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ABSTRACT

Employee job satisfaction is a critical aspect in organizations because it affects work-
related behaviours such as productivity, efficiency, absenteeism and turnover. However, in
Baringo County, there has been a notable concern over the low job satisfaction among
security personnel in secondary schools. Researches in other regions have shown that
human resource management practices have strong influence on the job satisfaction of
security personnel. Therefore, the main study purpose was to ascertain the influence of
HRM practices on the job satisfaction among security personnel in government-owned
high schools in Baringo County, Kenya. The study was guided by the following
objectives: To explore the influence of job design on job satisfaction of security personnel;
establish the influence of recruitment and selection practices on job satisfaction of security
personnel; determine the influence of training practices on job satisfaction of security
personnel, and to establish the influence of reward management practices on the job
satisfaction of security personnel in public secondary schools in Baringo County. The
study was informed by the Two Factor Theory of Frederick Herzberg, Analysis, Design,
Develop, Implementation and Evaluation (ADDIE) Model and Resource-Based View
Theory. The study adopted a cross-sectional descriptive survey research design and the
target population comprised 508 security personnel and 169 principals in public secondary
schools in Baringo County. Slovin’s formula was deployed to obtain a sample of 224
security personnel. Random sampling technique was utilised to identify 10% of the school
head teachers to take part in the research. A questionnaire and an interview schedule were
utilised to gather quantitative and qualitative data, respectively. Content validity of the
research tools was determined through opinions and judgment of five experts in the field
of human resource management and then tested for reliability. Cronbach Alpha was
calculated to test reliability. The test revealed a score of 0.788 for reliability, which was
above the 0.70 acceptable threshold. Qualitative data was managed thematically in line
with the research objectives while quantitative data was evaluated using both descriptive
and inferential statistics. The inferential statistics consisted of Pearson product moment
correlation and multiple linear regressions. The multiple regression outcomes indicated
that four HR management practices accounted for 31.2% variation in security personnel’s
job satisfaction (R* = 0.312). Moreover, job design (B1= 0.353, p<0.05), recruitment and
selection practices (f2=0.322, p<0.05), training practices (3= 0.323, p<0.05) and reward
management practices (B4 = 0.556, p<0.05) all had significant influence on security
personnel’s job satisfaction. The researcher concluded that the HR management practices
were significant determinants of security personnel’s’ job satisfaction. It was
recommended that schools should formulate job design policies and put them in operation
in schools; security personnel should be rewarded in line with the governments’
recommendation and the rewards should be commensurate with their work experience,
skills and qualifications. Concerning recruitment and selection, school boards of
management should define clearly the requisite knowledge and competences for security
personnel. They should announce vacant positions for security guards and avoid hiring
from only the schools’ catchment areas. They should ensure they select the suitable
persons for the right functions. Additionally, the boards should provide regular training for
security personnel to enhance their skills and enable them to be more productive. Overall,
the results of this study extend the existing literature by providing empirical evidence that
HR managerial practices influence job satisfaction among security personnel in public
secondary schools in Kenya.

Key Words: Human Resource Management practices, Job Design, Job satisfaction, Recruitment,
Reward management, Selection, Security personnel, Training.
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CONCEPTUAL AND OPERATIONAL DEFINITION OF KEY TERMS

HRM Practices: This refers to the process of acquiring, training, appraising,
compensating employees and attending to their labour relations, health and
safety and fairness concerns (Armstrong, 2010). This study narrowed the
scope and considered job design, recruitment and selection, training and

reward management practices.

Job Design: The process of defining the way work is performed and the tasks comprising
a given function (Armstrong, 2010). In this work, it refers to how tasks,
duties and responsibilities of security personnel are organized to fulfil

their individual needs and for the school.

Job Satisfaction: This describes workers’ views of their workplace, interactions with
fellow workers, pay and promotion services (Belias & Koustelios, 2014).
In this research, it refers to the way security personnel are contented with

their job as a security guard.

Recruitment and Selection: The process of locating or attracting and screening qualified
applicants for jobs open in the firm and getting the right people into the
right place and at the same time doing the right job (Kinicki & Williams,
2016).In this study, recruitment and selection referred to the process by
which the schools’ boards of management sought applicants and picked
the potential security personnel with the necessary knowledge, skills,

abilities and other qualities required to perform their duties.

Reward Management: Reward management refers to procedures, rules, and standards
associated with allocation of benefits and compensation to employees
(Nzuve, 2009). In this study, it referred to both monetary and non-
monetary rewards received by a security personnel in exchange for
services offered to a school. This study considered salary, promotion,

recognition and fringe benefits.
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School Unrest: A situation of tension among the student community that may result in

violent acts as a way of releasing inbuilt tension or a means of asserting
themselves in regards to what they perceive as having been denied to
them. This study regarded unrest to include such acts like damage of
school assets, demonstrations, arson, walkout and threats by students in

schools.

Security Personnel: A security personnel is a person who is hired to safeguard or protect

Training:

a property, an area or people through either indirect or direct observation
(Dowd, 2018). In this study, it is referred to personnel hired by the
schools’ boards of management to provide security services in their

schools.

Training can be defined as an activity that seeks to change
employees’ behaviour at work through the application of learning
principles with a view to enhancing human performance (Dessler, 2011).
In this work, it referred to the formal activities designed by a school to
help its security personnel to acquire the necessary know-how,
perspectives and skills that will enable them to accomplish their tasks as

per institutional policies.
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CHAPTER ONE

INTRODUCTION
1.1 Introduction
This chapter details the background to the study, the explication of the study problem, the
general and the specific study objectives, the research hypotheses, justification,

significance, scope, as well as limitations and assumptions of the research.

1.2 Background to the Study

Security personnel play a critical function in maintaining a safe and peaceful environment
in institutions of learning. Therefore, it follows that violence and lawlessness are unlikely
to occur in learning institutions with security personnel. The duties of these personnel
include to watch over the school property, to identify and look into any suspicious events,
observe and defend entry, scrutinize every person that comes in and out, safeguard school
assets, look into, document and report incidences of lawlessness in school, report any
violations to the institution’s authority and prevent violence of any kind, enforce the
school rules, and exert force where necessary. They serve as a visual security measure and
act as the first line of defence in the prevention of violence (Coaston-Shelton, 2009). They
also serve as first responders with duties ranging from the general monitoring of space,
property inspection to the prevention of fire, theft, harassment, detecting disorderly
conduct, vandalism and bullying (Jaarsveld, 2011). They also give training on emergency

preparedness and they handle work place violence (Nalla & Cobbina, 2017).

The issue of security remains important for the success of any organisation world over.
For instance, Tayali and Sakyi (2020) observe that security personnel play a vital function
in protecting businesses, banks, schools premises, facilities and installations. They also

protect people from criminals. Without security guards, the world would lack order and

1



safety. Therefore, upholding the wellbeing of security guards is essential to the success of
any organisation. Globally, security personnel face a lot of challenges in their jobs which
include poor working conditions, workplace violence, low wages, tasks outside their job
descriptions, safety in the work place, long working hours, drug abuse, lack of training,
unfair recruitment, lack of respect and boredom (Opondo & Ajowi, 2015; Saliu, Gbadeyan
& Olujide, 2015; Sennewald, 2011). These challenges tend to demotivate the security

personnel and affect their workplace wellness as well as their family relationships.

Security personnel need to experience job satisfaction to be motivated to do their work
and address security challenges effectively. This is because when the employees’ job
satisfaction is high, client satisfaction is also high and vice versa (Evans, 2017). As such,
by identifying the aspects of security guard’s work that explain their level of job
satisfaction, it is possible to explore factors that can improve job satisfaction (Nalla &
Cobbina, 2017). A Workforce that is contented with their jobs brings benefits to both the
company and the employee. Lower job turnover rates, decreased absenteeism, and
increased productivity are some of the identified benefits of satisfaction with one’s job
(Coaston-Shelton, 2009). According to Lytle (2014), job satisfaction could influence the
provision of policing services. It could also impact on whether security personnel
perform better to meet the needs of the schools or they simply meet the minimum

standards required by the organization.

A workforce with elevated sense of satisfaction tends to be inspired to be more
enthusiastically engaged in every work process, along with having increased commitment
in doing their job (Heriyati & Ramadhan, 2012, p. 192). Employees who exhibit a high
degree of satisfaction with their company tend to be more disciplined (Robbins & Judge,
2012, p. 174). Therefore, promoting job satisfaction contributes to improved quality of

2



service. The factors that influence the contentment of security personnel with their work
vary from one organization to the other and change over time. Considering that security
personnel play a crucial function in the achievement of institutional goals through their
contribution to order and safety, there is a need to address the issue of job dissatisfaction
among them (Robbins & Judge, 2012; Tayali & Sakyi, 2020). Security personnel need
proper management to give them social protection. Shamsuzzoha and Shumon (2010)
point out that when an organization fails to manage employees well, they are bound to
look for greener pastures. One way to manage security personnel well is to create for
them conditions that instil dignity in them and pride in their uniform, workplace and
personal responsibilities at work (Sennewald, 2011). Managers play a function in the
achievement of organizational goals by ensuring a proper use of appropriate HRM
practices, which, in turn, influence employee job satisfaction and subsequently the

organizational performance (Kumar & Eng, 2012).

Tarigan and Ariani (2015) established a positive correlation of organisational
commitment with one’s satisfaction with own work. In their work, they deduced that
success of organizations may depend on the level of contentment with work and
commitment of its employees. An employee who is committed to the organization has a
tendency to perform more efficiently compared to an employee who is not. This is
because such dedication may be because of working conditions, association with the
aims and objectives of the organisation or simply because of no other viable alternative
(Shieh, 2014). Additionally, work satisfaction has been reported to substantially affect
such conduct as punctuality and work efficiency of employees (Tarigan & Ariani, 2015).
While job satisfaction has been found to influence such behaviours as absenteeism,

turnover, lateness to work and ineffectiveness among employees, most of the researches



in the security industry have focused on private security firms. Moreover, the studies
done so far are not comprehensive in that they have looked into only one human
resource aspect and ignored others. This suggests that human resource management
practices (HRMP) are central to the improvement of the quality of services offered by

organizations.

According to Armstrong (2014), HRM strategies refer to those activities carried out in
implementing human resource policies and programmes, which include sourcing,
learning and development, performance and rewarding, employee relations, career
management and administration. Employees are essential resources within an
organization that play a critical role in the achievement of competitive edge (Wheelen &
Hunger, 2013). Studies on HRM practices have not been able to identify or define a
single set of strategies that represents a universally accepted approach to managing
people. However, the existing theories on best practices, best fit and the configurational
theories, and models, such as hard and soft models of human resource management, all
agree that certain HRM practices enhance employee job satisfaction, which, in turn,
leads to improved quality of service (Kyalo, Kilika & Kimencu, 2018). HRM practices
seek to strengthen the overall performance of workers in different firms, ultimately
resulting in increased organizational performance via job satisfaction. Efficient human
resource management strategies offer supportive work situations that allow every
member to advance. As a result, the organization profits from the service quality
provided by competent loyal employees. These positive outcomes are founded on a
philosophy that people are an asset and that investing in them and making sure they are
satisfied at their workplace will bring increased benefits for the entire organization

(Joshi, 2013).



The practices selected for this study were defined from the functional areas of HRM that
depict the traditional model (The Michigan Model) often used in African countries and in
Kenya’s public sector (Ministry of State for Public Service[MSPS], 2007). Fombrun,
Tichy and Devanna (1984), note that the Michigan Model focuses on hard HRM. It
contends that employees should be managed like any other resource in an organization.
As such, they should be obtained cheaply, developed and exploited fully. The model
further explains that there is a HR cycle, which consists of generic procedures or steps
undertaken in all firms and are geared towards organizational performance. These include
enlistment and selection, appraisal, pre