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DEFINITION OF TERMS

Attitude: Long term inclination to perceive, interpret and evaluate events and issues in a
certain manner (Bennet, 1992). It is ways in which individuals feel, view or evaluate an
object. Attitudes here are measured by behavioral outcomes of self-reported job

satisfaction and commitment levels(Kagaari,Munene&Ntaayi 2010)

Direct Participation Schemes: These are direct participation practices or plans whose
key components include self-determination through individugh empowerment or use of

work teams(Juan,Thomas& Cristo, 2007)

Financial Participation Schemes: Financial partlcm@ s to ownership financial
plans, incentives and non-monetary recog@wards@uan ,Thomas and Cristo,

2007) o
N\

I e L Participation schemes involve various forms of

Indirect Participation Schemes:

employee representatio ::

0 ‘ ng organs (Huselid,1995)

Joint Consultati 0|ttees: A process whereby management seeks the views of
employees be king a firm decision. In practice, it is rare for a JCC to have veto
power ove erial decisions. Two specific types of JCCs are works councils and joint

working parties (Summers & Hyman, 2005)

Organizational Citizenship Behavior: Behavior outcome where members commit

themselves to the organization beyond their call of duty(Khanka,2000)

Participation: Employee involvement in management decision-making. It can occur
individually via quality circles, management by objectives(MBQO) and performance

XVi



appraisal exercises,or collectively through employee representation on works committees,

supervisory boards, joint negotiation committees, advisory groupsetc. (Bennet, 1992)

Performance: A combination of outcomes and outputs. It is anchored on efficiency and

effectiveness(Armstrong, 2009)

Performance-Related Pay: Performance-related pay is usually linked to individual
effort and is sometimes connected to appraisal schemes. Pay acts as an incentive and

reward for performance (Summers & Hyman, 2005)

Profit-Related Pay:Profit-related pay describes a portio ee pay that is linked
formally to the profits of the company. Companies offex ca ed profit sharing to their

employees for which bonuses are triggered by, @ stipulated profit levels (Raul et

al., 2008)

identify, analyze anc
behind quali les

method prodygtion and delivery of services (Khanka, 2000)

Suggestion Schemes: Suggestion schemes are a procedure for submitting and evaluating
ideas. Suggestion boxes, suggestion committees, or individual management can all be used

as the transmission agency for ideas (Summers & Hyman, 2005)
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Worker Directors: Worker directors are pulled from the employee body to represent
workers’ views on the Board of Directors. Worker directors may be elected or selected, and

many are drawn from the trade union body (Summers & Hyman, 2005)

Works Councils: Works councils potentially involve employee representatives in strategic
decision making. They may also serve as a channel for information disclosure and

consultation, for instance, European works councils (Juan et al., 2007)

e
@
&
@
>

XViii



ABSTRACT

The purpose of the study was to explore the degree to which employee participation
practices in the organization contribute to organizational performance. Global
competition and declining influence of workers unions’ call for the public sector
organizations to embrace new work systems that identify the common worker as an
important element in the decision-making process. Past studies have shown that employee

participation schemes are important agents of organizational performance. The objective

of the study was to investigate the extentto which directz\Nindirect and financial

participation schemes influence performance in the public ployers and workers

in the public sector are expected to benefit from this&t(d mbracing and developing

participation schemes that would motivate ar%@ reat performance by members.

The study was a descriptive survey %Si% ed a correlation strategy to establish
the relationship between indepen % pendent variables. Multi stage sampling

procedure was used for this s

h identified a sample of 378 respondents who
were expected to e sampling frame was from a list of 178 state
corporations that ed in performance contract in 2010/2011, with a population of
86,878 worke tionnaire was the primary data collection instrument. A pilot study
was carrie two organizations. In the study, data was collected from a sample of
respondents categorized as managerial, supervisory and ordinary workers in state
corporations. Usable and valid questionnaires from 348 respondents in 20 select state
corporations in Kenya were returned and used for the study. Descriptive and inferential
statistics wereutilized.Correlation was analyzed using Pearson’s correlation method and
with the help of SPSS tool, determined relationships between variables. All study

variables had a linear(positive) relationship with organizational performance.Linear

XiX



regression analysis was utilized to test the hypotheses. Hypotheses weretested to establish
whether various participation schemes had significant influence on theperformance of
state corporations in Kenya. Direct team based participation had the most influence on
performance, followed by direct individual-based participation. Indirect participation had
little influence, while financial participation’s influence was insignificant. Employee
attitude had themost intervening effect on financial and indirect participation versus
organizational performance, while it hadno significant influence on direct individual-

based participation. Four hypotheses (H1, H2, H3 and H5) werg confirmed while H4 was

rejected. The study recommends privatization of non-perforny Q: e corporations and

enhancement of public-private partnership (PPP) to bo t@al participation. Further

studies should determine factors that either i enhance implementation of

participation schemes in Kenya’s public se ; th county and national levels of
<o

government. \%
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CHAPTER ONE
1.0 INTRODUCTION

This study set out to investigate the relationship between participation schemes and
performance of state corporations in Kenya. The background section begins by defining
the concept of employee participation and relating participation with the public sector in
Kenya. Performance of state corporations in Kenya is also introduced as part of the
background of the study. Statement of the problem, study objectives, significance, scope

and limitation of the study are also discussed in this chapter.
1.1 Background of the study

1.1.1 Performance of Public Sector Corporations in K@

The public sector corporations in Kenya are @through a board governance

structure (The State Corporations Act, 198% rnance structure may be either a
unitary or two-tier board. Betts (200@ e a unitary board system has one main
board of directors who supervise the Wanagitg director and company, and decide the
overall policy and planning, as hae UK, France, Italy and Sweden. A two tier-

isory board and a management board. The

board structure means ther
supervisory board app e"") s the management board and makes major policy
decisions. Manageme oard controls the day to day problems, enters into official
contracts an e@y s the business (Betts 2000; Republic of Kenya, 2004).

In Kenya; ingraduction of performance contracting in the public sector in 2003 was to

improve performance of employees and government agencies. It became mandatory for
all public corporations in Kenya to support and participate in the performance contracting
exercise. The success of this process was pegged on participation of all workers in the
process of planning, implementation and evaluation of individual and group performance
(PSCGT, 2002).

Public institutions in Kenya were required to develop strategic plans anchored on national

planning instruments such as national development plans, Medium term plans and vision

2030 (ROK, 2004). Employee participation has been identified as a strong pillar for
1



strengthening the reform based management in the public sector (Republic of Kenya,
2010). It was believed that more enhanced employee participation would ultimately lead
to high levels of performance to both the employee and the organization (Private Sector
Corporate Governance Trust, 2002).

While releasing the report of the evaluation of public sector agencies performance for the
2008/2009, the Prime Minister commented that: ‘Success stories in the world have
leveraged largely on competitive advantage, by continuously building efficiencies in the
management of their public services. This is because of the realization that performance
of the public service defines and indeed forms the glass ceiling for the performance of the

private and other sectors. The introduction of Performance <Cqntracts as the national

management accountability framework in Kenya was premise(l NS need; to build the

country’s competitive advantage around the performa he“Public Service. The

system redefined public sector “performance’ to mea n outputs and outcomes,
not on inputs, processes, or preoccupation with a@ epublic of Kenya, 2010).

Organizations in the public sector m&en d numerous challenges in an attempt
to entrench employee participation s m

(Brunt & McCourt, 2011). The se

the accounts of state corpor ;
corporations contin under financial constraints and mismanagement.

Problems identified_a

portant tools of improving productivity

eport of the public investments committee on

ibiting performance in the public service included excessive
controls, outri itiCal interference, mismanagement, employees not made

accountgkle fo and excluding strategic plans from the organization’s culture.

The auditor general audits the performance of public sector corporations and advises the
government to institute disciplinary action against managements that misappropriate
finances or engage in other malpractices. State corporations Advisory Committee (SCAC)
on the other hand supervises and regulates the state corporations, advises the president
and makes necessary recommendations in regard to governance of these public sector

agencies.

The Auditor-General noted that in 2010/2011 financial year, public sector was unable to
account, reconcile or explain whereabouts of eight billion shillings of funds drawn from
2



the exchequer for extending to public agencies. The report painted a picture of
corporations that were facing a bleak future if the managements were not made more

accountable.

Kenya Railways failed to pay back a loan amounting to 2,065,555,680 shillings, granted
in 2009/10 financial year. The corporation was put under concession later on. The
government settled obligations of Kenya Post Office savings bank and Kenya Railways
state corporations amounting to 124 and 12 million shillings respectively during the same
period (ROK, Auditor general’s report, 2012).

Kenya Urban Roads Authority (KURA) was granted Ksh.2, 668,779,648 and later failed
to account for an expenditure of Ksh.73 million. Five state ies in the Ministry of

Transport failed to properly reconcile or explain an expendgi billion shillings.

National Water Conservation and Pipeline Corpaorat and” Water services trust fund
were granted Ksh.287 million and were una% ont for 45 million shillings by end
I

of 30" June, 2011. In the energy sector, itfication Authority failed to account
for 121 million shillings, Kenya Iﬁ %ransmission Company and Geothermal
Development Company could not operly for 1 billion shillings granted. Kenya
Generating Company and Ification Authority received a total grant of 5
billion shillings but unt for 757 million shillings. Kenya Power and

Geothermal Develo any failed to account for 1.7 billion shillings and 9.9
billion shillings 1, i granted during the year under review.

were granted ksh.2.77 billion for expenditure and failed to account for

2

114 million
expenditure of 79 million shillings out of the 594 million disbursed to it.

Ings. Kenya Institute of Education also failed to reconcile and explain

Other corporations that received grants and failed to reconcile and explain, included
Kenya Film Classification Board which received 72 million but failed to reconcile 15
million, Kenya ICT Board received 1.7 billion and failed to reconcile 205 million, Sports
Stadia management received 183 million and failed to reconcile and explain 14 million
Shillings, Youth Development Fund received395 million shillings and failed to account

for 10 million, Kenya Tourist Board received 350 million in grant and failed to reconcile

3



2.5 million. Kenya Medical Research Institute (KEMRI) received 149 million and could
not reconcile or explain expenditure of 74.5 million. Kenya Industrial Research and
Development Institute (KIRDI) received 316 million but failed to explain and reconcile
ksh.83.5 million by 30" June, 2011.

Kenya Forestry Research Institute received 819 million and did not properly account for
expenditure of 2.5 million, while Kenya Forest Service received 1.7 billion and failed to

reconcile and explain 79 Million shillings by end of 30" June, 2011.

Lack of proper accountability by public sector managers, and failure to involve other

members of the organization in the decision making process was informed by a general

belief that public sector was different, did not have an obligatj roduce outputs, did

not have customers, and that state owned enterprises (SO established to make

profits (ROK, 2009).

1.1.2 Employee Participation and Perfor
i

Participation is framed as a human right ted Nations 1986 declaration of Right

to Development (Hamm, 2001). K

@

ammed (2006) noted that for managers, a
culture that empowers staff tge d manage change is necessary. They further

smg on performance and cost in the field of

According t m@; , organizations all around the world are constantly facing new
challenges. Thenglobal world is today characterized by intense competition, diverse work
force, con y changing customers’ needs and new technological changes. Modern
managements can no longer afford to sideline the worker in strategic decision making

process.

According to Sharkie (2009), pressures of the marketplace and introduction of new
management practices like downsizing, benchmarking and use of work teams, have had a
great effect on the traditional employment relationship. The traditional employment
relationship has been largely replaced by a new psychological relationship with fewer
implicit guarantees by employers to employees such as security and internal promotion



(Biswas&Varma, 2007). This situation in turn has greatly increased the need to
understand how employees can be supported to engage in discretionary extra-role

behaviour under the new psychological contract.

The liberalization of the business world has seen penetration of the Kenyan market by
multinational companies and other forms of organizations from other countries, thus
exposing local organizations to stiff competition that demands possession and
maintenance of highly motivated workforce in order to succeed (Brunt & McCourt,
2011).

Employee participation is a Human Resource Management A{HRM) strategy used in

planned activities (Summers & Hyman, 2005). It mocratization of the workplace

(Brunt & McCourt, 2011). Employee par% lows employees to exert some
influence over their work and ﬂl‘; i under which they work (Markey,
Hodgkinson&Kowalczky, 2002). \

Juan, Thomas and Cristo (2 articipation in two main forms: work-related

ee participation can also be categorized as direct,

take place in ~detergnination, and goal-setting plans by individuals, while at
departmental ployees are formed into quality circles, and work groups. At the

organizatiQnal leyel, use of dialogue conference where all employees are invited to offer

their input to the planning and realization of the company’s strategy is widely used.
Indirect participation involves use of employee’s chosen representatives or shop stewards
(Juan,Thomas& Cristo, 2007).

The benefit of participatory management or giving employees a greater decision-making

voice was first articulated by Edwards Deming, who advocated granting employee’s

authority to disrupt work processes for purposes of making corrections if defects were

detected (Khanka, 2000). Employee empowerment provides an extension to employee

authority by allowing workers to take decisions that were previously the preserve of their
5



line managers and to assume responsibility for their consequences (Hyman &
Cunningham, 1998).

Since the time of industrial revolution, trade unionism has been the most visible form of
employee participation in management decisions. The diminishing trade union
membership is accompanied by reduced importance of collective bargaining
(Cully,Woodland,O’Reilly & Dix, 1999). Due to this trend, management-led efforts in
most organizations are encouraged through teamwork, cooperation and shareholding
(Summers &Hyman, 2005). Employees in some cases have been forced to accept

whatever set of rewards the employer sees fit to offer (Morris,,Bakan& Wood,2006).

Q

Others have mobilized members and started non-union org

demands on the traditional union activities (Eidelson, 2013). @

of union members therefore calls for the need to exam@ orms of participation

(Kristi, 2002; Ratnam, 2006), and determine Whether& a role in the performance
D)

of organizations. The challenges unions face attributed to diverse factors,

including changes in employment enviro% employee attitudes (Hyman &
Cunningham, 1998). Even trade union €em to support participation as a new

S ny in troubled organizations (Betts, 2000;
‘qhk The decline of trade unionism and collective

zations that are making

line in the number

approach that can help restore ind
Bryson & Freeman, 2012; Eid )
bargaining as the domipant f efployees in organizations has given rise to new

ec anisms. These are management-initiated employee

. rticipation schemes are aimed at improving the corporate

forms of employe

participation sch
performance organization while unionism has over the years been used as an

advoca echalyism for the welfare of employees (Gonzalez, 2009).

Gordard and Frege (2013) noted that the management-established non-union participation
does not seem to fill the void left by unions, but it is more popular with employees
compared to unions. In the US, for instance, Alt-labor movement is gaining a lot of

popularity among workers at the expense of labor unions.

1.1.3 Employee Participation in Kenya

The most visible employee participation in Kenya’s public sector is the collective
bargaining between employer and employees through trade unions. However, although
6



trade unionism has been the most visible form of indirect employee participation, it is
also quite low in Kenya. Out of 16.5 million workers only 1.5 million or 9.2% of the
labour force in Kenya are members of a union (Ulandssekretariatet; Worldbank, 2008).
Brunt & McCourt (2011) in a study on seven international NGOs in Kenya noted that
none of the agencies recognized a trade union and only 4.3% of employees were
unionized. The Union of Academic Staff Union (UASU) Report of 2013, noted that out of
11, 313 potential members of UASU, only 6, 223 academicians in Kenya subscribed to
the union (55%), (UASU, 2013). Still, collective bargaining between the government and
unions does not seem to satisfy modern workers fully, resulting into a number of
industrial unrests and therefore other forms of employee participation may need to be

pursued.

The Kenya Constitution, reviewed in 2010, called for in @w) eess and facilitation of
citizen participation in decision making processesCor Mol the central and county
governments. It has been noted that since 200 lic sector reform program in
Kenya has been strengthened through perfor% tracting, which involves plenty of
employee-employer engagement, <nd performance improvement levels of

participating institutions have been r& ‘Kwame and Karanja (2012) noted that the

Performa of public agencies defines and indeed forms the glass ceilings for the

performance of the private and other sectors (Republic of Kenya, 2010). The evaluation
of state owned agencies by the performance contracting secretariat for 2009, 2010 and
2011 rated the performance of state owned enterprises in Kenya as extremely good. In
2010/2011 financial year, 95% of the participating state corporations were rated as either
good, very good or excellent performers. According to the performance contracting
secretariat, entrenchment of employee participation schemes in the work processes within
the public sector organizations was aimed at improving their performance. Success in

state agencies was attributed to improved cooperation between workers and



management(Republic ofKenya, 2012). This cooperation is exemplified by use of various
employee participation schemes. Studies by Summers and Hyman (2005), Juan et al.
(2007), Bhatti and Qureshi (2007), Adel (2010), Cheril and Redfern (2010), Baek and
Shim (2010) and Mueller (2012) among others have indicated that engagement of
employees as a major stakeholder in the decision making process improves performance

of the organization.

The Auditor-General‘s report for 2008/2009, 2010/2011, and 2011/2012 financial years

however indicated unsatisfactory  performance by  state-owned-enterprises

(SOEs)characterized by declining performance, and exemplified by substandard service

delivery (Republic of Kenya, 2012). On the appropriatié\ of accounts covering

2010/2011, the report indicated poor performance in the pub r, partly due to the

accounting officer’s failure to disclose in full the re@ expenditure of their
u

organizations, unexplained discrepancies and lack of{&
total of Ksh.8 billion being unaccounted for;

mentation. This led to a
indication of ineffectiveness,
inefficiency and poor financial management. teenth report of the parliamentary
public investments committee on the s—of state corporations also identified
problems inhibiting performance 8 ic service as being excessive controls,
ment, employees not made accountable for

g f the organization’s culture(Republic of Kenya,

outright political interference

results and excluding stra

ed_that managements could be leaving out major stakeholders
anization in the decision making process (Republic of Kenya,
2009; Njiru, Jhis’therefore formed the focus of this study.The study intended to
ing employees through employee participation schemes improved the

performanc tate corporations in Kenya, because state corporations should set pace

for other entities in terms of performance; as opposed to being loss making organizations.

1.3 General Objective

The main objective of the study was to investigate the relationship between use of
employee participation schemes and the performance of the state corporations in Kenya.



1.3.1 Specific Objectives

The specific objectives of the study were:

1. To establish the influence of direct individual-based participation schemes on
performance of state corporations in Kenya.

2. To determine the influence of direct team-based participation schemes on

performance of state corporations in Kenya.
3. To find out the effect of indirect participation schem@

corporations in Kenya.
4. To establish the influence of financial partic{p&tion emes on performance of

state corporations in Kenya. @
5. To determine the influence of emplo t n-! a mediator in the participation-

performance relationship in st@tx

1.4 Research Hypotheses

erformance of state

The study sought to zf@g research hypotheses:
gl

1. Hj: Use of direct\drudualbased participation schemes has a significant influence on
performance qFs ‘\

2. Hj: Use O
perforQance of state corporations in Kenya.

orporations in Kenya.

I team-based participation schemes has a significant influence on

3. .Hi: Use of indirect participation schemes has a significant influence on performance
of state corporations in Kenya.

4. Hj: Use of financial participation schemes has a significant influence on performance
of state corporations in Kenya.

5. Hi: Employee attitude has a significant intervening effect on the relationship between

employee participation and performance of state corporations in Kenya



1.5 Justification of the study

The growing emphasis on all forms of flexibility in industry in response to competitive
pressures, subsequent changes in work organization and the current political climate is
reflected in the emerging models of participatory management practice. Demand for
transparency and accountability in public sector is now increasing in Kenya, especially
after the promulgation of a new constitution in August 2010. The Kenya Constitution of
2010 in Chapter 8 (cap 118) and Chapter 11 (cap 196) calls for increased access and
facilitation of citizen participation in decision making processes for the central and county

governments. This study is particularly significant to the following parties.

Organizational leadership @

Managers and group leaders of organized groups in ic sector are expected to
adopt or develop human resource management polici rategies that will utilize the
vast untapped potential in their subordinate @ opes to sensitize managers on

strategy in order to cope with competﬁ&

@@' i;al disharmony through workers strikes in the recent

ealth personnel, air transport and the education sector

the need to embrace and design suitable p% management practices as a business

Government

The country has wi
past. This adversel
between 2014\ anth 2 he government has not satisfactorily resolved the problem of
such puklic s agitating for better working conditions. Enhanced employee

participati be tested as a remedy for such agitation in the future.

Policy Makers

The study will encourage policy making organs in the public sector to develop
organizational structures that will promote healthy competition, facilitate faster decision
making and inculcate the culture of innovation and creativity among public sector

employees.

Workers

10



It will encourage workers in the public sector to start thinking business-like, and at the
same time challenge them to unleash their full potential, and increase their commitment to
their jobs as they make individual and collective contribution in their organizations. It is
important for them to appreciate that ‘Public servants of the future will earn for what they

do, not what they are’.
1.6 Scopeof the study

The study focused on investigating direct,indirect and financial participation schemes
among three levels of workers of state corporations in Kenya. It confined itself to the

study of use of various participation schemes as key cgamponents of employee

engagement. Survey feedback, suggestive system, semi-auto s work teams, joint

consultative forums, use of worker representatives, perf ated pay and profit

sharing schemes are the common participation schem

uidance by the responsible parent

supported through public financing and-gi
government ministries. There were 1%% porations in Kenya affiliated to various

parent ministries during the star, tudy (List provided by State Corporations

State corporations are national institutions% ons) which are established and

Advisory Committee in 20 ajg corporations are divided into 8 functional

categories. State corp verned under the State Corporations Act (Cap 446).
The study restricted 78 state corporations that participated in the performance

contract in finangg r2910/2011 and they form the scope of this study.
1.7 Limwation of the study

This study was carried out at a time the government was conducting a nationwide
restructuring program where several services earlier on held by national government were
being devolved to the counties. Workers in the public sector, and particularly those in
Nairobi and who had been earmarked to be transferred to other counties, were
experiencing a lot of anxiety. It therefore became difficult to get the required number of
respondents from Nairobi County only, as had been envisaged. As a mitigation strategy,

the researcher requested managements of the select state corporations to grant authority in

11



order to collect data from their members in other counties. This ended up using data from

five counties as opposed to an earlier proposition to concentrate on Nairobi County only.

Data was also being collected at a time members of state corporations were busy working
on performance contract plans for the year 2013/2014. The data collection instrument
therefore took longer to be returned than anticipated. Two organizations that had been
sampled for the study declined to participate, leading to replacements which

inconvenienced the research team, hence, delaying the data analysis program.

e
@

&
@
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter reviews several studies on theoretical and empirical literature to identify
matters relating to employee participation and organizational performance. The study is
guided by the conceptual framework which identifiesthe independent, mediating and
dependent variables.The discussion reviews past studies on employee participation
schemes which included direct participation schemes, indirect participation schemes and

financial participation schemes as the independent variables ployee attitude as the
mediating (intervening) variable and State Corporation’s per

variable. It further provides acritique and research gaps

2.2 Theoretical Review and Conceptual Fram(:"

The participatory approach to mangge g%ﬁacing the old command-and-control

method. This method of manageme % everyone in defining objectives, decision
making and accountability (Kaé " ne&Ntaayi, 2010). The implementation of

vey feedback, job enrichment, quality circles, union-management
anaging work teams, mini-business units and employee strategic
committees. Financial participation activities include fixed salary, skill or knowledge
based pay, individual incentives, profit-sharing schemes, gain-sharing, flexible benefits
(cafeteria style), employment security, non-monetary recognition awards and stock option
plans. These participation activities influence the performance of organizations differently
depending on the level and form of influence employed. A few select participation

schemes were utilized to guide this study.

13



2.2.1 Empowerment Theories:

Empowerment theories concern how institutions and leaders move power down the pay
scale. Workers need to feel some control over their work, and empowerment, or transfer
of authority makes this possible. The worker develops some belief that his decisions will
be best for the organization. The manager can reinforce this belief by showing confidence

in the employee preparation to make independent decisions.

Theory X,Theory Y

One of the popular neo-classical organizational theories is Douglas McGregor’s 1957
participation management theory, otherwise known as Theory X and Theory Y. Douglas
McGregor proposed two distinct views of human beings bas n the participation of
workers (Khanka, 2000). The negative view was labeled The d the positive one,
labeled Theory Y. He viewed the way managers dealt wi yees and concluded that
managers tend to mould their behaviors accordin se two assumptions (Robbins &
Judge, 2009). Under Theory X, managers beli loyees inherently dislike work
and must therefore be forced to work in or Ve organizational goals. They try to
avoid responsibility and have no inte@’%> king achievements. Their interest in the

organization is individualistic; jo IyHat the expense of support for organizational

achievements. On the other ey) Theory Y, managers assume that employees

view work as being as a st or play. Employees can further learn to accept and

even seek responsibi

This study d We assumptions of theory Y, where, if given an opportunity,
employées.are ablg to exercise self-determination in the work and tasks they undertake in
the organiz ” Employees can exercise self-direction and self-control. An average
person can learn to accept and seek responsibility and creativity. Subordinates have the
ability to make good decisions, which is not necessarily the sole province of those in
managerial functions (Bhatt &Qureshi, 2007). McGregor advocates that managers need
to follow Theory Y assumptions (Khanka, 2000). The theory encourages managements to
accord their employee’s freedom to make important decisions that concern them. Further,
the act of the authorities consulting employees before making important decisions is
important. It motivates employees; making them more productive in the long run and
make organizations gain excellent performance.
14



McGregor’s theory Y goes against Marx Weber’s concept of bureaucracy, where
management or authority exerts too much power over employee, leaving them with little
room for creativity. He calls for a balancing act between theory X and Theory Y
assumptions in the management of productive workers. The theory encourages managers
to entrench in their organizations a culture of cooperation between employer and labour.
In examining various instruments of organizational culture, Xenikou and Simosi (2010)
note that organizations with constructive organizational cultures have group norms that
promote achievement, participation in decision making, teamwork, social support,
interpersonal relations and self-actualization. Lund (2003) further notes that an

organizational culture can hinder or foster a management’s goal for the organization. For

instance, in a clan culture, members exhibit high sense of prideNn fraternity and inter-

dependence as opposed to independence and individualism. Le @ 1. (2003) opine that
the right organizational culture will lead to improve @xame. Lakomski (2001)
noted that one of the key reasons why employees resist\¢chainge in organizations is due to

lack of dynamism in the organization’s cultu&
o \( %
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Theory X

Theory Y
\Management / \ Staff /

y X Theory. Y-
-Authoritarian,repressive style, tight control, no Liberating and developmental control,
development, produces limited, depressed achievement and continuous improvement
culture. achieved by enabling, empowering and

giving respons&
faN

/ uu\ &
&,
&

Staff @ Management

ation model

Figure 2.1: I

Source: Adapted f apman, 2002,

Self-Determination Theory

Self-determination theory (SDT) represents a framework for the study of human
motivation and personality. SDT propositions focus on how social and cultural factors
facilitate or undermine people’s volition and initiative in addition to their wellbeing and
quality of their performance (Ryan &Deci, 2000). Conditions supporting an individual’s
experience of autonomy, competence and relatedness are said to foster the most volitional

and high quality forms of motivation and engagement of activities, including enhanced
16



performance, persistence and creativity. The degree of support for these three
psychological needs determines the level of wellness in that setting. In this study, the
theory supports direct participation schemes that give employees autonomy and

responsibility in determining their job outcomes.

Goal Setting theory

Goal setting theory was proposed by Edwin Locke in the 1960s. This theory proposes
that goals tell an employee what is to be done and how much effort is required to be
expended. Specific goals increase performance. Locke and Latham (2002) argue that

setting a goal is a great way to encourage achievement and myQtivation. A specific goal

has higher level of output than generalized goals. The mor icult the goal is, the

higher the level of performance. People think more whe Ifficult tasks. People
even do better when they get feedback on how well rogressing towards their
goals. Feedback guides behavior. Medlin and 009) found that goal setting
positively impacts on employee engageme 0 engagement positively impacts
optimism and optimism impacts indivi r@%mance. There is therefore need for
managers to enhance levels of emplo %ﬂsm about their work and organization

(Kagaari et al., 2010). When peo pate in setting their own goals, they seem to

ﬁ’, Participation, alongside task characteristic

perform better (Summers& @ ).
and national culture/4re) $al influence goal-performance relationship. A major

advantage of participatid:

in goal setting is the acceptance of the goal as a desirable one
towards wor, itment is most likely to occur when goals are made public,

when individuaig¥awve an internal locus of control and when goals are self-set, rather than

assigned ( g & Judge, 2009).

According to Kagaari et al. (2010), goal clarity and participation have been shown to
contribute to higher levels of motivation to achieve managed performance provided
managers accept those targets. Management by objectives (MBO) is a method that
managers utilize as a product of goal setting, and where employees are allowed to
participate in setting their goals. Goals specificity, participation in decision-making, and
explicit time period and performance feedback are common ingredients of MBO

programs. MBO therefore strongly advocates employee participation in setting goals of
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organizational activities and programs. Kagaari et al. (2010) citing Latham (2001)
indicate that recent empirical studies have established that participative setting of goals
leads to better accomplishment of complex tasks and development of effective task
strategies.

Self —Efficacy Theory

The concept of self-determination may well be explained through self—efficacy theory.
The theory was developed by Albert Bandura. It refers to a person’s belief that he can
perform a certain task. The more a person’s self- efficacy, the more confidence one has in
their ability to succeed in a task.Individuals who believe strongly in their own talents
frequently desire to create something of their own. They want moke individual expression,
responsibility and freedom in their work environment. When dom is not availed,

they get frustrated and sometimes quit (Hisrich,Peters & —2009).

When a manager sets a challenging goal for er@the employee develops higher

level of self-efficacy in order to achieve thi% employee feels that he is valued
and the management has confidence @at% age it. He therefore puts more effort

to meet the challenge. This obviou better performance (Robbins & Judge,

2009).

The Supportive Mode @

The supportive uman behavior has its origin in the principle of supportive
relationships d Likert (1967). The supportive model is also called the human
resourc roa is model was ignited by a series of studies at Hawthorne plant of

Western Eleetae. The studies were led by Elton Mayo and Roethlisberger in the 1920s
and 1930s. The experiments concluded that the worker is the most important element in
the organization. They also concluded that the worker is not a simple tool but a complex
personality requiring careful handling. The approach is closely related with the theory Y
ideals of management, concerned with growth and development of people towards higher
levels of competency, creativity and fulfillment (Newsrom, 2011).

The managers’ primary role changes from control of employees to active support of their

growth and performance. It advocates that managements need to help employees become
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better, more responsible, and create a climate that is conducive for the employee to
contribute to the highest level of his/her capabilities. It assumes that expanded capabilities
and opportunities for people will directly lead to improvement on effectiveness.
Maximum use of a person’s capabilities also leads to higher levels of job satisfaction and

commitment to the job and organization.

Managers assume that workers are not passive and resistant to organizational needs by
nature but are made so by inappropriate supportive climate at work (Biswas&Varma,
2007). Workers will take responsibility, develop a drive to contribute and improve their
performance if given a chance. Managers therefore need to support the employee’s job

performance (Cohen, 2006). The psychological effect of thihsupport is a feeling of

participation and task involvement in the organization. The ger’s role is one of

helping employees solve their problems and accomplish t@ :
works well with employees as well as managements. &

he supportive model

The empowerment theories thus guided in @%i hypothesis number one: Use of

direct individualized participation sc@m%
2.2.3 Team working Theories @\
Theory Z @

This is a theory tha roposed in reaction to theory x and theory y. It offers a positive

s organizational performance.

view of emplo jvation,but one that emphasizes social rather than individual
motives AEmployaes\eo-operate,work together in teams,make group decisions,commit to
an organiz r the long term and value the wisdom that comes from experience. It is
associated with collectivist societies like in Japan, but it has spread to the western

societies.

The systems theory

A system is a collection of parts unified to accomplish an overall goal. Chester Barnard

was instrumental in developing the systems theory in 1938. According to the theory, if

one part of the system is removed, the nature of the system is altered as well. The theory

is based on an assumption that everything is part of the larger, interdependent
19



arrangement. Nobody should work in isolation in a corporate. Managers in organizations
must recognize various parts of the organization and be aware of the need for interrelation
of these parts. For instance, it can be useful in explainingthe coordination of
administration by bringing together supervisors and workers to interact and work. Such

cooperation is essential for excellent performance.
The Collegial Model

The term ‘collegial’ relates to a body of people working together cooperatively
(Newsrom, 2011). This model embodies a team concept. It seems to be more useful or
successful in an intellectual environment, creative work, and corsiderable job freedom. It
requires the management to build a feeling of partnership wi loyees (Summers &
Hyman, 2005). In such a situation, employees feel neede . Managers are seen
as joint contributors rather than as bosses (Juan et af? @Management develops a
sense of teamwork, while employees respon %wing a heightened sense of
responsibility. Employees strive to produce |@< not because they fear authority,
but because they believe it is theiroob@ give customers quality products or
service. In this environment, emp c\ ally feel some degree of fulfillment,

worthwhile contribution, and self- ation (Betts, 2000). This self actualization leads
to moderate enthusiasm in p -£ ployees develop self discipline which in turn
improves team perfo. iuj odel supports this study in participation, behavioral

outcomes of job sati on and commitment, and performance relationships.

The team wo ories may be used to explain hypothesis number two: Use of team-

based partigipatigi schemes influences performance of state corporations in Kenya.

2.2.4 Indirect participation or use of representatives

Delegate theory of representation

According to this theory, the idea of the elected representative as an instructed delegate
exercises a powerful appeal to the democratic imagination.Delegate theory of
representation posits that the representative ought to reflect purposively the preferences
of his constituents. The constituents should also state clearly their preferences to the
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delegate. In the work environment the management team identifies some delegates to
engage with the workers’ delegates to mutually solve problems or make decisions. These
delegates represent views of their constituents (either body of workers or the employer)

and not necessarily their own preferences.

Agency Theory

Agency theory explains that one party(principal) delegates work to another(agent).This
creates an agency relationship(Jensen & Meckling,1976). In an organization,agency
relationship is explicitly addressed by employer-employee relations. Relationship arises

whenever one or more individuals called principals hire one gr more other individuals

called agents to perform some service and then delegate decisj king authority to the

agents. In this relationship, the principal wants the emp

interest. &

Agency theory suggests that the firm can ed)aS a nexus of contracts closely
defined between resource holders. An ag %nship is a contract under which one
or more engage another to perfor<> %rvice on their behalf which involves
g y to the agent. The relationship between
employee and representatives '- \s
theory concept. In this %

considered as agents

on the principal’s

delegating some decision maki

e~gegision making organs may explain the agency

ers union and other workers’ representatives may be

ers, while workers act as the principal. However, agency

theory suggests parties to the relationship aremaximisers,there is good reason
to believe tha nt will not always act in the best interests of the principal (Kagaari
etal.,201

Stakeholder Theory

Stakeholder theory argues that every legitimate person or group participating in the
activities of the firm do so to obtain benefits. All stakeholder interests should be
considered intrinsically valuable. Stakeholder theory begins with the assumption that
values are necessarily and explicitly a part of doing business. According toFreeman,
Wicks, &Parmar (2004).This theory encourages managers to articulatethe shared sense of

the value they create, and what brings its core stakeholders together. This propels the firm

21



forwardand allows it to generate outstanding performance,determined both in terms of its
purpose and marketplace financial metrics. It further pushes managers to articulate how
they want to do business—specifically, what kinds of relationships they want and need to
create with their stakeholders to deliver on their purpose.

Stakeholder theory argues that the organization has relationships with many constituent
groups and that managements can engender and maintain the support of these groups by
considering and balancing their relevant interests (Reynolds, Schultz &Hekman, 2006).
Employers therefore need to consider workers as very pertinent components of the
decision making process in the organization. There is need to balance stakeholder

interests in order to realize improved performance riedman, & Miles,

2002).Traditionally, firms only address the needs and wisheg

employees, suppliers, and customers. However, stakeho@
other parties involved, including governmental

parties: investors,
’argues that there are
political groups, trade
associations, trade unions, communities, assoma tlons, prospective employees,
prospective customers, and the public at lar es even competitors are counted
as stakeholders (Donaldson, & Presteo 1

These theories may therefore ¢
participation schemes has a s@
in Kenya.

2.2.5 Theories ofi 2 participation

potheS|s number three: use of indirect

fluence on the performance of state corporations

ExpectarnsyThe

According to Wang (2012), expectancy theory proposes that high performance, at the
individual level, depends on high motivation. It also involves possession of the necessary
skills and abilities, as well as an appropriate role and understanding of that role (Guest,
1997). This theory was developed by Victor H. Vroom in 1964 and later improved by
Porter and Lawler. According to Vroom, employee motivation is a product of three

factors: valence, expectancy and instrumentality (Newsrom, 2011).
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Valence is the value that one attaches to a reward or how much one wants a reward. It
refers to the strength of a person’s preference for receiving a reward. It is an expression of
the amount of one’s desire to reach a goal. If an employee intensely desires a promotion,
then promotion is his valence. Managers need to gather some specific information about
an individual employee’s preferences among a set of rewards and then continue to
monitor any changes in those preferences, since preferences in an individual changes over
time. Expectancy is a person’s estimate of the probability that effort will result in
successful performance. It is the strength of a person’s belief that his work-related effort
will result in completion of a task. Therefore it is a belief that performance is determined

by the amount of effort expended. If the employee sees no chance that effort will lead to

the desired performance, the expectancy is nil. This is mostlyrmined by a person’s
self-efficacy (Newsrom, 2011). Q

Instrumentality is one’s estimate that performance Wlecelvmg the reward, and
reward will be received once the task is accom e employee assumes that the
organization will reward performance on a | n-v basis. If the employee sees that
rewards are based on performance dat trumentality is rated high. The three

e employees to perform highly. If one is

he will expend a | rt to accomplish a task.
Equity Theory

Equity theory posits that an employee in an organisation expects to be rewarded like other
employees for similar levels of input, this makes the distribution of reward important.
This theory implies that it is not necessarily the level or type of reward that is important
but, the extent of equity among the employees. If they feel that the rewards are not
equitable, they can reduce their effort, increase absenteeism or have minimal involvement
in certain activities. Reward schemes provided in the organization ought to be linked with

the current or expected performance outcomes. A feeling of fairness in reward
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distribution increases employee job satisfaction, which in turn may lead to improved
performance.

Closely related to the equity theory is the reinforcement theory. The theory suggests that
behaviour can be modified if individuals receive the reward at the time they exhibit the
desired behaviours. One important assumption of this theory is that the rewards offered

can become an acquired right if they are delivered on a regular basis.

These theories explain the need to test hypothesis number 4: use of financial participation

schemes significantly influences performance of state corporations in Kenya.

2.2.6 Theories on employee attitude

determine cognition,affect and behavior. Cogniti

suggests that cognition,affect and behavior determi
% ly what individuals know

about themselves and their environment. I&J conscious process of acquiring
knowledge. Affect is the emotional cgspo of the attitude;often learned from
parents,teachers and peergroup mer% : associated with feeling a certain way
towards a person,group or situatio avioral component refers to the tendencyof a
person to act in a certain meone or something;thus one may act in a
warm,friendly,aggress} \@pathetic or a number of other ways.Managers are

often faced with the nging their employees’ attitudes in order to get them to

work harder and @ her job performance.

ition,gffect and behavior implies that the manager must be able to demonstrate

spects of contributing to the organization outweigh any negative aspects
of a situation. It is through attempts to develop favorable attitudes towards the
organization and the job among employees that many managers achieve

effectiveness.(lvangevich,Konopaske& Matteson,2008)

The theories indicate that relationship between job satisfaction and job performance may have
three outcomes;job satisfaction causes job performance, job performance causes job
satisfaction and job satisfaction-job performance relationship is moderated by other

variables like employee participation,pay,promotion opportunities and job security.
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Psychological Contract Theory

Psychological contract is the understanding people have, whether written or unwritten
regarding the commitments made between themselves. This may influence the overall
levels of motivation and commitment of employees. The psychological contract theory
can manifest in two distinct employment relationships; the transactional relationship
and the relational relationship. The transactional relationship is based on a clear
statement of the expectations of both parties to the employment relationship, the exact
requirement may be specified in a written contract with a finite end. The relational
relationship is based on a long term relationship between the employer and the employee

and the organisations requirements of the employee are more open-ended and continually

negotiated.These relationships are essential in the developpkqt of work attitudes.

Psychological contract provides greater flexibility and make thk %s pution of individual

workers to the organisations performance to be more e I@

The theories guided this study in developing hypothesis @ e:Employee attitude mediates
the employee participation- organization e ance relationship in the state

corporations in Kenya. <

2.2.7 Conceptual Framework \
& onee participation practices in enhancing employee

ector. These included direct participation or self-

D

This study examined

performance in th
determination, i
The three for

icipation (use of representatives) and financial participation.
rticipation therefore served as the independent variables. Employee
attitude lated) the participation-performance relationship. The main indicators of
employee attitude in the study were levels of job satisfaction and commitment to the
organization. Performance outcomes, level of output in relation to set goals, efficiency
and effectiveness of an organization’s workforce depicted an organization’s performance.
Performance is the outcome of individual or team’s planned goals, and formed the
dependent variable. The performance was also dependent on both the in-role and extra-
role performance of employees.
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(Direct individual-based
participation:survey
feedback; suggestion
schemes; determine work
kplan/schedule; set goals
)

Organizational

eam-based participation: Performance:
Quiality circles;problem-
solving teams; self- Efficiency
dt .
managed teams mployee Attitudelob
\_ satisfaction; Employee . Goal
p »/ commitment achievement
lirect participation: use of Silit
workers union reps; worker - y
directors; works councils;

Jcc er satisfaction
o

1l participation: Profit-sharing Mediating Variable@ z

schemes; performance
pay;skill-based pay;individual

incentives es @ Dependent Variables

Figure 2.2: Conceptual Framework
<

2.3 Review of Theoretical Liter \%
Due to the competitive natur@ #¥gss world, organizations must employ strategies

pe es of employees more in order to gain competitive
1995). This assertion IS supported by
walczyk, 2002; Graham &Nafukho, 2007, and

2008 who argued that employee participation is linked to intensified

globalized environment and the need to respond to market forces.
Participatory management therefore is considered as an important competitive business

strategy in modern organizations (Adel, 2010).

Owing to decline in traditional sectors of the economy where collective bargaining
flourished, the proportion of companies using new forms of employee participation has
been growing in the U.K. Employers have continued to be encouraged to adopt employee
participation (Summers & Hyman, 2005). Medlin and Green (2009) suggest that with the

current economic challenges facing organizations, it is critical that managements be made
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more aware than ever regarding avenues to improve the performance of employees. In the
US, a new face of labor movement has emerged. Alt-labor is a concept that is emerging as
an alternative to workers unions. In these new face workers who are not members of
organized traditional workers unions are mobilizing members to enable them make
various demands to employers (Eidelson, 2013). While the membership of unions has
plummeted to 7%, these non-union organizations have grown from five (5), twenty years
ago, to 214 currently. Strong unions such as AFL-CIO have even started funding these
alt-labour movements to win against the employers (Eidelson, 2013).

An analysis by the British Labour Council indicated that Japanese workers had a strong
tradition of cooperating with management. They are said t&\ke less mobile and less
individualistic, and this tended to make them more producti heir American and
British counterparts (Labovitz, 1982). This was attributed@ ent of employees at
all levels, including the problem solving and planni f the company. It is the
involvement of a modern worker that ha@ e single most outstanding
accomplishment of Japanese business a t (O’brien, 1995). Employee
participation induces motivation ame(h% , which in turn lead to increased level

of performance. Some behavior i hat lead to improvement of employee

performance are job satisfacti
(Bhatti&Qureshi, 2007)

tment to the organization and productivity

However, some years¥ater the™U.S. tried to use the Japanese system of cooperation using
innovative kqgam quality circles, but as a way of modifying their own system of
cooperatiQn to epunter competition from the Japanese. Unfortunately, it did not yield
much succ e the success of this system relies on developing it as a whole model,
not piecemeal modifications (Kristi, 2002). Similar studies have concluded that for
employees to become committed to quality or process improvement over a long period of

time, it may require a higher level of personal involvement.

Petrescu and Simmons (2008) have argued that certain human resource practices like
working in teams, greater discretion and autonomy in the work place motivate workers

and hence generate higher labour productivity. Other arguments that support this view
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include studies by Thomas (2008); Bryson and Freeman (2012); Kristi (2002); and
Stewart, Danford, Richardson, &Pulignano, (2010).

Analyses by Rottenberry and Moberg (2007) indicated that higher levels of job
involvement are associated with increased performance and Organizational Citizenship
Behavior (OCB). Besides seeking alternatives to unionization, the unions of the future
may become fragmented due to diverse interests in the industry. In the UK, Beardwell&
Holden (1997) noted that the future had a likelihood of having unionized private sector,
unionized public sector and non-unionized private sector, each representing a third of the
workforce in the UK. In modern organizations, professionals in HR are increasingly

challenged to take a more strategic perspective regarding theit\ole in the organization

and measuring their contribution to the firm’s performance co(i§

theme (Bhatti&Qureshi, 2007). Employee participation Increased sharing of

authority and responsibilities between the manageme ajn‘! loyees (Juan et al, 2007).

Employees just desire to feel that they had f@u in the decision made. This,
8.Lld

however, does not remove the responsibilit % ager as the final decision maker.

emerges as a key

The final decision lies with managers®

A study by Juan et al (2007) note loyee knowledge sharing, which is an aspect

of participatory managemen@ sjropig effect on employee performance. There is
therefore a strong n!n it in strategic planning process. As O’Brien (1995)

noted, entrenching_ewjfifoyee” participation in organizations would make employee

performance, ent\@ven in the absence of perfect work environment.

2.3.1 Dire¢kIndividual-based Employee Participation

Direct participation involves employees in jobs or task-oriented decision making in the
production process at the shop or office floor level (Markey et al., 2002). Summers and
Hyman (2005) referred to this type of participation as direct individual-based employee
participation. Gonzalez (2009) identifies three forms of direct participation: informative,
consultative and delegative participation. Informative participation is mainly downward
communication of instructions and other forms of communication by superiors,
consultative participation includes employee attitude survey and suggestion systems,
while delegative participation include semi-autonomous or problem-solving groups.
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Ton(2005)recommended employee participation in innovation at different company levels
both directly and indirectly. Direct participation may therefore take place at the three
levels. At the individual level, self — determination (individuals making improvement
without asking or involving others) is popular with employees. It could also be done
through proposing change in improvement through management or staff — line of
command, and people getting involved in specific task or job, and focuses on planning of
specific jobs. O’Brien (1995) argued that all cadre of employees in an organization are
enthusiastic and willing to participate in the process improvement. The management
needs to provide them with the opportunity to participate in this, but more important is

involving employees in activities which they understand best.

The most common forms of direct participation include 4 ge attitude surveys,

oy
@Io aork teams, or semi-
Pl

problem solving groups, quality circles, and decision

autonomous workgroups. Semi-autonomous work {féa ke recommendations to

management. The study tested individual-based ticipation separate from team
based direct participation as a way of check' e effects of social loafing. Social

loafing is a practice where an indivitiua

end less effort in performance due to

Hyman (2005), there are the ‘new’ forms

them can be in pnder HRM  strategies or approaches. These forms of direct
participation eceme more important to managers seeking to gain voluntary

commitieqt fronp\employees to organizational goals.
Survey Feedback

The most common individual empowerment schemes in Kenya’s public sector include
training and development programs and employee feedback survey. According to
Summers and Hyman (2005), survey involves the collection of information, mostly by
interviews or questionnaires, from a sample of the target population. Attitude surveys
examine a variety of attitudes and behaviours, such as beliefs, opinions, values,

expectations and satisfaction (Bartlet, 1994).
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Survey feedback is a system of reporting employee attitude or opinion survey results to
employees. Workers may receive these results through bulletins or meetings. In a
workgroup, the supervisor and subordinate may also discuss the survey feedback
outcomes with intentions of working out improvements in work methods and procedures,
attraction, and retention of employees, higher quantity and quality of output, enhanced
decision making and smoother group processes and problem solving
(Adsit,London,Crom& Jones, 1996).

The effects of the survey feedback process depend on the principles of participative
management. Employees may feel more involved in the organization when their input is

requested. A study by Juan et al. (2007) concluded that survey fegdback is the most widely

used method of direct participation scheme in US organizations.

Employee participation throughout the survey fe @ocess is important for
acceptance of the results. Adsit et al. (1996) su t the upward survey feedback

results may be used to evaluate managers’\pér ces and make pay or placement
decisions about the managers. Meng)er
system to defend their performance. \
Suggestion schemes @

Suggestion schemes cedure for submitting and evaluating ideas (Summers &
Hyman, 2005). S

boxes, suggestion committees, or individual management can
all be used a: smigsion agency for ideas. It is wrong to assume that managers know

anization can alternatively use this

everything\ and Yiave ready solutions to all problems. Inviting the contribution of
employees create effective and efficient managers (Juan et al., 2007). It is important
that employees get to know what is going on in an organization so that they can use the
knowledge that resides in the organization to its fullest potential (Bhatti&Qureshi, 2007).
Management further needs to create a conducive environment for employees to feel free
to make their contributions (Tonnessen, 2005; Joensson, 2008)). A participatory style of
management can be bolstered by a view of staff relations; which assumes that
management and employees are working to the same goal of the organization’s success
(Walters, 1995; Sheehan, 2009).
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2.3.2 Direct Team-Based Participation Schemes

Summers and Hyman (2005) referred to this participation as direct collective
participation. Barbara and Fleming (2006) have indicated that progressive organizations
have moved from glorifying hierarchy and moved to self-managed teams. These teams
have heightened the level of employee job satisfaction, productivity, improved quality,
company image and career development. Every employee including the top managers

should belong to various work teams.

Teams, while not necessarily offering a high level of employee participation in

organizational decision making, are an important consideration giyven the often uncritically

assumed link between team working and attitudinal ge in favour of

management/organizational goals (Summers & Hym
suggested to have a positive impact on employees (P& terman, 1982).

Quality Management Teams or Quality Cirv@
The concept of quality circles (QCXo i@e erged in Japan. It is a workgroup of
employees who meet regularly tg % eir quality problems, investigate causes,

ye measures (Khanka, 2000). This strategy

Team working is

recommend solutions and t

enhances participation 3
the regulation, orga Q# control of their jobs and an influence on their immediate
environment. Quah Clgs are intended to be a form of information sharing about how

to improve t ity of production (Lee, 1991). These are voluntary groups focused on

gvel, giving groups of workers responsibility for

or products. The group makes decisions on issues such as scheduling

of work allo n and rotation of jobs, quality acceptability, organizing breaks, selecting
and training new members, and providing maintenance, for pay purposes (Betts, 2000).
Quality circles are aimed at improving quality of products, and methods of production
(Adel, 2010). They are also used in development of employees, promoting employee
morale and creating a happy workplace (Summers & Hyman, 2005). The idea behind
quality circles is to enable workgroup teams to assess and implement improved methods

of production and delivery of services.
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Decision making and Problem Solving Teams

Decision-making by consensus has been the subject of a great deal of research in Europe
and the United States over the past two decades, and the evidence strongly suggests that a
consensus approach yields more creative decisions and more effective implementation
than does individual decision-making (Sheehan, 2009). Decision making work teams
enjoy great discretion in organizing their own work within broad guidelines with minimal
direct supervision (Lee, 1991). They require re-organization of technology and workflow,
multi skilling and training. These participatory management practices have a positive and
significant impact on employee/employer relations, employee productivity and
organizational performance, indicating too that employees’<\participation in decision
making leads an employee to perform much better (Juan et aI Quality circles and
problem-solving teams consist of a group of people comir@ e

basis to identify, analyze

area, performing similar work, who voluntarily meet i
and solve their own work- related problems (Su ‘I : man, 2005).
2.3.3 Indirect or representative par&cu%&?

from the same work

Indirect forms of participation in t consultative committees, workers councils,

and employee representatives/ f directors or management. Ton (2005) noted

D,

that in Norway, indi e participation was deeply rooted in the rules,
regulations and agre orce between employers and employee associations and

also Norwegian
Employ&e\epresehtation in management boardsor use of worker Directors

Worker directors are pulled from the employee body to represent workers’ views on the
Board of Directors. One or two seats may be reserved for worker directors in the
organization’s BOD. They may be elected or selected, and many are drawn from the trade
union body (Summers & Hyman, 2005). They could also be representatives of other

relevant employee organizations such as a professional body (Lee, 1991).

Alper (2008) opines that managers need to build trust by formulating human resource
practices that promote open and honest communication and create opportunities for
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employees to participate in decision making process that might affect their work. Brunt &
McCourt (2011) noted that INGOs in Kenya find co-determination and employee control
to be unrealistic due to pressure or directives from donors and management environments.
Consultation is preferred, especially where the management uses works councils or
handpicks workers representatives into the management boards. The intention of
individuals or group participation goes beyond democratic purpose. Apart from serving as
an expansion of democratic space, it also includes bringing efficiency, and the right to
influence decisions (Grant & Jordan, 2004).

Joint consultation committees (JCCs) and Works councils

This is a process or system whereby management seeks the yj f employees before
making a firm decision. In practice, it is rare foraJCC to h er over managerial
decisions (Summers & Hyman, 2005). Two specific ty] s are works councils and
joint working parties. An alternative to JCC ¢ fore be a workers’ or works

council. Workers council in the socialist e§oRoNJies Anvolves employee representative

groups taking decisions which arg, a the managements in the western
economies (Lee, 1991). Works cou '% c

joint consultation committees are tommon form of representative participation
in pre-dominantly English-sp@ v ﬁ

ally a European phenomenon, whereas

es (Juan et al., 2007).

Works councils pote e employee representatives in strategic decision making.
Works council is mgprove productivity (Mueller, 2012). They may also serve as a
channel for i ion disclosure and consultation, as happens with European works

councils mers & Hyman, 2005).

A typical joint working party (JWP) will consist of between six and ten members, drawn
from management and employee representatives. In contrast to collective bargaining,
JWPs will often involve joint problem-solving techniques, such as ‘brainstorming’
sessions (Lee, 1991).
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Workers’ Unions and organization’s management partnerships

Stiff competition in the business world and continued decline of union membership has
rekindled interest in the importance of employee participation (Biswas&Varma, 2007;
Budd 2004; Summers & Hyman, 2005). In Kenya, out of 16.5 million workers, only 1.5
million or 9.2% of the labour force are members of a union (Ulandssekretariatet;
Worldbank, 2008). Brunt and McCourt (2011), in a study on seven International NGOs in
Kenya, noted that none of the agencies recognized a trade union and only 4.3% of

employees were unionized.

The 19" and 20™ century labour unions helped establish a mjddle class. They helped
establish professional standards for some industries and secur, ess to all workers to
benefits such as weekend, minimum wages, eight-hour d ernity leave. Labour
unions further helped workers to learn, share and t @vote (Kamenetz, 2013).
Unions act as intermediary institutions, which %ding a channel of employee
grievances and collective participation, ser @/e contributors to organizational

performance (Freeman &Merdoff, 598

r, internationally, the role of trade

collective bargainin €eney, 2007). During Margaret Thatcher’s tenure as UK’s prime

minister in 80 ion membership shrunk by half and in India’s 400 million

workfor of unionized members was 4% in 2001 (Ratnam, 2006).

Empirical evidence for the effects of unions on company performance is mixed. Fernie
and Mitcalf (1995) indicated a largely negative relationship between unionism and
organizational economic performance. However, results from an equivalent survey (Curly
et al., 1999) indicate a positive relationship between union and high productivity growth.
Evidence presented strongly suggests that combinations of representative and direct forms
of participation have the greatest success in securing positive attitude and behavioral
changes in employees (Poole et al, 2000). Guest and Pecci (2001) concluded that to apply

some forms of partnership in isolation would not have a positive attitudinal effect. They
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found that representative participation alone had no significant effect on attitudes and thus
on performance, and suggested that this could be because representative participation on

its own will fail to overcome low levels of trust.

Kamenetz (2013) opines that unions are unpopular today because modern work schedules
are changing to flexi-time, global markets, ever changing job roles and telecommuting.
Flat hierarchies and use of work teams have on the other hand become popular
alternatives among workers. Sherk (2012) indicates that union membership has fallen
because traditional collective bargaining does not appeal to most workers, but workers
still want a voice in the workplace. The decline in unionism has prompted a strong need
to examine emerging forms of participation or employee voicéthat are being adopted in
ant (Kristi, 2002;
Ratnam, 2006; Freeman & Rogers, 2006; Freeman, Bo>@2 aynes, 2007) and what
public policy reforms are necessary to support thﬁ f participation (Befort&
Budd, 2009). One of the issues causing acrl modern organizations is the
employee-employer conflicts. Frequent a i more voice and better terms of
service in the public sector is causing>in anxiety among employees as well as the

management. These industrial act i a are mostly union initiatives. During the

modern organizations, the forms of participation that emplg

period covering 2011 and 2012, vaxious\yroups of workers in the Kenyan public sector
had been involved in industijaldisgutes—vith their employers (Kimutai, 2012). Notably,
doctors, nurses, uni daons, teachers and airport workers participated in industrial

strikes. These we sed by alleged managements’ high handedness, and employers’

may affect vel of employee commitment and productivity. Besides lowering the
morale of employees, it may also cause some form of industrial disharmony in a country

(Poole, 1992; Spector et al., 1997).

Generation Y employees, who are the majority in the workforce have also come up with
diverse demands in the workplace, making it difficult for managers to understand which
practices to use in order to retain them in the organization. Generation Y workers demand
to be individually in control of whatever they do in the organization. Their characteristics

include being restless, demanding high wages, resenting being micro-managed, and bored
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by long stay in one job, among others. If the management does not give them adequate
attention, they quit (Kimutai, 2012). These incidents point an accusing finger at the
management of public sector organizations for making important decisions that affect
employees without consulting or involving them or their representatives such as workers
unions. Alternative indirect participation schemes could help improve industrial relations
in Kenya (Kimutai, 2012).

2.3.4 Financial Participation/Financial Reward Schemes

Financial participation schemes take two main dimensions and both are important

from a policy perspective. The first approach involves distribution of shares to

employees, based on the assumption that share ownership ind sitive attitudinal and

behavioural responses (Summers & Hyman, 2005). Fina

giving employees a chance to have shareholder stat
positively influence the behavior of individual e 0

pation thus involves
Ider status is believed to

wards the organization.

<o

A second dimension of financial participatjemva ng to the duo of Summers and Hyman
{% element of remuneration varies with

(2005) concerns flexibility of pay,

profitability or other appropriate p % measures. An example is cash-based profit-
related pay (PRP) or profit ] ms.According to Brown et al (2008), profit
sharing programs are @/e when combined with employee participation in

management. Empl wnership and stake in company profitability produce a

feeling of ownersfiip: can lead to positive employee orientations and high levels of
commitment r al., 2011).Employee Share Ownership Plan (ESOP) is a scheme

designedtOnallow/ all employees to become shareholders in their company. ESOPs can
offer majority shareholding to employees. Profit sharing and share ownership schemes are

common types of financial schemes (Juan et al., 2007)

Under company-inspired financial participation schemes, organizational performance
may benefit without the scheme posing any obvious threat to management (Summers &
Hyman, 2005) Cost savings may result from reductions in absenteeism rates.
Furthermore, a harmonious labour relations climate also reduces costs to the company.

Past studies have shown existence of positive links between share schemes and company
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performance. Companies in this case may allow employees to buy shares in their

company at favorable rates (Morris et al., 2006).

Results show that support for the profit sharing schemes and SAYE was most clearly
explained by the perceived link between performance and rewards and there was very
little difference between managers and non-managers in this respect. For non-managers
support for profit sharing was also dependent on perceived greater pay equity. A company
may distribute shares according to a stipulated formula to all full-time employees who
satisfy eligibility criteria (Summers & Hyman, 2005). Raul,Neils& Natalia(2008) found
the level of development of financial participation of employees to be low because

government policy aims were opposed to the idea of pafjcipation by employees,

especially that of financial participation. The government inst ed free reign in the
economy and in the process protected national elites. T :’é"o ownership schemes
that had been started initially started declining in nu rfter workers cooperatives
also declined. Employee-owned companies pai es (due to inability to attract
high bank loans for business). The manage%% knew the value of shares bought

more shares at low prices and ended ¢p b whners of the enterprises.

On individual incentive plans, th at hire company CEOs may provide varying

agreement with those individuals (Poole, 1992;

wages to their managers bas Q
Roberts,McNulty& f‘!z In Kenya, top managers in state corporations are

privileged to negotiat

in a stipulated compensation bracket their salaries, allowances
and several Aprigileg ich have financial implications (ROK, 2006). Voluntary
cooperatiye schefreSvsuch as housing and savings SACCOs), pension schemes and group

insurance are common forms of financial participation in Kenya.
Performance Related Pay

Individual payment schemes available in many organizations include payment by results,

piece rate and bonuses (Juan et al, 2007). It may also involve work measurement system;

including measured day work, appraisal and performance related pay. Performance-

related pay is usually linked to individual effort and is sometimes connected to appraisal

schemes. Pay acts as an incentive and reward for performance (Summers & Hyman,

2005).There are other individual types of scheme such as market-based pay, which links
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to what is available outside the organization and competency or skills-based pay, which
offers an opportunity for higher rewards based on acquisition and making use of
additional skills and competencies (Bhatti&Qureshi, 2007). Many sectors of employment
use pay systems that contain direct links to individual performance and results (Summers
& Hyman, 2005). On an individual basis this may be through payment by results (PBR)
such as bonus, piecework, and commission. Others include work-measured schemes and
pre-determined  motion  time  systems, measured day work (MDW),
appraisal/performance related pay, market-based pay, and competency and skills based
pay. Group pay schemes include those based on the performance of the team, plant or
whole organization (Jones, 1987). They also include 'gain sharing', which is a form of
added-value scheme which links pay to the achievement of organjzational goals. Share

incentive plans involve the provision of shares to employees (L\ ).

Profit-Sharing schemes &

Profit sharing is an employee incentive schef@ t wectly to the financial performance
of the firm (Lee, 1991). One commgon %%ﬁt sharing is payment of bonus. A
bonus is paid to employees on top % rofit-related pay describes a portion of
employee pay that is linked form e“profits of the company. Companies offer cash-

7D

based profit sharing to their @ 5$0f which bonuses are triggered by attainment of
stipulated profit ley m & Hyman, 2005).Some organizations utilize pay

systems based on th

rformance of the team, or group. Sometimes it may be the

performance,Qf plant or enterprise that triggers the performance elements of

pay. Some corpgokations provide this reward system in form of bonus schemes, where
e surplus or profitability generated during the year (Juan et al.2007).
This is either by giving them direct or allowing them to be bought, and these can as well

be related to performance.

Bhati and Qureshi (2007) suggest that managements might be able to increase the level of
commitment in the organization by increasing satisfaction with compensation policies
besides other work conditions, like increasing staff meetings, guided discussion and other
interactions. Most share incentive schemes involve the provision of shares to employees -

either by giving to them direct or allowing them to buy. The aim is to encourage staff
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involvement in the organization's performance and therefore improve motivation and
commitment. This suggests that the schemes may be indirect triggers of performance.
Most studies have however linked financial participation schemes like ESOPs and profit
sharing to one’s income than performance (Lee, 1991). It has been noted that not all
management led initiatives have direct economic gains as their sole or primary focus.
Managers and employers can introduce financial participation in order to improve

working conditions (Osterman, 1994).

2.3.5 Employee attitudes

An attitude is a learned predisposition to respond in a gonsistently favorable or

should focus more on human resources t
Adsit et al. (1996) found out that t% significant positive relationship between
ployee with a positive attitude towards their

job or career as well as ¢ will likely prove to be more productive,

motivated and reliab oye n one harboring negative attitudes (Burns & Burns,
2008).

Job satisfacti @

According t ler et al (1992) job satisfaction is a pleasurable or an emotional state

emanating from appraisal of a person’s performance or experience in a job.
Salgado,Varela and Lasio. (2010) explained job satisfaction as feelings or affective
responses to facets of the situation. For decades, job satisfaction has been viewed as the
degree of an employee’s affective orientation toward the work role occupied in the
organization (Cook & Wall, 1980). A study on the influence of job satisfaction on
employee performance by Organ (1988) revealed that job satisfaction had a better
influence on employee performance, comprising job performance and OCB. A study by
Organ and Ryan (1995) indicated that when subjected to job performance only (in-role),
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the influence of job satisfaction in the relationship was found to be trivial. The study
observed that job satisfaction had more impact on the OCB (extra-role) aspect of

performance, and less influence on job performance (in-role).

A study by Biswas and Varma (2007) found job satisfaction to be a quasi mediator
between psychological climate and transformational leadership which acted as predictors
and employee performance which was treated as the criterion.

Employee commitment

Bhatti and Qureshi (2007) equate employee commitment to congruence between the goals

effort on behalf of the general goals of the organization et al (2010) cited

of the individual and the organization whereby the individual s with and extends
&)
Marchington (2000) and Lynch, Eisenberger&Armeli 9) as having established
IQ ite

t
that people with high attitudinal commitment gen X d specific behaviors like
high attendance rates and increased job relat i@

Employee attitude in this study sexred intervening or mediating variable. The

function of a mediator variable is e relationship between a predictor and a
criterion (Luna-A & Camps, tors should explain why such an effect might

occur (Baron and Kenny

turnover, performancg

2.3.6 Performandte in State corporations

Performa is defined as a combination of outcomes and outputs. It emphasizes on
efficiency and effectiveness (Armstrong, 2009). Efficiency is the ability to accomplish a
task within a minimum expenditure of time, effort and other resources. Effectiveness
involves producing the intended or expected results. Output is the quantity of units
produced (Hair,Black, Babin& Anderson, 2010). The rise of non-union voice mechanisms
has sparked debates over the usefulness and legitimacy of alternative forms of
participation (Beardwell, 1997; Gollan, 2006; Eidelson, 2013) and determine whether
they play a role in employee performance. There is a general view that happy workers are
productive workers. Stretching back to the 1930-40s, after the Hawthorne studies at the
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Western Electric in U.S., the relationship between job satisfaction and employee
performance was said to be low. However, several years later, over 300 studies conducted
have contrasted this view by concluding that the relationship is moderately strong. The
correlation is even higher for complex jobs that provide employees with more discretion
to act on their attitudes (Hair,Black,Anderson &Tatham, 1992). Studies have further
noted that reverse causality could also be true; that productive workers are likely to be
happy workers, or productivity might lead to higher levels of satisfaction (Robbins &
Judge, 2009).

Biswas and Varma (2007)and Salgado, Varela, and Lasio (2010) categorize job
a-role (OCB). The term

hat collaborate in

performance into two; in-role (directly related to tasks) and eX]

OCB refers to the array of non-prescribed (extra-role) acf
maintaining the social fabric in organization’s behavior@ eF’than acting on core-

production activities, OCB boosts organizational go% ting an environment that

catalyzescore tasks, thus facilitating separation@? task (in-role) and citizenship
(extra-role) behaviors (Monte, 2007). Mor% idence suggests that satisfaction

influences organizational citizenshig>he

B) through perceptions of fairness.

employees who are committed to the

financial pe ance, and organizations with High Performance Work Practices in the
employee skills and organizational structure category had lower employee turnover. A
common argument for any form of employee participation is a purported increase in

labour productivity and operational efficiency (Lee, 1991).

According to Biswas and Varma (2007), in-role performance refers to an employee’s
action to fulfill the requirements of his/her job description. Extra role performance refers
to actions outside the formal role requirements and is at the employee’s discretion. The

study therefore suggests that participatory management practices such as open

41



communication and participatory leadership style would be positively associated in the
higher levels of employee performance on both in-role and extra-role counts
(performance). Such practices would enhance an employee’s level of job satisfaction
leading to better performance. Biswas and Varma (2007) also found out that job
satisfaction had a significant impact on employee performance. According to Alper
(2008), participation encourages employees to participate in the process of making those
decisions which directly affect their working environments. Satisfied employees tend to
be more productive, creative and committed to their employers.

O’brien (1995) proposes two areas of performance for an employee: cognitive and

affective. Cognitive performance is an understanding of <he process. It involves

understanding one’s personal role in the corporate strateg @e ential for intrinsic
alignment. Affective performance involves support for e”goals, based on the
potential for building new forms 0 utuality or trust
(Ichniowski,Kochan,Levin,Olsen&Strauss, 1996

Human resource policies that enggur er involvement aim at providing

employees with opportunities to ut in decisions, incentives to expand

a
discretionary efforts and the meuire the appropriate skills. These combined
eaky and productivity (Blinder, 1990). There is

effects are expected to incr e
evidence that both fi a :-w}o related participation can deter or delay quits from

absénteeism rates. Pendleton,Mcdonald,Robinson& Wilson,

&

chemes reduce labour turnover (Summers & Hyman, 2005). Not
s on the universal, positive effects of participation. Some suggest

ay have no effect or even negative effects on performance. However,

it is difficult to discern a definitive pattern. Lack of consistency in the outcomes of
participatory measures suggests that schemes are not isolated from the effects of the
external economic, political and social environment (Summers & Hyman, 2005).
Attitude control and alignment is assumed to reduce the need for managerial supervision
of teams, thus reducing the direct stabling costs of the organization. Team working is
assumed to influence organizational employee discretion and empowerment in decision
making (Lawler et al. 1992; Marchington, 2000). Kagaari et al. (2010) indicated that
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managed performance is reflected in the framework of service delivery, service quality

and cost reduction.

Most of the literature on employee participation take the economic outcome as its main
focus; little attention is paid and many assumptions are made, about the social outcome,

for employees (Summers & Hyman, 2005).
Measurement of State Corporation’s performance

The parameters of measuring corporate performance in state corporations can be
borrowed from various past researchers. Kagaari et al. (2010) indicated service delivery,
service quality and cost reduction as important parameters of suring organizational
performance. Martins (2000) identified several e characteristics.
Managements should ensure that members of their gr jons are congruent with
competitive strategy; both financial and non fina f&a gies, and provide direction
and support for continuous improvement ( nes, 1995).0rganizations should
also provide support in order to identifyAen €s and progress in performance; be
intelligible to majority of employee§;> upjcate level of performance real time and
regularly; be dynamic; induce em ormance; induce attitude and evaluate group
performance instead of indiwvi ance (Ichniowski, Shaw & Prennushi,1997).
Managers should allo o@ to be compared against competitive benchmarks and
performance shoul ectiveness and efficiency measures. Employees should

have linkage wi s, and also be part of individual and organizational learning.

Allen et al. onsidered firm performance in relation to the competition from

multiple ional perspectives including quality, productivity, market share,
profitability, return on equity, and overall firm performance.Combs et al (2006) divided
organizational performance measures into five dimensions: productivity, retention,
accounting returns, growth, and market returns. Levesque (1993) identified results,
quantity, diversity and proficiency as the major performance measurement dimensions
and explained that these dimensions are measured through efficiency and economy;

timeliness, accuracy and amount; quality; and work habits consecutively.

The performance contracting secretariat in Kenya developed standard performance
outcomes including resource utilization, cost cutting measures, financial performance,
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customer satisfaction, employee satisfaction, adherence to set budgets, and continuous
improvement among others. Summers and Hyman (2005) used levels of productivity,
reduction in company costs, customer satisfaction and equality in decision making as
performance variables or parameters. Beitelspacher, Richey and Reynolds (2011)
described quality performance in threefold: quality service to customer, product quality to
customer and image or reputation of the company.The performance contracting
secretariat in Kenya on the other hand categorized the overall performance of each
participating public agency as follows: Excellent, Very good, Good, Fair and Poor.

2.AEmpirical Literature Review and Critique
Direct Participation schemes and performance
Juan, A. M., Thomas, B., & Cristo, M. (2007). The Us ployee Participation In
USA And Spanish Companies, Internatiopa rnal Of Management Science.
Juan et al. (2007) carried out a study that cployee participation in USA and

Spain. The study concluded that survefe S the most widely used method of direct

participation scheme in USA organi ; over 60 percent using it.

A similar comparative study V asike (2007) who carried out a case study and
DN W

found that direct pary z&’more preferred in Kenya compared with indirect and

financial participation !anet al. (2007) explain that employee involvement consists of

four initial f h ere identified as information sharing (degree of downward and
upward flow oR} ation), training (expertise and knowledge of specific operations
and the oryarizgrion in general), decision making (type of decision and areas in which

decisions are made) and rewards (type of compensation used within the organization).

Critique:This comparison is replicated in the current study. However, direct participation
in the current study separates individual empowerment from work team empowerment.
The impact of direct participation involving use of self-managed work teams at
departmental level could influence the individual as well as the organizational
performance differently from that of self-determination at individual task level. This
informs the desire by the current study to test the two forms of direct participation and
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determine any variations. These studies compare well with the current study except that
training is not considered separately from individual empowerment programmes in the

current one.

Kay, G., Alan, B., & Andrew, D., (2005). Employee perceptions of
Empowerment.Employee Relations journal, 27(4), 354-368.

Kay et al. (2005)carried out a study Employee perceptions on empowerment which aimed
to examine how empowerment is perceived by individuals employed on a construction
project. In contrast with previous research which had been predominantly conducted from
a management perspective, this paper dealt with employee perggptions. The study found

out that the strict health and safety regulations under which co jon workers operated

limited their freedom to influence the work that they un study noted that in

order to ensure that employees have and maintain t y skills to perform their
duties, it is important that continued education ing be an ongoing part of the
employee management and maintenance package) erefore important that employees
should be rewarded for a job well d%e %%uraged to explore and learn new and

portant empowerment tool in organizations and

more efficient ways to perform their

Critique: Training of worke

can be used to comple ion schemes identified in the current study.

Sukirno, D. S., , S. T. (2011). Does Participative Decision Making Affect
Lect erfofmance In Higher Education? International Journal of
catioppl Management, 25(5) 2011.

In the study Does participative decision making affect lecturer performance in higher
education?Sukirno and Sununta (2011) used a mail survey to collect their data. Open-
ended questionnaires were distributed to the lecturers in Yogyakarta Province in
Indonesia. A total of 347 usable questionnaires were obtained which was about 46.3
percent rate of return. Factor analysis was used to identify the constructs. All Cronbach’s
alpha values were more than 0.7 and factor loading was more than 0.50. Regression
analysis was employed to test research hypotheses. In addition, t-test and ANOVA test

were also conducted to investigate the different impact of demographic data on the job
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performance of the lecturers. This study found that participative decision making and
academic rank had significant effect on lecturer performance. The higher the level of
lecturer’s participation in decision making the higher was the lecturer’s commitment to
the organization’s vision and the higher the lecturer’s performance. The study thus
assumes that the level of employee as well as work experience play a vital role in their
performance. Further the study recommended that in investigating participation levels and
performance, a study needs to take into account other personal and organization factors,
such as recruitment system, performance appraisal system and reward system into the

research model.

Critique:There is a likelihood that whereas the studies com members of different
ranks, they fail to consider levels of opportunities accorded t different levels.For
instance, members of management teams are exposed t@ s and other forms of
training more regularly. This definitely increases theiiev mpowerment. A study in
this field needs to consider the organization’ as playing some role in the
contribution of participation levels. For i% nstant direct supervision where
employees are seen all the time by& s ror

impact on job satisfaction, but emp -‘V d like some feedback or limited control by

(3% on may be inappropriate.

manager has a significant negative

Freeman an ers (2006) in this survey (WRPS), noted that American workers wanted
more involvement and greater say in their jobs, and they wanted this involvement to take
the form of joint committees with management. They preferred to elect members of those
committees rather than have managers select them. Employees also would prefer
cooperative committees to potentially conflict-like organized relationships. A sizable

minority of workers wanted to be represented by unions or union-like organizations.
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Mueller, S. (2012).Works councils and establishment productivity.Industrial and

Labor Relations Review. Cornell University.

Mueller (2012) carried out a study: Councils and Establishment Productivity on works
councils in Germany and found out that establishments that used works council were
6.4% more productive than those that did not. While noting that the density of union
membership fell in America to 11.8% in public and 6.9% in the private sector
respectively, Sherk (2012) noted that the alternative that employees in America wanted
was increased employee participation; which includes self-directed work teams,

production committees, safety committees, workers councils and suggestion systems.

Gordard, J., &Frege, C. (2013).Labor Unions, alternativ s of representation

and the exercise of authority in US workplaces. Jjournal, 66(1).

Gordard and Frege (2013) carried out a study enti bour unions, alternative form of
representation and the exercise of authority i laces aimed at finding out if non-
union forms of participation are filling th y the unions’ decline. They found
out that non-union associations do n%% to e filling the gap; but that management-

established, non-union representatj tedrs were one and half times as widespread as is

union representation and wer vourably by workers.

Brunt, C., & McC
Middle R ganizations in Development working paper No0.6/2011.

11). Employee Participation in INGOs in Kenya: A

CentreMorQrgavizations in Development. http://www.manchester.ac.uk/cod

Brunt an rt (2011) conducted a study Employee Participation in INGOs in
Kenya: A Middle Way? which was on international NGOs in Kenya and found that
contrary to the normative aspirations of both the HR and International Development (ID)
literatures, codetermination and employee control are undesirable as well as unrealistic
goals. On the other hand, a consultation style of participation was appropriate to the
INGOs studied, and suggested that this could as well apply in other sectors.

Critique: The above studies on workers union are an important eye opener for the

workers and leaders in the private sector.The autonomy to determine work processes and
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strategic decisions in this sector remains a preserve of the owners or directors of the
organization. It could be interesting to seek the opinion of workers in the public sector to

find out if the private and public sectors compare.
Financial participation and performance

Morris, D., Bakan, I., & Wood, G. (2006). Employee Financial Participation:
Evidence From Major U.K Retailer. Employee Relations journal, 28(4), 326 —
341.

Morris et al. (2006) found thatindividualized financial schemes on one hand encourage

individuals to put extra effort to earn individualized rewardsit also discourages
group solidarity on employee. This may make the dissatis --Qn,. it the organization.

The study found that there was increasing inequitj en managers and non-

managers in regard to pay .The gap was growin between the two groups in the

for managers had improved while that anagement staff had stagnated and

Anglo — American model economics for a %‘ tyyo decades. Conditions of service
security of tenure had greatly declin%% rig et al. (2006) point out that there existed
feelings of inequity which had b experienced by part time and less educated
employees. Financial partici iewed as intended to undermine the group
solidarity of employ; \[ on members were unenthusiastic about financial

participation scheme the profit sharing scheme.

It was also f t bers who were working with the company for two to five years
and we ion Mmembers were less likely to participate. The study further indicated that
managers a n- managers may hold differing views — managers hold a more positive
view of the organization than do non- managers in all the variables reported. The highest
participative rates were shown by full time middle managers in the 31-35 years brackets.
The study concluded that since majority of organizations in UK were owned by large
shareholders, the employees could not exhibit high organizational citizenship behavior
(commitment) because they did not feel part of the organization.

Critique:The current study compares well with the study by Morris et al.(2006) by

comparing three categories of workers in relation to financial participation levels as well
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as organizational performance. Managers were more inclined to participate in financial
participation schemes while non-managers were reluctant to join these financial schemes.
It would be interesting to find out whether the same results can be replicated in the public

sector in Kenya.

Raul, E., Niels, M., &Natalia, S.(2008). The Development of Employee Financial
Participation in Estonia.Baltic Journal of management, 3(2), 218-231.

Raul et al. (2008) in this study noted that the government of Estonia was more concerned

with other social problems such as unemployment and this relegated participation rights
of employees to second place. The government hoped the tradg. union would address the
issue but they too did not take the initiative. The indu@in which part time
employment was significant were less likely to praefi orm of employee
involvement (participation) than those where full ti @s were dominant in the
work force (Markey et al., 2002). Bhati and Qurgshi ) suggested that managements

might be able to increase the level of co tRgefat Jh the organization by increasing

satisfaction with compensation polick&s a ditions for all workers.

Critique: Members of the m \team have higher chances of financial

participation. This is proba hey enjoy more financial benefits, and an
opportunity to negoti i ive plans. If ordinary employees were provided with
this opportunity, th equally increase their satisfaction levels on financial

participation. Th udy intended to find out if different levels of workers enjoyed
different leve ncial participation.

Role of emp attitude

Castro, B.C., Perinan, M.V., &Buerno J.C. (2008). Transformational leadership and
followers attitudes: The mediating role of psychological empowerment.

International journal of Human Resource Management, 19(10).

In the study Transformational Leadership and Followers’ Attitude, Castro et al. (2008)
studied the mediating role of psychological empowerment and concluded that there is a

powerful positive relationship between psychological empowerment and job satisfaction.
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Workers overall job participation and their satisfaction with pay are higher where they
can voice their views through meetings with employer, independent of unionization.

Participation of this form is also known as employee voice (Petrescu& Simmons, 2008).

Baek, J., & Shim, H. (2010). Psychological Empowerment and Organizational
Commitment: The Moderating Effect of Organizational Learning Culture.
Human Resource Development International,13(4), 425-441.

In this study,Psychological Empowerment and Organizational Commitment, Baek and
Shim (2010) investigated psychological empowerment and found out that it significantly

affected the level of employee’s organizational commitmenta Empowering employees

could result in higher levels of work satisfaction, organizati ommitment and job
performance. Juan et al (2007) supported this by stating t

a higher level of organizational commitment because
m

self-motivated and resilient. Empowered emplo
being more committed to the organization. &9

red employees have
be highly concentrated,

ost likely to reciprocate by

O’brien (1995) carried out a study on<> ee) Jnvolvement in performance improvement
in UK to assess the relationship b loyee commitment and quality performance.
The study concluded that for become committed to quality or any form of
process improvement @er a period of time requires a higher level of personal

involvement. This i there was need to improve the participation schemes in

organizations. R rypand Moberg (2007) in the study ’assessing the impact of job
involvement rmance’, explain job involvement as the degree to which one is

reoggupied with, engaged in and concerned with one’s present job. The
study intended to test the relationship between job involvement and performance in USA.
Data was gathered using field sample combined with a longitudinal design. Hypothesis
was tested using correlation and hierarchical regression. The findings were that self-
reported job involvement by employees correlated with the supervisors’ rating of the
employees’ performance. Bhatti and Qureshi (2007) look at involvement as
individualized autonomy where the employee is given an opportunity to develop in his

job, and make decisions that affect his job. Employee job involvement has been predicted
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to have a significant effect on numerous organizational important outcomes such as job

performance.

Osman, Theresa&Galam, (2011) carried out a study that attempted to explore the extent of
implementation of HR practices among companies in Malaysia and to establish a
relationship between HR practices and firms’ performance.
Stewart,Danford,Richardson,&Pulignano(2010) in Gender, Part-time Employment and
Employee Participation in Australian Workplaces found that workers who had reported
an increase in skills and tasks indicated that contrary to an earlier belief, it was not team
working, participation in problem solving working, flexibility, and change in staffing
level or outsourcing of work that was responsible. What

combination of technological change and utilization of labour.
of new computerized technologies into design and prod@
reflects national patterns in skill demand and the us& puter technology (Jones,

1987). @
There is therefore a link between thg us g%ﬁiterized technologies and the market

demand which is essential to explaip N se in the level of skill of the employees.

Godwin andGyan (1999) opined t<3 organizational structures require higher levels
et Is to successfully utilize strategic processes.

of involvement by middle a@\ :
The study found oup/Hiosg) fi tilizing higher levels of organizational participation

outperformed firms_us

participative style. This relationship appeared consistent

across sma firms and across food service sectors. Godwin-Charles
andHarrigton found out that higher degree of participative management style
resulted IMN\i implementation success, higher overall profitability and financial

performance.Empowered employees have a higher level of organizational commitment
because they tend to be highly concentrated, self-motivated and resilient (Beardwell&
Holden, 1997). Empowered employees are most likely to reciprocate by being more

committed to the organization.

Critique:The current study assumes that empowering employees should be intended to

result into better employee-employer relations, which increases satisfaction and
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commitment. These in turn are expected to raise productivity of workers, leading to the

whole organization’s performance.

Bhati and Qureshi (2007) found there was a positive relationship between employee
participation, job satisfaction, and employee productivity and employee commitment.
This was an indication that employee participation in decision making leads an employee
to perform much better. Vicente, Immaculada, Ana, Escrig-Tena&Bou-Llusar, (2007)
alluded that organizational commitment to employee (OCE) also has a significant impact

on both employee and organizational performance.

Critique: The current study in Kenya will be keen to compare wqth studies which indicate
that different objectives may be attributed to “participatory m ent” even within the

same organization. In addition, different aspects of the pr@ pting a participatory
\Y

style of management may be associated with differen . One of the implications

is that the perceived ‘success’ or ‘failure ‘of ‘pe@d management’ will depend on

the aims attributed to the greater involvemen%
L <
Participation and performance \

Kowalczyk, (2002). Gender, Part Time
Igye articipation In Australian Workplaces.
, 129-150.

ecision-making.

Markey, R., Hodgkinson,

Employment

Markey et rfied out a study which revealed that the culture of non-
participative practices was evident in organization or industries with dominant part time
employees: ns why such employees were not given fair chance for say regarding
workplace change included: decisions having been made by managers, others were made
outside the organization, and in other cases managers never bothered to consult.As
Wagner (1994) pointed out, employee participation practice helps in balancing the
involvement of managers and their subordinates in information processing, decision

making and problem solving endeavors.

Critique: Some studies suggest that employee participation is not necessarily concerned
with increasing staff motivation. However, it may be a strategy which effectively
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capitalizes on expectations among staff throughout the organization that ‘need to feel that

they can contribute to the development of policy and strategy’.

Kagaari, J., Munene, J.C., &Ntaayi, J.M. (2010). Performance management
practices, employee attitudes and managed performance. International
Journal of EducationalManagement, 24(6), 507-530.

Kagaari et al (2010) carried out a study on the relationship between management
practices, attitudes and performance management which has a great deal of semblance

with the current study. The study by Kagaari et al. (2010) relied on self-report measures.

Critique:, In using self-reported measures, bias could have affested the magnitudes of

®

approach, failing to tap

bivariate correlations between the variables. There was ther

g>for complementary
studies as an intervention. The study also dwelled on

salient issues from the respondents.

2.5 Summary of literature @

<
f‘% i¢dl framework that supports the need for

which encourage employee participation in

The general literature has identifie

organizations to adopt managem

loyees as a source of competitive advantage if

a strong link between this autonomy and level of job satisfaction,
erformance of an employee. Past studies discussed here have shown
that the most popular participation models are those that encourage employee autonomy
in determining work processes and innovative use of work teams. Employee development
programs, survey feedback and suggestion systems are some important empowerment
schemes used in modern organizations. Lee (1991) explains empowerment schemes as a
mechanism aimed at empowering employees with more control and influence over the
substance and environment of their work. Management theorists and researchers of all

kinds have emphasized the importance of two-way communication and cooperation
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between management and labour in determining the success of HRM strategy and in

maximizing workplace efficiency.

Team working is suggested to have a positive impact on employees commitment and
performance. Quality circles and problem-solving teams consist of a group of people
coming together from the same work area, performing similar work, who voluntarily meet
on a regular basis to identify, analyze and solve their own work- related problems. Apart
from serving as an expansion of democratic space, use of indirect participation schemes
such as workers union, JCC and worker directors brings efficiency, and the right to
influence decisions (Grant & Jordan, 2004). Union membership has generally fallen

because traditional collective bargaining does not appeal to dst workers, but workers
still want a voice in the workplace. @

Financial  participation  involves  giving @byee a  shareholder
status.Financialparticipation on the other hand, to the duo of Summers and

Hyman (2005) concerns flexibility of pay, w element of remuneration varies with
profitability or other appropriate perf%ma% es.It is considered to have very low
levels in the public sector. The ai al participation schemes is to encourage
staff involvement in the organizati %mance and therefore improve motivation and
commitment. This suggests @ es may be indirect triggers of performance.
Several studies stron W organizations with high engagement levels have been
found to outperform competitors (Cheril&Redfern, 2010; Allen , Shore &Griffeth,
2003).

2.6 Rese Gaps

According to the literature reviewed, increased discretion often follows from participating
in self-managed teams, while the incentives are usually financial, and sufficient skills are
achieved through employee empowerment. The literature suggested that further research
should be carried out to determine levels of participatory management practices used in
various companies in different environments and their influence on the organization’s
performance. This study responded to this challenge by investigating the level of
participation within a different environment of public sector in a developing country,
Kenya.
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Taking the economic context, a number of studies indicated that economic or business
needs and necessity were a principal driving force behind organizational support for
participation schemes. The study was based on the assumption that participation would
engender employee attitude changes in favour of management goals and thus achieve
improved performance levels. Godwin and Gyan (1999) suggested that firms with higher
levels of employee participation, and more flexible organizational systems outperform
firms that do not have high levels of both flexible work design, and employee
participation. The intended study made an attempt to confirm whether the same applies to
state corporations in Kenya. This study further intended to look at various forms of
employee voice which are discussed under direct, indirect and financial participation

}. mld use them more as a

schemes, and find out whether employees in the public sector
means to enhance performance. The study examined the leve
participation schemes and practices among managem her staff members, how

well these practices are utilized and whether articipants are able to relate

participation with individual employee’ 'S performance. Self-reported

performance level by ordinary employees S supervisors provide the proposed
study with an opportunity to inv% i d compare these important levels of
participants in the study. Besid Ining whether organizations that encourage
employees to participate in de¢isy are better performers than those that do not,
it was to identify t 0 lar employee participation schemes in the state

corporations in Ken

Bhatti and 2087) investigated the relationship between employee participation,
ommitment and productivity through questionnaires delivered to
various industries. The study found significant relationships between
these factors. It recommended that future studies related to participation could focus on
interviewing employees to determine their perceptions of management’s ability to address
issues of participation. This study attempted to investigate employee perceptions about

management commitment to employee participation.

This study sought to explore select participation schemes in state corporations as
alternatives to collective bargaining which is usually carried out between employers and

trade unions. Numerous studies have examined the relationship between employee
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participation schemes and firm performance (Wagner, 1994; O’Brien, 1995;
Bhatti&Qureshi, 2007; White et al., 2003; Biswas&Varma, 2007; Sharkie, 2009; Osman
et al.,, 2011; Robert, 2011). Other studies have investigated the relationship between
employee participation, as well as behavior outcomes of individual employees such as job
satisfaction and organizational citizenship behavior (Biswas&Varma., 2007; Stewart et
al., 2010; Rees & Porter, 1998; Rodrigues, 1994; Kay,Allan& Andrew, 2005;
Sukirno&Sununta, 2011; Bhatti&Qureshi, 2007; Osman et al. 2011; Markey et al. 2002;
Ton, 2005; Summers & Hyman, 2005). Previous studies have indicated that trade unions’
collective bargaining has been useful in extra-role performance and not in-role

performance. This study intended to investigate both in-role and extra role performance.

In Kenya, no other study had been carried out to invegtigate use of employee
participation and the intervening effect of employee attitude o 2lationship between
various participation schemes and organizational per Ce) in state corporations in

Kenya.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.0 Introduction

This section describes the procedures followed in conducting the study.The research
design of the study, population, sample and sampling frame are explained. Data collection
method and procedure, instruments of data collection, data processing and analysis are

also discussed in this section.

3.1 Research Philosophy

This study was guided by a research philosophy. Res ophy relates to the
development of knowledge and the nature of that Two broad branches of

philosophy are ontology and epistemology s,Lewis &Thornhill, 2009).
wledge in a field of study. This

Epistemology concerns what constitutes acc‘%’ﬁI
study was guided by the epistemolo% br, losophy, and utilized the perspective

of interpretivism. Interpretivism ag 5% t it is necessary for the researcher to
" our role as social actors. It emphasizes on

understand differences between
carrying out research amon
which is the work .
management resear
It is appropgiat
complexaand > They are a function of a particular set of circumstances and

individual g together at a specific time (Saunders et al., 2009).

3.2 Research Design

A research design is the overall plan for relating the conceptual research problemto

relevant and practicable empirical research (Ghauri&Gronhaug, 2008). It serves as a

blueprint for collection, measurement, analysis of data and also a plan to obtain answers

to research questions (Cooper & Schindler, 2008). This study was a descriptive survey

research. Descriptive survey is used to describe phenomena or characteristics associated

with a subject population (Blumberg, Cooper & Schindler, 2011). Survey strategy is most
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frequently used to answer who, what, where, ’how much’ and *how many’ questions
(Saunders, Lewis &Thornhill, 2009). Descriptive research estimates the proportions of a
population with characteristics associated with the population and is used to determine the
associations among different variables (Blumberg, Cooper & Schindler, 2011).

It employed survey strategy, which allows one to collect quantitative data which can then
be analyzed quantitatively using descriptive and inferential statistics. Survey strategy is
more popular with descriptive and explanatory research (Saunders, et al., 2009). The data
collected using survey strategy can be used to suggest possible reasons for particular
relationships between variables and to produce models of these relationships.It was

therefore appropriate in trying to establish the role of employee\articipation schemes in

promoting performance of state corporations in Kenya. Infor egarding profile of

the organization was sought from select ordinary empl ine managers in the
state corporations.Rees and Porter (1998) in the Ssdy~Employee participation and
Managerial style recommended that schemes yee participation need to be
designed and operated in a way that t% orce line management and not

undermining it. The study adopted &cr jonal approach, where investigation was
carried out across all sectors of st ns in Kenya. Kagaari et al. (2010) used a
similar approach to investigate of various universities in Uganda.

3.3 Population

Population is th gooup of individuals, events or objects with similar observable
ri, 2004). The study was carried out among employees working in

in Kenya. These corporations were selected from a list of state

corporations that participated in performance contracting exercise in 2010/ 2011, with a
population of 86,878 workers. These corporations are grouped into various functional
categories, namely: training and research institutions, commercial and manufacturing,
financial institutions, regulatory bodies, regional development bodies, public universities,
tertiary institutions and general service providers. These are affiliated to relevant parent

ministries.

The choice of this population was informed by the fact that state corporations lie between
purely commercial enterprises and purely social service providers. State corporations in
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Kenya are also governed under state corporations Act, which makes uniform policies for
the running of its functions. This makes the group rather homogeneous, and therefore

more appropriate for this study.

Target population is the group of interest that the researcher intends to use in which he
selects the units of observation from (Saunders et al, 2003). The target population for this
study comprised all state corporations in Kenya that participated in performance contract
in 2010/2011 financial year. Employees in twenty selected state corporations were used

for the study.

Targeted respondents included employees with management pgxtfolio and those with jobs

that would allow them the opportunity to participate in decisi ing. In this study the

employee category includes ordinary employees, su nd line managers.

Supervisors are assumed to be members of lower lev ent with relatively little
management skills. Line managers form mainly t ry of middle level managers in

state corporations.

3.4 Sampling Frame O\%

The sampling frame used in thi the list of state corporations in Kenya which

participated in performaneg ing<eXercise in 2010/2011 (Appendix 4). The list was
availed from record 2011 performance evaluation report for public agencies
released by the Office 0 \ e Prime Minister in March, 2012. Sampling is the process of

selecting a of8ubjects or individuals for a study in a way that the selected

individ represent the large group from which they were selected. Sampling saves on
time, effort ost (Saunders et al., 2003).Sampling frame is a complete list of all the
cases in the population from which your sample will be drawn (Saunders et al., 2003). If
the sample is to be representative of the population, it is essential that the sampling frame

include all (or nearly all) members of the population (Babbie, 2010).

3.5 Sample Size and Sampling Technique

A total of 378 respondents in 20 select state corporations were identified for the study.
Table 3.1 shows a sample of 20 state corporations. This number was obtained through the
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guidance of table 1 in Appendix 3 (Tables for finding a base Sample size). The 20 state
corporations were then distributed proportionately depending on the number of
corporations across the 8 categories of state corporations, resulting to 378 respondents. A
sample is the number of subjects, items or cases that are selected from the accessible
population (Kothari, 2004). An optimum sample is one that fulfils the requirements of
efficiency, representativeness, reliability and flexibility. A sample at the range of 10% for
large populations and 30% for small populations is acceptable (Mugenda&Mugenda,
2008; Saunders et al., 2003). A sample size of 10% was considered adequate for this
study due to the high level of homogeneity in the state corporations’ organization and

management.

Multi stage sampling was utilized by randomly selecting the Qrporations in stage
one. The sample of corporations was derived from a list o porations. During stage
Thi&G

two, probability proportional to size (PPS) was utiliz here the selected sample

of state corporations was distributed proportion g the eight categories of state
corporations in Kenya. During stage three, w of HR officers, respondents from
the select state corporations were <dentifi determined using a simple random

sampling procedure. In order to gi N te corporation and individuals working in
them a chance to participate i ultistage sampling was found to be the most

appropriate for this stud

&

elected clusters in stage three (Babbie, 2010).

n I Sta uster sampling we begin by selecting a sample

of the clusters, ther ake a list of elements in stage two, and select a sample of

elements from eac
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Table 3.1: Sampling frame &sample size for state corporations

Category No. Sample size
(10%0)
Public universities 20 2
Commercial/manufacturing 30 3
Services 51 5
Regulatory 36 4
Training & Research 13 2
Financial 16 2
Tertiary education 06 1
Regional development 06 1

Total 178 &@

Source: ROK; Performance Evaluation Rep @1

observation while state corpg d the unit of analysis. The employees were

identified or picked rangdem| fficer from among employees with potential for

In the study, a sample of employees ®Was rom among individual employees with
potential for participation in 7 These employees formed the unit of
)
participation in the Qfg in each select organization. In total, 378 subjects were
expected to provi pOnses to this study across 20 state corporations in Kenya. HR
officers wer to“have bias in employee category and gender. Line managers and
supervisefs, have )been identified as reliable subjects to provide more accurate and
unbiased res es because they keep records of employee performance appraisal reports
(Adsit et al., 1996). On gender, the HR officers were requested to identify equal

representation of female and male respondents where possible.
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An equation for determining final sample size is explained in Fig.3.1:

_ p(1-p) _
T p(l-p;
Agat /n

Where:

n = Sample size required

N= Number of people in the population

P=Estimated variance in population, as a decimal:(0.5 for =3’Tor70-30)
A=Precision desired, expressed as a decimal (i.e., %0.1 for3%,5%,10%)

Z= Based on confidence level: 1.96 for 95 g%nce, 1.6449 for 90% confidence, and

2.5758 for 99%) O\

R= Estimated response rate, as )
P 728
VY c/
Figure 3.1: Equatiof')te ing Final sample size
Using this fo m@: estimated variance of 0.5, a population of 86,000 workers in

jons, precision desired being 10%, a confidence level of 95% and an

(@)

rate of 75%, the study was able to get a sample size of 378 subjects.

3.6 Data Collection instrument

The study utilized a questionnaire to collect primary data (Appendix1). A questionnaire
was found to be appropriate for this study since it gives respondents an opportunity to

express their views more objectively(Kothari,2004).
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The questionnaire was divided into two parts, as follows:

i)  Part one: General information of respondents, organization’s profile and employee
participation strategies in the organization.

i)  Part Two: structured and open-ended questions in six (6) sections:

A-Individualized direct participation; B-Team-based direct participation; C-Indirect
participation; D-Financial participation; E-Employee Attitude and F-Organizational

performance.

Secondary data was obtained from periodicals, journals and other relevant materials

available in the internet as well as from the physical library. This was meant to justify,

support and enrich the information gathered by use of the questi

The information the data collection instrument interQ&d er included the level of

employee participation in information sharing,@ ssing and decision making;
both individually and as members of work % ell as perceptions on the level of
representation in the decision makinglorg organization. It also sought to find out
the level of employee involvemen % ated and financial schemes, and how well

the organization utilizes its hu Q gs as a source of its competitive advantage.The

because neu esponses will not be objectively used to make a decision or conclusion.

Kagaari et al. (2010)used a similar scale with success.
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Table 3.2: Measurement of variables

VARIABLES OBJECTIVES INDICATORS/SOURCES Q-
ITEM

Independent: To establish whether e Survey feedback A
i)Individual-  individual-based direct e Suggestive schemes
based direct  participation schemes
Participation have a significant positive  (uan etal, 2007 Lee, 1991;
schemes influence on the Cook & Wall, 1980; Nyhan, 2000

performance of state » Huselid, 1995)

corporations in Kenya.
i) Team- To determine whether e Quality circles B
based direct  team-based direct e Problem @ groups
participation participation schemes
schemes have a significant positive (SL@ Hyman, 2005

6l oo on the % 995; Juan et al, 2007)

performance of the e%

corporations in K @K
iii)Indirect To find out w, e Worker directors C
Participation indirectpart ti e Works councils
schemes sché avean effecton o jCC

{"\ performance in o Unjon/Management activities

Re\pubfic corporations in
enya. (Budd, 2004; Gollan, 2006)

iv)Financia 0 establish whether e Individual incentive plans D

participation  financial participation

schemes schemes have a significant
positive influence on
performance of the public
sector corporations in

Kenya.

e Profit sharing
e Bonus

e Performance- related pay

(Wright, et al. 2006;
Biswas&Varma, 2007)
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Mediator: To determine whether Kagaari et al (2010)
employee attitude
SREE mediates the relationship
ST between use of
participation schemes and
performance of the
organization
Dependent: Main objective: To Efficiency; effectiveness; goal
investigate the accomplishment; profitability;
relationship between economy; accuracy ;
Performance employee participation outcome/results;
schemes and performance quantity(RO chetal.
of state corporations in 1999; Kagal , 2010; Lee,
Kenya. 1991; Atk et aln1996; Medlin &
9; Godwin &Gyan,
. f/l\ evesque (1993)

3.7 Procedure for data collection

Two assistants were recruite : eeglto familiarize themselves with the study, and to
consequently assist n the-exercise of collecting data in the state corporations. A

pilot study was cagriet\ €ut shortly thereafter. The chief investigator (CI) contacted the

managementg\oR the selected state corporations either by letter or telephone to be

granted permis conduct research in their organizations.A letter of transmittal was

provided t In the purpose of the survey and to also state that participation in the
study was voluntary and assured all participants of confidentiality.Once authority to
conduct the study was granted, questionnaires were delivered to the twenty selected
corporations. Questionnaires were submitted to each corporation through a ‘Drop and
Pick later’ procedure. Respondents were expected to complete the questionnaires between
one and two weeks’ period. However, the CI and assistants completed the collection of

data in two and a half months.
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3.8 Pilot Test

A pilot study or pre-test was carried out among two levels of management and ordinary
employees in two select organizations. The pilot study was used to test the validity,
reliability and practicality of the instrument. Information gathered during the pre-testing
was used to revise the instrument.A pilot test helps to determine the validity and
reliability of the data collection instrument (Bryman& Bell, 2011). It also assists in
designing the main survey and serve as a precaution against unnoticed errors in the plan
for the main survey (Rukwaru, 2007). It further indicates whether any important questions
have been omitted and gives an opportunity to collect other comments that may be
(Connolly &McGing,

the instrument

Q

relevant to the questionnaire and subsequently the evaluat
2007).1t helps to identify the clarity and ease o0
(Mugenda&Mugenda, 2008). It also helps to identir)@ +¢7 Or annoying items,
confusing or biased items which need to be modifiﬁ ed (Connolly &McGing,
2007).

3.8.1Validityof the instrument éﬁ

The study observed various pre Mies done in the area of participation and

performance of organizations of recent studies on the area of the study, and
the results obtained fr es was made to help ascertain the concurrent validity
of the research inst . opinion was also sought from the research supervisors.
Validity indicat ee to which an instrument measures what it is supposed to
measure (Bry ell, 2011; Saunders et al., 2009).The instrument in this case was
scrutiniz find/ out whether it addressed all possible areas it was intended to measure,

ensure its completeness, accuracy and appropriateness. There are various types of validity
that need to be measured. Content validity refers to the extent to which the measurement
devices provide adequate coverage of the investigative questions (Saunders et al., 2009).
Face or content validity is ascertained by seeking the opinion of experienced people like
the supervisors. Bryman& Bell, (2011) advised researchers to seek the opinions of experts
in an area of study as a way of checking the content validity of a research instrument. A

recent study may provide insight into a relationship between two variables; which could
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then be used to prove the construct validity of the current study instrument (Kagaari et al.,
2010).

3.8.2 Reliability of the instrument

In this study, Cronbach Alpha coefficient was computed using statistical packages for
social sciences (SPSS) to determine how items correlated among themselves. Cronbach’s
alpha was used to test the reliability of the measures in the questionnaire. Kunder-
Richerdson (K-R 20) formula was used to assess the internal consistency of the

instrument. K-R method uses the following formula/equation:

KR20 = (k)(s” s )(s ) (K1)

Where: @
KRzo = Reliability coefficient of internal consistency &

K=Number of items used to measure the concept @

SZ=Variance of all scores o %&9

S2 Variance of individual items \

SPSS version 17 program w. ol of analysis to test the relationship between
the dependent variab r independent variables as well as the intervening
variables. Cronbach e of reliability coefficient value of .70 or higher is
considered as u icient (Nunally, 1978; Paton, 2002; Sekaran, 2003). In this

study, the coeffisientyalues were above .70 implying that the instrument was sufficiently

reliable f easyyement.

Reliability is the extent to which a measuring instrument contains variable errors
(Nachmias&Nachmias, 2008).A measuring instrument is reliable if it provides consistent
results. On practicality, the characteristics of a measuring instrument can be judged in
terms of economy, convenience and interpretability (Kothari, 2004). Cronbach alpha is
the most commonly used coefficient of internal consistency and is computed using the

following formula:

Alpha= Nr + [1+r(N-1)]
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3.9 Data Processing and Analysis

Questionnaires received were referenced, and items or responses in the questionnaire
tabulated and coded in order to make the data actionable. After questionnaires had been
administered, the mass of raw data collected was systematically organized in order to
facilitate analysis. Both quantitative and qualitative data analysis was done using SPSS

for windows version 17.
3.9.1 Factor Analysis

Factor analysis was administered on data collected addressing the relationship between

participation schemes and performance in state corporations.‘ ns and Burns (2008)

indicate that factor analysis is a major technique in multivaria p8tics and has a vital
task in demonstrating which variables clump together t f@ver-ordinate variables.
Factor analysis is a complex algebraic method for %I the general dimensions or
factors that exist within a set of concrete /@ y use of a computer (Babbie,
2010). It is a statistical technique used for % ers of variables to establish whether
there is a tendency for groups of tr<1> %nterrelated (Cooper & Schindler, 2006;
Bryman& Bell,2011).

Generally, a variable will or@ to a factor if it has a factor loading for that

factor of at least 0.5 berg, 2011). Indicators that seem to highly correlate

with each other are gether. Factor loading greater than .30 is considered to
meet the minim dings of .40 is considered more important and that of .50 and
above is considgket\wery significant.

3.9.2 Descri Analysis

This study utilized descriptive statistics to determine frequencies and percentages
(analyzed using SPSS). Employee participation was measured with modified items
adapted from a scale originally developed by Nyhan (2000). Scores ranged from 1-4 with
4 indicating strong agreement with the statement. It was also adapted from Godwin and
Gyan (1999). Employee performance was measured using Lynch et al. (1999) employee
performance scale which also comprised items that measured in—role performance. In this

approach, participants indicated the most appropriate response in a range of 1 (strongly
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disagree) to 4 (strongly agree). This was mainly borrowed from a study by

Biswas&Varma (2007). Data was presented in form of graphs, tables and percentages..
3.9.4 Correlation Analysis

The relationships between variables were determined by use ofcorrelation and regression
for all the variables. Correlation is a technique used to analyze the degree of relationship
between two variables. It helps in determining the strength and direction of association
between two variables which in turn helps to select variables for further statistical
analysis such as regression analysis(Walliman, 2005; Burns & Burns, 2008; Kremelberg,
2011).

Scatter Plot

Scatter plots were utilized in the study to give summ & of bivariate data usually

drawn before working out a linear correlation& I; t or fitting a regression line
Scatter plots are essential for understandi hestationships between variables, by

providing a means for visual inspe€tio ta that a list of values for two cannot
(Cooper & Schindler, 2006). It gi visual picture of the relationship between
two variables and also aids the-i jon of the correlation coefficient or regression
model. @

Pearson Correlatiq ficient

Pearson’s co coefficient (Pearson’s r) is utilized to measure the extent of

interdependence petween two variables. It is commonly used as a measure of strength of

association between two variables. The equation for Pearson’s r is:

cov(y,x)  SXE-XDOFE-NIN  SE-XF-T)

P = = — = = — =
\/var(y)*var(X) \/Z(J:E—X)QZ(}‘E—Y)UN*N \/Z(XE—X)EZ(E—F)Q

Pearson’s correlation was therefore appropriate to analyze the significance of the

correlation between use of employee participation schemes and organizational
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performance. Pearson’s correlation analysis was also applied in this study to assess

whether the associations suggested in the hypothesis would be linear (positive).
Partial Correlation

The effect of employee attitude on the performance of state corporations was established
by computation of partial correlation coefficient. Partial correlation measures separately
the relationship between two variables in such a way that the effects of other related
variables are eliminated. Therefore the intervening effect of employee attitude between
each independent variable and the dependent variable (state corporations performance)
was computed by controlling, or holding the intervening vagiable (employee attitude)

constant.

3.9.5 Regression Analysis @
%

After correlation analysis, data was further subje@2 ression analysis. This is a type
of analysis that is used when a researché:&? sted in finding out whether an

variable (Mugenda&Mugenda, 2008). In
d to find the level of relationship between

independent variable predicts a giverCdg

this study, regression and correlati

the variables: employee p schemes and organizational performance.
Regression analysis was-tse
between independen
analysis by determyj
between 0.5 s strong relationship between the variables. The relationship is
f

applied to te ether the independent variables predicted the dependent variable.

weak if valu is less than 0.3. Multiple linear regression analysis was therefore

T-test

T-test was used to test the differences in gender and the significance of individual
variables. T-test tool tests the differences between two groups on some continuous
dependent variable (such as comparing participation levels between males and females in
a population), while analysis of variance (ANOVA) tests the differences between more
than two groups on some continuous dependent variable (Kremelberg, 2011). A t-test
determines the significance of individual variables.
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Analysis of Variance (ANOVA)

ANOVA was utilized to test the differences and compare participation levels as well as
performance between categories of staff as well as categories of state corporations.
ANOVA was therefore useful in testing the difference of means between three
participating categories of employees: managers, supervisory staff and ordinary
employees, on participation and performance of state corporations. ANOVA was further
carried out to test the difference of means between eight categories of state corporations.
It further tested the significance of the overall model. While t-test relies on the t statistic,
the ANOVA uses F statistic or F-test. Both t-test and ANOVA may be used when
Burns, 2008). It is a data
ifferences between 2
ugenda, 2008).

comparing two groups, since they give similar results (Burns

analysis procedure used to determine whether there are signifi

or more groups or samples at selected probability levels (

ANOVA consists of calculations that provide infg n apout the levels of variability

within a regression model and forms a b% test “of significance. It is used to

determine the impact independent varightes on the dependent variable in a
regression model. ANOVA is like a g%x egh version of t-test.

Assumptions of ANOVA test -
normally distributed. Tweyt

ation from which the samples are drawn are
i8R from which the samples are drawn have equal

variances.

Normality Test

test whether the distribution of scores was normal in this study. The
test was to ine whether the obtained distribution as a whole deviated from a normal
distribution, with the same mean and standard deviation. Kolmogorov- Smirnov test of
normality was utilized by using SPSS software to get a Q-Q plot. Q-Q plot is a plot of
percentiles of the standard normal distribution against the corresponding percentiles of
the observed data. If the observations follow approximately a normal distribution, the
resulting plot should be roughly a straight line with a positive slope. Q-Q plot is used to
show how obtained scores deviate from the normal distribution, with the normal
distribution shown as a straight line (Burns & Burns, 2008). It provides a quick way to get
a feel of whether data is normally distributed (Kremelberg, 2011). A normality test was
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used to fit a multiple regression model and for the fit to be done, the dependent variable

required to be normally distributed.

3.9.6Research Model

The study conducted a multiple regression analysis using two statistical models. One
model with the intervening (mediator) variable, and the other without the intervening
variable. Multiple regression models attempt to determine whether a group of variables
predict a given dependent variable (Bryman& Bell, 2011; Babbie, 2010).This model was
adopted because the study had more than one variable. This test checked the significance

of the whole regression model with the prediction that the iptervening variable would

mediate the relationship between independent and depend lables.Kagaari et al

(2010) argued that according to Baron and Kenny (1986 mediation occurs if:

independent variables must affect the mediator in uation; the independent

variable must be shown to affect the depende rable in the second equation; the
mediator must affect the dependent variablé thyrd equation; and the independent
variable must no longer be significargin i uation. Statistical package for social

sciences (SPSS) analyzer was utilize

% ysis of this data.

The first model showing incl ervening variable is as follows:

Y:B()'f'Ble‘f‘BzXz-f—
Where:

Y = Orgaqizati formance (dependent variable)

X1 = Use of direct individual-based participation (independent variable)
X, = Use of direct team-based participation (independent variable)

X3 = use of indirect participation (independent variable)

X4 = Use of financial participation (independent variable)

Xs = Employee attitude (intervening/mediator variable)
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Bo = Constant of intercept

B1, B2, P3, P4 and Ps = regression coefficients

€ = the error

Figure 3.2: Research statistical model with the intervening variable.

Equation 2 Regression model

Y=PBot+ B1 X1+ P2 Xo+P3 X3+ PaXa+ €

Where:
Y = Organization's performance (dependent variable)

X1 = Use of direct individual-based participation (ind@riable)

X, = Use of direct team-based participation (inde riable)

X3 = use of indirect participation (ind<e>pen iaple)
X4 = Use of financial participation (ig @variable)
Bo = Constant of intercept

B1, B2, B3, and P4 = re ients

¢ =the error

Figure 3.3: @Model without the intervening/Mediator Variable

Note:

1. P is a constant which is the value of dependent variable when all the independent
variables are 0.
2. Pi1-n is the regression coefficients or change induced by x1,x2,x3,x4..on Y. (It

determines how much each variable (X3,X2,X3,X4, and Xs) contribute to Y.

¢ is the error of prediction.
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CHAPTER FOUR
DATA ANALYSIS, FINDINGS AND DISCUSSION
4.1 Introduction

The chapter presents empirical findings of relationships between variables using
techniques identified in chapter three. Perceptual measures were used to gauge the
dimensions of participation schemes identified as independent variables, employee
attitude and performance of individuals as well as organizational performance.

Descriptive and inferential statistics were utilized on all variables of the study.

First the analysis of the sample characteristics are presented, t exfindings and results
of both the preliminary analysis of data and analysis, t@ istics and discussion of
variables in the conceptual framework are provided& i
creating frequency tables, diagrams that show fr@

to establish relationships between variables. &9

<o

Results for Construct validity and iy tests, partial correlation and regression
analysis are provided. Pearson 0 coefficient was computed to determine the

relationships between varia

ive analysis was used in

occurrence and used statistics

s4tudy and test whether there were significant

relationships. The s"zra rnishes some visual impression of the relationship

between two sets easures. Multiple regression analysis used ANOVA tests to

determine theninfitien Independent variables in predicting the dependent variable.

4.2 Prelimrary Study/Background Information
4.2.1 Response Rate

The study was conducted in 5 Counties:lIsiolo, Meru, Embu, Nairobi and Mombasa,
covering 20 state corporations. The number of questionnaires administered was 400. Each
questionnaire was accompanied by a cover letter providing explanations and an assurance
that all individual responses would be treated as confidential. Out of the 400
questionnaires that sought responses from state corporation’s staff, 348 questionnaires

were returned, screened and considered complete and valid, and therefore were used for
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analysis. The response rate of 87% attained in this study was therefore quite adequate for
analysis. According to Babbie (2010), a response rate of 50% and above is adequate for

analysis.

Bars show Percent

FEMALE gender MALE @
Figure4.1: Response by gender @

Male respondents were 173 (49.7<g/o) le 175 (50.3%).This was a good
distribution, showing a fair balance s his further shows that the public sector

a mean difference 75.Team based direct participation indicated a mean difference
of 1.6395,

organizational

participation indicated 0.0357,financial 2.1697 and

owhance had a mean difference of 1.727(See Appendix VI)
Categories of State Corporations

State corporations participated in the study in the following proportions:Services(25.3%),
regulatory  bodies(19.5%), Commercial &  Manufacturing (17%), Public
universities(11.5%), Training and Research institutions(8.9%),Financial institutions(8%),

Tertiary education(5.2%) and ,Regional development(4.6%).
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Table 4.1: Response by category of state corporation

Category Freq % Valid % Cuml %
Financial 28 8.0 8.0 8.0
Commercial/ Manufacture 59 17.0 17.0 25.0
Service 88 25.3 25.3 50.3
Training And Research 31 8.9 8.9 59.2
Regional Development 16 4.6 4.6 63.8
Public University 40 115 115 75.3
Tertiary Education / Training 18 5.2 5.2 80.5
Regulatory 68 195 19.5 100.0
Total 348 100.0 Q 100.0
A~

O\/

Saunders et al (2009) notes that use of cont{ @Ies is the best method of finding
specific data values. &
O\( %

Response by Category of staff g
Forty Seven managers, one and/twenty one supervisors, and one hundred and

ated in the study as respondents. Murphy and Southey

eighty ordinary emp, art
(2003) noted that

determines anteno

J

official position that an individual occupies in the organization
evel to make decisions and innovations. Such individuals also
have a t of g8cess to people who need to be influenced (Legge, 1995). A research
done by C dicated that line managers are the most important to implement the
employee involvement and practice. Line managers spend a lot of time communicating
with employees. The line managers are the best persons in explaining the variation in
both job satisfaction and discretionary behavior which is helpful in developing

commitment in the organization (CIPD, 2009).

According to Judge and Gennard (2005) the main reason for the failure of employee's

involvement is the attitude of the middle and lower management. They further indicated
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that middle and lower management fail to support the scheme because they felt it would

make them lose power to control employees.

Bars show Percent

Percent

0.0% T T T
MANAGERIAL SUPERVISORY — ORDINARY
STAFF STAFF
Category of staff {\!?

Figure 4.2: Response by Category of staff ?@
. . <
4.3 Descriptive Statistics \%

4.3.0 Introduction

This section sough

(independent V. employee attitude(intervening variable) and
performancefdependentiyariable) of state corporations in Kenya. Descriptive statistics are
statistical_compuXations describing either the characteristics of a sample or the
relationshi g variables in a sample (Babbie, 2010). These statistics merely
summarize a set of sample observations, whereas inferential statistics move beyond the
description of specific observations to make inferences about the larger population from

which the sample observations were drawn.
4.3.1Use of Direct Individual-Based Participation Schemes

These include employee participating in attitude survey, selection of tools, equipment and
materials to use, designing work plans, use of suggestion schemes, autonomy in

determining work processes, and other empowerment programs utilized in influencing
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decisions in the department or work unit.Organizations and industries are realizing the
importance of encouraging a two-way communication system that is seen as a key driver
of employee participation in those organizations. A well-crafted employee engagement
survey enables an understanding of current levels of engagement (Pritchard, 2008).

Participation in Employee Attitude Survey

The question sought to find out if the respondents had participated in employee attitude
survey in the organization within the previous three years. 54% of the respondents agreed
to have participated in employee attitude survey, while 46% indicated that they did not.
This result corroborate findings of a study by Juan et al. (2007) which found survey feedback
as the most widely used method of direct participation schemes # organizations. In the
study, The Use of Employee Participation in USA and Spani es, Juan et al. (2007),
it concluded that survey feedback was the most widel od of direct participation
scheme in USA organizations, with over 60 perc %t. Attitude surveys examine a
variety of attitudes and behaviours, such a @inions, values, expectations and
satisfaction (Bartlet, 1994).Emp|oyee<>inv@&§:ﬁrovides employees the opportunity to
use their private information, which I to better decisions for the organization

d (2006) argued that government and firm

managements needed to supp@"‘ ;} giving them certain levels of autonomy.

Managers Feedback Reir Subordinates

This item so find” out whether those in the management positions were providing
honest back {q their subordinates. 76.5% of the respondents agreed that their seniors
gave them h feedback on their performance. 23.5 % indicated that managers did not
provide feedback. According to Adsit et al. (1996) members of an organization can use
this system to defend their performance. Mueller (2012) cited FitzRoy and Kraft (1985)
who postulates that the most competent managers are able to install effective
communication without the need for a works council. People even do better when they
get feedback on how well they are progressing towards their goals. Medlin and Green
(2009) found that feedback guides behavior. There is need for managers to enhance levels

of employee optimism about their work and organization (Kagaari et al., 2010). Kobia
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and Mohammed (2006) also noted that top management competencies and participatory

approach to decision making was crucial for good performance of civil service in Kenya.
Determination of Work Schedule and Work Plans

Respondents who agreed that they do participate in developing work-plans and
determining their work schedules were 75% while 25% felt that members of their
organizations did not have autonomy to determine their work schedules or developing
work plans. This means that majority of respondents have opportunities to develop these
work instruments, and for the minority (25%), work-plans were developed by their
supervisors, while they only followed instructions. A study byAMedlin and Green (2009)
found that goal setting positively impacts on employe agement, employee

engagement positively impacts optimism and optimism W@ vidual performance.

When people participate in setting their own go eem to perform better

(Summers& Hyman, 2005). Goal commitment is i occur when goals are self-set,
rather than assigned (Robbins & Judge, 200 ent must possess both leadership
and motivational skills, in order to get on board with plans (Beitelspacher,
Richey & Reynolds, 2011). \

ParticipationIn Selection Of, \ ment And Materials.

&

ondents were involved in selecting materials they used in their

On selection of workl
found out that 72%

aterials or equipment for individual employees, the study

orted that they never participated in selection of materials and tools
b units. This is one way of giving employees an opportunity to engage
and creativity for future performance improvements (Kobia &
Mohammed, 2006). The duo further argue that timeliness in availing resources is crucial;
when resources are availed late, or not at all, workers get frustrated, and this adversely

affects performance in the organization.

Motivation To Influence What Goes On In The Department

This question sought to establish whether supervisors and senior managers supported and

motivated subordinates to play a bigger role in influencing processes and decisions made
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in their units or departments. 21.3 % of respondents strongly agreed and 54.9% agreed,
making the number that supported the statement to stand at 76.2%. 23.8% disagreed,
indicating that members of their organizations did not get a lot of support to influence
decisions in their departments. Tseng (2010) indicated that more formalized companies
usually possess formalized controls and processes, and thus they have better developed
corporate performance because of its effective management. Kay et al (2005) in their
study Employee perceptions on empowerment found out that the strict health and safety
regulations under which construction workers operated limited their freedom to influence

the work that they undertook.

Employee Career Development Support

Respondents’ opinion was sought on whether managemest=i corporations openly
discussed the career development of their subordinatg$: ult indicated that 66.1%

agreed that their state corporations had manage supported career development
of their staff, with 22% strongly agreeing. 3%%@; eed. In practice the support may
not be financial. In Kenya most Wgrke% ed to seek further training by the
u

employer as self-sponsored learners. is interms of time allowed to participate

in training on part-time basis whil¢ ﬁing for the organization.

Discussion On Work eg , Superiors

The question sought to exami hether employees in state corporations held discussions with

rvisors regarding individual work progress. A great number of
0) agreed that they held such discussions with 23.3% strongly agreeing
and 58.6% a
work progress with superiors, whereby 13.5% disagreed and only 4.6% strongly

ng. Only 18.1% of respondents indicated non-participation in discussing

disagreed. This is considered as part of empowering individuals. Managers need to create
a conducive environment for employees to feel free to make their contributions (Ton,
2005).This is common in most state organizations in Kenya. It is one of the prescriptions

given to state agencies by the government during performance contracting planning.
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Useof Suggestion Systems inthe Organization

Respondents were asked to state whether employees in their organizations regularly used
suggestion systems, such as suggestion boxes to air their views, complaints or
compliments. An overwhelming majority (73.3%) indicated that suggestion systems were
in use in state corporations whereby 17.0% strongly agreed, while 56.3% agreed. Only
26.7% respondents indicated that they did not use suggestion systems in their
organizations; whereby14.3% disagreed and 12.4% strongly disagreed. This level of
positive response is supported by Juan et al. (2007) who found out that inviting the
contribution of employees helps create effective and efficient managers. When employees
are given the opportunities of contributing their ideas and suggéstions in decision making,

Feedback after Giving Suggestions

Respondents’ opinion was sought on whet g%ements in state corporations provided
feedback to employees after the em% e their suggestions to the organization.
The result indicated that the maj agreed, whereby 12.4% strongly agreed and
48.6% agreed. The minority agreed that managements gave them feedback.
Among these, 24.1% d 14.9% strongly disagreed. It is important that
employees get to k 1S going on in an organization so that they can use the
knowledge that r {Mpe organization to its fullest potential (Bhatti&Qureshi, 2008).

Autonofinto Detgrmine Work Methods inthe Organization

Respondent nion was sought on whether managements of various state corporations
gave their subordinates freedom to determine how they did work in their units. A slight
minority of 49.4% agreed that organizations gave them some autonomy to determine how
they did their work. 12.9% strongly agreed, 36.5% agreed. A slight majority (50.6%)
opposed that there was autonomy granted to employees to determine how their work was
to be done. Out of this majority, 37.1% disagreed and 13.5% strongly disagreed. Wang et
al. (2012) defined empowerment as perceptions of the degree to which the leader
empowers his or her employees. “The primary emphasis being on the extent to which
employees are given autonomy and discretion in connection with their work. This
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includes participation in decision-making and supervisors informing employees of
organizational goals. Goal setting theory proposes that subordinates be allowed to
determine how they do their work by setting their goals independently but in line with the
broader organizational goals. Summers and Hyman (2005) indicated that giving an
individual autonomy in deciding their job implementation empowers them to perform
better in the organization. Medlin and Green (2009) argue that goal setting has been
explored in the past in terms of motivational impact toward improving performance and

found to be very successful.

Implementation of Suggestions Made By Employees
This question was a further probe aimed at determining

employees to give suggestions, the state corporations took

suggestions provided by subordinates. 50% of respondg
implemented suggestions provided. An equal numb ;

follows: 14.4% strongly agreed, 35.6% agreed w‘ disagreed and 14.1% strongly
e

disagreed. Brunt and McCourt (2011) co d—z/study Employee Participation in
INGOs in Kenya and found that confrar

er'studies’ emphasis on introducing and

achieving employee control in orggnizetions;-c0determination and employee control were
undesirable as well as unreali \ \ On the other hand, a consultation style of

(NGOs) in Kenya. £ n_provide timely feedback to workers could be one of the

causes of unrests i

Commuication\©f Internal Information
The intenti this question was to seek the opinion of respondents on whether state
corporations in Kenya communicated internal information in a timely and honest fashion.
A great number of respondents, 68.4% supported, where 18.1% strongly agreed and
50.3% agreed 31.6% felt that state corporations did not communicate internal information
in a timely and honest fashion. Among these, 27.0% disagreed while 4.6% strongly
disagreed. It shows there is still a large number of organizations that are not willing to
allow dissemination of information freely to employees. Kobia &Mohammed(2006)
noted that modern organizations should focus on internal management improvement and
better accountability. An observation made during this study was that organizations in the
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public sector were not eager to take advantage of the social media to improve official

communication.

Appreciation OfIndividual’s Contribution

An opinion was sought on whether managements of state corporations in Kenya
appreciated employees’ contribution to their organization. 16.4% strongly agreed and
56.3% agreed, translating into 72.7% of those who agreed while only 27.3% disagreed
with 23.9% disagreeing and 3.4% strongly disagreeing. The performance contracting
guidelines of 2004 provide that employees, including CEOs in state corporations, who
perform well should be given incentives while poor performers should be sanctioned or

removed.

Table4.2: Summary of Responses to Items on Use Of @ vidual-Based

Participation
.

3&5@ D A SA

Participation in employee attitude supyey| 7 \XY2.4% 33.6% 36.5% 17.5%

My manager gives feedback honed \ 8.3% 15.2% 56.6%  19.8%
| participate in determining ) 1.7%  23.6% 50.6% 24.1%

and work plans

| participate in sele 10.6%  17.5% 51.7%  20.1%
materials for.
es me to influence what 6.3% 17.5% 549% 21.3%

goes on my\it/department

My manager en

Manager openly discusses employee career 13.8%  20.1% 44.0% 22.1%
development with employee
| regularly discuss my work progress withmy  4.6% 13.5% 58.6% 23.3%

supervisor

Employees regularly use suggestion 12.4% 14.4% 56.3% 17.0%
boxes/systems in this organization
Employees are given feedback after giving 149% 24.1% 48.6% 12.4%

suggestions
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the autonomy to determine how my work is to 135% 37.1% 36.5% 12.9%

be done in this organization

The management in this organization 141% 35.9% 35.6% 14.4%
implements suggestions made by employees
The corporation communicates internal 46% 27.0% 50.3% 18.1%

information in a timely and honest fashion
My service to this state corporation and 3.4% 23.9% 56.3% 16.4%

contributions that I make are appreciated

Level of Employee Influence In Decision-Making

The respondents were asked to indicate the level of
thought they had in their organizations in case there s--rc to be some change about
the way they did their work. 62% felt that they on such matters. 38% felt that

praking influence they

they had varied levels of say. Those who res e positive were further probed to

influence allowed i

Important Decisi Respondents That Contributed To Better Performance

Responses toNtkeNQuest on important decisions that employees participated in making
and whisfnthey telt had contributed to improvement and performance of this organization
during the p us 3 years gave varying responses. Since it was an open ended question,
the question received less than 20% response rate, and these responses indicated that
either the question had been misunderstood or respondents did not have the capacity or
opportunity to make decisions in the organization. Only a few respondents (45) attempted
the question. Other respondents declined. Key among the decision issues were related to
meeting set goals, performance contract and customer service. The indication was that

making decisions in state corporations mainly relied on the top management team.

4.3.2 Use of Direct Team-Based Participation Schemes
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Direct team-based participation involves use of work teams in order to determine course
of action and implementation of departmental as well as organizational goals. Common
work teams include semi-autonomous work groups, problem-solving, quality circles and

other forms of committees and taskforces.

Membership To A Problem-Solving Team In The Organization

This question sought to investigate whether state corporations utilized problem-solving
teams. A slightly larger number of respondents (51.4%) indicated that they belonged to
problem-solving teams in their organizations, where 11.5% strongly agreed while
39.9% agreed. On the other hand, 48.6% respondents indicated that they did not
participate in such teams in their organizations, where 30.5%disagreed while 18.1%
strongly disagreed. Kobia and Mohammed (2006) Q
management of state agencies to enhance teamwork if t)@ gd to have continuous
good performance. Sheehan(2009) noted that conseqsUs ach yields more creative
decisions and more effective implementation tha@ tvidual decision making.

Participation In Strategic Management Teeﬂ&y

government and

<o
Respondents’ opinion was sought o % ey participated in strategic management

teams charged with the responsibi

The result indicated that a si (44%) agreed that they belonged to a strategic

management team |<'z 0 ations, whereby 10.1% strongly agreed and 33.9%

agreed. Majority of respondents (56%) indicated that they did not belong to strategic

eloping strategic plans for their organizations.

managementate eir organizations. Out of these, 37.6% disagreed while 18.4%

stronglylisagr Is is a strong indication that key decisions in state corporations, just
like in theNQrain<stream civil service is a preserve of top management. The bureaucratic
organizations found in the public sector are a big hindrance to creativity and performance
by employees. This is corroborated by an observation made by Kobia & Mohammed
(2006), who noted that the bureaucracy in the public sector was stifling creativity and
performance among civil servants in Kenya. It was observed that state corporations in this
study had not developed communication policies to guide in the use of technologies and
platforms such as intranets, which would save a lot of time spent on long consultation

management meetings that normally take place in the public sector.
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Participation In Setting Departmental Plans/Policies

This question sought to establish whether members of the organization got involved in
setting departmental or unit plans. A minority (40.8%) indicated that they participated in
developing departmental or unit policies and plans. Among respondents who supported in
developing these plans, 8.3% strongly agreed while 32.5% agreed. For the majority
(59.2%) who indicated disagreement, 36.5% disagreed while 22.7% strongly disagreed.
The implication here is that managements in state corporations are poor in delegation and
sharing of responsibilities with the subordinates. It points to a sign of mistrust of

subordinates on the part of superiors in organizations.

Participation inthe Planning of the Departmental Budget

The intention of this question was to find out if empl @enyan state corporations
are involved in the budget making process. Of thg % . 45.4% indicated that they

were involved, with 8.9% strongly agreein

o who agreed. For the majority
(54.6%) that indicated lack of involve , X8.6% disagreed, while 29.0% strongly
disagreed. This is an indication that §> %and managers in most state corporations
are the sole custodians of plannin@uﬁ?et making; an important process that calls for

total involvement of departm@ members of the department.
{ 30

Membership toa Ser ous Work Group

The intention o estion was to further probe if state corporations utilize semi-
autonomous ms. Slightly less than half of the total respondents (49.1) indicated

that theirgrganizations did, with an indication of a paltry 5.7% who strongly agreed and

43.4% who agreed. A simple majority (50.9%) distributed as 31.9% who disagreed and
19.0% who strongly disagreed indicated that their state corporations did not make use of
semi-autonomous work groups. The intention of individuals or group participation goes
beyond democratic purpose. Apart from serving as an expansion of democratic space, it
also includes bringing efficiency, and the right to influence decisions (Grant & Jordan,
2004). Another means by which team working is assumed to influence organizational
performance is via increased employee discretion and empowerment in

decision making (Lawler, 1986, cited in Summers & Hyman, 2005).
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Membership to Quality Management Work Team In The Department/Division.

This question sought to establish whether respondents were involved in teams charged
with quality management and control in their organizations. The findings show that a
slight majority of 50.3% of respondents belonged to quality management teams in their
departments; whereby 4.6% strongly agreed and 45.7% agreed. Slightly less than half of
total respondents (49.7%) indicated non-involvement in quality management in their
divisions or sections within the state corporations; with 27.0% who disagreed and 22.7%
who strongly disagreed. Freeman and Rogers (1994) in their study on US employees
noted that one-third (32%) of employees reported being involved with self-directed work

teams, total quality management, quality circles or other formsQf employee involvement

programs, and over half reported such programs existing a firms. Barbara and

Fleming (2006) have indicated that progressive organizati
hierarchy and moved to self-managed teams. A s dam (1991) had earlier
explained the association between attitude and b \ one of contradiction; that the
introduction of participation in the form of g cles was found to have no significant
impact on employee attitudes towargs @% still managed to affect behavioral
changes, resulting in improved produstivi

ved from glorifying

Frequency ofWorkers” Gene

v

general meetings reguiary. Results indicated that majority of respondents (61.5%) agreed

Respondents’ opinion on whether managements of state corporations held

that managemenheldNggular general meetings with subordinates. Among these, 14.1%
stronglyagreed\while 47.4% agreed. Those who were in disagreement (38.5%) were
28.4% who(hisagreed and 10.1% who strongly disagreed.An observation was made in this
study that whereas too many general meetings did not take place, most managers spent a
lot of time in meetings; both internal and external. This is partly responsible for numerous
delayed decisions and failure to meet important, task deadlines on the part of the

manager.

Encouragement of Subordinates To Work In Teams
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The intention of this question was to find out if employees in state corporations were
encouraged to work in teams within their departments. An overwhelming majority
(82.8%) agree, where 21.0% strongly agreed, 61.8% agreed. Of those who were opposed
(17.2%), 8.6% disagreed and another 8.6% strongly disagreed. Team working increases
the employees' motivation to extra responsibility and care for the organization. Studies
stretching back to two or three decades supported use of team working. Team working
benefits the employees and employer such that the outcome of team working is greater
job satisfaction and motivation. Cully et al (1999) claimed that team working
participation was being used in two- thirds of the British industries.Batt and Appelbaum
(1995) had also found that performance enhancement was most associated with self-
managed teams.

Subordinate’s Work Relations with Other Members

This question was to further probe the utilization s&&ams in the organization.

Respondents’ opinion was sought on whether t
the state corporations require them to % with other members of their
departments to accomplish orgat@zat@ The result indicated that an
overwhelmlng majority (86. 7%) ag "-s e

)

eams, while not necessarily offering a high level of

tasks employees undertake in

ir jobs demanded them to work in teams,

7% agreed. Those who indicated otherwise

5% who strongly disagreed. Summers and
Hyman (2005) fo
employee participati rganizational decision making, are an important consideration
given the oftemassumes?link between team working and attitudinal change in favor of

organizétienal goals.
Expression of PersonalViews aboutthe Organization

This question was a further probe to investigate whether employees in state corporations
freely expressed themselves in regard to what was happening in the organization. A great
number of respondents (60%) indicated that their organization’s managements gave them
opportunity to express themselves freely. Out of this majority 14.9% strongly agreed and
45.1% agreed while the minority (40%) with 26.1% who disagreed and 13.8% who

strongly disagreed indicated otherwise. Employees who belong to decision making and
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problem solving teams are at a better position to express personal views in the

organization as opposed to employees who do not get such opportunities(Lee,1991).This

explains why it is important to involve as many members as possible in various decision

making and problem-solving groups in the organization.

Table 4.3: Summary Table on Response Items of Team-Based Participation.

SD D A SA
I am a member of problem-solving team in the organization 18.1% 30.5% 39.9% 11.5%
| participate in strategic management meetings 18.4% 37.6% 33.9% 10.1%
| participate in setting group or departmental policies 36.5% 32.5% 8.3%
| participate in the planning of the departmental budget 25.6% 36.5% 8.9%
I am an active member of a semi-autonomous work gr
o 0% 31.9% 43.4% 57%
the organization
I am a member of quality management work
o 22.7% 27.0% 45.7% 4.6%
department/division o %
Workers general meetings in this corporation=re held
10.1% 28.4% 47.4% 14.1%
regularly
My head of department co@ne ork closely with
other members of a chieve a common goal or 8.6% 86% 61.8% 21.0%
results/ target
My work requii @Nork closely with other members of
: 75% 57% 55.7% 31.0%
a team hievg o common goal or results/ target
The management holds meetings in which I can express my
13.8% 26.1% 45.1% 14.9%

views about what is happening in the organization

Participation In Various Work Teams In The Organization

Four work teams were identified by respondents as most popular in the state corporations.

These included problem-solving (62%), brainstorming (56%) semi-autonomous work

teams (51%), and quality control teams (59%). The rest of the listed work teams attracted
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insignificant responses. The study had expected that innovation as well as decision-
making work teams were popular in state corporations owing to liberalized business
world and increased competition from multinational firms. This however was not the

case.
4.3.3 Use of Indirect Participation Schemes

Indirect participation schemes are also known as employee representative schemes or
plans. These include trade unions, worker directors, works councils, and other forms of
employee representation in the organizations’ decision-making organs.Respondents were

asked to indicate the extent to which they agreed with the staterpents on use of indirect

participation in their organizations. Common forms of indirect
discussed in the study included employee representation i
of workers, workers union, and joint committees. &

Employee Representation inBOD by A Wor I@
This question sought to find out whet ments in state corporations allowed a
member of staff to represent other the board of directors and other decision-

making organs. Majority of re 7.2%) were in agreement with 14.4% strongly
é@@

anagement, council

agreeing while 42.8% _-aqr f respondents did not agree, where 23.3%

disagreed. For instance, a study by Connolly and McGing
board or the anayement team, almost all of the respondents (90 percent) indicated

that suc resemtation did not exist.
Existence of Council of Workers to Advise the Management

Respondents’ opinion was sought on whether a council of workers which advises
management exists in the organization. The result indicated that 62.4% felt that state
corporations had some organized committees that worked as works councils. Among
these, 27.3% of respondents strongly agreed and 35.1% agreed. Other respondents
(37.6%) felt otherwise with a result of 15.5% who disagreed and 22.1% who strongly
disagreed. Mueller (2012) carried out a study entitled Councils and Establishment
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Productivity on works councils in Germany and found out that establishments that used

works council were 6.4% more productive than those that did not.

This contrasts a view by FitzRoy and Kraft (1985) who had earlier argued that works
councils are generally seen as a constraint on managerial freedom, and it is argued that
this constraint comes at the price of decreased productivity. This shows that with time,
organizations have come to appreciate use of working committees and their role in the

improvement of organization’s performance.
Employee Representation byan Elected Colleague atthe Management Board

This question sought to establish whether there existed emplpresentatives in the

%: ated employee body

these respondents who

board of management. Majority (56.4%) felt that a colleag

in the decision making organ of the state corporatiog.
supported existence of employee representative at agement board, 19.0% strongly
agreed and 37.4% agreed. Those with ¢ fnion (43.7%) were 20.4% who
disagreed, and 23.3% strongly disagreed % y by Connoly and McGing (2007)
when respondents were asked aboutg resgntation either on the Board or the senior
management team, most of the ts (64, 90 percent) indicated that no such
representation existed. How; ere a few notable exceptions. Of the six
respondents that answ, @/ely, three indicated that there was representation by
the human resource another said it was the personnel manager and the final
one said it was and safety manager. It is questionable, however, whether
employees w @;er these positions as representing staff, as both HR and personnel
are generally considered as management.

Membership toa Workers’ Union

The intention of this question was to find out the level of subscription to workers union in
state corporations in Kenya. A great number of respondents (64.7%) indicated that they
belonged to workers union, with 17.8% who strongly agreed and 56.9% agreed. A
minority (35.3%) did not subscribe to any workers’ union. In this category of
respondents, 12.1% disagreed and 13.2% strongly disagreed. Summers and Hyman
(2005) argued that the Government’s negative attitude in the past towards trade unions in
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UK meant that traditional collective routes to participation were weakened and
management-led efforts were encouraged, especially those directed at communication and
task-level decision making, like throughteamwork.. With time the duo noted that the decline
in union membership had flattened out, and in some sectors, membership had started

increasing.

Workers’ Union Influence on Important Decisions inthe Corporation

Respondents’ opinion was sought on whether they felt that workers union played a role in
influencing important decisions in the state corporations. The result indicated that
majority (58.4%) felt that unions played an important role in influencing decisions.
Among these, 11.8% strongly agreed and 46.6% agreed. For t inority (41.6%) who
felt that unions had no major role to play in decision maki % disagreed while

13.8% strongly disagreed. According to Freeman and 984), unions can have a

positive impact on competitiveness by encouragi anagement to introduce more

productive work practices so that they are~ghl ain competitive despite higher

wages. The duo further argued that the qu relationship between the unions and

management determines whether unl%%7 ve a positive or negative impact.This is
a

contrary to Godard (2004) who ar

@(i ), some 71 percent of union members reported

arganization as good or very good; only seven percent

e effect of unions is ambiguous or negative.

In a survey by Freeman.and

their experience wi i@

considered it bad; 3 O‘o

ercent would vote to keep the union in a new representation
election. A me¥’ union members, however, feelings were less positive, with 24
percent arking e experience as bad. One-third (32 percent) of non-union employees
said they wi ote for a union, while 55 percent of nonunion employees said that they
would vote against a union, and 13 percent were undecided. Summers and Hyman (2005)
suggested that government policy consideration should be given to greater support for
union recognition and activity, and for a stronger human rights framework for the

protection of vulnerable individuals and groups of employees.

Employee Representation atthe Joint Union/Management Committee.

92



This question sought to establish whether respondents felt contented with joint
management/workers’ union committees work in state corporations where such
arrangements existed. A majority (70.1%) of total respondents indicated support for joint
union-management committee arrangements, with 14.9% who strongly agreed and
55.2% agreed. For those with contrary opinion (29.9%), 24.7% disagreed while 5.2%
strongly disagreed. A study by Sherk (2012) however indicated that union membership
had fallen because traditional collective bargaining did not appeal to most workers, but
workers still wanted a voice in the workplace.Bae et al. (2011) on the other hand argued
that employee involvement programs such as Shop floor Committees and Small Group

Activities led to an erosion of union bargaining power.Gordard and Frege (2013) carried

out a study in USA and concluded thatnon-union representatio stems were one and a
half times as widespread as was union representation and

systems were rated more favourably by workers. Summe drHyman (2005) concluded

ew representation

in their study that employers do not necessarily assosiate Orrion presence with effective

employee or organizational performance, r vidence that the most highly

majority of 4@0ndents felt that the management communicated such decisions
in good Hme. of\these, 12.1% strongly agreed and 56.3% agreed. A minority (31.6%)
held a con inion with 27.6% who disagreed and 4.0% who strongly disagreed. In
WRPS survey (Freeman & Rogers, 1994) respondents were asked about the sort of
workplace organization they would like to have. Employees preferred joint committees
that would work cooperatively with management, but which would have some
independence from management, through among other things, employee election of

members and outside referees to resolve disagreements.

Representation in Decision Making Organs and Workers” Commitment.
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Respondents’ opinion was further sought on whether employees who had been
represented in decision making organs of the organization would be more committed to
the organization compared to those without representation. The result indicated that an
overwhelming majority (89.5%) concurred whereby 22.4% strongly agreed and 67.5%
agreed. Those of contrary opinion were a paltry 10.1% with 6.0% who disagreed and
4.1% who disagreed strongly. This means that employees in state corporations had a lot
of respect for organizations that allowed representation of employees by worker directors
or other employee representatives in decision-making organs. Curly et al. (1999) indicate
a positive relationship between union and high productivity growth. Evidence presented
strongly suggests that combinations of representative and direct forms of participation
have the greatest success in securing positive attitude and\lgehavioral changes in

employees (Poole, Van de Ven, Dooley&Holmes 2000).

Representation and Enhancement of Workers’ Com&; ..j
The intention of this question was to d%ﬂn@spondem’s opinion on whether

employees who had representative&i aking organs are normally more
committed to the organization. An o % g number (92.8%) concurred, with 22.4%
ON 8

Summers and Hym ) ated that Japanese unions had been weakened as a

who strongly agreed and 70.4% . A lesser number of respondent (7.2%) were

skeptical, leading to 2.3% nd 4.9% strongly disagreeing. A study by
result of Japan’s hi eveloped employee involvement programs, and that Japanese
workers found tke\rep tative bodies (Joint Labor-Management Committees and union
officials,as laboxxepresentatives to the committees in particular) do not function as well

as the man t-controlled programs such as Small Group Activities.

Representation and Enhancement of Employee Morale

This question sought to establish whether employee representation in decision making

organs within the organization increases their morale. An overwhelming majority

(84.2%) of respondents supported this view with 23.0% who strongly agreed and

61.2% who agreed. On the other hand, only 15.8% felt otherwise, whereby 6.6%

disagreed and 9.2% strongly disagreed. Works council is said to improve productivity

(Mueller, 2012). They may also serve as a channel for information disclosure and
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consultation, as happens with European works councils (Summers & Hyman, 2005).

Representatives’ Freedom to Voice Other Workers’ Concerns

Respondent’s opinion was sought on the powers of workers’ representatives in the board of
management. The results indicated that 70.2% felt that workers’ representatives had
freedom to voice the workers’ concerns in the board of management. For this case, 25.9%
strongly agreed while 44.3% agreed. Those with the opposing view were only 29.9%,
whereby 17.8% disagreed and 12.1% strongly disagreed. Gill (2009) argued that in
particular, unions have the unique advantage of delivering independent voices that cannot

be substituted by management. Unions make a contgbution to organization

competitiveness. The power of union representative in decisi ing organs has been

revitalized by the Kenyan constitution which was promul
Appointment of Workers’ Representatives

This question sought to find out whether a; :1--! in state corporations appoint
representatives of employees in tie of management. A great number of

respondents (67%) indicated that i—Among these, 23.9% strongly agreed and
47.1% agreed. On the opposing-si minority of 23%, with 12.9% who disagreed
@dpln

and 16.1% who strongly-€li relationship and participation survey, Freeman

on

ahvolunteers (47 percent) or simply picking people (27 percent),

and Rogers (1994) g«
participated by askj

majority of participation programs, management recruits

rather than b employees elect or otherwise select their peers. The vast majority of
employ 82 parcent) believed that if employees, as a group, had more say in how these
programs un they would be more effective than at present.Freeman and Rogers
(2006) carried out a work relations and participation survey (WRPS ) titled , What
Workers Want, and noted that American workers wanted more involvement and greater
say in their jobs, and they wanted this involvement to take the form of joint committees
with management.American workers preferred to elect members of those committees
rather than have managers select them. Employees also would prefer cooperative
committees to potentially conflict-like organized relationships. A sizable minority of

workers wanted to be represented by unions or union-like organizations.
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Table 4.4: Summary Table on use of indirect participation schemes in state

corporations

SD D A SA

I am represented in a board of directors by a

) 19.5% 23.3% 42.8% 14.4%
colleague/worker director
A council of elected workers representatives exists in
) o 22.1% 155% 35.1% 27.3%
this organization
Employees in this organization are represented by an
23.3% 20.4% 37.4% 19.0%
elected colleague at the management board
I am member of a workers union 13.2% 56.9% 17.8%
The workers' union influences important decisions in p
) ) 3.8%—27.9% 46.6% 11.8%
this corporation
Employees in the organization feel well repr @
o _ ) 52% 24.7% 55.2% 14.9%
at the joint union/management commgtee
Decisions made in the joint consultat} HYJS are
) _ _ 4.0% 27.6% 56.3% 12.1%
communicated in good time to em '~>
Having a representative in v c1givn making
_ ) 40% 6.0% 67.5% 22.4%
organs increases wo ent to their work
Representation in geTi making organs enhances
) / o 49% 2.3% 70.4% 22.4%
teqt tothis organization
jon in yarious organs increases the
o o 9.2% 6.6% 61.2% 23.0%
morale of empiOyees in this organization
Workers' representatives in the board of directors are
_ 12.1% 17.8% 443 25.9
free to voice the workers' concerns
Workers' representatives in the board of directors are
16.1% 12.9% 47.1 239

appointed by the Management/CEO
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4.3.4 Use of Financial Participation Schemes

Common financial participation plans include profit-sharing, employee share ownership
plans, performance related pay, skill-based pay, individual incentive plans for senior
officers and various insurance schemes. Respondents were asked to indicate the extent to
which they felt that financial participation was utilized in their organizations. Key
financial participation schemes analyzed include share of company profits, pension
scheme, performance-based pay, insurance scheme, share ownership, and mini-business

units.

Involvement In Determination Of Individual Incentives Proviged In The Organization

(IO

jons’ management. The

The intention of this question was to find out if individual_eR s determined what

personal incentives they would receive from state

minority (46.6) indicated participation in determini e Incentives managements gave
them. Among these, 16.1% strongly agreed greed. The majority, (53.4%) felt
otherwise, whereby 41.1% disagreed whj strongly disagreed.This is mainly a
. O . . .
preserve of senior managers who neg% terms of service and benefits. However
organizations today encourage e ith special skills or those in high demand to
negotiate a special package wij apement. This can be used as a workers retention
strategy by managers. ordinary employees this is uncommon in the public

sector.

Annual Beneti @ Share of Company Profits

Responden ion was sought on whether the organization shared out annual profits to
members of the organization. The result was that the minority (46%) indicated getting
some benefits from the share of company profits. Therefore, 11.5% strongly agreed while
34.5% agreed. The majority (54%) indicated that they never received any benefits from
the share of company profits. On this, 40.8% disagreed while 13.2% strongly disagreed.
Profit sharing schemes ensure that employees benefit from an organization that makes
profits. Kruse and Blasi (1997) argued that profit sharing methods can help to build a

motivated and committed workforce. Pritchard (2008) explains that these schemes
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encourage employees to work as a team rather than individual as the rewards for working

together is more than working individually.

Bae et al (2011) in carrying a survey (WRPS) in Japan and later replicated in Korea
indicated that financial participation schemes or group incentive pay, Profit Sharing
Plans, which link at least a portion of employee pay to a measure of firm-wide
performance (such as profit) are extremely widespread among Japanese workers (over 80
percent of workers were under Profit Sharing Plans) whereas the comparable figure for
Korea was only 66 percent. Summers and Hyman (2005) cited Bryson and Millward
(1997) in a study of employee involvement in small firms which found that a combination
of profit sharing and direct employee involvement produced the\greatest improvements

in company performance.

Determinationofthe Pension Scheme Decisions @

This question sought to establish whether frihe organization were involved in
the determination of the pension scheme € organization. A paltry (37.9%) of

respondents indicated their participa% 13.2% strongly agreeing and 24.7%
agreeing. Majority (59.7%) ind} t 35.6% disagreed while 24.1% strongly

disagreed. State corporation free to engage independent social security
companies that receiv om employees in the corporation and invest or save
on behalf of the C managements. Other state corporations run pension

schemes on be ployees. In both situations, there is need to involve the
employee, whoy eneficiary of the pension plan.

Skill or Kno ge-Based Pay besides Regular Salary

Respondents’ opinion was sought on whether managements of state corporations
considered payment of knowledge-based pay to their subordinates. The result indicated
that minority (40.2%) claimed to have received some performance-based pay; with the
views distributed as 10.6% strongly agreed while 29.6% agreed. Those who opposed
presence of knowledge-based pay in the state corporations were 59.8% having no
knowledge of such, with indications that 39.1% disagreed while 20.7% strongly
disagreed. Freeman and Rogers (1994) in their survey on worker representation and
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participation survey noted that among the areas in which employees said they wanted
more influence were: deciding what kinds of benefits are offered, awarding raises for

those in the work group, and deciding what training was needed.

Workers Receiving Performance-Related Pay Besides Their Regular Payments

The intention of this question was to investigate whether state corporations provided
employees with performance—related pay in order to encourage competition and reward
good performers. The result indicated that slightly below half of the respondents (49.5%)
indicated presence of performance related pay in their organizations, whereby 10.1%
of respondents (50.5%)
m, 34.2% disagreed

vidualized financial

strongly agreed and 39.4% agreed. A slightly larger numb

indicated lack of such incentive in their organizations. Amog
while 34.2% strongly disagreed. Morris et al. (2006) fo
schemes on one hand encourage individuals to put gxt t to earn individualized

rewards while it also discourages group solidarity yee.

Membership to Voluntary Group Insura %e Inthe Organization
<

This question sought to establish € existed group insurance schemes in state

corporations where employees y join the scheme. Majority (63.8%) of total
@y uch schemes, where 15.5% strongly agreed and

respondents supported the-av
48.3% agreed. Tho not belong to such schemes were 36.2%, whereby 17.8%

disagreed and 18

gly disagreed. Most workers in the public sector in Kenya
subscribe to licVealth insurance provider, NHIF. In state corporations, members
are able urchg$e group health insurance policies, which fetch higher benefits. In most
cases the a of benefit depends on an employees grade or the amount of premiums
paid regularly to the scheme.

EmployeeOwnership of Company Shares

Respondents’ opinion was sought on whether state corporations allowed employees to
participate in ownership of company shares. The result indicated that a minority (46.3%)
of respondents supported the presence of some form of company share ownership,
whereby 12.1% strongly agreed and 34.2% agreed. Respondents who held contrary

99



opinion were 53.7% whereby 29.6% disagreed and 24.1% strongly disagreed with the
statement. Summers & Hyman (2005) stated that one of the common financial
participation schemes in modern world was the share ownership, where the employees
became owners of some part of the company through acquisition of shares. It means that
employees had shareholder's right. Owning company shares made the employees more
motivated and committed as the loss or the profit directly had an impact on them. One in
every five employees in UK companies owned shares of their company. As Kruse (1984)
(cited by Summers and Hyman, 2005) found out, ownership alone was unlikely to be
enough to produce or maintain attitude changes; participation in decision making is
instrumental. They found that the more ESOP employees were satisfied, the more the

ESOP was committed to industrial democracy
Satisfaction with Rewards for Good Performance. @

The intention of this question was to find out | of satisfaction on employee

motivation in the state corporations. The mi% %) indicated that they were happy
ers. Among these, 19.8% strongly

with how state corporations rewardgd t
agreed and 17.5% agreed. Majority af xesp nts (62.7%) indicated that they were not
satisfied with how their organ ewarded best performers, whereby 39.4%

disagreed while 23.3% stron@
explain these result IS nagements to study and identify factors that truly

motivate their worke

motivate waogker§ \petter, Only to learn later that individual workers are motivated by a

differentset of iQsenthves.

Employee Involvement in Management of Mini-Business Units

Respondents’ opinion was sought on whether employees were involved in mini-business
ventures, or whether such ventures existed in the organization. The result indicated that
fewer respondents (36.5%) were in agreement, whereby 14.9% strongly agreed and
21.6% agreed. Those who held contrary opinion were 63.5% whereby 33.3% disagreed
while 30.2% strongly disagreed. Mini-business units develop in workers a strong
entrepreneurial initiative and can therefore be an excellent means to improve the financial
performance of the individual and the organization. The fact that there is a small number
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of organizations that appreciate mini-business units help to explain why workers in the
public sector are not eager to leave employment and join the private sector.Having many
workers in the public sector getting exposed to entrepreneurship will in the long run help
in enhanced job creation.

Communication of Organizational Financial Performance by Management

This question sought to establish whether state corporations took the initiative to explain
or announce to their members the annual performance of the organizations. Majority
(61.8%) of total respondents supported the presence of such communication in their state

corporations, where 13.5% strongly agreed and 48.3% agregd. Contrary opinion was

expressed by 37.3% of respondents whereby 16.7% disa nd 21.6% strongly

disagreed.Most of this information is also available to th ecially because it is

mandatory for some categories of corporations to p npual financial performance

results in well-circulated dailies and any other ap ' edia.
Sharing Of Profits and Productivity inth &5 ion
<
Respondents’ opinion was sought availability of sharing of company profits
would eventually make em tate corporations more industrious in the

atéerily 39.4% held the view that sharing of profits

would improve perfg Among these, 12.1% strongly agreed while 27.3% agreed.
The majority of r
organization notMnake employees more effective. Among them 26.7% disagreed

gly disagreed. Morris et al (2006) concluded in their study that union

members in ere unenthusiastic about financial participation schemes, especially the
profit sharing scheme. The study concluded that since majority of organizations in UK
were owned by large shareholders, the employees could not exhibit high degree of
organizational commitment because they did not feel part of the organization.
Expectancy theory notes that employees expend more efforts if they are convinced that
more efforts will yield achievement of set goals and provide certain rewards to

individuals.
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Table 4.5:Summary of responses on financial participation

SD D A SA
| am involved in the determination of my individual
_ _ o o 12.4% 41.1% 30.5% 16.1%
incentives provided in the organization
| benefit in the share of the company profits in this
o 13.2% 40.8% 345% 11.5%
organization every year
| participate in determining the pension scheme
o _ o 24.1% 35.6% 24.7% 15.5%
decisions made in the organization
Workers in this organization receive skills/knowledge
_ ) 20.7 39.1% 29.6% 10.6%
based pay besides their regular salary
Workers in this organization receive performance-
) ) 4% 34.2% 39.4% 10.1%
related pay besides their regular payments
I am a member of a voluntary group insurance sg @,\
_ o 18.4% 17.8% 48.3% 15.5%
in the organization &9
Employees in this organization are &l n
24.1% 29.6% 34.2% 12.1%
company shares
| am satisfied with how this wards
23.3% 39.4% 17.5% 19.8%
workers who perform
Employees jq thi§ o tion are involved in
management b-business units/profit sharing 30.2% 33.3% 21.6% 14.9%
ventures
Workers are informed on organizational financial
21.6% 16.7% 48.3% 13.5%
performance by management
Sharing of profits among employees makes me more
33.9% 26.7% 27.3% 12.1%

productive in this organization

In summary, fewer respondents indicated agreement with the 11 items on the use of

financial participation schemes in state corporations(32.35% agree and 13.4% strongly

agree). Financial participation is one of the best direct and tangible forms of employee
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involvement. It gives the employee an opportunity to be part of the financial success or
failure of the organization. This encourages the employee to show greater commitment
and encourage him to take more responsibility. It is argued that a financial stake gives
employees increased enthusiasm for the success of the organization. In its most developed
form, employee share ownership means that employees become significant shareholders
in the business or even their own employer (Judge &Gennard, 2005).These findings
corroborate the expectancy theory, which states that motivating workers through some
form of incentives leads to change of attitude and increased performance in the

organization.
4.4 Employee Attitude

Employee attitude in this study was used as an int diating variable. It
mediated between use of participation schemes a nizational performance. An
intervening variable is one that is affected by an {able and in turn it has a causal
impact on another variable. Taking an inter i@ble into account often facilitates
the understanding of the relationshigbe variables (Bryman& Bell, 2009). A

crucial assumption in the managemet% is that participation can effect changes in
I

employee attitudes and behavio proving company performance (Summers &
Hyman, 2005). @ )

This section sought he opinion of respondents on their attitude towards their
work and organi ployee attitude formed the mediating or intervening variable,

which was e to play an influential role on the relationship between use of
ation schemes (independent) and organizational performance
(dependent variable). Two major measures of employee attitude discussed in this study

are employee satisfaction and commitment.

Perception of Job Security inthe Organization

Majority of respondents (76.8%) believed they had job security in their state corporations
whereby 19.0% strongly agreed and 57.8% agreed. Those with contrary opinion were in
the minority (23.3%) with figures showing that 23.3% disagreed and none strongly

disagreed. This sense of job security partly explains why workers in state corporations are
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considered relatively more satisfied with their jobs in comparison with other public
sectors, as well as private sector. Baek&Shim(2010) explain that psychological
empowerment significantly affects the level of employee organizational commitment.
Castro et al.(2008) supported this effect of psychological empowerment and concluded
that there is a powerful positive relationship between psychological empowerment and

job satisfaction.

Communication of Organization’s Policies

Respondents’ opinion was sought on whether company policies were well communicated
indicated that 79.3% felt

ion’s policies well.

to workers in state corporations by the management. The resu

that managements in state corporations communicated or

Among these, 20.7% strongly agreed while 58.6% agre

opinion were a minority of 20.7% whereby 18.7%
respondents strongly disagreed. Policies used in

ho had a contrary
d while only 2.0% of
orations are to a large extent
uniform and emanate from the parent minis% ing it easier to access and use them

uniformly. o %

Use of Employee’s Skills and Abil

This question sought to-gs whiether the jobs respondents carried out in their
organizations made 44 ’ e_0f the skills and other abilities that employees possessed.
An overwhelmin 'o<: (85.3%) of respondents supported the statement, where 28.7%

strongly agr 56v6% agreed. Only a paltry 14.6% felt that their skills were not
i y the employer. These included 12.6% who disagreed and 2.0% who
d. Robbins & Judge (2009) noted that employee’s skill and ability can

influence their level of job satisfaction and performance. Workers who are highly
competent tend to have higher levels of job satisfaction compared with their less skilled

colleagues.

Satisfaction with Benefits Package Offered in the Organization

The intention of this question was to check the respondents’ level of satisfaction in regard

to various benefits packages offered in the organization. Majority of respondents (68.7%)

felt satisfied with the benefits package they received where 21.0% strongly agreed and
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47.7% agreed. Those who opposed (31.4%) were the minority. The result being that
21.3% disagreed while 10.1% strongly disagreed. According to Adsit (1996), Tornow and
Wiley (1990) studied relationships between customer satisfaction, employee attitudes,
and organizational performance in a large, multinational computer organization. They
found that employee satisfaction with pay and benefits consistently showed negative
relationships with organizational performance indicators, suggesting that these elements
of job satisfaction were less reflective of management practices that deal with
organizational success. In the study Transformational Leadership and Followers’
Attitude, Castro et al. (2008) indicated that workers overall job participation and their
satisfaction with pay were higher in organizations where they could voice their views
through meetings with the employer, independent of unionizatio

Employees Enjoyment Of Their Jobs
Respondents’ opinion was sought on whether they enj -sm.-’o the jobs they did in their
were happy working in their

organizations. The result indicated that majorit@
jobs, where 23.3% strongly agreed and 9 eed. The minority (21.9%) had
opposing views where 14.4% disagbee 5% strongly disagreed.Workers in the
public sector generally enjoy woskKiQinN e sector because of job security, and
@in turn helps to improve retention rates in the
e

ductive job or career is likely to become more

the pay offered in state corporations. Majority (72.7%) indicated that they received fair
pay, where 12.4% strongly agreed and 60.3% agreed. Those in the minority, 27.3%,
indicated they did not feel that their employer offered them a fair pay. Among these,
17.2% disagreed while 10.1% strongly disagreed. This was expected because state
corporations’ staff normally negotiate their pay with government and in most cases end
up getting better remuneration compared to their counterparts in mainstream civil service.

Equity theory recommends that managements take the initiative to create an environment
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of fairness in remuneration of all workers.Where there is skewed fairness,the situation is
likely to generate disaffection among workers.

Employee Satisfactionwith Their Jobs

Respondents’ opinion was sought on whether they felt happy working for their employer
and if the jobs they did gave them satisfaction. Majority (77.3%) indicated contentment
with the jobs they did, whereby 21.6% strongly agreed and 55.7% agreed. Those with
contrary opinion (22.7%) indicated that 20.7% disagreed while 2.0% strongly disagreed.

Respondents’ Level of Job Interest

The intention of this question was to investigate whether compaked to an average worker,

%
Z

8% agreed. Respondents

the respondent was better off in terms of performance. An NG majority (82%)

rated themselves highly where 24.1% strongly agree
d

satisfaction if they are assigned

who had contrary opinion indicated that 18.1% di d none of the respondents
strongly disagreed. Workers develop higher }eve ]
jobs that they find interesting. Perform% isal reports in organizations should

therefore inform the management W&XO nterest and guide in re-aligning suitable

assignments to them.
Workers Level Of Effort To anization Succeed

This question sough .. i

and beyond the e tafion in order to make their organization achieve organizational

whether respondents were more committed to their jobs

goals. An o ing majority (88%) of respondents supported the statement where
23.3% gly agreed and 64.7% agreed. A minority of 12% indicated otherwise with
8.0% who eed and 4.0% who strongly disagreed. Wang et al. (2011) found out that
individuals with a high level of Organizational Commitment (OC) will have lower
turnover intentions both in State-Owned Enterprises (SOEs) and Private Enterprises
(PEs).

Publicityofthe Organization to Friends

This question aimed to establish whether respondents were eager to publicize their
organization to the outside world. Majority (85.4%) indicated that they talked highly of
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their organizations, where 19.0% strongly agreed and 66.4% agreed. A minority (14.6%)
indicated that they did not talk highly of their employer to their friends. Among these,
11.5% disagreed 3.2% strongly disagreed. It is important to encourage all members of the
organization to market the organization to the public.It is however more prudent if the
behavior of workers in such organizations acted as role models.This would endear more

customers to the organization’s products and services.

Recommendation of the Organization asa Good Workplace.

Respondents’ opinion was further sought on whether they would recommend their
organization as a good place for job seekers. The result indicated that an overwhelming
majority (91.7%) would do it, whereby 25.3% strongly agreechwhile 66.4% agreed. A
paltry number of respondents had a contrary opinion wher disagreed, no one

strongly disagreed.The study indicates that workers i rporations are proud of
their organizations.This implies increased organi ﬁ% 1zenship behavior (OCB).
Increased commitment influences behaviors @n ver, performance, and perhaps
citizenship (Cohen, 2006).Supportive mo %

to create a conducive environment iﬁ> rkglace in order to increase retention levels

that it is the duty of managements

and also make workers more prod

@ee orking forthe Organization

establish whether the love for the organizations would make

Acceptance of Any Typ

This question sought

respondents an e of job or assignment in the organization, just to remain in the

organization. (72.9%) of respondents felt they would do as much in order to
remain Worky r the organization. Among them, 26.1% strongly agreed while 46.8%
agreed. The minority (27.1%) thought otherwise, whereby 21.3% disagreed and 5.7%
strongly disagreed.This result indicates a goodwill for organizations to retain staff.This
comes from increased levels of job satisfaction. Organ (1988) revealed that job
satisfaction had a better influence on employee performance, comprising job performance

and OCB.
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Appreciation of Workers’ Service and Contributions

Respondents’ opinion was sought on whether they felt that workers efforts in the state
corporations were appreciated by the managements. Majority (74.4%) supported this
statement where 11.5% strongly agreed and 62.9% agreed. Those who held contrary
views (25.6%) were the minority where 18.4% disagreed, 7.2% strongly disagreed. State
corporations in Kenya have attractive reward strategies like end of year bonus that is
shared out to employees. The amount to give out as bonus is mainly determined by the
level of profits made during the year. This is therefore one way of appreciating workers in

state corporations, a practice that is more common with private companies.

Respondent’s Intention to Continue Working For The Organj

@raﬁons were attractive to
Iming majority of respondents

fmg for the state corporation for as

The intention of this question was to find out whether g

employees and were able to retain them. An o
(88.6%) indicated that they intended to conti
long as five more years. Among them, 14 y agreed and 73.9% agreed. For the
0), 8.3% disagreed and another 3.2%

rporations do not have a major problem in

N . . . O
minority with opposing views, (a p

strongly disagreed. This shows t

retention of existing employe
Willingness to Put In an Ordinary Working Hours In A Day

Respondents’ opinio t on whether organization members worked longer than

ordinary workin order to help meet the goals of their organization. The result
indicated tha ity of respondents (61.2%) felt that workers in their organization

rs in an effort to make their organization succeed. Among them, 15.8%
strongly agreed while 45.4% agreed. The minority (38.8%) felt that employees in their
organizations did not work for longer hours, whereby 27.6% disagreed while 11.2%
strongly disagreed. Tornow and Wiley (1990) studied relationships between customer
satisfaction, employee attitudes, and organizational performance in a large, multinational
computer organization. They found that employees’ perceptions of their organization’s
culture for success consistently showed positive relationships with organizational

performance measures.
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Table 4.6: Summary of Response Items of Employee Attitude

SD D A SA
Row N RowN Row N Row N
Job promotions in this organization are fair 14.1% 24.4% 48.0% 13.5%
| feel I have job security in this organization 0% 233% 57.8% 19.0%
This organization's policies are well communicated 20% 18.7% 58.6% 20.7%
My job makes good of my skills and abilities 20% 12.6% 56.6% 28.7%
Compared to other organizations in this country i am
o ) ) 10. 3% 47.7% 21.0%
satisfied with our benefits package
| feel real enjoyment in my job @ 14.4% 54.9% 23.3%
| am paid fairly for the work | do &1 1% 17.2% 60.3% 12.4%
| am fairly satisfied with my job @ 2.0% 20.7% 55.7% 21.6%
I like my job better than an average woqser 0% 18.1% 57.8% 24.1%
8.0% 64.7% 23.3%
11.5% 66.4% 19.0%
I would proudly reco t5-grganization as a good
) _ 0% 83% 66.4% 25.3%
place to work; to a f lative
I would accept a y type of job assignment in order
_ o 57% 21.3% 46.8% 26.1%
to keep wo for)this organization
Workers' service to the company and the contributions that
) 7.2% 18.4% 62.9% 11.5%
they make are appreciated
I intend to work for this organization for the next five years 3.2% 8.3% 73.9% 14.7%
Employees in this organization put in more hours than
11.2% 27.6% 45.4% 15.8%

ordinary working hours in a day
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4.5 Organizational Performance

This section analyzes the responses of state corporation employees regarding
organizational performance. Performance standards form the observable behaviors and
actions which explain how the job is done and communicates expectation or the result
expected for satisfactory job performance (Bass, 1995). According to Karanja (2011),
performance standards measure profitability, productivity, quality (accuracy, appearance,
usefulness or effectiveness), quantity (volume of work done), timeliness (how, when and
what date work is done) and cost effectiveness (reducing wastage, reducing cost and

reducing time).

Cotora (2007) argued that it is not possible for a performan surement system to
measure corporate performance or to analyze the pat e creation without

identifying the inter-relationships and the conversion ong situations, contexts,

and intangible values such as knowledge, comp nd partnerships. According to

CIPD (2009), when defining firm performan&fé ortant to consider a wide variety
of potential organizational perfor@an% s. Various forms of performance
S i

R

establish whether respondents thought the organization made

measurement are considered in the 1 ssed in this section.

The Organization’s Profits a

This question sougk
progress or was p n the previous year. Majority of respondents (67.7%) were of
the opinion ir ohganizations had made significant progress, where 11.2% strongly
agreed 55.5%9 agreed. The minority (32.3%) were of a contrary opinion, whereby
29.6% disa while 3.7% strongly disagreed. Fliaster (2004) argued that the strong
orientation of the executive culture towards short-term financial performance measures
and its ignorance of people issues are supported by existing remuneration systems. This
implied that financial measures that were based on traditional accounting practices, with
an emphasis on short-term indicators such as profit, turnover, cash flow and share prices,
were not fully suitable for measuring corporate performance. Some studies argue that
non-financial measures such as customers, investors, and stakeholders have become

increasingly important (Edvinsson, 1997; Lee et al., 2005; Kruse &Blasi, 1997)
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Availability of Programs to Support Employee Continuous Improvement

Respondents’ opinion was sought on whether state corporations had established
continuous improvement programs to enhance performance. The result indicated that
majority (66.1%) felt their organizations had such programs, whereby 12.4% strongly
agreed and 53.7% agreed. Respondents who held contrary opinions (35.9%) had 24.4%
who disagreed while 9.5% strongly disagreed.Human resource policies that encourage
employer involvement aim at providing employees with opportunities to have an input in
decisions and the means to acquire appropriate skills(Blinder,1990).This kind of exposure
enhances continuous improvement in the organization. Managements should therefore

ensure that members of their organizations are congruent with petitive strategy; both

sport for continuous

financial and non financial strategies, and provide direction : 3

improvement (Ben Ner& Jones, 1995).
Communication of Individuals’ Performance

This question sought to establlsh w %e corporations took initiative to
communicate to workers about t n I performance. Majority (60.6%) of

respondents supported this where Q
ESRDHEER

opinion were 39.4% of the
(&

4"'

ngly agreed and 47.1% agreed. Of contrary

hereby 28.7% disagreed and 10.6% strongly

disagreed.Studies hav: 2d that organizations should provide support in order
to identify tendenc gress in performance; be intelligible to majority of

employees; co evel of performance real time and regularly; be dynamic;

induce emplo ormance; induce attitude and evaluate group performance instead of

individua

Satisfaction with the Organization’s Performance

The intention of this question was to seek the opinion of the respondents regarding the
performance of their organization. Majority of the respondents (67.8%) indicated they
were satisfied with the performance of their organization within a period of three years,
where 11.8% strongly agreed and 56.0% agreed. The minority (32.2%) felt that the
performance of their organizations was unsatisfactory, where 29.3% disagreed while

2.9% strongly disagreed. In the survey by Freeman and Rogers (1994), most employees
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wanted more influence or decision-making power in their job, and believed this would
improve company productivity as well as their working lives. In their survey, Sixty-three
percent of employees said they wanted more influence, compared to 35 percent who were

content with things as they were.
Employee and General Performance ofthe Organization

Respondents’ opinion was sought on whether employees played a significant role in the
general performance of the organization. The result indicated that 83.1% of respondents
felt that their individual performance made significant contribution to the overall
performance of the organization. This included 17.0% who sgongly agreed and 66.1%
who agreed. Those who held contrary opinion (17%) indicate 4.7% disagreed and
2.3% strongly disagreed. The result shows the importan @ 1zing individual and

organizational goals for excellent performance. Wher
two, performances must suffer because |mplemen

eat disparity between the
lans is done haphazardly.

Employee Participation in Decision Mak a oduct|V|ty

This question sought to establis ’s opinion on employee participation in

organizational decision making 83.1%) had the opinion that employees who
were involved in strategic : gking were more productive in the organization.
21.3% of responden agreed while 61.8% agreed. Some respondents (16.9%)
had a contrary opyfi where 13.8% disagreed while 3.2% strongly disagreed with this
statement. 09y argued that employers want engaged employees because they

deliver iQprovedyusiness performance.
Organization’s Service Provision and Customer Expectations

The intention of this question was to get the respondents’ opinion on the ability of service
provision by state corporations in meeting customer expectations. Majority (62.1%) had
the opinion that their organizations provided services that exceeded customer
expectations. Among these, 12.1% strongly agreed and 50.0% agreed. 37.9% had an
opposed view whereby 27.3% disagreed and 10.6% strongly disagreed. Summers and
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Hyman (2005) used levels of productivity, reduction in company costs, customer

satisfaction and equality in decision making as performance variables or parameters.
Freedom to Make Work-Related Decisions

Respondents’ opinion was sought on whether managements of state corporations allowed
employees to make certain work-related decisions. The result indicated that majority
(65.5%) of respondents agreed that their managements did, whereby 11.5% strongly
agreed and 54.0% agreed. Fewer respondents (34.5%) were of a contrary opinion,
indicating that their managements did not give employees opportunity to exercise some
autonomy in their work units. Among them, 25.3% disagreed while 9.2% strongly

disagreed. Team working is assumed to influence organizatio loyee discretion and

empowerment in decision making (Lawler, et al. 1992; @

N\

n) the respondent on ability of state

The Organization’s Ability To Accomplish Its Goa

The intention of this question was to seek th NS

corporations to achieve their planne o@o ity of respondents (65.5%) opined that
their organizations regularly accopdphs eir goals. Among these, 13.2% strongly

agreed while 52.3% agreed. roportion of respondents (34.5%) disagreed,
@%W

meaning they felt their n not regularly accomplishing their goals.
Employee Perso@z’ Agreement With The Goals Of The Organization
tt

This questio stablish whether personal goals directly agree with those of the
organiz amohg members of state corporations in Kenya. 70.1% of respondents
supported t ew where 9.8% strongly agreed and 60.3% agreed. Fewer respondents

(35.9%) had a contrary opinion where 23.0% disagreed while 6.9% strongly disagreed.
When personal goals correlate with organizational goals, the employee tend to yield a lot
of personal and job satisfaction. Alper(2008) noted that satisfied employees tend to be

more productive, creative and committed to their employers.
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The Organization’s Level of Efficiency

Respondents’ opinion was sought on whether their organizations were efficient in
accomplishing planned tasks. The result indicated that majority (73.6%) found their
organizations to be efficient. Among them, 13.8% strongly agreed while 59.8% agreed.
Those who held contrary opinion were 26.4% whereby 25.3% disagreed while a paltry
1.1% strongly disagreed. Gonzalez (2009) noted that employee participation increases
efficiency of an organization in two ways: increasing workers productivity and increasing

the capacity of an organization to respond quickly to changes in the environment.

Table 4.7: Summary of items in organizational performanc&

SD @> A SA
N
My organization made good progress last year 37%(288%  555%  11.2%

This organization has a program that supports

. _ 244%  537%  12.4%
employees to have continuous improvement 23

My personal goals directly agree with the S
o < 6.9% 23.0% 60.3% 9.8%
the organization

My organization gets things done \ 1.1% 25.3% 59.8%  13.8%
Individual's performance f@ r was

. 10.6%  28.7% 471%  13.5%
communicated to wo

I am satisfied with nization's performance
lod

2.9% 29.3% 56.0%  11.8%

in the last 3

My per ance )has significantly contributed to

2.3% 14.7% 66.1%  17.0%

the general p mance of the organization

When employees in this organization participate
3.2% 13.8% 61.8%  21.3%

in decision making, they feel more productive
Our service exceeds customer expectations 10.6%  27.3% 50.0% 12.1%

The management of this organization is flexible;
allows employees some freedom to make certain 9.2% 25.3% 54.0%  11.5%

work-related decisions

This organization regularly accomplishes its goals  .9% 33.6% 52.3%  13.2%
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Respondents’ verdict on organization’s performance rating for the last 3 years indicated
the response as follows; Excellent: 4.0%; Very good: 45.5%; Good: 40.2%; Fair 8.3%;
Don’t know: 2.0%. Allen et al. (2008) considers firm performance relative to the
competition from multiple organizational perspectives including quality, productivity,

market share, profitability, return on equity, and overall firm performance.
4.6 Reliability Test

The study set out to find the reliability coefficient of all the items in the instrument. In
order to measure the reliability for a set of two or more constructs, Cronbach Alpha is
used. CronbachAlpha is a commonly used method where alpha_coefficient values range

between 0 and 1 with higher values indicating higher reliabi mong the indicators

(Hair et al., 1998;Rahman et al, 2011). @
Data collected on individual-based participation % S subjected to a reliability
test. The Cronbach Alpha of the 13 items Ijshed to be .874. This means that

oment and data. Thus, the Cronbach

there was a high degree of reliability of
Alpha for this case surpassed the miﬁ
by Burns and Burns (2008). Th

elrgbility coefficient of .70 as recommended
pndicated that use of direct individual-based
participation schemes (an in iable) had 13 items that were considered and
the variable met the t I g a Cronbach Alpha of 0.874.Data on use of direct
team-based participa s was subjected to a reliability test. The Cronbach Alpha
for the 10 items ; ependent variable was established to be .928, meaning there
was a high de @ability of study instrument and data collected. Cronbach Alpha

was abo e mmimum acceptable reliability coefficient (0.70).

Reliability test results for indirect participation indicated that use of indirect participation
schemes (an independent variable) had 11 items that were considered and the variable
met the threshold, having a Cronbach Alpha of 0.844.Reliability test results for financial
participation indicated that use of financial participation schemes (an independent
variable) had 11 items that were considered and the variable met the threshold, having a
Cronbach Alpha of 0.902.Data on employee attitude was subjected to reliability test. The
Cronbach Alpha for 15 items of employee attitude (the mediating variable) was
established to be .855. This means that the Cronbach Alpha was above the minimum
115



acceptable reliability coefficient of .70. Reliability test results indicated that the
dependent variable (organizational performance) had 11 items that were considered and
the variable met the threshold, having a Cronbach Alpha of 0.839.This means that all the
items in the study variables met the threshold since they were above the minimum

acceptable reliability coefficient of .70 (cronbach Alpha).

Table 4.8: Summary of Reliability Test Results

Variable No. of Items Cronbach Alpha
Direct individualized participation 13 874

Direct Team-based participation 10

Indirect participation 11

Financial participation 11

Employee Attitude 15
Performance of state corporations 11 @ .

V74
&

4.7 Factor Analysis:Construct Vali(<j>ity

Data collected was subjected to f ysis. Factor analysis is a complex algebraic

method for determining the nsions or factors that exist within a set of

concrete observations. A ey is sed to perform this complex operation, which is

GO
done through the geRg rtificial dimensions that correlate highly with several of

other variables th ependent of one another (Babbie, 2010). The results obtained

from 348 re ts Mwere analyzed and the results are explained in this section.

e principal component analysis (PCA) was carried out to explore the
underlying ors associated with various items. The construct validity was tested
through the Kaiser-Mayer-Olkin Measure of sampling adequacy. The Kaiser-Mayer-
Olkin measures of sampling adequacy (KMO) were first computed to determine the
suitability of using factor analysis. The value of KMO varies from 0 to 1, and KMO
overall should be 0.60 or higher in order to perform factor analysis

(Rahman,Hussain&Haque, 2011).

Factor analysis was administered on the data collected on use of direct individual-based

participation schemes. All items of the variable had a factor loading of more than .33 and
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were therefore qualified for further statistical analysis of data. Kothari (2004) indicated
that a threshold of more than .33 factor loading was the minimum that should be
considered for further statistical analysis of the item, otherwise items with factor loading
of less than .33 should be excluded from further statistical analysis. A factor analysis was
carried out on the use of team-based participation in state corporations in Kenya. All
items of the variable had a factor loading of more than .33 and were therefore qualified

for further statistical analysis of data.

The results obtained from 348 respondents were analyzed and the results are explained in
this section. Applying SPSS, the principal component analysis (PCA) was carried out to
explore the underlying factors associated with the 11 items. A fagtor analysis was carried
out on the use of indirect participation in state corporations a. All items of the
variable had a factor loading of more than .33 and Wer@ qualified for further

statistical analysis of data. &

A factor analysis was carried out on the use % iad/participation in state corporations

in Kenya. All the 11 items of the var@bl or loading of more than .33 and were

therefore qualified for further stati '5% is of data.The study sought to find out

whether employee attitude was a

Q
(4

performance of state corpo actor analysis was done on items of employee
attitude. Fifteen facig em gistered a threshold above .33, and were therefore

considered for furthe

diate between the independent variables and

atistical analysis. One item (job promotions in this organization
are fair) wagndr@pped\fQr'not meeting the threshold. It had a factor loading of .315.A
factor apalysis rried out on performance of state corporations in Kenya. All items
of the var d a factor loading of more than .33 and were therefore qualified for

further statistical analysis of data. The factor loadings are presented on Table 4.9.
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Table 4.9: Summary of Factor Analysis Test Results

Items of study variables Factor
Threshold
Use of Direct Individualized participation schemes
The management in this organization implements suggestions made by .786
employees
Employees are given feedback after giving suggestions 754
I have the autonomy to determine how my work is to be done in this .706
organization
My manager encourages me to influence what goes on in m .702
unit/department
The corporation communicates internal information i and .695
honest fashion
| participate in selecting tools, equipment and @for my job/unit 670
My manager gives feedback honestly to .603
Employees regularly use suggestio ems in this organization 597
My manager openly and effectiv % S employee career 583
development with individual
I regularly discuss my ith my supervisor .569
My service to this st paration and the contributions that | have 564
made are apprec}
rmining my work schedule and work plans .509
icipaigd in employee attitude survey in this organization
years
464
Use of team-based direct participation Schemes
| participate in setting group or departmental policies .880
I am an active member of a semi-autonomous work group in the .857
organization
The management holds meetings in which | can express my views about .835
what is happening in the organization
I am a member of quality management work team in my .833
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department/division

Workers general meetings in this corporation are held regularly
My head of department encourages me to work closely with other
members of a team to achieve a common goal or results/ target

I am a member of a problem-solving team in the organization

| participate in the planning of the departmental budget

My work requires me to work closely with other members of a team to
achieve a common goal or target

| participate in strategic management meetings

use of indirect participation schemes

Employees in the organization feel well represented at the jg
union/management committee

Workers' representatives in the board of directors @ voice the

workers' concerns

Representation in various organs increase @e of employees in
this organization
Having a representative in various d king organs increases

workers' commitment to their w, x

Representation in decision s enhances workers’
commitment to this iz

Workers' represen e board of directors are appointed by the
Management/C

A council of elgst orkers representatives exists in this organization
Decision de in the joint consultative meetings are communicated in
good time to employees

The workers' union influences important decisions in this corporation
Employees in this organization are represented by an elected colleague
at the management board

I am member of a workers union

Financial participation

I am satisfied with how this organization rewards workers who perform

well

827
814

718

713

.698

642

.769

758

699

.693

.649

.634

633
627

623
465

.360

.857
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| participate in determining the pension scheme decisions made in the
organization

Sharing of profits among employees makes me more productive in this
organization

Workers are informed on organizational financial performance by
management

Employees in this organization are involved in management of mini-
business units/profit sharing ventures

Employees in this organization are allowed to own company shares

I am involved in the determination of my individual incentives provided

in the organization

Workers in this organization receive skills/knowledge b

their regular salary
I am a member of a voluntary group insurance %n

organization

Workers in this organization receive pe%%-related pay besides

their regular payments ©

I benefit in the share of the com th in this organization every
year
Employee Attitude

I like my job better erage worker

Compared to otlqer izations in this country | am satisfied with our
benefits pack

| feel reahenjoyyent in my job

I am fairly satisfied with my job

I talk highly of this organization to my friends

I would accept almost any type of job assignment in order to keep
working for this organization

Workers here put a great deal of effort beyond the normally expected
in order to make the organization succeed

I would proudly recommend this organization as a good place to work;

to a friend or relative

793

.760

716

.698

.697
691

.682

.680

674

.538

.801

.738

.698

.680

.657

.648

644

643
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I am paid fairly for the work i do .638
I intend to work for this organization for the next five years 612
Employees in this organization put in more hours than ordinary 592
working hours in a day

Workers' service to the company and the contributions that they make 554

are appreciated

My job makes good of my skills and abilities .553
This organization's policies are well communicated 476
| feel I have job security in this organization .350

Organizational performance

My organization gets things done on time .805
I am satisfied with the organization’s performance in the 163
period
This organization regularly accomplishes its goal & 761

Our service exceeds customer expectations .758
This organization has a program that su g\ts%@o oyees to have 722

. . <
continuous Improvement xo

My personal goals directly agree als of the organization 647
The management of this org xible; allows employees some .629
freedom to make certai @ed decisions

My organization ma fits /surplus last year .560
Individual's perf r last year was communicated to workers 543
When employ i@is organization participate in decision making, 470
they feel e productive

My performance has significantly contributed to the general 409
performance of the organization

My organization's performance rating in the last year was impressive 408

Extraction Method: Principal Component Analysis.

4.8 Correlation Coefficient Test

Correlation is the degree of correspondence between variables. Correlation coefficient is a

numerical index which expresses the degree or magnitude of the relationship (Burns &
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Burns, 2008). A correlation coefficient indicates both the direction and the strength of
relationship between two variables. 348 pairs of scores were used to obtain the correlation

coefficient.

4.8.1 Correlation To Determine Relationship Between Use Of Direct Individual-

Based Participation Schemes And Organization Performance.

Pearson correlation was computed to determine if there was any significant relationship
between use of direct individual-based participation schemes and organizational
performance as independent and dependent variable respectively. A scatter plot was used

to present the data collected on the use of direct individual-pased participation versus

performance of state corporations as independent and depende iables respectively. A

scatter plot gives a good visual picture of the relationships 0 variables and aids

in the interpretation of the correlation coefficient or reg&
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Figure4.3: Direct Individual Based Participation and Organizational Performance

Use of direct individual-based participation schemes versus performance of state
corporations was computed as presented in figure.4.3. The correlation between use of
direct individual-based participation schemes and organization’s performance was found
to be +.341. This is significant at .01 level. It could therefore be concluded that there is a

positive correlation between the two variables although the results belong to the low
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correlation category; according to Burns and Burns (2008). Hence the use of direct
individualized participation schemes has positive significant relationship with the
performance of state corporations at 99% confidence level because the P-value for the
Pearson correlation coefficient was .000, which is less than 0.01.

4.8.2 Correlation between Use of Direct Team-Based Participation and

Organization’s Performance

Pearson correlation was computed to determine if there was any significant relationship

between use of direct team-based participation schemes and organization’s performance.
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Figure 4.4: Scatter

ORGANIZATIONAL PERFORMANCE

ing relationship between direct team based

participation ang/o tion’s performance

Use of ct tealr)-based participation schemes versus performance of state corporations
was comput illustrated in Figure 4.4. In the study, 348 pairs of scores were used to
obtain the correlation coefficient. The correlation between use of direct team-based
participation schemes and organization’s performance was found to be +.429. This is
significant at .01 level. It could therefore be concluded that there is a moderate positive
correlation between the two variables because the results belong to the moderate category
according to Burns and Burns (2008). Hence the use of direct team-based participation
schemes significantly correlates with the performance of state corporations at 99%
confidence level because the P-value for the Pearson correlation coefficient was .000,
which is less than 0.01.
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4.8.3 Correlations between indirect participation schemes and organization’s

performance

Pearson correlation was computed to determine if there was any significant relationship

between use of indirect employee participation schemes and organization’s performance.
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Figure4.5: Scatter Plot Showing R@ti@ een Indirect Participation and

Organization’s Performance \
The correlation between @t participation schemes and organization’s

u
performance was fo @43. This is significant at .01 level, although the
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relationship is weak. 8) recommended that a correlation coefficient sizes: .10
for a small effeqy’s \30 for a medium effect size and .50 for a large effect size
regardless of thexsigd\(negative or positive).

The correlat etween use of direct indirect participation schemes and organization’s
performance was found to be +.143. This is significant at .01 level. It could therefore be
concluded that there is a weak positive correlation between the two variables because the
results belong to the weak category according to Cohen (1988). Hence the use of indirect
participation schemes has a significant relationship with the performance of state
corporations at 99% confidence level because the P-value for the Pearson correlation

coefficient was .008, which is less than 0.01.
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4.8.4 Correlations between Financial Participation Schemes and Organization’s

Performance

Pearson correlation was computed to determine if there was any significant relationship

between use of financial participation schemes and organization’s performance.
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Figure 4.6: Scatter Plot Showing Rglati@&@tween Financial Participation and

Organization’s Performance \

The correlation between u | participation schemes and organization’s
performance was .04 I t significant and indicates a random relationship.
According to Burns (2008), a random correlation occurs where there is no

n two sets of observations.The correlation was found to be

discernible relati
+.043. This is nificant at .01 level. It could therefore be concluded that there is a
ion between the two variables because the results belong to the slight
correlation category, according to Burns and Burns (2008). Thus, use of financial
participation schemes does not significantly influence the performance of state
corporations at 99% confidence level because the P-value for the Pearson correlation

coefficient was .421, which is more than 0.01.
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4.8.5 Summary of Pearson’s Correlation of Coefficients

A summary of correlation coefficient is demonstrated on correlation matrix (Table 4.10).
Correlations between dependent and each independent variable are demonstrated. The test
results of correlations further indicate inter-correlations between independent variables

The results of correlation coefficients of the relationship between dependent variable
(organizational performance) and independent variables were .341 (Direct individual-
based participation), .429 (direct team-based participation), .143 (indirect participation)
and .043 (Financial participation). The first three independent variables were found to
have significant correlation with organizational performance against P-values of .000,

.000 and .008 respectively, while the correlation between fidancial participation and

this study, it should have a P-value of less than .01 | ‘
The test results of Pearson’s correlation coeffi e relationship between direct
individual-based participation and direct te 3 articipation was .368 with a P-
value of .000, which is less than .01 écc evel of significance. This shows that the

' d participation and direct team-based
R, coefficient of the relationship between direct

et participation was .173, with a P-value of .001,

implying that the ce was significant since .001 is less than the acceptable .01

level of signifi owever, the correlation between direct individual-based
participation inanetal participation was found to be insignificant at .01 level of
significdqse. The gorrelation coefficient was .021, with a P-value of .699, which is more
than 0.01 ac d level of significance. For the correlation coefficient to be significant, it
should have a P-value of less than .01 level of significance.

The test results of Pearson’s correlation coefficient on the relationship between direct
team-based participation and direct individual-based participation was .368 with a P-
value of .000, which is less than .01 acceptable level of significance. This shows that the
correlation between direct team based participation and direct individual-based
participation is significant. The correlation coefficient of the relationship between direct
team-based participation and indirect participation was .409, with a P-value of .000,
implying that the correlation was significant since .000 is less than the acceptable .01
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level of significance. The correlation between direct team-based participation and
financial participation was found to be significant at .01 level of significance. The
correlation coefficient was .240, with a P-value of .000, which is less than the 0.01
accepted level of significance. In this study, for the correlation coefficient to be
significant, it should have a P-value of less than .01 level of significance. Team based
participation significantly correlates with the other three independent variables.

The test results of Pearson’s correlation coefficient on the relationship between indirect
participation and direct individual-based participation was .173 with a P-value of .001,
which is less than .01 acceptable level of significance. This shows that the correlation
between indirect participation and direct individual-based participation is significant. The
correlation coefficient of the relationship between indirect parficipation and team-based

direct participation was .409, with a P-value of .000, implyi he correlation was

significant since .000 is less than the acceptable .01 le sigmificance. The correlation

between indirect participation and financial participa found to be significant at
.01 level of significance. The correlation coeffi as .405, with a P-value of .000,
which is less than the 0.01 accepted level gfsigificance. In this study for the correlation

coefficient to be significant, it should haye=aP-yalue of less than .01 level of significance.

The test results of Pe (relation coefficient on the relationship between financial
participation and di ed participation was .240 with a P-value of .000, which
is less than .01 evel of significance. This shows that the correlation between

and direct team-based participation is significant. The correlation

relationship between financial participation and indirect participation
was .405, with a P-value of .000, implying that the correlation was significant since .000
is less than the acceptable .01 level of significance. However, the correlation between
financial participation and direct individual-based participation was found to be
insignificant at .01 level of significance. The correlation coefficient was .021, with a P-
value of .699, which is more than 0.01, the accepted level of significance. For the
correlation coefficient to be significant, it should have a P-value of less than .01 level of

significance.
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Table 4.10: Correlation Results Matrix

Org.Perf  IBDP TBDP IND.P  FIN.P

ORGANIZATIONAL Pearson

PERFORMANCE
(Org.Perf)

INDIVIDUAL -
BASED DIRECT
PARTICIPATION
(IBDP)

TEAM BASED
DIRECT
PARTICIPATION
(TBDP)

INDIRECT
PARTICIPATION
(IND.P)

FINANCIAL
PARTICI
(FIN.

) 1
Correlation
Sig. (2-tailed)
N 348
Pearson .
) 341 1
Correlation
Sig. (2-tailed) .000
N 348 348

Pearson

**x

Sig. (2-tailed)
N
O
Pearson é ? . .
) \ 143 173

Correlat
Sig@ 008 .001
348 348

earson
) .043 .021

Correlation

Sig. (2-tailed) 421 .699
348 348

429 @ 1
Correlation
.800
348

348
409 1
.000
348 348
2407 405 1
.000 .000

348 348 348

**Correlation is significant at the 0.01 level (2-tailed).

4.8.6 Partial Correlation Coefficient on Variables

To test whether employee attitude mediated on the relationship between independent

variables and performance of state corporations (Dependent variable), partial correlation

coefficient (PCC) was computed. PCC measures separately the relationship between two

variables in a way that effect of other variables are eliminated or controlled. It is similar
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to Pearson’s correlation coefficient except that in this respect it is viewed as being similar
to a regression with two independent variable; where it allows you to determine the
correlation between one of the independent variable and dependent variable while the

second independent variable is controlled or held constant.

Intervening (Mediating) Effect Of Employee Attitude On The Relationship Between
Direct Individual-Based Participation And Performance Of State Corporations

The results obtained indicated that the correlation coefficient, when the effect of
employee attitude as a mediating variable is present in the relationship between direct
individual-based participation and performance of state corporations, was 0.341. The

correlation coefficient when the effect of employee attitude was d constant (controlled)

Qerformance of state
and 0.342 is -.001. This

shows that employee attitude does not have any lating”effect on the relationship

in the correlation between direct individual-based participatiok

corporations was 0.342. Hence the difference betwee

between direct individual-based participatio mance of state corporations. The
study therefore concludes that employe does not mediate between direct

individual-based participation and peﬁ e)gf state corporations (See table 4.11).

Table 4.11: Intervening Effec ee Attitude onthe Relationship between

Individual-Based Pa/rtlaip)a\ ormance of State Corporations

Independent \&@Eﬁn Correlation Difference
variable icient when the coefficient when the
ediating variable mediating variable is

IS present controlled

Direct individual

participation
0.341 0.342 -0.001

Intervening (Mediating) Effect Of Employee Attitude On The Relationship Between

Direct Team-Based Participation And Performance Of State Corporations

To test whether employee attitude mediated between direct team-based and performance

of state corporations, partial correlation coefficient was computed. Partial correlation
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coefficient on the effect of employee attitude (mediating) in the relationship between
direct team-based participation (independent) and performance of state corporations
(dependent) was computed and established to be 0.429.

The correlation coefficient when the effect of employee attitude was held constant
(controlled) in the correlation between direct team-based participation and performance of
state corporations was 0.417. Therefore, the difference between the two coefficients is
0.012 (The difference between 0.429 and 0.417 is .012). This indicates that employee
attitude has a mediating effect on the relationship between direct team-based participation
and performance of state corporations.

It can then be concluded that employee attitude has a significant mediating effect

(although weak) on the relationship between direct team-Xased participation and

performance of state corporations in Kenya. (See table 4.12

Table 4.12: Intervening Effect Of Employee Attitu Relationship Between

Team-Based Participation And Performance @ rporations
Independent Correlation ~Cadrefation Difference
variable coefficient wh fficient when the

mediating v§ mediating variable is

IS pres controlled

NN,
Direct team-based /0742)) ~~— 0.417 0.012

articipation

Particip A

Intervenimiy ( lating) Effect Of Employee Attitude On The Relationship Between
Indirect Participation And Performance Of State Corporations

To test whether employee attitude mediated between indirect participation and
performance of state corporations, partial correlation coefficient was computed.. Partial
correlation coefficient on the effect of employee attitude (mediating) between indirect
participation (independent) and performance of state corporations (dependent) was
computed and established to be 0.143.
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The correlation coefficient when the effect of employee attitude was held constant
(controlled) in the correlation between indirect participation and performance of state
corporations was 0.103.

Therefore, since the correlation coefficient when the effect of employee attitude was
controlled was 0.103, the difference between the two coefficients is 0.030 (The difference
between 0.143 and 0.103 is .030). This shows that employee attitude has a mediating
effect on the relationship between indirect participation and performance of state
corporations. It is then concluded that employee attitude has a significant mediating effect
on the relationship between indirect participation and performance of state corporations in
Kenya. (See table 4.13)

Table 4.13:Effect of Employee Attitude onthe Relationship Nect Participation
and Dependent Variable @
Independent Correlation coefficient ~ Correl \o@icient
variable when mediating W% lating variable  Difference
variable is present o @ ed
Indirect 0.143 0.030
articipation
partep /\Q)\
@\/

Intervening (Media Of Employee Attitude On The Relationship Between

Financial Particiat d Performance Of State Corporations
To test whe ployee attitude mediated between financial participation and

performaneg@ of gjate corporations, partial correlation coefficient was computed. Partial
correlation coefficient on the effect of employee attitude (mediating) between financial
participation (independent) and performance of state corporations (dependent) was
computed and established to be 0.043. The correlation coefficient when the effect of
employee attitude was held constant (controlled) in the correlation between financial
participation and performance of state corporations was -0.051.

Therefore, the difference between the two coefficients is 0.094 (The difference between -
0.051 and 0.043 is .094). This shows that employee attitude has a mediating effect on the

relationship between financial participation and performance of state corporations.
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It is then concluded that employee attitude has a negative mediating effect on the
relationship between financial participation and performance of state corporations in
Kenya. (See table 4.14)

Table 4.14: Effect of Employee Attitude onthe Relationship Between Financial
Participation And The Dependent Variable

Independent Correlation coefficient Correlation coefficient  Difference
variable when mediating when mediating
variable is present variable is controlled
Financial 0.043 -0.051 0.094
participation QA
©
4.8.7 Normality Test : Dependent Variable &@

In this study, there was need to test whetm tribution of scores was normal.

Normality test was done to detem&,ne@ e obtained distribution as a whole
deviates from a normal distributi% e same means and standard deviation.

Kolmogorov- Smirnov test of nor @
btaired scores deviate from the normal distribution,

plot. Q-Q plot is used to ho@ j
with the normal distyi sh as a straight line (Burns & Burns, 2008). It provides a

whether data are normally distributed (Kremelberg, 2011). The

s utilized by using SPSS software to get a Q-Q

quick way to get
results of Q ated that the dependent variable (organizational performance)

was norrally dis{hibtited. Figure 4.7 demonstrates the results.
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Normal Q-Q Plot of ORGANIZATIONAL PERFORMANCE

40
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20
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Observed Value

Figure 4.7: Normal Q-Q plot of Performance of State Cor

4.9 Regression Analysis @

In this study, multiple linear regression was ru SS in which performance of
state corporations was predicted using vari e ee participation schemes and the

and Model summary tables indicated

intervening variable(employee attituge)..

computed F-values showing stat icance and R-Square values which show

the degree of ‘change’ caused b aplables on dependent variable. The actual results

of the regression were presen Q

Direct individual-bas hemes and performance of state corporations

According t 4.152 the use of direct individual-based participation schemes has a
positive€ftect on performance of state corporations with a gradient of 0.339. This implies
that a unit e in the use of direct individual-based participation schemes increases
performance of state corporations at the rate of 0.339.
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Table 4.15: Coefficients of the use of direct individual-based participationschemes

to enhance performance of state corporations

Model Unstandardized  coefficients t Sig.
1 B Std error
Constant 16.720 1.109 15.081 0.000

Direct-individual-
based participation
.05 6.71 0.000

Q\

a. Dependent Variable: ORGANIZATIONAL PERFORMAN@

The result of ANOVA showed that the model of or .m.) performance with direct
individual based participation was significant @” alue of 0.000 (p<0.05) and

explained the variance in organizational perf
Table 4.16 shows ANOVA for this ufiya el. These results corroborate with those
of Sherk (2012) who noted th € dividual empowerment schemes in the
organization greatly improved pe of employees as well as the organization.
Table 4.16: Analysj between Direct Individual Based Participation
and Organization ormance

ANOVAP
AL \

\_// Sum of

ong state corporations in Kenya.

Model Squares  df Mean Square F Sig.
Regression 1736.613 1 1736.613 45.441 .000%
Residual 13223.018 346 38.217

TOTAL 14959.631 347

a. Predictors: (Constant), INDIVIDUAL-BASED DIRECT PARTICIPATION
b. Dependent Variable: ORGANIZATIONAL PERFORMANCE
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Figure 4.8 scatter plot with regression line showing direct i al-based
participation vs performance of state corporations. @

The scatter-plot in Figure 4.8 indicated that ther, ear association between direct
individual-based participation schemes and of state corporations. Therefore
a regression line (also called line of bsst f%%tted in the scatter plot to demonstrate
this association further. Figure % a regression line of individual-based
e N\J

state corporations. This means that use of

individual-based partis{gdtion scheme was computed and established to be .116. This
means that 14.6%8.0 1dtion in performance of state corporations can be explained by
the use Qf di ividual-based employee participation. The remaining 88.4% is
explained other variables, namely: direct team-based participation, indirect
participation schemes, financial participation and employee attitude.This is presented in

Table 4.17:

Table 4.17: Goodness ofFit for Use of Direct Individual Based Participation versus

Performance of State Corporations

Model R R-Square Adjusted R-sq  Std Error of est

1 3412 0.116 0.114 6.18197
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a. Predictors (Constant), Direct Individual-based participation

The analysis above helped the study to draw a conclusion. The study hypothesis 1 is
accepted. The hypothesis stated that use of direct individual-based participation scheme
had a statistically significant influence on performance of state corporations. Thus, use of
direct participation schemes, with direct involvement of individual employee appear to

influence the organization’s performance in state corporations in Kenya.
Direct Team-Based Participation Schemes And Performance Of State Corporations

According to table 4.18, the use of direct team-based participation schemes has a positive

effect on performance of state corporations with a gradient of 0.

This implies that a unit change in the use of direct teg
increases performance of state corporations at the rat 24

articipation schemes

Table 4.18: Coefficients’of the Use of Dire
Performance of State Corporations<>

af-Based Schemes to Enhance

A
Model Unstandardi “vefficients Standardized coefficients
| N
@\\//C}){d error Beta t Sig.
Constant .858 19.613 .000
Direct team sQ@
participagion 0.424 0.048 0.429 8.832 000

a. Dependent Variable: ORGANIZATIONAL PERFORMANCE
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Table 4.19: Analysis Of Variance between Direct Team-Based Participation and

Organizational Performance

ANOVA®
Model Sum of Squares  df Mean Square F Sig.
1 Regression 2752.091 1 2752.001 78.003  .000
Residual 12207.540 346 35.282
Total 14959.631 347

a. Predictors: (Constant), TEAM BASED DIRECT PARTICIPATION
b. Dependent Variable: ORGANIZATIONAL PERFORMAN

The result of ANOVA test showed that the model of organi performance with
direct team based participation was significant wit alye of 0.000 (p<0.05) and
g state corporations in Kenya.

explained the variance in organizational perform
Table 4.19 shows ANOVA for this univariat @ese results corroborate with those
of Biswas and Varma (2007) who <got% of work-teams in the organization

greatly improves performance of e?g%

50.00

ell as the organization.

O Observed
— Linear

=

0.00-1

ERFORMANCE

ORGANWL p

=
E]
=

PN

10,007

0.00 T T T T
0.00 10.00 20.00 30.00 40.00

TEAM BASED DIRECT PARTICIPATION

Figure 4.9: Regression line of the use of direct team-based participation versus

performance of state corporations
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The goodness-of-fit (GOF) namely R-square for direct team-based participation scheme
was computed and established to be .184. This means that 18.4% of variation in
performance of state corporations can be explained by the use of direct team-based
employee participation schemes. The remaining 81.6% is explained by the other
variables, namely: direct individual-based participation, indirect participation schemes,
financial participation and employee attitude.

This is presented in Table 4.20

Table 4.20: Goodness of Fit for use of direct team based participation versus

performance of state corporations

QA

Model R R-Square Adjusted R-Sq  Std Error of emn

1 0.429 0.184 0.182 5@M

AN

o2 \3
N
a. Predictors: (Constant), TEAM BASED D TICIPATION

<
The above analysis helped the study

)

performance of s orations in Kenya.Thus, the use of direct participation

conclusion; either to accept or reject the

stated hypothesis. Hypothesis Nu was accepted .The hypothesis stated that use

of direct team-based parti e has astatistically significant influence on
schemes involving@ngys work teams at departmental level appear to influence the
organization r e in state corporations in Kenya.

Indirect Paxieipdtion Schemes and Performance Of State Corporations

According to table 4.21 the use of indirect participation schemes has a positive effect on
performance of state corporations with a gradient of 0.154. This implies that a unit change
in the use of indirect participation schemes increases performance of state corporations at
the rate of 0.154.
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Table 4.21: Coefficients Of the Use of Indirect Participation Schemes To Enhance

Performance Of State Corporations

Model Unstandardized  Coefficients Standardized Coefficients
B Std error Beta t Sig.
Constant 20.891 1.157 18.060 0.000
st Participation
0.057 0.143 2.684

a. Dependent Variable: ORGANIZATIONAL PERFORMAN

The result of ANOVA showed that the model of orga%w& erformance with indirect

participation was significant with a p-value of 0.

in organizational performance among state

5) and explained the variance
fons in Kenya. Table 4.22 shows

ANOVA for this model. These res@ts

maklng organs in an organlzatlon im O

Table 4.22: ANOVA betwe

Performance

at use of representatives in decision

ormance of the organization.

rticipation And Organizational

Model {\mof Squares  df Mean Square F Sig.
1 Regrés\ I\ 305.124 1 1 7.204  .008°
Resua 14654.507 346 346
Total 14959.631 347 347

a. Predictors: (Constant), INDIRECT PARTICIPATION
b. Dependent Variable: ORGANIZATIONAL PERFORMANCE

Since the scatter-plot in Figure 4.8indicates a linear association between indirect

participation scheme and performance of state corporations, a regression line could be

fitted for the variables.
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Flgure 4.10: Regression Line Of In&x jcipation Versus Performance Of State
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state corporations ¢ xplained by the use of indirect employee participation schemes.

The remaini %)NIs explained by the other variables, namely: direct team-based

participation, dividual-based participation schemes, financial participation and

employee

Table 4.23: Goodness Of Fit For Use Of Indirect Participation Versus Performance
Of State Corporations

Model R R-Square Adjusted R-Sq Std Error of estimate

1 1432 0.020 0.018 6.50800

a. Predictors: (Constant), INDIRECT PARTICIPATION
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A conclusion can thus be drawn from the above analysis. This means that use of indirect
participation schemes, which mainly involve representation at various decision-making
organs appear to influence the organization’s performance in state corporations in Kenya

although the level of influence is low.

Hypothesis number 3 is thusaccepted: Use Of Indirect Participation Schemes Has A
Statistically Significant Influence On Performance Of State Corporations.

Use of Financial Participation Schemes and Performance of State Corporations

According to table 4.24the use of financial participation schemes has a positive effect on

performance of state corporations with a gradient of 0.042.

This implies that a unit change in the use of financial o@v gipatton schemes increases
performance of state corporations at the rate of 0.042.

Table 4.24: Coefficients ofthe Use of Finan% es to Enhance Performance of
State Corporations o
(\%

Model Unstandardized c iclentd  Standardized coefficients

fme
1 B @My’ Beta t Sig.
Constant @ .807 28.843 0.000

N

Financial 0.042 0.052 0.043 0.806 0.421
participation

The result of ANOVA however showed that the model of organizational performance
with financial participationwas statistically not significant, having a p-value of 0.421
(p<0.05) Table 4.25 shows ANOVA for this model. These results implied that use of
financial participation was not considered in this study as a factor of improving

performance of state corporations in Kenya.
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Table 4.25: ANOVA of financial participation and organizational performance

ANOVAP
Model Sum of Squares  df lean Square F Sig.
Regression 28.035 1 28.035 650 4218
Residual 14931.596 346 43.155
Total 14959.631 347

a. Predictors: (Constant), FINANCIAL PARTICIPATION
b. Dependent Variable: Organizational L Performance

O Observed
— Linear

50.00

40.00

30.00

20.007

ORGANIZATIONAL PERFORMANCE

i

‘1D!DU QD!DD SU?DD 4D!DD
FINANCIAL PARTICIPATION

Figure 4.10:Regression Line ofthe Use of Financial Participation versus
Performance Of State Corporations

The goodness-of-fit (GOF) namely R-square for financial participation scheme was
computed and established to be .002. This means that 0.2% of variation in performance

of state corporations can be explained by the use of financial participation. The remaining
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(of 99.8%) is explained by the other variables, including direct individual-based
participation, direct team-based, indirect participation schemes and employee attitude.
This is presented in Table 4.26

Table 4.26: Goodness of Fit for use of financial participation versus performance of

state corporations

Model R R-Square Adjusted R-Sq  Std Error of estimation

1 0432 0.002 -0.001 6.56924

a. Predictors: (Constant), FINANCIAL PARTICIPATION

From the above analysis we can draw a conclusion.The s esis number Four is
rejected. The hypothesis stated that use of financial pafticiétion scheme has a significant
influence on performance of state corporations %nancial participation schemes
such as profit sharing, bonus, pension plans@ual incentives therefore does not

influence the organization’s perform@ce@

Employee Attitude and Organlza i RexPormance

porations in Kenya.

There was need to determ 'onshlp between employee attitude(mediating
variable) and the :a@ Va Ie The study therefore carried out goodness of fit,

ANOVA and regressior €oefficient tests to determine the predictability of organizational

performanc loyee attitude.
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Figure 4.11: Scatter graph showing regression line f @ee attitude versus
organizational performance
Table 4.27Coefficients® of employee attit ns of enhancing performance

in state corporations. <o
AN

Model Unstandardized ‘Qqeﬁ)i,?\igvnts Standardized coefficients
B @ﬂ'@’or Beta t Sig.
Constant 1.324 15.941 0.000
@ 0.032
Employ 0.094 0.044 0115 2.153
Attitude

a. Dependent Variable: ORGANIZATIONAL PERFORMANCE

The result of ANOVA showed that the model of organizational performance with

employee attitude was significant with a p-value of 0.032 (p<0.05) and could therefore be

used to explain the variance in performance of state corporations.. Table 4.28 shows

ANOVA for this univariate model. These results corroborated with the results of Bhatt

and Qureshi (2007) who had noted that employee attitude, with job satisfaction and

employee commitment as its main components improved performance of organizations.
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Thus, harbouring positive attitudesnot only helps to improve good relations between

stakeholders but also improves organizational performance.

Table 4.28: Analysis of Variance between Employee Attitude and Organizational

Performance.
ANOVAP
Model Sum of Squares df Mean Square F Sig.
1 Regression 197.854 1 197.854 4.637 .032°
Residual 14761.776 346 42.664

Total 14959.631 347 &
a. Predictors: (Constant), EMPLOYEE ATTITUDE @\/

b. Dependent Variable: ORGANIZATIONA. @
PERFORMANCE

Results of ANOVA Test on Differ ans for Staff Categories.

Analysis of Variance(ANS

t-teSts are two different ways of testing for mean
pyrpose of ANOVA is to decide whether the differences

differences. Like t-t&S

between means tions is simply due to chance(random sampling error) or

"
whether ther sternatic effects that have caused scores of observations in one or
more gr to bg)statistically significantly different from those in other groups(Burns &
Burns,2008)

An ANOVA test was administered to determine the significance level of difference in
means between the three categories of staff on study variables, and at 0.05 significance
level. The results are contained in Appendix VIII.

On direct individual based participation, the difference in means between managerial and
supervisory staff was found to be 2.9147 and had a significance of 0.10,thus the
difference was statistically insignificant since 0.10 is higher than .05 significance
level. The difference in means between supervisory and ordinary staff was 0.17014 and

statistically insignificant (.825 level of significance).However the difference in Means
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between managerial and ordinary staff(3.08430) was found to be significant having .004
level of significance.

On direct team-based participation, managerial and supervisory staff recorded a mean
difference of 4.76291,which was statistically significant at .000 level of significance. The
means difference between managerial and ordinary staff(5.9752)was also found to be
statistically significant(.000),while the means difference between supervisory and
ordinary staff (1.21230) was found to be insignificant, with P= .106,which exceeds the
acceptable .05 level of significance. This shows that there was homogeneity in the two
groups on participation in direct team based schemes.

The means difference between managerial and supervisory staff(.71698) on indirect

participation was found to be insignificant(.492) at .05 signific e level. The differences
in Means between managerial and ordinary staff(2.17088) a

versus ordinary staff(1.45390) were found to be stat%% ignificant at .029 and .042
art

df supervisory staff

respectively. This means there was homogeneity in th

and supervisory staff on indirect participationss :
The difference in the means of manageri %

ation levels of managerial

rvisory staff (92.00872)on financial

participation was found to be statisti? ighificant(.082). Similarly, the difference in

Means of managerial and or ff(-.43613)was found to be statistically
insignificant(.692). However e in Means of supervisory and ordinary staff
(1.57259) on financial

On rating of the pe

ICipdtion xvas found to be statistically significant(.047).

state corporations, the means difference of managerial
and supervisory 32) was found to be strongly significant(.000).The difference
in means of @and ordinary staff(5.13527)was similarly found to be strongly
significa 00) ,However, the means difference between supervisory and ordinary
staff(.36995)was statistically insignificant(.621).This means that on rating of the

performance of state corporations, supervisory and ordinary staff had a strong similarity.

In conclusion, One-way ANOVA results in APPENDIX VII: Table A revealed that
overall, there existed a significant difference between the three categories of staff in the
team-based direct participation(F=16.429, P-Value=0.000) and organizational
performance(F=12.632,P- Value=0.000). The three groups were further found to have
Mean differences on direct individual-based participation(P=.014) and indirect

participation schemes(P=.032) which were statistically significant. On financial
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participation, no significant variations were found between the 3 categories of staff
(P=.083).
ANOVA Test Results on Difference ofMeans of State Corporation Categories.

Tests on the means were conducted on the variation of state corporations in regard to use
of participation schemes, employee attitude and performance of state corporations. The
tests (expressed in mean scores)indicated that tertiary education employees had the
highest levels of use of direct individualized participation (23), followed by training and
research institutions (22.64). State corporations in the financial category had a mean score
of 21.05. Regulatory bodies had the lowest levels of direct individualized participation,

with 19.6 mean scores. ANOVA table indicated mean sqfakevalues of 41.202.The
variance was not significant(.412). @

On direct team-based participation, tertiary educatio@the highest participation

level(19.80),followed by regulatory category orporations(18.56). The third
category was public university category corporations with 18.27 mean

scores.Financial Corporations categg;y est mean scores ( 14.89).ANOVA
K groups. Variances were found to be

es was highest among workers in the Regulatory

(20.3) followed by Regional development(20.0) and

indicated a meansquare of 106.8Q
significant(.017),

Use of indirect partici

category of state C
Training and Re Ihstitutions (19.98).The commercial and Manufacturing category
had the lowe scores in participation levels at 18.43. ANOVA table indicated

mean sq valyes of 14.394(F=.381).The variance was not significant(.913).

Financial participation schemes had the following mean scores: Regulatory
bodies(15.12), then financial category of state corporations (15.03). At 14,4 were the
tertiary education institutions, regional development(14.37), Services(14.17), commercial
and manufacturing category of state corporations(13.8), while public universities category
had 11.3 mean scores. ANOVA table revealed mean square values of

62.066(F=1.377).The variance (between groups) was not significant(.214).
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Further test was conducted on the variation between state corporations in regard to
employee attitude,the intervening variable. Results revealed that Regulatory corporations
had 32.5 meanscores,regional development(32.3) financial state corporations category
had 30.5, tertiary education 30.2.Public university category had the lowest levels of job
satisfaction and commitment at 26.11 mean scores. The ANOVA table indicated mean

square values of 122.026,(F=1.925) Variance (between groups)was not significant (.065).

On performance of state corporations, the study indicated that regional development had a
mean score of 26.2, Services category had 25.5 mean scores while tertiary education had

25.2. Regulatory bodies had 24.4, followedby commercial and manufacturing state

corporations with 23.9 mean scores.Training & research irfStitutions had 23.2 mean

scores, while Financial Corporations had 23.0 mean scores.Pu@'
the lowest mean scores, with 20.4.Total variance was fo pe-43.111.The ANOVA
table revealed a mean square of 143.782 between3.504) and the variance

was significant(.001) at 5% significance Ievel@

The study confirmed that there is aéine hip between employee participation

tegefies of state corporations with higher mean
scores had similarly higher mean performance. Tertiary education institutions,
Regulatory bodies and regi ; ﬁ ent had 19.2187,18.4198,and 18.3741 mean
scores respectively. @ e—sfate corporations had the highest mean scores in

development(26.2006), Tertiary Education(25.2029) and

.Likewise three state corporation categories with low mean

ersity category had

and organizational performance. Th

performance: Regiohd

regulatory b

scores | es> participation had low mean scores in performance;financial

universities(17.36;20.4877) respectively.(See Appendix ix).
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Hyman & Summers (2005) found that the productivity effects of participation varied
between industrial sectors. In their study, while they found that participation had an
overall positive effect, the effect was not significant for the footwear industry and was only
slightly significant for the clothing sector. The study utilized contingency tables to find

specific data values, and to examine interdependence between the variables.

4.10 Overall Regression Models

The study adopted two multiple regression models; one with effect of employee attitude
as an intervening variable and the other without the influence of employee attitude. A

multiple regression attempts to determine whether a group of variables together predict a

given variable (Bryman& Bell, 2011). A multiple regression
variables from the rest, thus allowing each to have its own
relationship to the dependent variable.

The multiple linear regression model with four exg
value of 0.225. This meant that 22.5% of va(iat

can be explained by the model and 77.5: \-'

error term. \
Table 4.29: Overall Regress/iar> mmaries without Employee Attitude
2

tory variables, had a R-square

performance of state corporations

erence remained unexplained in the

A
Model R W Adjusted R Std error of the
Square estimate

S Q((A\\\>225 216 5.81203

Predictors: nstant), §NCIAL PARTICIPATION; INDIVIDUAL - BASED DIRECT PARTICIPATION; TEAM
BASED DIRE ICIPATION; INDIRECT PARTICIPATION

A multiple linear regression model, with five explanatory variables, the 5 being
employee attitude as a mediating variable had an R-Square value of 0.934. This means
that 93.4% of variation in the performance of state corporations can be explained by this
model and 6.6% of the difference remained unexplained in the error term. The model
summary is presented in table 4.30. This is an indication that employee attitude plays a

significant role in the model.
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Table 4.30: Overall regression model summary with employee attitude

Model R R-Square® Adjusted Standard Error
R-Squared of Estimation
1 .967° 934 933 6.38400

a. Predictors: EMPLOYEE ATTITUDE, INDIVIDUAL - BASED DIRECT
PARTICIPATION, TEAM BASED DIRECT PARTICIPATION, FINANCIAL
PARTICIPATION, INDIRECT PARTICIPATION

b. For regression through the origin (the no-intercept model), R Square measures the

proportion of the variability in the dependent variable about the origin explained by
regression. This CANNOT be compared to R Square for models which include an
intercept.

4.10.1 ANOVA test results for the regression mo (; , influence of employee

attitude
An ANOVA test was undertaken to confir e whole model was a significant
fit of the data. The ANOVA was mage tg/te

pact that independent variables had
on the dependent variable in the reg del without presence of the influence of

;ter computation of ANOVA the model as a

r*-‘ ata. The ANOVA results are presented in table

employee attitude (mediating var
whole proved to be a S|gn|f|c
4.31

%

Table 4.31: AN@ st results for the regression model without influence of

employee at

Model \\_j Sum  of df Mean F Sig.
Squares Square

1 Regression ~ 3373.179 4 843.295 24.965 .000?

Residual 11586.452 343 33.780

Total 14959.631° 347

a. Predictors: (Constant), FINANCIAL PARTICIPATION, INDIVIDUAL-BASED DIRECT PARTICIPATION,
TEAM BASED DIRECT PARTICIPATION, INDIRECT PARTICIPATION
b. Dependent Variable: ORGANIZATIONAL PERFORMANCE
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4.10.2ANOVA Test Results for the Regression Model with Influence of Employee
Attitude

An ANOVA test was undertaken to confirm whether the whole model was a significant
fit of the data. The ANOVA was made to test the impact that independent variables had
on the dependent variable in the regression model with presence of the influence of
employee attitude (mediating variable). After computation of ANOVA the model as a
whole proved to be a significant fit of the data. The ANOVA results are presented in table
4.32.

Table 4.32: ANOVA®? test results for the regression model with influence of

employee attitude N

Model Sum of df Mean N/ Sig.
Squares Squa«
1 Regression 198953.225 5 6@ 976.328 .000%

Residual 13979.109 3%%.755

<o
Total 2129@?\8?)
=\
N~—"

a. Predictors: EMPL DE, INDIVIDUAL-BASED DIRECT PARTICIPATION, TEAM BASED
DIRECT PA AXNQN, FINANCIAL PARTICIPATION, INDIRECT PARTICIPATION

b. Thist f squepes is not corrected for the constant because the constant is zero for regression through
t

c. De iable: ORGANIZATIONAL PERFORMANCE

ession through the Origin

4.10.3 Standardized Coefficients of study variables without mediator (intervening)
variable.

Coefficients of the variables were computed. Standardized coefficient is normally done to
determine which of the independent variable has a greater effect on the dependent
variable in a multiple linear regression model, when the variables are measured in
different units (Kremelberg, 2011).
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Table 4.33 shows results which confirm that use of direct individual-based participation,
and direct team-based participation have significant positive influence on performance of
state corporations, with gradients of 0.209 and 0.374 respectively when effect of
employee attitude is held constant. The P-value of the two variables was 0.000. This
implied that a unit change in the use of direct individual-based participation, and direct
team-based participation schemes increases the performance of state corporations at the
rate of 0.209 and 0.374 respectively in the absence of employee attitude in the model.
However, use of indirect participation and financial participation schemes had no
significant influence on the performance of state corporations with a P-value of 0.580 and

0.463 respectively in the absence of employee attitude.

Table 4.33: Coefficient of study variables without mediato ening) variable
2/
Model Unstandardiz  Coefficient % di Coefficient
ed S

1 Beta Sig

S
Std @&
(Constant) 14,505 @ 10.588 000
Direct IB N .209 4.074 .000
participation
055 374 6.726 .000

Direct team-based
-.033 .060 -.031 -.555 .580

part
: - -.037 .051 -.038 - 734 463
Indirect Rarticipation

Financial

participation

a-Dependent Variable: Organizational Performance

From table 4.33the model can be fitted as:

Y=0.209x use of direct individual-based participation scheme, +0.374x use of direct team
based participation schemes, -0.031x use of indirect participation,-0.038x financial

participation.
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4.10.4 Standardized Coefficient of study variables with influence of mediating
variable

The standardized coefficient of the independent and the mediator variables were
computed. It became therefore clear that the use of direct individual-based participation,
direct team-based participation and indirect participation schemes, as independent
variables, and employee attitude as mediator/intervening variable had a significant
positive influence on the performance of state corporations with a gradient of .398, .251,
.112 and .381 respectively. This implied that a unit change in the use of direct individual-
based, direct team based and employee attitude increases the performance of state

corporations by 0.398, .251, .112 and .381 respectively. The four variables had values

that were below the accepted P-value of 0.05(P<0.05). Howeyerfinancial participation
had insignificant effect on the performance of state corpora

4.34)
Table 4.34: Coefficients of Study Variables @ of Employee Attitude

—

(See results in table

Model Unstandag iciefts ~ Standardi
dized \ zedCoeffic
1 .
lents

£\ )\

@%td Error Beta t Sig
Direct IB participatiq 447 .048 .398 9.356 .000
Direct team- @ .348 .061 251 5.681 .000
Indirect Pattieifpation 179 .070 A12 2.546 011
Financial participation .081 .065 .066 1.249 212
Employee Attitude 311 .053 381 5.848 .000

From table 4.48, the model can be fitted as: y=0.398x use of direct individual-based
participation, +0.251x use of direct team-based participation, +0.112x indirect

participation, +.066x financial participation, +0.381x employee attitude.
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Summary of Multiple Linear Regressionon Study Variables inthe Absence of Mediator.
After computation of the coefficient of relationship between use of direct individual-
based participation versus performance of state corporations, the results showed that
relationship between direct individual-based participation had a significant positive
influence on performance of state corporations, with employee attitude being controlled.
It had a gradient of 0.209. This implied that a unit change in the use of direct individual-
based, and in the absence of employee attitude (mediating variable) increased
performance of state corporation by 0.2009.

After computation of the coefficient of relationship between use of direct team-based

participation versus performance of state corporations, the results showed that direct

team-based participation had a significant positive influence an performance of state
adient of 0.374. This

implied that a unit change in the use of direct team-ba: Iejpationand in the absence

corporations, with employee attitude being controlled. It hao\a

of employee attitude (mediating variable) increased
0.374.

After computation of the coefficient :;
a r

participation versus performance of% pgrations, the results showed that indirect

=

participation had an insignificant on performance of state corporations, with
employee attitude being cont@ gradient of -0.31 and a P-value of .580. This

rmarice of state corporations by

ationship between use of indirect

prompted further inve 1o tablish the correlation between indirect participation
and employee attitu ionship was found to be strong at .441.

After computati coefficient of the relationship between use of financial
participation erformance of state corporations, the results showed that financial
participa had an insignificant influence on performance of state corporations, with
employee attitude being controlled. It had a gradient of -0.38 and a P-value of .463. This
prompted further investigation to establish the correlation between financial participation

and employee attitude.

Correlation Coefficient OnFinancial Participation And Employee Attitude

The correlation between financial participation and employee attitude was computed
using Pearson correlation coefficient. After computation, the results showed a correlation
coefficient of +.667 where financial participation was an independent variable and

employee attitude was a mediating variable.
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It could then be concluded that there is a strong positive correlation between the two
variables, since these results fall under a strong relationship category of 0.5 to 1.0
according to Burns and Burns (2008). This positive correlation is statistically significant
at 99% confidence level since the p-value of for the Pearson correlation coefficient was
.000 which is less than .01.

There is therefore a strong linear relationship between the two variables. This also means
that financial participation positively influences employee attitude. This confirms the
assertion that use of financial participation does not improve performance of
organizations but rather helps to build employee satisfaction and positive attitude. This in

turn strengthens employee-employer relations (Summers & Hyman, 2005).

Table 4.35: Pearson Correlation Coefficient Of Fin@licipation And
/)

Employee Attitude
@

“FRancial Employee
?Xu participation attitude
Financial Pearso 1 667**
participation ’ d .000
348 348
son correlation .667** 1
Employee A @.(2 tailed) .000
\% N 348 348
~

**Correlation is significant at 0.01 level (2-tailed)

The poor performance of financial participation against performance of state corporations
is supported by a study by Raul et al. (2008) who found that the public sector in Astonia
faired extremely poorly in financial participation. The positive influence of employee
attitude as a mediating variable is supported by a study by Kagaari et al (2010) which
investigated public universities in Uganda and found that employee attitude was powerful
in the role of intervening between various independent variables and organizational

performance.
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Regression Model without Financial Participation

After employee attitude was established to replace financial participation, further
investigation was undertaken to establish the fit of the model. Multiple linear regression
model with 4 explanatory variables without financial participation had an R-square of
.951. This meant that 95.1% of variation in performance of state corporations could be
explained by the model. The difference of 4.5% remained unexplained in the error term.
(See table 4.36)

Table 4.36: Regression Model Without Financial Participati

Model R R-Squared® Adjusted R-Squared (@P)Q)Wthe Estimate

1 975% 951 950 \ NA81434619

a. EMPLOYEE ATTITUDE, DIRECT % AL-BASED PARTICIPATION,
DIRECT TEAM BASED PARTI@IP DIRECT PARTICIPATION

4.11 ANOVA Tests on

@Clt he Data

An ANOVA test un en<onfirmed the whole model as significant fit of the data

without the presence ncial participation (see table 4.37)

Table 4.3 ANQWVA Teston Significant of the Data

Model Sum of Sgs df MeanSq F Sig.
1 Regression  123423.98 4 31028.321 1.339E3  .000°
Residual 6373.931 344 23.128
Total 124845.180° 348
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a. Predictors: EMPLOYEE ATTITUDE, DIRECT INDIVIDUALIZED
PARTICIPATION, DIRECT TEAM-BASED PARTICIPATION, INDIRECT
PARTICIPATION

Coefficient of Study Variables without Financial Participation

This is usually done to find out which of the variables has a greater effect on the
dependent variable in a multiple regression model, when variables are measured in
different units (Kremelberg, 2011). Table 4.52 indicates that the two direct participation
schemes, and employee attitude have a significant positive effect on performance of state

corporations-with gradients of .286, .213 and .518 respectively.The p-value of the three

was .000. This implies that unit change in direct individual-d participation, direct
team-based participation, and employee attitude increas
| ver indirect participation

| with p-value of 0.542 (see

pormance of state

corporations at the rate of .286, .213 and .518 respectiv

had an insignificant effect on performance of state caorp

table4.38). @
Table 4.38: Coefficientsof Variableew\@%%ncial Participation

Model Unstand d|z Coefficients  Standardized Coefficients

@ < Std Error Beta Sig

Direct IB pa 'ci@ 102 023 286 4.404  .000

Direct teaqbaseg)part .205 .056 213 3.801 .000
Indirect Participation -.012 .022 -.031 -.610 542
Employee Attitude 299 .034 518 8.542 .000

a; dependent variable: PERFORMANCE OF STATE CORPORATIONS
b: Linear regression through the origin

The second model could be fitted as follows;
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y=0.286x-direct individual participation, +0.213x-direct team-based participation,- .031x-
indirect participation, +0.518x-employee attitude.

In this last model it could be concluded that the model is better without financial
participation. This is because the GOF of the model without financial participation is .951
meaning that 95.1% is explained by the model. The GOF of the model without employee
attitude is .943 translating to 94.3% being explained by the model. The difference
between the two values is 0.07 making the latter model a better one, when financial
participation is absent and employee attitude is present.

Thus the study confirms hypothesis number 5: Employee attitudesignificantly mediates

the relationship between use of employee participation schemes and performance of

CHAPTER EIVE @

SUMMARY, CONCLUSION AN MENDATIONS

state corporations.

<
The chapter presents a summary ofsajoxfineings, relevant discussions, conclusions and
necessary recommendations.The S ught to determine the influence of direct
cef t

eam-based participation, indirect participation

5.1 Introduction %&9

individualized participatieq s di

|

. formance of state corporations was the dependent variable. It

and financial part Independent variables on the performance of state

corporations in K

further soug terrwine the role of employee attitude in this relationship. Employee

studied as an intervening variable in the employee participation-
organization erformance relationship. The study sought to get answers through
investigating employee perceptions, and as Kobia and Mohammed (2006) noted, there is
a relationship between perceptions and behavior. The following is a breakdown of
summaries of major findings based on the output of the descriptive and inferential

statistical analysis that helped to test the hypotheses of the study.
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5.2 Summary of Findings

5.2.1Use Of Direct Individual-Based Participation Schemes And Their Influence On

Performance Of State Corporations.

Common empowerment schemes identified in the study include customer and employee
opinion surveys, suggestion systems, goal-setting, developing work plans and planning
work-schedules. Most state corporations,as a rule indicated allowing employees to
influence the direction and decisions affecting their departments.However the study found
that the level of autonomy given to workers was too low to make any meaningful impact

on the direction these work units would take.

The study concluded that there was a positive relationship e direct individual-

ormance. As Kobia

&Mohammed(2006) had noted, this study found that bsreaucracy in the state corporations

based participation schemes and organizatio

was responsible for stifling creativity and in s of workers. Delay or failure by
authorities to provide resources timely % y affects performance in the public
<

sector. \
The correlation between us individual-based participation schemes and

organization’s performanes odnd<e”be positive. Regression analysis indicated that

variation in perforre ate corporations can be explained by the use of direct

individual-based

teams, emp representation in managements, job satisfaction and commitment to the

employer. However, the study indicates that providing empowerment to individuals has

no significant influence on financial participation.

5.2.2 Effect of direct team-based participation on performance of state corporations

Common work teams utilized by state corporations include: Self managed work teams,

problem-solving work team, brainstorming teams and quality management teams. These
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are teams that are utilized mainly to help solve emergent problems and improve

performance.

Use of work teams in state corporations was found to have the strongest correlation with
state corporations’ performance compared to the other schemes studied. However,
ordinary workers’ participation in these work teams was still low.Managements also
failed to utilize fullyquality management teams in state corporations.Findings further
indicated that general meetings are utilized in state corporations mainly as a strategy
where superiors communicate important departmental as well as organizational reports
and emerging issues.State corporations in Kenya further utilize work teams as a means of

improving performance. Use of work teams is perhaps popul ith workers due to the

fact that performance contracting guidelines demand so.Agdl Ost workers believed

they were more productive if they worked in teams@
individuals.Problem-solving teams can be of better u% ganization if members of
n

the organization or units meet regularly to ider@
related problems.

<o
Variation in performance of state cor (% n be explained by the use of direct team-

ey worked alone,as

ze and solve their own work

Study results imply that use of work teams in

state corporations influen ¢/ of performance at both individual and

studied. Thig\exlai y organizations prefer grouping workers when faced with
serious jssues | for solutions. Use of teams further significantly relates with, and
influences avior of all other variables identified in the study,namely direct-

individualized scheme, indirect participation, financial participation as well as the

employee attitude.

5.2.3 Use of Indirect Participation Schemes and Performance of State Corporations.

Descriptive analysis results indicated that only few state corporations utilized

representation in the management boards through colleagues; elected or appointed, who

sit in management boards or other decision making organs in the state corporations. Most

state corporations make use of cross-sectional working committees to serve as a workers’
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council. Majority of workers in state corporations belong to a workers (trade) union and
the popular opinionis that unions play a significant role in influencing decisions made in
the state corporations. A higher number of respondents further supported representation
of employees at the joint union-management committees. This indicated that workers
unions are still popular in the state corporations. Most employees feel more comfortable
being represented in management by unions than having hand-picked individual
colleagues. This means workers’ unions have an upper hand in negotiating employees’
demands with managements in Kenya.Use of trade unions remain thebest machinery to
help improve the work conditions of an employee and also the most popular mouthpiece

of the employee in the public sector. The correlation between use of indirect participation

schemes and organization’s performance indicated that use YR indirect participation

)

in performance of state corporations can be explaine eruse of indirect employee

Phus some variation

schemes had a positive effect on performance of state corpora

participation schemes.

This study indicated that the correlationbel\g%& ct participation and performance

in state corporations was positive altou

by Fernie and Mitcalf(1995),wh ndicated largely a negative relationship

between unionism and organiza onomic performance. Indirect participation

his revelation is supported by a view

Q |
do

ibute to creation of a more satisfied workforce.Guest

schemes to a large extep ROt improve the performance of the organization

attitudes,an ificant effect on performance. This study in contrast shows a

strong c8yxelatiol between indirect participation and employee attitude.

5.2.4 Use Of Financial Participation Schemes.

The descriptive analysis indicated that employees in state corporations have little
influence in determining individuals’ incentives. Only few organizations allow workers to
get a share of company profits in their organizations or own company shares.
Determination of pensionandpension decisions mainly rest with managements of the state
corporations. Some large state corporations run their own pension schemes or engage

service providers in the private sector to manage their regular pension savings. Both the
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employee and the employer contribute regularly to the pension kitty. Only a few state
corporations provide performance-based pay in their organizations. Majority of studied
managements indicated that their organizations provided voluntary group insurance

schemes; mainly throughprivate sector companies.

Only a few respondents felt that state corporations rewarded good performers. A few
participated in mini-businesses in state corporations. These are forms of business ventures
which are encouraged within the non-commercial state organizations, and aim to bring
some income on the sideline of the core business. State corporations are currently being

encouraged to supplement their budgets through generation of their own income instead

of over-relying on the national government provisions.

managementoccasionally inform members about the fina ‘

organization. Financial statements of public institutio@ published in the daily
e

newspapers and company handbooks at the end or befwe

\lost statecorporation’s

erformance of the

inancial year (quarterly).

However, most respondents felt that sharing of ofits by employees would not
improve workers performance. This is infor fact that profit sharing schemes,
such as bonuses offered at the end ofthe idTnh improving employee retention rates,

but do not necessarily motivate thém ome excellent performers. Profit sharing

o

eefas’to support motivation-hygiene factor theory by

schemes were not considered tegy that can be used to improve performance

of state corporations in
Fredrick Hertzberg ulates that increased pay and allowances do not necessarily

lead to increase of performance. Rather, intrinsic factors like personal

achievemen Mcréegsed responsibility do, while increased remuneration serve as
employée\etentigh strategies.

The correlationbetween financial participation and performance of state corporationsis
not significant. Although use of financial participation schemes has a positive
relationshipwith performance of state corporations it was not considered in this study as a
factor of improving performance since only some insignificant variation in performance

of state corporations can be explained by the use of financial participation.

This therefore implies a random relationship between financial participation and

performance of state corporations in Kenya. Regression analysis furtherconfirmed that
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state corporations do not consider financial participation as a business strategy to improve

business performance, but rather as an incentive to keep the worker happy and satisfied.

5.2.5 Intervention of Employee Attitude inthe Performance of State Corporations.
Employee attitude was introduced into this study as an intervening variable between use
of participation schemes and performance of state corporations.

Coefficient of study variables indicated that employee attitude has an intervening effect
on participation-performance relationship. This means that the study supports the
hypothesis that employee attitude significantly intervenes in the relationship between use
of participation schemes and performance in state corporations in Kenya. Two main sub-
variables that constituted this intervening variable were job Satisfaction and employee
commitment. Job satisfaction items measured fairness in jol @ qQtions, job security,

satisfaction with rewards offered, and effective use of ski@ package and general

enjoyment of one’s job among others. Items of comn% ifefuded: putting more effort
to meet organizational goals, talking highly of ization to the outside world,
willingness to work for long hours to com g%?'d tasks as well as willingness to
remain working in the organization<or rs in future. Most members of state
corporations are apprehensive abgQu job promotions are carried out in their
organizations. Job satisfactio ng intervening factor in participation and

performance relationship

¢ enjoy working in the state corporations. This corroborates a
by institute of human resource management which indicated
that89.3%

Governmental Organizations’ (NGO) employees(79.2%),then self-employed and private

se working in state corporations are most satisfied,followed by Non-
sector(54.8%). NGO sector is the most preferred employer.The study attributes this

higher satisfaction levels in state corporations to low stress levelsexperienced at work

compared to their counterparts in the private sector(Corporate Staffing Services,2014)
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5.3 Conclusion

Regional development and services sectors,followed closely by Tertiary Education
institutions were the state corporation categories found to have the highest level of
reported performance,while public universities had the lowest performance. Direct
individual-based participation schemes are important for empowering an individual
employee. Empowered employees are able to determine how best to carry their duties and
responsibilities in the organization. This study has provided proof that use of
empowerment schemes in organizations develops both an individual and contributes to an
enhanced performance of the organization.

State corporations utilize work-teams mostly as a means to s emerging problems in
departments and organizations. Brain-storming, proble ing and quality
improvement teams are the most common.Workers unio | e most trusted means
of representing employees in decision making orga& corporations in Kenya..
However due to poor influence of other repres ms, this independent variable

St

/)

Siftear regression indicated that in the

scored poorly when the relationship was put
absence of financial participation, ir®ir icipation has no significant influence on

performance.Representationin sta on decision-making organs however is

credited for improving emplo ale, and commitment to their work and

organization, which are-stro of employee attitude.The concept of financial
participation of wo enya is quite limited and unpopular in the public sector,

unlike in the privati blic entities and organizations that are wholly private. Low

state corporations is attributed to government policies, which
n”of private sector in public entities (Republic of Kenya,2004).
Mismanage of resources, and lack of accountability by those in authority could also
be responsible for low financial participation. Again, for a long time, CEOs in state
corporations have been negotiating a special package of salary, incentives and allowances
with their boards of directors (BODs). Too large disparities in pay between CEOs and
their subordinates could be responsible for disaffection and dissatisfaction in public sector
organizations.

Employees in state corporations are relatively highly satisfied with their jobs.However,the
study shows that correlation between this high satisfaction and performance is minimal.
Thus, employee attitude does not necessarily improve performance. Employee attitude
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was found to have a very strong effect on the relationship between independent variables
and dependent variable in this study.

Organizational performance was investigated in this study as the dependent variable.
Respondents rated their organizational performance fairly above average in all items that
measured performance. This agrees fairly well with the rating of the performance
contracting secretariat(Kenya)that evaluated the corporations in the three years indicated
(2009/2010/2011).

Workers in state corporations seem contented working in the organizations, perhaps
because these organizations enjoy some good level of autonomy, compared to the
mainstream civil service (Republic of Kenya,2004). There is no doubt that increased

involvement of employees (workers) as an important elemehe decision-making
process is important to both the worker and the employer. @

pidents in the study

strongly associated direct participation (both individu

dng team-based) to increase

in organizational performance levels. Direct indi

popular between the two,while direct team-
relationship with performance than direci+ idialized schemes. The study however
indicated a weak association betwe? i cp Jparticipation schemes and performance,

and lack of significant correlatioy : financial participation and performance in

ed participation is more

tjgipation schemes have a stronger

state corporations. It was noteg

~/
agencies, which are w | py the government. These state agencies have over the
years been receivin upport to run their programs wholly from the national

treasury.

individuals in the organization. The study shows that financial participation and to some
extent, indirect participation do not necessarily improve performance in organizations.
Rather, they are important tools of enhancing good employee relations. They perform the
function of *hygiene factors’ as propounded by Fredrick Herzberg (Khanka,2000).Even
employee attitude on its own does not seem to hold significant influence on performance.
A blend of appropriate participation schemes needs to be instituted in a bid to have a
significant influence on performance.

Employee participation can be employed in the public sector governance as a tool to

eliminate, control or reduce corruption levels. The tenets of transparency and
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accountability as advocated by the government cannot yield gains unless a sense of
participation is embraced. Institutions in the public sector should lead others in
strengthening participation in organizations.In essence they will be building a foundation

on which future democracy will thrive in organizations and in the government.

5.4 Recommendations

The study makes a number of recommendations to the stakeholders both in the public and
private sectors.
This study recommends that blending of participation schemes should be instituted in the

public sector organizations to improve levels of job performance. Policies that inhibit

creativity of workers,such as restriction on financial particip, eed to be reviewed

with an intention of fully liberalizing state corporati they can compete
favorably with the private sector. The on-going privg lans for non-performing

and struggling state corporations should be expedj

. C

The government can improve perfor% ate corporations by democratizing public
y ntrenching public-private partnership (PPP)

workplaces, including state corpqfa
concept and practice is one Ve
make things work, 3 thSothat the private investors can scoop back their initial

‘0 f ensuring that both parties are committed to

S

:J n-on-investment, while the public gets other benefits. This is in
a Declaration on supporting governments. Another way of

investment and some
line with the\ 2Q0/
democratizing rkplace is by movingaway from imposing leadership of state
corporatio ployees. It would be more prudent to allow workers to have a say in
determining who should steer their organization. Selection of CEOs through competitive
sourcing as opposed to direct appointments would improve the quality of leadership,

hence performance.

The on-going review of government-owned enterprises spearheaded by a taskforce
appointed by the president in 2013 is an important undertaking. This means the
government of Kenya has realized a great need to rationalize the sector with intention of

improving performance. State corporations in Kenya are run by very qualified personnel.
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Efficiency is poor partly due to issues of attitude. One of the key dimensions that should
be considered in the measurement of performance should be stakeholders’ attitude,
besides profitability and growth of the organization. Every state corporation that wishes
to move ahead of the pack need to think about encouraging and investing in the right

employee work attitude.

State corporations, and in extension public sector currently are evaluated on the basis of
how well they are able to maintain quality procedures and documentation of work
processes. This study however recommends that public entities need to be evaluated on
the basis of additional value that the government and taxpayer get from them.Having
streamlined procedures and documentation should no er be the ultimate
determination of an organization’s performance.The tenets of ased Management

(RBM) need to be strengthened in the public sector. need to re-examine the
evaluation of state corporations performance and f; n Trdicators that will add value

to the taxpayer. More emphasis should be @Q.t erpf the results based management

(RBM), and use less of process based man Stems.
<o

State corporations management ke advantage of emerging communication
technologies in order to co ly with the rest of the world. Organizations
should develop infras e iptranet and institute policies that govern use of social
media as an official ion platform in order to share information and ideas. This
will reduce the n oRphysical meetings that managers hold.

Finally, Man in state corporations should consider using indirect and financial

participa as g good strategy to motivate and retain workers.They could on the other
hand encourage use of empowerment schemes and work teams to improve performance in

organizations.

5.4.1Areas of Future Research

This study lays a foundation for future researchers to interrogate appropriate
measurements of performance in the public sector. Performance management is a modern
concept of human resource management practice that calls for concerted efforts by
stakeholders to plan for performance, alongside other plans such as preparation of

budgets. Future studies could investigate the level of planned performance as a business
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and competitive strategy in the public sector. Investing in performance management will
perhaps help rescue state-owned agencies that are facing dissolution by the government in
the rationalization program the government has already made public.

Future studies could carry out a comparative study between private enterprises and state-
owned enterprises in an attempt to determine whether financial participation, which is
common in private enterprises, has a significant role in the performance of private
enterprises. If studies show that financial participation gives these enterprises a
competitive edge over state corporations, it could then be confirmed that there is need for
adoption of increased levels of financial participation in state owned enterprises.

A future study need to be carried out to investigate if citizens in Kenya perceive service

delivery as having been improved since the introduction devolved system of
government in 2013. This would confirm if the objective
running county governments is being achieved in 7 Ahe devolved system of

government is a strong proponent of public particip

A

A comparative study could also be cgr% tin future to determine use of participation

7
o
5
3
QD
oy
=]
Q

schemes between private and pub} in Kenya. It could also carry out an indepth
study to determine various @ icipation among different categories of state

corporations.

5.4.2 Contributi

p Existing Body Of Knowledge

ipancial schemes in an organization creates an organizational climate

result in increased performance. Use of direct individual-based and
team-based schemes have a direct link with improved performance.

Although employee attitude has a positive relationship with performance, it does not on
its own translate into increased performance. For good performance to be realized,there is
need to integrate other factors.Therefore workers’ attitude becomes a predictor of better
performance when other HR activities are incorporated into the model. Having pleasant
feelings about the organization does not necessarily translate into improved performance.
In this study employee attitude impacted significantly on the performance only after
participation schemes were integrated into the regression model.It acted as an excellent

mediator between use of participation schemes and performance of the organization..
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This study wishes to emphasize on the need to selectively democratize workplaces,
especially the public sector because there are a lot of benefits that the taxpayer and
government can reap from the use of the right democratic practices. This study
demonstrates that good employee relations hassome economic value to individual

workers and the organization.
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APPENDICES

APPENDIX 1 @
QUESTIONNAIRE FOR EMPLOYEES OF S@ORPORATIONS

My name is Mr. KubaisonThiaine, a@h JKUAT. | am conducting a research

on relationship between employ: tion schemes and performance of state

corporations in Kenya. The

participation utilize@ he

performance of e eeS

s) ko investigate various schemes of employee

lic sector and their effectiveness in improving

You aré\xequested to participate in this study by kindly answering the following
questions. The information you provide will be treated as confidential and will only be

used for the research purpose.

Part One: Demographic Data

1. Name of organization .............ccooeiieiiiiiiiiiiiiieiie e,
2. Number of workers in the organization.........................
3. Your Gender: Male { } Female{ }
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A) INDIVIDUAL-BASED DIRECT PARTICIPAT, &)@

Please indicate the extent to which you agree wi

Your Age:

18-24 Years { } 25-30 Years { } 31-36 Years{ } 37-42 Years{ }
43-48 Years{ } 49-54 Years { } Over55 Years{ }

Department ...

DESIGNALION: ..o et e

Category of staff(tick one):

i) Management { }  ii)Supervisory staff { } iii) Ordinary Staff { }

PART TWO

wing statements in relation to

your participation in the organization sa % where appropriate)

Key:1-Strongly disagree, 2- Dlsagrgg\%

4-Strongly agree

ITEM /\\J)\) 112 (3|4

Al |1 have participa @plﬁ%e attitude survey in this
organizatioast 3 years

A2 | My rrlanmbeyeedback honestly to me

A3 IAparﬁc\\iKét@ détermining my work schedule and work plans

A3 ticipaje in selecting tools, equipment and materials for my

A3 | My manager encourages me to influence what goes on in
myUnit/Department

A4 | My manager openly and effectively discusses employee
careerdevelopment with individual employees

A5 | I regularly discuss my work progress with my supervisor

A6 | Employees regularly use suggestion boxes/systems in this

organization
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A7 | Employees are given feedback after giving suggestions

A8 | | have attended job related training within the last 3 years

A9 | My supervisor delegates duties to me regularly

A10 | I have the autonomy to determine how my work is to be done

in this organization

All | The management in this organization implements suggestions

made by employees

Al12 | The corporation communicates internal information in a timely

and honest fashion

A13 | | believe that my service to this state corporation and th
contributions that | have made are appreciated x
@\

),
Al4. Suppose there was going to be some change about do your job in the

organization. Do you think you would personally ha say over the decision?
Yes{ INo{ }.
If yes, how much of influence do yoﬁ@/ould personally have?

A great deal { }Quitealot{ } Jgé { }
A15.List any decision(s ou@ f! n making and which you feel have contributed
to improvement and of this organization during the last 3 years:

IRECT PARTICIPATION
Please indicatethe extent to which you agree with the following statements in relation to
your participation in the organization’s activities(tick where appropriate)

Key:1-Strongly disagree, 2-Disagree, 3-Agree, 4-Strongly agree

ITEM 112 |3

B1 | I am a member of problem-solving team in the organization

B2 | I participate in strategic management meetings

B3 | I participate in setting group or departmental policies
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B4 | | participate in the Planning of the departmental budget

B5 | I am an active member of a semi-autonomous work group in the

organization

B6 |l am a member of quality management work team in my

department/division

B7 | I am satisfied with the conduct of workers general meetings in this

organization

B8 | My head of department encourages my work groupto work as a team

B9 | My work requires me to work closely with other membersof a team

to achieve a common goal or results target N

B10 | The management holds meetings in which | can expres Views
about what is happening in the organization.

B11. I work in the following committees in my uthe appropriate)

i) Self-managed work team &9
i) Quality circle/committee ¢ %

iii) Semi autonomous work te

iv) Problem solving won@
v) Decision makiy Kk

vi) Innovatio @
vii) Brainst team

viii) Ot BASE SPECITY) vttt

QD

C) INDIRECT PARTICIPATION
Please indicate the extent to which you agree with the statements of indirect participation
in your organization by ticking against the statements below:

Key:1-Strongly disagree, 2-Disagree, 3-Agree, 4-Strongly agree

ITEM 112 |3 |4
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C1 | I am represented in a board of directors by a colleague/worker

director

C2 | A council of elected workers representatives exists in this

organization

C3 | Employees in this organization are represented by an elected

colleague at the management board

C4 | | am a member of a workers union

C5 | I am satisfied with the work of my union in the organization

C6 | Employees in the organization feel well represented at the joint

union/management committee.

QA
C7 | Decisions made in the joint consultative meeti@
communicated in good time to employees
| jed >

C8 | Having a representative in various decision @rgans

increases workers’ commitment to their W%

C9 | Representation in decision making r\@nces workers’
commitment to this orgamzatlon

C10 | Representation in various r% eases the morale of
employees in this orgamza@gr\

C11 | Workers representati @ ‘the@érd of directors are free to

voice the wor

C12 | Workers re s oard of directors are appointed by
the

@\»
D. FINANCIAL PARTICIPATION
Please indicate the extent to which you agree with the assertions of indirect participation
in your organization by ticking suitable responses against the corresponding statements

below:

Key:1-Strongly disagree, 2-Disagree, 3-Agree, 4-Strongly agree

ITEM 112 |3 |4
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D1 | I am a member of voluntary cooperative scheme(SACCOSs)

D2 | I am involved in the determination of my individual incentives

provided in the organization

D3 | | benefit in the share of company profits in this organization

every year

D4 |1 participate in determining the pension scheme decisions

made in the organization

D5 | Workers in this organization receive skill/knowledge based

pay besides their regular salary

D6 | Workers in this organization receive performance-related pay

besides their regular payments

@\

D7 |1 am a member of a voluntary group insurance sc W

organization <~Q
D8 | Employees in this organization are allowge~t( n‘Eompany

shares %

D9 | I am satisfied with how this o<r>gan' oMegvards workers who

perform well

D10 | Employees in this organizdifonare ¥ivolved in management of

mini-business units/p(@hn ntures

D11 | Workers are@&\hﬂ/ganizational financial performance
by manageme
Y TR

D12 Shar%f‘mﬁt’s among employees makes me more
uc

Kgd IRhis organization

S

E: EMPLOYEE ATTITUDE
Please indicate the extent to which you agree with the statements of organization’s
performance by ticking against the statements below:

Key:1-Strongly disagree, 2-Disagree, 3-Agree, 4-Strongly agree

ITEM 112 |3 |4
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E1 | Job promotions in this organization are fair

E2 | I feel I have job security in this organization

E3 | This organization’s policies are well communicated

E4 | My job makes good of my skills and abilities

E5 | Compared to other organizations in this country | amsatisfied
with our benefits package

E6 | I feel real enjoyment in my job

E7 | 1 am paid fairly for the work | do

E8 | I am fairly satisfied with my job

E9 | I like my job better than an average worker

A

E10 | Workers here put a great deal of effort beyond the ly
expected in order to make the organization succee
p g 9/\//>

E11 | I talk highly of this organization to my friends((( w

E12 | I would proudly recommend this organizagk \s\@ood place

to work; to a friend or relative ?&

E13 | I would accept almost any t;@e asdignment in order to
keep working for this organiz‘ét\fc\\\

E14 | Workers’ service to the cofipa the contributions that

they make are a rec
Y R

E15 | lintend to W@szaﬁon for the next five years

p—

E16 | Employees 'n\%@ﬁizaﬂon put in more hours than
ordi @ ours in aday

YO
F: PERFORMANCE
Please indicate the extent to which you agree with the statements of organization’s

performance by ticking against the statements below:

Key:1-Strongly disagree, 2-Disagree, 3-Agree, 4-Strongly agree

ITEM 112 |3 |4

F1 | My organization made good profits/surplus last year

189




F2 | This organization has a program that supports employees to

have continuous improvement

F3 | Individual’s performance for last year was communicated to

workers

F4 | | am satisfied with the organization’s performance in the last 3

year period

F5 | My performance has significantly contributed to the general

performance of the organization.

F6 | When employees in this organization participate in decision
making, they feel more productive

F7 | Our service exceeds customer expectations /\\

F8 | The management of this organization is flexi W‘%
employees some freedom to make cert& kfjelated

decisions

F9 | This organization regularly accompllsgf{ fs/ 0

F10 | My personal goals dlrectly agpee” withothe goals of the

organization \

F11 | My organization getsthinWtime

@z
F12. My organizatiog @ rmarice rating in the last 3 years was:
i) Excellent
i) Very<Qeo
i) ve aveyage
iv) Ave
v) Below average

vi) Don’t know(Please give reason)
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THANK YOU.

APPENDIX II: LIST OF STATE CORPORATIO @ICIPATING IN THE
STUD,

%)

State Corporation Category &?(\& /09 | 2009/10 | 2010/11 | Result
Kenya Pipeline Company Ltd. Commercial/l\@gu\w %4230 1.9796 2.3380 Very Good
National Museums of Kenya Training and/KN\\aQRCV 2.2008 2.2062 2.7384 Good
Kenya National Library Services | Service \\ ‘)R\v 2.2772 2.0892 1.9635 Very Good
Kenya Railways Corporation Com(f@ﬂ/ urlng 2.3542 2.2592 2.0533 Very Good
Insurance Regulatory Authority //Rjy latbry// - 2.1608 2.5936 Good
EwasoNg’iro North \\ g@u Development 2.3798 2.1641 2.4095 Very Good
Development Authorlty

Kenya Power and Li ~>CommerciaI/Manufacturing 2.4657 2.1044 2.1207 Very good
National Hospltal Financial 24727 2.54657 2.4555 Very good
Fund

Water Resources Management Service () 2.5052 2.3798 2.7121 Good
Authority

Kenya Utalii College Tertiary Education 2.5466 2.5678 2.2996 Very Good
National Housing Corporation Commercial/Manufacturing | 2.6104 2.45673 2.6137 Good
Public Procurement Oversight Regulatory 2.9571 2.75642 2.7044 Good
Authority

Kenya Post Office Savings Bank | Financial 3.1295 2.3368 2.4623 Very Good
Youth Enterprise Development Service 3.2264 2.47861 2.4931 Very Good
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Fund

Postal Corporation of Kenya Commercial/Manufacturing | 3.3892 2.0624 2.4890 Very Good
Pwani University College Public Universities - 2.1874 2.2979 Very Good
Meru University Public Universities - - 1.9994 Very Good
Kenya Urban Roads Authority Financial - - 2.2957 Very Good
Kenya Agriculture Research Training and Research - - 2.5263 Good
Institute

Water Appeals Board Regulatory - - 3.8665 Fair

Poor)

Source: Performance Contracting Department, Kenya.

APPENDIX I1l: LIST OF STATE CORPORATI

1. Financial category (16)

Industrial and Commercial Development Corporatjon
Agricultural Finance Corporation \:7?

Kenya Revenue Authority
Kenya Urban Roads Authority

Kenya Roads Board

Kenya Rural Roads ori

Kenya Post Office Savings Bank

Kenya Tourist Development Corporation
Kenya Re-Insurance Corporation
Consolidated Bank of Kenya

Kenya Industrial Estates

National Social Security Fund

Industrial Development Bank
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Kenya National Trading Corporation

2. Commercial/Manufacturing (32)
Nyayo Tea Zones Development Corporation
Kenyatta International Conference Centre
Kenya Literature Bureau

Kenya Seed Company Ltd

Jomo Kenyatta Foundation

Kenya Railways Corporation

Kenya Broadcasting Corporation

Nzoia Sugar Company

South Nyanza Sugar Company

Kenya Safari Lodges and Hotels
Kenya Wine Agencies Ltd @
Kenya Power and Lighting &
<
Company Limited \

Kenya Ports Authority

Kenya Electricity Generating C n@
Kenya Pipeline Company I@
Agro Chemical and F amgt td

National Oil Corpor enya

Kenya Electric ission Company

Postal Corporation of Kenya
Kenya Airports Authority
National Housing Corporation
Chemelil Sugar Company
Kenya Meat Commission
Numerical Machining Complex

East African Portland Cement Company Ltd
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Pyrethrum Board of Kenya
National Cereals and
Produce Board
Kenya National Shipping Line
New Kenya Cooperative Creameries Ltd
School Equipment Production Unit
3. Regulatory (36)
National Irrigation Board
Kenya Dairy Board
Retirement Benefits Authority
Capital Markets Authority
Communications Commission of Kenya
Catering and Tourism Training Development Levy Trustee
Kenya Film Commission g
O
Tea Board of Kenya \
Water Services Regulatory Board

Kenya Plant Health Inspectoratg

Export Promotion Council
Kenya Copyright Boa
Horticulturg] Crops e ent Authority
Kenya Bureau rds

Kenya Sugar Board

Kenya Maritime Authority

Kenya Coconut Development Authority
Cotton Development Authority

Sacco Societies Regulatory Authority
Commission for Higher Education

Council of legal Education
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Kenya Civil Aviation Authority

Coffee Development Fund

Energy Regulatory Commission
Insurance Regulatory Authority

Kenya Film Classification Board

Coffee Board of Kenya

NGO Coordination Board

Public Procurement Oversight Authority
National Environmental Management Authority
Kenya Investment Authority

Export Processing Zones Authority

Pest Control Products Board

Water Appeals Board @
National Bio-safety Authority &
<
Media Council of Kenya \
4. Public Universities (20)
University of Nairobi

Kenyatta University

Bondo University Col

Jomo Kenyatta Univepsi griculture and Technology
Kisii Universit
Meru University College of Science and Technology
Maseno University

South Eastern University College

Masinde Muliro University of Science and Technology
Kimathi University College

Kabianga University College

Egerton University
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Moi University

Laikipia University College

Pwani University College

Mombasa Polytechnic University College
Kenya Polytechnic University College
Multi-Media University College of Kenya
Narok University College

Chuka University College

5. Training and Research (13)

Coffee Research Foundation

Kenya Institute of Administration

Kenya Institute for Public Policy Research and Analysis

Tea Research Foundation of Kenya @
Kenya Medical Research institute &

<
Kenya Forestry Research Institute \

Kenya Sugar Research Foundation

Kenya Industrial Research and Io@itu
Kenya Agricultural Resear@

Kenya Marine and Fish¢rie e Institute
National Cquncil foNSsiene®and Technology
National Muse enya

National Crime Research Centre

6. Service (51)

Kenya Veterinary Vaccines Production Institute

Rural Electrification Authority

Kenya National Library Services

National Water Conservation and Pipeline Corporation

Geothermal Development Company Ltd
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Lake Victoria North Water Services Board

Water Services Trust Fund

Sports Stadia Management Board

National Campaign Against Drug Abuse Authority

Kenya Tourist Board

National Council for Persons with Disabilities

Kenya Institute of Education

National Commission on Gender and Development
National Coordinating Agency for Population and Development
Constituency Development Fund

Higher Education Loans Board

Lake Victoria South Water Services Board

Kenya Accountants and Secretaries National Examinations

Rift VValley Water Services Board
<

Tana Water Services Board \

Kenya Forest Service

National Aids Control Council
Kenya National Examinati

Brand Kenya Board

Kenya Ferry Servic d

Athi Water Se rd
Privatization Commission of Kenya
Kenya Animal Genetic Resources
Kenya ICT Board

Bomas of Kenya

Agricultural Development Corporation
Kenya Medical Supplies Agency

Local Authorities Provident Fund
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Youth Enterprise Development Fund
Moi Teaching and Referral Hospital
Teachers Service Commission
Northern Water Services Board
National Council for Children Services
Kenya National Highways Authority
Tanathi Water Services Board
Kenyatta National Hospital

Water Resources Management Authority
Kenya National Bureau of Statistics
Kenya Institute of Special Education

Kenya Yearbook

Kenya Ordinance Factories Corporation @
Coast Water Services Board &
204
Kenya Industrial Property Institute \
Centre for Mathematics and Science Teacher

Kenya Wildlife Service

University of Nairobi Entefyis Cestd
7. Regional Develop t
Coast Development Atith
Lake Basin De t Authority
EwasoNg’iro South Development Authority
EwasoNg’iro North Development Authority
Kerio Valley Development Authority

Tana and Athi Rivers Development Authority
8. Tertiary Education (6)

Kenya Education Staff Institute

Kenya Utalii College
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Co-operative College of Kenya
Kenya Water Institute
Bukura Agricultural College

Kenya Medical Training College

APPENDIX IV: TABLES FOR FINDING A BAS MPLE SIZE
TABLE A
O @f)
+/- 5% Margin of Error® X\\ﬂ
Sample Size Table A ilj
V/ ad
Population 50% O eI~ 30% 20% 10%
100 81 PN N4 63 50 37
125 96 @ 72 56 40
150 110 _—~ NN\ ISR 80 60 42
175 122((10/ 44 87 64 44
200 AN/ 130 93 67 45
225 K@iy 140 98 70 46
250 _\<154 149 102 72 47
275 AN\ 83 158 106 74 48
300 NN\ Vi 165 109 76 49
325 AL O V180 173 113 77 50
350 \\. /) 187 180 115 79 50
315 ] 194 186 118 80 51
400 201 192 120 81 51
425 207 197 122 82 51
450 212 203 124 83 52
500 222 212 128 84 52
600 240 228 134 87 53
700 255 242 138 88 54
800 267 252 142 90 54
900 277 262 144 01 55
1,000 286 269 147 92 55
2,000 333 311 158 96 57
3,000 353 328 163 98 57
4,000 364 338 165 99 58




5,000 370 343 166 99 58
6,000 375 347 167 100 58
7,000 378 350 168 100 58
8,000 381 353 168 100 58
9,000 383 354 169 100 58
10,000 385 356 169 100 58
15,000 390 360 170 101 58
20,000 392 362 171 101 58
25,000 394 363 171 101 58
50,000 397 366 172 101 58
100,000 398 368 172 101 58

Qualifications:

a) This table assumes a 95% confidence level, identifying a risk of 1

than the margin of error (greater than 5%).

b) Base sample size should be increased to take into consi tial non-response.

given value

d)

may need to be increased.
e) The assumption of normal popu

or less. The entire population sho

_ (7

c) A five per cent margin of error indicates wiIIin@
gj\x‘\@

When the estimated population with the s

2t actual error is larger

20)

ept an estimate within +/-5 of the

te or concept is less than 10%, the samples

gpampled, or a lesser precision accepted.

,--ﬁ or 5%precision levels when the population is 100
e

&
TABLE B SAMPL
QN
+/-3% }%E%r.
Sa Si Table B Variability.
Population 50% 40% 30% 20% 10%
2,000 714 677 619 509 322
3,000 811 764 690 556 341
4,000 870 816 732 583 350
5,000 909 850 760 601 357
6,000 938 875 780 613 361
7,000 959 892 795 622 364
8,000 976 908 806 629 367
9,000 989 920 815 635 368
10,000 1000 929 823 639 370
15,000 1034 959 846 653 375
20,000 1053 975 858 660 377
25,000 1064 984 865 665 378
50,000 1087 1004 881 674 381
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| 100,000 \ 1099 | 1014 | 888 | 678 \ 383 |

Qualifications:

a) This table assumes a 95%confidence level, identifying a risk of 1 in 20 that actual error is larger
than the margin of error (greater than 3%).

b) Base sample size should be increased to take into consideration potential non-response.

c) A 3% margin of error indicates willingness to accept an estimate within +/-3 of the given value.

d) When the estimated population with the smaller attribute or concept is less than 10%, the sample
may need to be increased.

e) The assumption of normal population is poor for 3% precision levels when the population is 2000
or less. The entire population should be sampled, or a lesser precision accepted

SOURCE: PENNSTATE: Cooperative Extension. Program Evaluation. Tipsheet #60

APPENDIX V: TIPS FOR INTERPRETIV\& E!ELATION SIZE

>

0.90-1.00 Very high cor z(j Very strong relationship
0.70-0.90 High cor@ Substantial relationship
0.40-0.70 Moderate relationship
0.20-0.40 Weak relationship
0.00-0.20 Slight correlation Relationship so small as to

\ be random
A

Source: MBU rns(2008)
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APPENDIX VI:CORRELATI ES

Table 1:Correlations between direct individual-based p, i schemes and org.
performance. AA N

X2 3417

ational Performance

.000
348 348

ndividual - Based Participation 3417 1
348 348

/2N

elation is significant at t

Table 2: Correlations betw; am-based participation and organization’s performance

w janizational
% Performance “eam Based Participatio
e

ational PerforRIance Correlation 1 429
siled) .000
348 348
‘eam Based Participation Correlation 4297 1
siled) .000
348 348

elation is significant at the 0.01 level (2-tailed).

Table 3 Correlations of indirect participation and organizational performance

rganizational
Performance irect Participation
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ational Performance

Participation

Correlation
siled)

Correlation
ailed)

Hk

1 143
.008

348 348

143”7 1

.008

348 348

elation is significant at the 0.01 level (2-tailed).

Table 4: Correlations between financial participation and organization’s performance

inizational Performance

1ancial Participation

ational Performance

il Participation

Correlation
ailed)

Correlation
ailed)

1

348
.043
421
348

.043

421

APPENDIX VII: T-TE

TABLE A: Gender t-test

AV

O
Grou atisti
(l(ﬁ\ Mean 5td Deviation . Error Mean
INDIVIDUAL - BASED O N\, 5|  19.8467 6.32471 47810}
[}
DIRECT PARTICIPAT, 9 173|  22.2542 6.67150 50722
TEAM BASED D|R|§%§; 175|  15.7677 5.90444 44633
PARTICIPATI(%Q(-\
Al (\v 173|  17.4072 7.23474 55005
INDIREC \ 175|  19.2564 6.50727 49190}
PAR §QAT'O 173|  19.2921 5.68890 43252
N
FINANCIAL 175|  14.9434 6.79269 51348
PARTICIPATION 173|  12.7807 6.52495 49608
ORGANIZATI ONAL : 175|  22.9928 5.79831 43831
PERFORMANCE 173|  24.7198 7.17319 54537
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T-Test TABLE B: Independent Samplq@,‘

Levene's Test for (Qr.t/e!
Equality of Variances Y t for Equality of Means

Q? ) Confidence Interval of the
> Sig. Difference
_ _ Mean S_td. Error
F % P-tailed) Difference| Difference| Lower pper
INDIVIDUAL - BASED Equal variances \
346 .001 -2.40753 .69682 -3.77807 | -1.03699

DIRECT assumed

PARTICIPATION .
Equal variances not 4

-3.454 | 344.551 | .001 -2.40753 .69704 -3.77851 | -1.03655

Iy
i\

TEAM BASED Equal varian

assumed

-2.315 | 331.154 | .021 -1.63952 .70835 -3.03296 | -.24607

DIRECT assumed

PARTICIPATION Equal va

assumed
INDIRECT Equal variances
1.401 237 -.054 346 .957 -.03564 .65552 -1.32494 | 1.25366
PARTICIPATION assumed

Equal variances not
-.054 |340.911 .957 -.03564 .65501 -1.32402 | 1.25274

assumed
FINA F Equal variances
1.903 .169 3.028 346 .003 2.16271 71414 .75810 3.56731
FINANCIAL assumed

PARTICIPATION Equal variances not

3.029 |345.716 | .003 2.16271 71397 .75843 3.56699
assumed
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(ORGANIZATIONAL  Equal variances
3.850

PERFORMANCE assumed

Equal variances not

assumed

.051

-2.471

-2.468

346

329.902

.014

.014

-1.72705 .69883 -3.10153 | -.35256

-1.72705 .69967 -3.10343 | -.35067

APPENDIX VIII:ANALYSIS OF VARI @( CATEGORIES OF STAFF

<o
Table 1.0ne way anova for categoringf\

R

N\ k(//)}umccf//qu df ean Square F Sig.
INDIVIDUAL - BASED DIRECT Betwe&qSro 1 371.856 2 185.928 4.349 014
PARTICIPATION ithin 14748.269 345 42.749
\ 15120.125 347
WV
TEAM BASED DIRECT BedeenGroups 1330.661 2 665.331|  16.429 .000
PARTICIPATION M Groups 13971.978 345 40.498
15302.640 347
INDIRECT PARTICIPATION BetweenGroups 255.265 2 127.632 3.473 .032
ithin Groups 12679.334 345 36.752
12934.599 347
FINANCIAL PARTICIPATION  BetweenGroups 225.341 2 112.670 2.503 .083
ithin Groups 15532.942 345 45.023
15758.283 347
ORGANIZATIONAL BetweenGroups 1020.751 2 510.376| 12.632 .000
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13938.880|

345|

40.403|

PERFORMANCE ithin Groups |
| 14959.631| 347| | |
Table 2: ANOVA Multiple Compari
<
AN
IndependentVariable @e Mn 95% Confidence Interval
)

(I) staff Category,_\ca n 4 Diff. (1-J) Std. Error |Si sig.| LowerBound Upper Bound
Individual-based  Manage <O pPERISBRy 2.91417| 1.12376| 010 7039 5.1245
Direct Participation  Managerial /(% ry 3.08430| 1.07100] .004 9778 5.1908
Superviso, Wanagerial -2.91417°( 1.12376 .010 -5.1245 -.7039
ordinary .17014 .76863 .825 -1.3416 1.6819
rdinar N4 managerial -3.084307| 1.07100 .004 -5.1908 -.9778
supervisory -.17014 .76863 .825 -1.6819 1.3416
TEAM BASED Managerial supervisory 4.76291°|  1.09379 .000 2.6116 6.9142
ELRRET?; BATION Ordinary 5.97521: 1.04243|  .000 3.9249 8.0255
Supervisory managerial -4.76291 1.09379 .000 -6.9142 -2.6116
ordinary 1.21230 .74812 .106 -.2592 2.6838
Ordinary managerial -5.97521°|  1.04243 .000 -8.0255 -3.9249
supervisory -1.21230 .74812 .106 -2.6838 .2592
INDIRECT Managerial supervisory .71698| 1.04196 492 -1.3324 2.7664
PARTICIPATION Ordinary 2.17088°|  .99304|  .029 2177 4.1241
Supervisory managerial -.71698| 1.04196 492 -2.7664 1.3324
ordinary 1.45390° 71268 .042 .0522 2.8556
Ordinary managerial -2.17088 .99304 .029 -4.1241 -.2177
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Supervisory -1.45390° .71268 .042 -2.8556 -.0522
Financial Managerial supervisory -2.00872| 1.15327 .082 -4.2770 .2596
PARTICIPATION Ordinary -43613| 1.09912| 692  -2.5979 1.7257
Supervisory managerial 2.00872| 1.15327 .082 -.2596 4.2770
ordinary 1.57259 .78881 .047 .0211 3.1241
Ordinary managerial 43613] 1.09912 .692 -1.7257 2.5979]
supervisory -1.57259" .78881 .047 -3.1241 -.0211
ORGANIZATIONAL Managerial supervisory 4.76532"|  1.09249 .000 2.6165 6.9141
PERFORMANCE Ordinary 513527 1.04120|  .000 3.0874 7.1832
Supervisory managerial -4.76532°|  1.09249 .000 -6.9141 -2.6165
ordinary .36995 74724 .621 -1.0998 1.8397
Ordinary managerial -5.13527°|  1.04120 .000 -7.1832 -3.0874
Supervisory -.36995 74724 A .621 -1.8397 1.0998
ean difference is significant at the 0.05 level. :
APPENDIX IX: VARIATION IN PERFORMAN @TEGORY OF STATE
CORPORAT
MEAN SCORES ON PERFORMANCE OF STA@\ ATIONS BY CATEGORY
CATEGORY | wean LN | su.pevation | vertance.
N
Financial 23.028 <\3}\ 52 6.21614 38.640
o
Commercial & 2@) J 63 6.24894 39.049
Manufacturing /L
Service 25.5064 92 6.72319 45.201
Training & g@ 23.2255 a1 6.41251 41.120
Researck\_
Regiona| M 26.2006 16 6.55071 42.912
Public 20.4877 50 6.33541 40.137
University
Tertiary Edu. 25.2029 24 5.74700 33.028
Regulatory 24.5167 10 6.93835 48.141
23.8514 348 6.56592 43.111

MEAN SCORES OF EMPLOYEE PARTICIPATION BY CATEGORY OF STATE
CORPORATIONS



CATEGORY | Indiv.B.Part. | Team-based indirect Financial Total
Financial 21.0561 14.8942 19.7515 18.4353 17.6847
Commercial & | 20.7455 15.6114 18.4353 13.8758 17.1678
Manufacturing

Service s 20.3117 15.7291 19.0037 14.1701 17.3039
Training & 22.6490 17.2460 19.8900 13.9895 18.4436
Research

Regional Devt. | 21.3844 17.7392 20.0052 14.3715 18.3751
Public 20.6314 18.2337 19.2337 11.3100 17.3621
University R

Tertiary Edu. | 23.0654 19.8128 19.5769 %\\&96 19.2187
Regulatory 19.6468 18.5629 20.3449 ,\m 18.4198
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