teaching staff in their schools. The teachers also
indicated that there was little co-operation amongst themselves when it came to
school activities such as sports, drama and music.

The analysis of responses given to the open question, all the teachers indicated that
colleagues make their stay in the school more burden-some and irritating particular
when the colleagues do not care about the general good of the school but want to cater
for their own individual accomplishments. Out of the 170 questionnaires, 120 of them
had statements similar to “my colleagues’ negative attitudes affect me more than
student attitudes in the school”. The study concludes that teacher’s interpersonal
relations within the school environment affect their burnout levels.
Evers, Tomic & Brouwers (2000) in their study noted self-esteem can strongly
influence thoughts, moods and behaviours. Tunde and Oladipo (2013) noted that
teachers with low self-esteem were likely to experience burnout early than teachers
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with high self-esteem. Kyriacou (2001) maintained that low self-esteem either causes
or contributes to neurosis, anxiety, and defensiveness. Abraham (1999) had indicated
that teachers with high self-esteem have high regard and motivation for their job as
compared to those with low self-esteem. Kyriacou (2001), Tunde and Oladipo (2013)
and Abraham (1999) noted that in environments where the teacher feels that they have
good interpersonal relations with other colleagues, the levels of burn out in such
schools is lower among teachers compared to institutions where the interpersonal
relations among staff is low. Tunde and Oladipo (2013) had argued that teachers
personality and interpersonal relations affect teacher burnout. They defined
personality as the characteristic patterns of behaviour and modes of thinking that
determine a person’s adjustment to the environment
4.6 Student Discipline and Teacher Burnout Results
In this section, the researcher sought to assess how student discipline is related to
teacher burnout among teachers in Mathira. The researcher used a table with six
statements and the responses were to be indicated. A Likert scale of 5 point scale was
used to capture the responses of teachers. Their responses are shown in the Table 4.7
and 4.9 with the analysis of their responses being in line with Table 4.5.
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Table 4.7: Student Discipline and Teacher Burnout
Responses
DN
D

Statement
SA
Student control in the school is
problematic
Student in the school have gone on
strike in the last six terms
Students have disrupted the school
programme lately
Cases on student indiscipline are on the
rise
The school administration is
overwhelmed by student indiscipline
Parents do not take student discipline
seriously

A

SD

65

45

0

25

35

38%

26%

0%

15%

21%

55

51

0

40

24

32%

30%

0%

24%

14%

62

70

0

16

22

36%

41%

0%

9%

13%

60
35%

47
28%

0
0%

19
11%

44
26%

52

39

0

41

38

31%

23%

0%

24%

22%

55

60

0

20

35

32%

35%

0%

12%

21%

Data in Table 4.7 indicates that 38% and 26% of the teachers strongly agreed and
agreed with the statement that student control in their schools is problematic. The
teachers in all three categories agreed that cases of unrest by students in on the rise.
32% of the teachers strongly agreed that students have gone on strike in the last six
terms, 41% agreed and 9% and 13% disagreed and strongly disagreed
respectively.31% of teachers strongly agreed that the school administration is
overwhelmed by student indiscipline in their schools, with 23%, 24% and 22%
agreeing, disagreed and strongly disagreeing respectively. The study seems to indicate
that student discipline affects the teacher burnout levels.
Burnout is a work related syndrome that stems from an individual’s perception of a
significant discrepancy between effort, and reward and this perception is influenced
by individual, organizational and social factors (Bobek, 2002). The findings agree
with observations made by Lewis (1997) that the area of classroom discipline is
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integrally related to the burnout. Lewis noted that the issue of inculcating a sense of
responsibility in students. Each time a teacher interacts with children in a bid to
modify their behavior, they are able to observe the distribution of power in the
relationship and to deduce what is being expected of the student by the teacher. The
findings also are convergent to Ndirangu (2004) that teachers complain about school
discipline. He notes that teachers indicated student discipline affects their service
delivery and Ng’eno (2004) that student indiscipline makes teachers normal
operations in the schools be disrupted and when they are recalled, the teachers’
schedules becomes too tight and this becomes a source of stress to the teachers.
Table 4.8: Mean and S.D for Student Discipline
Statement

Doctorate/
Masters

Bachelors

Diploma

Mean

S.D

Mean

S.D

Mean

S.D

Student control in the
school is problematic
Student in the school have
gone on strike in the last
six terms
Students have disrupted
the school programme
lately
Cases on student
indiscipline are on the rise
The school administration
is overwhelmed by student
indiscipline
Parents do not take student
discipline seriously

Interpretati
on

Responses

1.5

1.1

1.2

1.8

1.5

0.3
5

Agree

1.9

1.2

1.5

1.4

1.2

0.9

Agree

1.5

1.1

1.2

1.3

1.1

1.1

Agree

1.9

1.5

1.2

1.0
1

1.5

1.5

Agree

1.3

1.1

1.3

1.1

1.8

1.3

Agree

1.1

0.8

1.2

0.0
2

1.9

1.2

Agree

Information in Table 4.8 indicates that with a mean of 1.5, 1.2 and 1.5 for
Masters/Doctorate, bachelors and diploma teachers respectively, there was agreement
that student control in the respective schools was an issue. The data also whos a mean
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of 1.9, 1.5 and 1.2 for Masters/Doctorate, bachelors and diploma teachers
respectively, meaning that students had gone on strike in the last six terms to mean
that the discipline level among the learners was low. The teachers also agree that
school programs had been disrupted by the learners. It was also noted that they agreed
that cases of student indiscipline was on the rise and that the school administration
seemed overwhelmed by indiscipline. Data in Table 4.8 also shows that student
discipline was a cause of teachers’ headache in the schools. The teachers in response
to the open question on how student indiscipline affected their work, all the teachers
indicated that it created stress as they had to reschedule their classes and find extra
time to cover the curriculum content with their learners. The finding agreed with
Dollard (2003) that teacher burnout can emanate from student-related issues. Dworkin
(2001) had noted indisciplined learners affect the teachers’ service delivery and
therefore influences burn out level among teachers. Ndirangu (2000) observed that
teachers complain about student indiscipline tends to become stressed and experience
low morale to work and thereby leading to burnout.
4.7 Students’ Classroom Failure and Teacher Burnout Results
In this section, the researcher sought to assess how student classroom failure is related
to teacher burnout among teachers in Mathira. The researcher used a table with eight
statements and the responses were to be indicated. A 5 point Likert scale was used to
capture the responses of teachers. Their responses are shown in the Table 4.9.

43

Table 4.9: Student Classroom Performance and Teacher Burnout
Statement

Interpretation

Responses
Masters &
Doctorate
Mean S.D

Bachelors

Diploma

Mean

S.D

Mean

S.D

My students have limited
learning capability

3.1

1.1

3.3

1.1

3.1

1.1

Disagree

1.9

1.1

1.3

0.12

1.6

0.12

Agree

1.4

0.01

1.8

0.65

1.5

0.91

Agree

2

0

1.1

0.5

1.5

1.2

Agree

1.5

1.1

1.1

0.41

1.7

1.1

Agree

3.2

1.2

3.3

1.1

2.6

0.54

Disagree

1.5

0.08

1.5

1.1

1.8

0.65

Agree

1.2

1.1

2

0

1.8

1.1

Agree

Students have shown
interest in their studies
The school
administration does
motivate teachers
The classroom
environment is
motivating
The administration
appreciates our work
The school has adequate
teaching resources
The classroom are
conducive for learning
The school is free of
pollutants

Data in Table 4.9 shows that all categories of teachers indicated that their students
have unlimited learning abilities. With a mean of 3.1 for teachers with masters’
qualifications, 3.3 for those holding degrees and 3.1 for those with diploma, the
responses showed that the teachers believed in unlimited learning potential of their
learners. He teachers also agreed that learners’ have shown interest their studies. This
is supported by the mean of 1.9 for masters’ teachers, 1.3 for degree holders and 1.6
for those holding diploma.

The teachers agreed that the school administration

appreciates their work. However, the teachers indicated that the schools do not have
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enough learning resources such as text books, laboratory equipment and many others.
The analysis of the open question how student discipline affects the teachers’ work,
all the teachers indicated that it makes their teaching difficult as they have to ensure
student discipline is maintained. Teachers indicated that they are stressed by
disciplining learners. The study concludes that classroom performance contributes to
teacher burnout in Mathira Constituency.
The findings concur with Adams and Wiswell (2008) that motivates in the workplace
can reduce burn out and increase efficiency of personnel. The teachers also indicated
that the schools experienced shortage of learning resources. These findings concur
with Aduda (2005) that when schools have limited and inadequate resources, the
teachers face problems in giving their services to the students. Lack of teaching and
learning resources makes the teachers work to be difficult. The study concurs with
Friedman (2000) that learning resources contribute to teacher burnout. The findings
discussed above concur with Dworkin (2001) that students classroom performance
can lead to teacher burnout. Dworkin noted that when the teachers work tireless but
the learners seem to care less, it leads to teachers feeling frustrated since the education
evaluators’ pile most blame on teachers and not the learners. The findings discussed
above also concur with Kamuyu (2002) and Fidler and Atton (1999) that in school
environment where the administration is very supportive of the teachers, teacher
burnout levels are low and the reverse also holds.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Introduction
This chapter highlights the researchers findings based on data analysis, forms the
conclusions and offers recommendations based on the study.
5.2 Summary
The researcher came up to the following findings based on the data analyzed.
5.2.1 Burnout Levels by Teachers Category
From the findings, 38% of teachers with master’s degree experienced high burnout
level compared to 46% and 43% of teachers with degree and diploma respectively. On
the face of it there seems to have a relationship between burnout and level of
academic qualification. The study also established that 13% and 25% of teachers
indicated that they would leave teaching for another career.
5.2.2 Teacher Burnout and Interpersonal Relationships
From the data analysed, a mean of 1.2, 1.3 and 1.5 was obtained for masters, degree
and diploma category of teachers indicating that there existed divisions amongst the
teachers in the schools. A mean of 1.7, 1.8 and 1.6 was obtained for the three
categories on the question if the colleagues annoy the teachers. A mean of 3.1, 3 and
2.9 was obtained showing that teachers did not co-operate in outdoor school activities.
These findings concur with Tunde and Oladipo (2013) that teachers personality and
interpersonal relations affect teacher burnout. They defined personality as the
characteristic patterns of behaviour and modes of thinking that determine a person’s
adjustment to the environment.
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5.2.3 Burnout and Student
From the findings, 32% of the teachers strongly agreed that students have gone on
strike in the last six terms, 41% agreed and 9% and 13% disagreed and strongly
disagreed respectively. The findings also indicate that 54% of teachers strongly
agreed that the school administration is overwhelmed by student indiscipline in their
schools. Student discipline was observed to contribute greatly to teacher burn out as
majority thought that they had to devote more time to the students in order to also
handle disciplinary issues that arise in the school. The finding agreed with Dollard
(2003) that teacher burnout can stem from a variety of sources, including studentrelated matters, personal difficulties, and factors related to the environment and/or
nature of the teaching profession.
The findings also compliment Langdon (1996) that student discipline is one of
teachers’ major concerns in the school. The findings concur with Bobek (2002) who
observed that burnout is a work related syndrome that stems from an individual’s
perception of a significant discrepancy between effort, and reward. The findings also
agree with observations made by Lewis (1997) that the area of classroom discipline is
integrally related to the burnout. Lewis noted that the issue of inculcating a sense of
responsibility in students. Each time a teacher interacts with children in a bid to
modify their behavior, they are able to observe the distribution of power in the
relationship and to deduce what is being expected of the student by the teacher.
The findings also are convergent to Ndirangu (2004) that teachers complain about
school discipline. He notes that teachers indicated student discipline affects their
service delivery and Ng’eno (2004) that student indiscipline makes teachers normal
operations in the schools be disrupted and when they are recalled, the teachers’

47

schedule become too tight and this becomes a source of stress to the teachers
5.2.4 Burnout and Learning Environment
From the findings, all teachers in the three categories indicated that their students
have unlimited learning abilities since the average mean in that section was 3.1. With
an average mean of 1.6, the three categories of teachers also agreed that the students
have an interest in their studies. The findings also indicated that the school
administration motivates the teachers’. The findings concur with Adams and Wiswell
(2008) that motivates in the workplace can reduce burn out and increase efficiency of
personnel. The teachers also indicated that the schools experienced shortage of
learning resources. These findings concur with Aduda (2005) that when schools have
limited and inadequate resources, the teachers face problems in giving their services
to the students. Lack of teaching and learning resources makes the teachers work to be
difficult. As Friedman (2000) observed, learning resources must be adequate for
teachers to deliver seamless service in the school.
5.3 Conclusions
Based on the findings above the researcher can conclude the following;
i.

That teacher burnout in Mathira East District is affected by academic
qualifications.

ii. That student discipline increases the level of teacher burnout across all
categories of teachers in Mathira East District.
iii. Interpersonal relations of teachers affect teacher burnout across all categories
of teachers in the schools in Mathira East District.
iv. School learning resources increases teacher burnout across all categories of
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teachers in Mathira East District.
5.4 Recommendations
Based on the study findings, the researcher makes the following recommendations;
a. The schools and education stakeholders should find solutions to student
unrests since they disrupt the teachers work plans and increase the level of
teacher burnout in schools.
b. Solution to student discipline should be reached in order to reduce teacher
burnout resulting from discipline related issues within the school.
c. The schools should develop appropriate strategies to improve the level of
interpersonal relations among the teachers, other staff and students in order to
reduce teacher burnout resulting from negative attitude and interpersonal
relations in the workplace.
d. The school learning resources should be availed in order to reduce the levels
of teacher burnout in schools.
5.5 Suggestions for further research
In the course of carrying out this study, the researcher came across issues that need to
be studied. These include:
i.

The level of burnout among school administrators (Principals and deputy
principals)

ii. The relationship between teacher grading level and teacher burnout.
iii. The teacher burn out levels according to category of schools (e.g Boarding
schools and day schools e.t.c).
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APPENDICES
Appendix I: Letter of Transmittal
Grace Wanjiru Waithanji
P.O Box 1987 Karatina
Dated 4th June, 2013
Dear Respondent,
REF: REQUEST TO TAKE PART IN AN ACADEMIC RESEARCH
I am Grace W. Waithanji, a student in Karatina University pursuing a Master’s
Degree. I am required to carry out a thesis as one of my course units. Consequently
am carrying out a study titled “Impact of teacher burnout in secondary schools in
Mathira East District, Kenya”

I kindly request that you participate in this study by filling in the questionnaire
attached. Kindly note that you are not required to fill in your name or any
identification mark that might be used to identify yourself. As a researcher, I can
assure you that your responses will be treated with utmost confidentiality and will
solely be used for academic purposes.
Also kindly note that by agreeing to fill in the questionnaire you will be giving me
express authority to use your views and responses in this study. .

Thank you.

…………………………………………
Grace W Waithanji
MEA/4503/12
0721 617596
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Appendix II: Questionnaire for Teachers
I am a student of Karatina University. Kindly read each statement carefully and
respond to the statements and questions, where strongly agree (1) mildly agree (2)
mildly disagree (3) strongly disagree (4).

Demographic information
Category of school
Boys

Girls

Mixed

Boarding

Day

Gender of respondent
Male

Female

Length of teaching service
0-5 Yrs ( )

6-10 Yrs ( )

11-15 Yrs ( ) Over 15 Yrs ( )

6-10 Yrs ( )

11-15 Yrs ( ) Over 15 Yrs ( )

Length of service in current school
0-5 Yrs ( )

A. Symptoms of Burnout
Statement

1

I am glad I chose teaching as a profession
I would not choose another career given a chance
I get a feeling of satisfaction for teaching in this
school
I feel I understand my learners needs
I feel I work for long hours
Teaching in this school is stressful
I am looking forward to transfer to another school
Every school opening is my worst period
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2

3

4

B. School Interpersonal relations
Statement

1

2

3

4

As members of teaching staff in the school, we have
divisions amongst us
My colleagues often are annoying
We are very competitive among colleagues
I often find myself being negative towards
my colleagues
The teaching staff have negativist nickname by
the school
Our Students respond positively towards the teaching staff
The teaching staff relate well with the non-teaching staff
in the school
During school activities such as sports day we cooperate
with colleagues seamlessly
Our cooperation as a school community motivates the
teachers positively

Kindly explain how you feel the staff interpersonal relations affect your
work………………..
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
School Discipline
Statement

1

Student control in the school is problematic
Student in the school have gone on strike in the last six
terms
Students have disrupted the school programme lately
Cases on student indiscipline are on the rise
The school administration is overwhelmed by student

57

2

3

4

indiscipline
Parents do not take student discipline seriously

How does student discipline/indiscipline affect your work?
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………

C. Classroom and Learning Environment
Statement

1

2

3

4

My students have limited learning capability
Students have shown interest in their studies
The school administration does motivate teachers
The classroom environment is motivating
The administration appreciates our work
The school has adequate teaching resources ( Text Books,
Lab Equipment etc)
The classroom are conducive for learning
The school is free of pollutants
In your opinion how does student classroom failure (Examination Failure) affect you?
_____________________________________________________________________
_____________________________________________________________________
_____________________________________________________________________
_____________________________________________________________________
Kindly comment on the learning materials and how it affects your work?
_____________________________________________________________________
_____________________________________________________________________
_____________________________________________________________________
_____________________________________________________________________
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Appendix III: Krejcie and Morgan Table for Determining Sample Size
N
10
15
20
25
30
35
40
45
50
55
60
65
70
75
80
85
90
95

S
N
S
10
100
80
14
110
86
19
120
92
24
130
97
28
140 103
32
150 108
36
160 113
40
180 118
44
190 123
48
200 127
52
210 132
56
220 136
59
230 140
63
240 144
66
250 148
70
260 152
73
270 155
76
270 159
Source: Krejcie (1970)

N
280
290
300
320
340
360
380
400
420
440
460
480
500
550
600
650
700
750

S
162
165
169
175
181
186
181
196
201
205
210
214
217
225
234
242
248
256

N
800
850
900
950
1000
1100
1200
1300
1400
1500
1600
1700
1800
1900
2000
2200
2400
2600
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S
260
265
269
274
278
285
291
297
302
306
310
313
317
320
322
327
331
335

N
2800
3000
3500
4000
4500
5000
6000
7000
8000
9000
10000
15000
20000
30000
40000
50000
75000
100000

S
338
341
246
351
351
357
361
364
367
368
373
375
377
379
380
381
382
384

Key
“N” = population size
“S” = sample size
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Appendix V: Research Authorisation Letter
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