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DEFINITION OF TERMS
Company Benefits

Company benefits are indirect and non-cash compensation paid to an employee
(Cook, 2009). Examples of company sponsored benefits are facilities for education,
personal development, sport & leisure activities, spiritual development and

community activities (Straub, 2011).

Corporate Culture

Corporate culture is defined as widely shared and strongly held values in the
organization surrounding the ability of individuals to their work and non-work lives
(Kaiser, Ringsletter, Eikhof & Cunha, 2011; Beham, Drobnic, & Prag, 2011).
Dependent Care

Refer to provision of flexible time that employees are able to take care of their close

relations at home (Johnson, Chang & Young, 2010).

Employee Commitment

This is the relative strength of an individual’s identification with and involvement in a
particular organization (Beek, & Gerritson, 2010). It is a force that binds an individual
to a course of action of relevance to one or more targets (Govender, & Parumasur,

2010).

Employee Engagement

Employee engagement is defined as a situation in which employees are fully involved
in, and enthusiastic about their work, and thus act in a way that furthers their
organizations' interests. They are committed to the organization, say positive things
about their workplace, and strive to go beyond to deliver extraordinary work (Carlier
& Grau, 2012; Alfes, Truss, Soane, Rees & Gatenby, 2010).
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Family Demands
Family demands refer to obligations and commitments of family, including parents,
children, and spouse (Guest, 2002). These demands are of two types: time-based and

strain-based (Frese, Martins, Hardt, Fischer & Schauder, 2009).

Lower Level /Supervisory of Management

The lower level management consists of the Foremen and the Supervisors. They are
selected by the middle level management (Graham & Bennett, 1998). It is also called
Supervisory level or First Line of Management. Lower level management directs the
workers / employees and maintains a link between workers and the middle level

management (Armstrong, 2006).

Middle Level/Executive of Management

The Middle Level Management consists of the Departmental Heads (HOD), Branch
Managers, and the Junior Executives (Dessler, 2005). The Middle level Management
is selected by the Top Level Management. It executes (implements) the policies and
plans which are made by the top level management and co-ordinate the activities of

all the departments (Graham & Bennett, 1998).

Operatives/Workers

This is the category of employees who work directly on the job. The place at which
such employees work is known as platform area (Armstrong, 2006). As they are at the
lowest level of chain in an organization, they do not have any subordinates and that is

why they cannot be called managers (Dessler, 2005).
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Organizational Enablers
These are the skills and knowledge, tools, resources, and the culture of the
organization that will enable it to achieve strategy (Maluti, Warentho & Shiundu,

2012).

Organizational Practices

This is the actual use of policies or non-policy-driven habits that are prevalent within
an organization and that can be positive or negative in building a harmonic interaction
between work and family life (Cameron, Mora & Leutscher, 2010). It also comprises

the management support and teams’ attitude towards work life balance (Straub, 2011).

Organizational Work life Culture

The shared assumptions, beliefs and values regarding the extent to which
organizations value and support the integration of work and family lives for
employees (Frese et al, 2009).

Organizational Work life Support

Organizational work- life support refers to the explicit support (policies and
procedures) provided by organizations in helping employees achieve a better

work- life (Guest, 2002).

Organizational Work-Life Support

These are specific organizational practices, policies and programs that are guided by a
philosophy of active support for the efforts of employees to achieve success within
and outside the workplace (Maluti, Warentho & Shiundu, 2012).

Self - Demands

Self-demands refer to requirements of an individual for education, professional

growth, health, sports, spiritual development and leisure activities (Sverko, Arambasic
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& Galesic, 2002). It involves demands placed on oneself trying to accomplish
multiple roles in life (Frese et al, 2009).

Social Demands

Social demands refer to obligations and commitments of friends, community and

other relevant parties beyond work, family and self (Sverko et al, 2002).

State Corporation

Refers to a nationalized corporation publicly owned by the state or government and is
a legal entity created by a government to undertake commercial activities, with a view
to develop and grow its economy. The provisions of establishment of State
Corporations in Kenya are set out under the State Corporations Act chapter 446 laws
of Kenya (Republic of Kenya, 2009).

Supervisor

Supervisors are managers who normally report to middle managers. Supervisors are
responsible for getting the “line” employees to carry out the plans and policies set by
executives and middle managers. Supervisors plan, direct, motivate, and monitor the
work of non-managerial employees at the operational level of the organization (Baral
& Bhargava, 2011).

Supervisor Support

This is deliberate support offered by the supervisor to employees to enable them
perform their duties well and attend to personal/family needs effectively as well
(Straub, 2011). It entails the understanding and concerns that the supervisors have

over employees well being at work and at home as well (Ryan & Kossek, 2008).
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Top Level/ Administrative of Management

The Top Level Management consists of the Board of Directors (BOD) and the Chief
Executive Officer (CEQO) (Dessler, 2005). The top level management determines the
objectives, policies and plans of the organization (Graham & Bennett, 1998).

Work Demands

Work demands refer to obligations and commitments of paid work (Guest, 2002).
Work Life Balance

Work-life balance is defined as the ability to develop a balance between an
individual’s personal and work life. It is a satisfactory level of involvement or ‘fit’
between the multiple roles in a person’s life (Meyer, & Parfyonova, 2010; Chong &
Ma, 2010).

Work-family Enrichment

These are positive effects resulting from participation in roles at work and at home. It
occurs when resources such as skills, perspectives, flexibility, physical, social capital
and material resources generated in one domain improve the performance in the other
domain or influence the psychological state or effect (Greenhaus & Powell, 2006).
Work-life Balance Policies

These are formally designed and formally communicated rules that are applied within
organizations in helping employees achieve better work-life (Poelmans, Chinchilla &
Cardona, 2003). These are basic rules that guide managers on decisions related with
work life balance (Voydanoff, 2005).

Work-life Conflict

Work-life conflict is a form of inter-role conflict in which the demands of work and

family roles are incompatible in some respect, so that participation in one role is more
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difficult because of participation in the other role (Voydanoff, 2005; Warner, &
Hausdorf, 2009).

Work-life Integration

This is the ability to harmonize personal, family and work life by an individual so as
to achieve a balance between various work and non-work roles (Harrington & Hall,
2007). It involves being able to effectively balance between work and home life
(Voydanoff, 2005).

Workplace Flexibility

Refers to management practices that optimize control over when, where and how

work gets done by individuals and teams (Graham & Bennett, 1998).
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ABSTRACT

Work- life balance and employee engagement are regarded as factors that have a great
potential to facilitate growth. However, majority of state corporations in Kenya are
not efficient in management of public resources, due to declining employee
engagement and thus poor performance. The study aimed to establish the relationship
between work-life balance and employee engagement in state corporations in Kenya.
Specifically the study was guided by the following objectives; to investigate the
relationship between work place policies, supervisor support, co-worker support,
corporate culture, and employee engagement. The study adopted explanatory research
design using both quantitative and qualitative approach. The target population was
30,840 employees in 197 state owned corporations. Multi-level random sampling
method was used to sample respondents. Out of 498 employees that were targeted in
various categories, 434 responses were received as valid. This constituted 87.14%
response rate. Survey data was collected by use of a structured questionnaire. The
questionnaire was pilot tested on 40 respondents drawn from 4 state corporations.
Reliability of the questions was done by use of Cronbach’s alpha. Normality test was
done for dependent variable in order to aid subsequent analysis. Factor analysis was
also done to reduce the data to meaningful size. Factor items that were less than 0.40
were not considered for subsequent analysis. The data obtained was analyzed using
both qualitative and quantitative analysis. Correlation analysis was used to test the
direction of relationship between the independent variables and dependent variable.
Multiple regression was used to test whether work place policies, supervisor support,
co-worker support and corporate culture have any influence on employee
engagement. The study found out that work place policy, supervisor support, co-
worker support and corporate culture contribute positively to employee engagement.
The study revealed a new dimension in the field of employee engagement in that the
supervisor did not seem to have much impact unless supported by the team of co-
workers, policies and culture. Based on the research findings it can be concluded that
work life balance had a positive significant predictor of employee engagement. The
findings of the study suggested that work-life balance was a significant area an
employer should give attention to in order to create an environment in which the
employees can become engaged. The study will contribute to the body of knowledge
in that organizations will gain practical insights into the determinants of engagement
thereby enriching their knowledge how to increase work engagement and future
researchers may concentrate on the development of a common tool of measurement
for work-life balance taking individual personality factors also into consideration.
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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study

This study focused on examining the relationship between work life balance and
employee engagement in Kenya. Employee engagement is defined in general as the
level of commitment and involvement an employee has towards their organization and
its values (Alfes, Truss, Soane, Rees & Gatenby, 2010). When an employee is
engaged, he/she is aware of his responsibility in the business goals and motivates his
colleagues alongside, for the success of the organization goals (Dulagil, 2012).
Engaged employees go beyond the call of duty to perform their role excellently
(Baldoni, 2013). Engagement at work was first conceptualized by Khan (1990) as total
commitment of employees to their work. He added that in engagement people employ
and express themselves physically, cognitively, and emotionally during role
performances. There are various factors that define an employee as an engaged
employee. The concept has evolved taking into account the various behaviors

exhibited by an employee that is positively productive (Rana et al, 2014).

According to Gallup (2002) there are three categories of employees in organizations:
engaged employees, not engaged employees, and actively disengaged employees.
Engaged employees are builders who consistently strive to give excellence within their
roles (Albrecht, 2012). Not engaged employees focus on the tasks spelled out to them
rather than the goals of the organization. They do what they are told to do (Hughes &
Rog, 2008). Actively disengaged employees are dangerous individuals who not only
do not perform well but also demotivate the performers in the organization (Anitha,
2013). Engaged employees experience high levels of energy and strong identification

towards their work (Bakker & Demerouti, 2008; Engelbrecht, 2006), which translates
1



to a more sustainable workplace in terms of both individual health and organizational
performance (Bakken & Trop, 2012). However, Shaufeli, Bakker and Rehenen (2009)
observed that virtually all models of occupational health and well-being have
neglected the potential positive effects of work such as engagement and focused
exclusively on job stress and the resulting strain. Taris, Cox and Tarisserand (2008)
also realize that majority of the contributions in Occupational Health Psychology
(OHP) journals are about ill health, such as physical violence and aggression, work-
home conflict, burnout, musculoskeletal complaints, work place accidents, high
emotional and time demands. The present study examines the relationship between
work life balance and employee engagement. The focus is on the positive dimension
of work life balance (work place policies, supervisor support, corporate culture, co-

worker support) and how they relate to employee engagement.

1.1.1 Employee Engagement

Employee engagement is defined as being positively present during the performance
of work by willingly contributing intellectual effort and experiencing positive
emotions and meaningful connections to others (Alfes et al, 2010). Engagement is
composed of three dimensions which include intellectual engagement (thinking hard
about the job and how to do it better), affective engagement (feeling positive about
doing a good job) and social engagement (actively taking opportunities to discuss
work related improvements with others (Cavanagh & Virdie, 2007). Engagement

therefore has intellectual, emotional and behavioral dimensions.

Khan (1990) defines employee engagement as willingness to discuss work-related
improvements and differentiates engagement from other similar constructs such as job

satisfaction, organizational citizenship behavior and employee commitment (Wessels,



2012). It can be argued that these notions of organizational commitment and advocacy
are generally associated with high levels of engagement, but are distinct from it (Alfes

et al, 2010).

There are three categories of employee engagement (Choo, Mat, & Al-Omari, 2013).
The first category is composed of engaged employees. These are employees who want
to know the desired expectations for their role so they can meet and exceed them.
They are naturally curious about their company and their place in it (Choo et al, 2013).
They perform at consistently high levels. They want to use their talents and strengths
at work every day (Anitha, 2014). They work with passion and they drive innovation

and move their organization forward.

The second category is composed of employees who are not engaged (Baldoni, 2013).
These are employees who tend to concentrate on tasks rather than the goals and
outcomes they are expected to accomplish. They want to be told what to do just so
they can do it and say they have finished (Lange, Witte & Notelaers, 2014). They
focus on accomplishing tasks versus achieving an outcome. Employees who are not-
engaged tend to feel their contributions are being overlooked, and their potential is not

being tapped (Susi & Jawaharrani, 2010).

According to Fearon et al (2013) not engaged employees often feel this way because
they don't have productive relationships with their managers or with their coworkers.
The third category is composed of actively disengaged employees. These are
employees who are consistently against virtually everything (Bakker et al, 2014). They
are not just unhappy at work but they are also busy acting out their unhappiness. They
sow seeds of negativity at every opportunity (Deery, 2008). Every day, actively

disengaged workers undermine what their engaged co-workers accomplish. Abbas

3



(2014) adds that as workers increasingly rely on each other to generate products and
services, the problems and tensions that are fostered by actively disengaged workers

can cause great damage to an organization's functioning.

Kahn (1990) in conceptualizing engagement stated that self and role exists in some
dynamic, negotiable relation in which a person both drives personal energies into role
behavior and displays the self within the role. He further said that such engagement
serves to fulfill the human spirit at work. Cameron, Mora, & Leutscher (2010) stated
that such employment of the self in ones role is considered as robotic or a pathetic
behavior. Employee engagement focuses on how the psychological experiences of
work and work contests shape the process of people presenting and absenting

themselves during task performances (Staw, Barry, Sutton, & Pelled, 2012).

Kahn (1990) further suggested that for psychological engagement and organizational
behaviors, the two major dimensions are emotional and cognitive engagement. To be
emotionally engaged is to form meaningful connections to others and to experience
empathy and concern for other’s feelings (Vazirani, 2007). In contrast, being
cognitively engaged refers to those who are accurately aware of their mission and role
in the work environment. According to Kahn (1990, 1992) and Chalofsky, Neal &
Krishna, Vijay (2009), employees can be engaged in one dimension and not the other.
However, the more engaged an employee is on each dimension, the higher his/her
overall personal engagement is (Greenberg, 2004). Kahn (1990) goes on to suggest
that employees experience personal engagement (or disengagement) during daily task

performances.

Engagement occurs when one is vigilant and/or emotionally connected to others. In

other words, employees who know what is expected of them, who form strong
4



relationships with co-workers and managers, and who experience meaning in their
work are engaged (Konrad, 2006). Disengaged employees, on the other hand,
disconnect themselves from work roles and withdraw cognitively and emotionally
(Cohen, 2008). Disengaged employees display poor performance and task behaviors

become effortless, automatic or robotic (White, 2010).

Employee engagement therefore involves a range of human behaviors and attitudes
including: motivation, commitment, satisfaction with the agency, a sense of alignment
with organizational goals, and a desire to work hard to achieve these goals (Australian
Public Service-APS, 2010). Moreover, it is often connected with outcomes such as
loyalty to, and advocacy for the place of employment, as well as some sense that
employees will ‘go the extra mile’ or exert discretionary effort to help achieve

organizational goals (Scottish Executive Social Research, 2007).

As highlighted by CIPD (2007) there is no clear explanation of what constitutes
engagement drivers in the workplace. There are many individual and organizational
factors that determine whether employees become engaged, and to what extent they
become engaged (DTZ Consulting & Research, 2007). The following section
highlights the models that illustrate these factors and the importance that employees

place on them.

1.1.2 The Concept of Work-life Balance and Employee Engagement

Work-life balance in its broadest sense is defined as a satisfactory level of involvement
or fit between the multiple roles in a person’s life (Hudson, 2005; Jenkins, 2008). In
other words, it is a harmonious or satisfying arrangement between an individual’s
work obligations and his/her personal life (Amarakoon & Wickramasinghe, 2010).

According to an Australian research study by McMillan (2008), work-life balance is a

5



key concern for the 21% century employees due to the increasing complexity of

modern life.

In the current work place, employees face greater workload, increasing time pressure
and growing obstacles in satisfying both job and personal demands (Sabatini, Fraone,
Hartmann & McNally, 2008). At work the demand for efficiency leads to more tasks,
which have to be fulfilled in a shorter period of time. Corporate globalization has
resulted in an increasing number of business trips for the employees, leading to longer
periods of absenteeism from their families or personal lives (Stock-Homburg & Bauer,
2007). Satisfying the often conflicting demands of work and family life is one of the
biggest challenges for modern employees (Lingard, Francis & Turner, 2012). Research
by Salt, (2008) reveals that there are a growing percentage of employees who are
overstrained from reconciling the work domain with the family domain, resulting in an

increasing number of sick days which are due to psychological diseases.

In response to the above challenges, most employers are committed to helping their
staff achieve some level of work-life balance as they believe that it will assist with
staff morale and engagement (Convergence International, 2008). Several studies
reveal that to enhance work-life balance, organizations have turned to policies such as
flextime, on-site childcare (Rothbard, 2001 cited in Simard, 2011); flexibility in
working conditions, family-friendly policies, support for gender equality and expanded

labour rights (Convergence International, 2008).

Work-life balance has been found to have a number of positive outcomes. There is
evidence that work-life balance is related to higher levels of organizational
commitment (Baral & Bhargava, 2010). An empirical study of 3,000 Australians

showed that work-life balance is the number one factor of job attraction and retention
6



(even above salary) (Convergence International, 2008). The benefits of work-life
balance, which include employee engagement, have seen employers investing in

workplace culture and policies that enhance work-life balance (Jawaharrani, 2011).

It is important for managers to cultivate employee engagement given that
disengagement or alienation leads to lack of commitment and motivation (Varizani,
2007). Employee engagement means being positively present during the performance
of work by willingly contributing intellectual effort, experiencing positive emotions
and meaningful connections to others (Alfes et al, 2010). Engagement is composed of
three dimensions which include intellectual engagement (thinking hard about the job
and how to do it better), affective engagement (feeling positively about doing a good
job) and social engagement (actively taking opportunities to discuss work related
improvements with others at work) (Khan, 1990). Engagement therefore has

intellectual, emotional and behavioral dimensions.

A study on employee engagement on Sri Lankan employees by Amarakoon &
Wickramasinghe (2010) found that work-life balance has a positive influence on
employee engagement. They argue that a proper balance between work and life
demands is an antecedent for employee engagement since work-life factors such as
caring about employees, placing employees interests first and flexibility are predictors
of engagement. Therefore, within Work-to-Family (WFE), the instrumental path
proposes that resources built up in one role foster high performance in the other role
(Erdem & Karkose, 2008). The affective path indicates that resources accumulated in
one role result in positive affect in that role, ultimately promoting high performance

and positive affect in the other role (Baral & Bhargava, 2011).



Other studies have revealed a number of positive outcomes associated with work-life
balance (Rothausen, 1994; Frone, Yardely & Markel, 1997; Lambert, 2000; Konrad &
Mangel, 2000). There is evidence that work-life balance is related to higher levels of
organizational commitment (Jusoh, Ahmed & Omar, 2012). Siu et al, (2010) argue
that a state of role which features both high performance and positive affect should be
the best factor in predicting work-family enrichment. Judging from the affect
perspective, Siu et al. (2010) argue that people who are highly engaged are also highly
involved, deeply engrossed and enthusiastic about their work. This contributes to a

happy experience, identified by Seligman, Rashid & Parks (2006) as positive affect.

From the performance perspective, Siu et al, (2010) advocates that people high on
work engagement innate a strong identity with their work and they regard their work
as inspirational, meaningful and demanding. Thus they are inclined to apply
knowledge and use resources and skills to a greater extent at work, hence contributing
to higher job performance (Bakker & Demerouti, 2007). Moreover, a highly dedicated
and committed workforce is essential for achieving organizational goals (Zhang &

Agarwal, 2009).

Cut-throat competition and a variety of challenges in the post-liberalization,
privatization and globalization (LPG) era have initiated major changes in the human
resource (HR) practices. Industrial units have started realizing the need to be proactive
rather than reactive (Narang & Singh, 2010). Since psychologically engaged workers
feel competent and confident to influence their job and work environment in a
meaningful way, they are likely to be proactive and innovative (Boudrias, Gaudreau,

Savoie & Morin, 2009). Besides, there is a constant pressure on management to reduce



costs and increase productivity, which is possible only through a satisfied and

committed workforce (Sahoo, Behera & Tripathy, 2010).

Engagement enables workers own their work and take responsibility for their results
(Koln, 2012). Due to technological advancement and automation, organizations are
dependent on a high degree of creativity and learning attitude of employees which will
require individual responsibility and risk taking effort (Ying & Ahmad, 2009).
According to (Westover & Taylor, 2010) the performance outcomes of engagement
practices are higher productivity, proactive and superior customer service, while the
attitudinal outcomes comprise of job satisfaction, organizational, team and individual

commitment.

Similarly, Millan, Hessels, Thurik & Aguado (2011) have pointed out that empowered
employees have a greater sense of job satisfaction, motivation and organizational
loyalty. A satisfied and committed employee is a valuable asset to the organization
(Sahoo et al, 2010). Such an employee is psychologically attached to his job and is
less likely to leave the organization, takes pride in belonging to the organization, and
makes greater contribution for the success of the organization (Kuo, Ho, Lin & Lali,

2009).

1.1.3 Overview of State Corporations in Kenya

According to State Corporations Advisory Committee (2013), there are a total of 197
state owned corporations in Kenya. State corporations operate under the following
categories: financial, regulatory, commercial/manufacturing, tertiary education and
training, higher education, training and research, regional development authorities and

service corporations. Guyo (2012) emphasized that the State Corporations in Kenya



are regarded as one of the factors that are and have a great potential to facilitate

growth.

According to a report on evaluation of performance of public agencies state-owned
corporations continue to play an important role in the production and creation of
wealth necessary for enhancing national development (Republic of Kenya, 2007). If
state corporations are seen as key economic drivers, then the productivity of the people
they employ should be given maximum attention. Further, most of the state
corporations are in the service sector where customer service and satisfaction is the

key to keeping the corporations competitive in the 21% century (Njiru, 2008).

According to Heintzman & Marson’s, (2006) public sector value chain model, drivers
of employee engagement are: support for the goals and mandate of the organization,
effective leadership and management, supportive colleagues and work units, tools,
authority and independence to do the job, career progress and development and
workload. Heintzman and Marson (2006) cite emerging Canadian evidence that
support this concept. They suggest that by understanding the drivers of engagement
and the link between engagement and performance of the institution, this tool can be
used across the public sector management to make significant improvements in the

employees’ work and in the overall performance and perception of the public sector.

A model produced by the CIPD (2006) and presented in the Organization’s Employee
Attitudes and Engagement Survey’ of 2006, brings elements of employee engagement
together in one overarching model. The model emphasizes the fact that, for public
institutions to bring about public trust and confidence, employee engagement need to
be given priority (CIPD, 2006) and therefore the need for this study in state

corporations in Kenya.
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The need for improved employee engagement in public sectors in Kenya is further
motivated by the fact that, state corporations have faced a number of challenges
including poor service delivery, insolvency and delays in project implementation
(Gatamah, 2005). This has led to lack of trust and confidence by the public (Njiru,
2008). Such challenges are attributed to poor employee engagement (Smitds et al,
2001; Edwards & Peccei, 2007). Case studies by large companies both in Kenya and
abroad have shown that organizations that are viewed by their employees as
“employers of choice” have achieved highly engaged workers with best Human
Resource (HR) policies that enhance work-life balance (Cavanagh & Virdee, 2007,
Mathis & Jackson, 2008). This has often contributed to better business performance

with increased productivity (Ullrich, 2012).

Existing studies include a study by Strathmore Research & Consultancy Centre (2012)
on Work-Life Balance at Kenya Power & Lighting Co. Ltd. This study established that
formal work-life policies exist and are well communicated throughout the
organization. Other studies done in Kenya on work-life balance include a study by
Chepngeno (2010) on effects of work life balance initiatives on the performance of the
staff at Agricultural Development Corporation of Kenya. In this study, it was found
that work-life balance indeed contributes to better employee performance. Sang &
Kabare (2011) also carried out research on factors affecting work life balance
programs in state corporations based in Nairobi region. The study established that
corporate culture is a key antecedent of work life balance in state corporations.
Another study by Muindi & Guyo (2012) looked at balance of work and non-work

responsibilities among nurses in public hospitals in Ngong District, Kenya. The study
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concluded that work life balance affects employee performance among nurses in

public hospitals.

Another study which directly informs the current research is the study by Nyongesa,
Sewe & Ng’ang’a (2012) which sought to find out challenges facing the
implementation of performance contracts in state corporations in Kenya. In this study,
employee engagement was found to be the major challenge. Nyongesa et al, (2012)
recommended that there is a need for state corporations to engage the workers in
understanding performance contracting so as to enhance employee performance. Given
the evidence that employee engagement directly affects performance, it is worth
establishing whether work-life balance can influence engagement and hence better

performance.

As indicated, the few studies done in Kenya on work-life balance, mostly sought to
establish, factors affecting work life balance, existence or non-existence of work life
balance and the impact of work-life balance on organizational performance. The
current study therefore brings in a new argument in research by hypothesizing the

existence of a relationship between work life balance and employee engagement.

1.2 Statement of the Problem

Employee engagement is one of the key determinants in fostering high employee’s
performance, as shown in a number of empirical studies (Macey et al, 2009; Mone &
London, 2010). On the other hand, family and work are the most important domains of
life for most adults (Carlier, Llrente & Grau 2012). Globally, the modern economy and
the related social changes like technological advancement and increasing number of
dual-earner families, has presented pressure on harmonizing personal, family and work
life (Origo, & Pagani, 2009). This has resulted to work-family conflicts in that

12



individuals participating in multiple roles experience conflict and stress hindering their

quality of life and productivity (Bond, 2004; Mishra & Suar, 2010).

Several researchers have found out that work-family conflict presents unfavorable
consequences such as stress (Allen et al, 2000), job dissatisfaction and low
performance (Kossek & Ozeki, 1999). Therefore, creation of family-friendly work
cultures is one of the most pressing concerns for both academics and practitioners
globally (Poelmans, Chinchilla & Cardona, 2003; Haar, & Roche, 2010). HR
practitioners and scholars have identified a positive link between work-life balance
and employee engagement, which affects organizational performance (Carlier et al,
2012). In addition, researchers have established that a highly engaged workforce is

50% more productive than a disengaged workforce (Jawaharrani, 2010).

According to the World Bank (2004), majority of state corporations in Kenya are not
efficient in management of public resources. One of the reasons leading to poor
performance as identified by various researchers is poor employee engagement
(Smitds et al, 2001; Edwards & Peccei, 2007). According to Njiru (2008) state
corporations have implemented work life balance practices, however employee
engagement and performance is still low. This contradicts the arrays of empirical
evidences (Kreiner, Hollensbe & Sheep, 2009; Parasuraman & Greenhaus, 2002;
Wiley, 2006; Cinamon, & Rich, 2010) which established positive relationship between

work life balance and employee engagement.

Nevertheless, empirical studies available are also concentrated on the developed
countries only with a dearth of the same studies in developing countries. This is
echoed further by the recommendation of Poelmans et al, (2003) on the need for

empirical research that can serve as basis for broadening theory on the adoption of
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work-family policies beyond the Anglo-Saxon context. Thus, the contradictions of the

scenario created by the state corporations were the greatest motivator for the re-

examination of the relationship between work-life balance and employee engagement

in state corporations in Kenya.

1.3 General Objective

The general objective of this study was to evaluate the relationship between work- life

balance and employee engagement in state corporations in Kenya.

1.3.1 Specific Objectives

To establish the relationship between work place policies and employee
engagement in state corporations in Kenya.
To examine the relationship between supervisor support and employee
engagement in state corporations in Kenya.
To determine the relationship between co-worker support and employee
engagement in state corporations in Kenya.
To assess the relationship between corporate culture and employee engagement

in state corporations in Kenya.

1.4 Research Hypotheses

Hoi: There is no significant association between work place policies and
employee engagement in state corporations in Kenya.

Ho2: There is no significant association between the supervisor support and
employee engagement in state corporations in Kenya.

Hos: There is no significant association between co-worker support and

employee engagement in state corporations in Kenya.
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iv. Hos: There is no significant association between corporate culture and

employee engagement in state corporations in Kenya.

1.5 Justification of the Study

The study contributed to the existing body of knowledge on work-life balance and
employee engagement. The major contribution on the findings was establishment of a
link between work-life balance and employee engagement since most studies have
examined the two in isolation (Poelmans et al, 2003; McCarthy et al, 2010). Secondly,
since both work-life balance and employee engagement are seen by experts as key
drivers of business success, this study was justifiable as it provided key information to
state corporations on how to start embracing the bottom line effects of work-life
balance and employee engagement. In addition, employee engagement has a
significant impact on organizational effectiveness (Cardy, 2004) and therefore it has to
be the immediate priority of managers (Lawler, 2008). Studies have shown that
organizations today face challenges that require attention to improving performance
(Buchner, 2007). One important way to enhance the employee performance is to focus
on nurturing employee engagement. Performance management literature now includes
studies focusing on the contribution of employee engagement to employee
performance thus emphasizing the importance of engagement in the performance
management process (Pritchard, 2008). More specifically; the study also benefited the

following stakeholders:

1.5.1. Business Owners and Company Managers
Business owners and company managers benefited from this research as they gained
insight on the contribution of work life balance in enhancing employee engagement.

This will enable them formulate and effectively implement work life balance policies
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that enhance employee engagement leading to other business outcomes like higher
employee productivity.

1.5.2 Research and Academic Community

Researchers will benefit from both theoretical literature review and the findings of this
study which aimed at establishing the link between work-life balance and employee
engagement. This study has identified further research areas where other researchers
would have an opportunity to carry out further research and grow knowledge in work-

life balance and employee engagement.

1.5.3 Human Resource Practitioners
HR practitioners being initiators and custodians of HR policies will gain insight on the

importance of implementing any formulated work-life balance and employee
engagement policies. It is envisioned that work life balance practices contribute to

higher employee engagement and hence better business performance.

1.6 Scope of the Study

This study focused on work-life balance and employee engagement in State 197
Corporation in Kenya as shown on appendix Ill. In this study, work-life balance was
studied basing on the following components: work-life balance policies, supervisor
support, co-worker support and corporate culture (Amarakoon & Wickramasingle,
2011). Employee engagement on the other hand focused on three areas of engagement
as proposed by the Kingston Employee Engagement Consortium Project (2010), which
include: discretionary effort, motivation, innovative work behavior and commitment

(Maluti et al, 2012).
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1.7 Limitations of the Study

Given the scope, it is clear that both definitions of work life balance and employee
engagement are wide and contain a number of sub-variables. This posed a limitation to
the study, since just as the definitions are wide and varied, employees who participated
in the study could have rated work-life balance and engagement differently. For
instance, what one employee may consider as work-life balance may not be what
another sees as work-life balance and may as well collide with what an employer
thinks is work-life balance.

However, to mitigate this limitation, the study borrowed from standard existing
measures that have been found reliable in measuring work-life balance and employee
engagement to minimize respondents’ bias. On the other hand, the standard measures
of work-life balance (IFREI) and employee engagement (UWES), were developed and
used in the developed economies. Therefore these tools could not totally apply to the
local scenario. This limitation was addressed by dropping some specific items that
were not applicable in the local environment. In addition, getting adequate information
as pertains HR policies available posed a challenge as HR policies are usually
considered confidential. To mitigate this limitation, the interviewer approached the HR
managers and requested for support in availing such information and assured

confidentiality in handling the information provided.

1.8 Structure of the study

The proposed study comprised of five chapters. Chapter one presents the background
of the study, statement of the problem, objectives of the study, research questions and
hypotheses, significance of the study, limitation, scope and the structure of the study.
Chapter two is a review of the supporting theories/models and empirical studies which

have been done on the study objectives. The chapter went ahead to give a conceptual
17



framework for the study. Chapter three focused on the research methodology that was
employed in evaluating the relationship between work- life balance and employee
engagement in state corporations in Kenya. This entailed the research design and
philosophy, target population and sample, data collection and data analysis procedures
to be used in the study. Chapter four was on data analysis and presentation while

chapter five was on conclusion and recommendations of the study.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presents review of relevant theoretical and empirical literature. It
comprises a detailed description of the concept of work-life balance and employee
engagement; review of theories and models relating to work-life balance and

employees’ engagement; and empirical studies related with the concepts under review.

2.2 Theoretical Framework

A theory is a well-established principle that has been developed to explain some aspect
of the natural world (Greener, 2008). A theory arises from repeated observations and
testing and incorporates facts, laws, predictions, and tested hypotheses that are widely
accepted (Cooper, 1989). A theoretical framework is used to limit the scope of the
relevant data, by focusing on specific variables and defining the specific viewpoint
that the researcher will take into account (Dawson, 2002). This helps in analyzing and
interpreting the data to be gathered, understanding concepts and variables according to
the given definitions and building knowledge by validating or challenging theoretical

assumptions (Maxwell, 2006).

2.2.2. Relevant Theories / Models of Employee Engagement

Employee engagement has its roots in classic work done in employee motivation, in
the form of intrinsic motivation (Hertzberg, 1966; Dewhurst, Martin, Guthridge &
Mohr, 2009). Bateman and Grant (2003) state that intrinsic motivation is said to exists
when behavior is performed for its own sake rather than to obtain material or social
reinforces. Although Deming (1993) placed great weight in the value system, he also

acknowledged the vital role of intrinsic motivation and the need to engage workers in
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their work. It would appear that employee engagement is strongly linked to the work

of classic motivation theorists and researchers (Greene, David, & Lepper, 2012).

Employee engagement is also closely linked to an employee’s motivation. Self
determination theory (SDT) (Deci & Ryan, 1985) predicts that employees’ perceptions
of their managers’ support will predict satisfaction of their intrinsic needs for
competence, autonomy, and relatedness, and in turn will predict work performance
and adjustment (Baard et al, 2004). Meyer and Gagne (2008) propose that SDT
provides a unifying theory to underpin the concept of employee engagement and to
explain some seemingly analogous findings in relations to employee engagement. The
various motivational states described by SDT can be used to explain both the presence
and absence of employee engagement (Meyer & Gagne, 2008). Researchers have also
developed various models to further explain the constructs that explain employee

engagement, some of which are explained in the following sections.

2.2.2.1 Andrews Brown Engagement Pyramid

Brown (2005) views engagement as a progressive combination of satisfaction,
motivation, commitment and advocacy resulting from employees’ movement up the
engagement pyramid. As indicated in Andrews Brown model in Figure 2.6 satisfaction
is at the lowest level and is the most passive of measures of engagement, it is what
gets employees to just show up for work (Abbas, 2014). It is the base level of
employee contentment and includes factors such as: whether or not employees can do
their job; how happy they are with their pay; and how well they like their working
environment (Harrad & Kate, 2006; Lambert, & Hogan, 2009). This means that, at this

level, employees have no real desire to go the extra mile (Albrecht, 2012).
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Motivation is the excitement employees feel about their work and a desire to excel in it
(Fearon et al, 2013). A motivated worker will want to go the extra mile in the
performance of their work (Woodruffe, 2006). As the employee progresses up the
ladder he/she attains commitment (Rana et al, 2014). Whereas motivation works at an
individual’s level, committed workers become positive ambassadors to their
companies (Heintzman et al, 2006). Advocacy is the real measure and shows the level
of how proactive employees are in speaking about the company they work for as well
as the products/services they offer (Rafferty et al, 2006). If a company achieves
advocacy, they’ll reap the rewards in both sales and recruitment (Sibson, 2006). It is

free advertising and from the most credible of sources.

Finally, engagement is the combination of all the preceding factors. An engaged
worker is satisfied, motivated, committed and is an advocate for their company and
what it produces (Heintzman et al, 2006). The model discussed provides a clear
distinction of employee engagement from other concepts like employee satisfaction,
motivation, commitment and advocacy. It enabled this study focus on specific
measures of employees engagement without mixing it with other similar but distinct

concepts. The model is illustrated in Figure 2.1.
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Figure 2.1: Andrews Brown Engagement Pyramid (Brown, 2005)

2.2.2.2 Dubin Employee Engagement Model

Dubin (1978) identified co-worker & supervisor relationship as among the key drivers
of employee engagement. He argued that when employee’s interpersonal relationships
with their peers and supervisors are supportive and trustworthy they become engaged
with their organizations, teams and work assignments. However, the theoretical model
indicted on Figure 2.2 centers around the antecedents and consequences of employee
engagement in general. It indicates that engagement itself is a critical unit of analysis
of the model. The term employee engagement refers to employees’ cognitive,

emotional and physical state that is influenced by certain antecedents.

Similarly, Schaufeli et al, (2002) identified engagement as a positive, fulfilling, work-
related state of mind characterized by vigor, dedication, and absorption. This physical
cognitive and emotional state of engagement translates into favorable outcomes such

that when engaged, employees express themselves cognitively, emotionally, and
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behaviorally (Fleck and Inceoglu, 2010; Kahn, 1990; Schaufeli et al, 2002 Wollard

and Scuk, 2011.

Dubin (1978) identified nine variables to provide an understanding of the antecedents
and outcomes of the constructs which constitute a comprehensive model of
engagement. The antecedent variables identified in the model are: job design and
characteristics, supervisor and co-worker relationships, workplace environment and
HRD practices. The model also indicates that employee engagement is related to three
major organizational outcomes, which are job performance, turnover intentions, and
organizational citizenship behavior (Dubin, 2014). Kahn (1990) maintained that one’s
psychological safety, referring to their sense of being able to show and do things
without fear of losing reputation, status, or career is vastly influenced by their
interpersonal relationships, group and intergroup is vastly influenced by their
interpersonal relationships, group and intergroup dynamics, as well as management

style and process.

This psychological condition of safety, in return, enhances the employee’s engagement
level. May et al, (2004) also found that supportive co-worker and supervisor relations
were positively linked to psychological safety and engagement. According to Kahn
(1990), psychological safety can be enhanced when an employee’s interpersonal
relationships with their peers and supervisors are supportive and trustworthy. There
should be an environment of flexibility, in which employees are encouraged to try and
perhaps fail without fearing the consequences. Employees should be allowed to voice
their ideas and encouraged to feel that the criticisms that they may face are

constructive rather than destructive (Albretch, 2012).
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Finally, Saks (2006) study indicated that perceived organizational support predicts
both job and organization engagement. One reason that might explain this positive
relationship is the norm of reciprocity, which refers to the extent to which employees
are likely to respond to the support and care from the organization through trying to

perform well on their duties and responsibilities at work (Mamman et al, 2011).

This study acknowledges that various overlapping elements are apparent between this
workplace environment category and supervisor and co-worker relationships as
discussed previously, it emphasizes the interaction that takes place between the
individuals and environment, which is composed of elements other than mere human
relationships. Dubin employee engagement model identified a link between both the
co-worker support and supervisor support with employee engagement. This direct or
indirect relationship. This identified link focused the study to testing hypothesis 11 and

[11, in this study. The model is illustrated in Figure 2.2.
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Figure 2.2 Dubin Employee Engagement Model (Dubin, 1978)

2.2.2.3 Anitha’s Employee Engagement Model

Consisting of colleagues and supervisors, organizational policies and procedures,
physical resources, and other intangible elements such as supportive work climate and
perceived levels of safety, the workplace environment is integral to having engaged
employees (Shuck et al, 2010). Employees need to be provided with adequate
physical, psychological social and organizational resources that enable them to reduce
their job demands, to function effectively in their work role, and to stimulate their own
personal development (Shuffle and Bakker, 2004). Work environment was found to be
one of the significant factors that determine the engagement level of an employee.

Studies by Miles (2001) and Harter et al, (2002), Holbeche & Springett (2003), May et
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al, (2004) and Rich et al, (2010) show that employee engagement is the result of

various aspects of the workplace.

Deci & Ryan (1987) argue that management which fosters a supportive working
environment typically displays concern for employee’s needs and feelings, provides
positive feedback and encourages them to voice their concerns, to develop new skills
and to solve work-related problems. Therefore a meaningful workplace environment
that aids employees to focus on work and interpersonal harmony is considered to be a

key determinant of employee engagement (Hsieh & Chan, 2012).

Leadership was the second main criteria identified as a fundamental factor to inform
employee engagement (Hughes & Rog, 2008). Effective leadership is a higher-order,
multi-dimensional construct comprising of self-awareness, balanced processing of
information, relational transparency, and internalized moral standards (Walumbwa et
al, 2008). Research studies show that engagement occurs naturally when leaders are
inspiring (Wallace & Trinka, 2009). Leaders are responsible for communicating that
the employees’ efforts play a major role in the overall business success. When
employee’s work is considered important and meaningful, it leads obviously to their
interest and engagement (Rana et al, 2014). Authentic and supportive leadership is
theorized to impact on employee engagement of followers in the sense of increasing
their involvement, satisfaction and enthusiasm for work (Schneider et al, 2009). The
leadership factor that was measured comprised indicators of effective leadership and

perceived supervisor support.

Team and co-worker relationship is another aspect that emphasizes explicitly the
interpersonal harmony aspect of employee engagement. Khan (1990) found that

supportive and trusting interpersonal relationships, as well as a supportive team,
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promote employee engagement. An open and supportive environment is essential for
employees to feel safe in the workplace and engage totally with their responsibility
(Fearon et al, 2013). Supportive environments allow members to experiment and to try
new things and even fail without fear of the consequence (Kahn, 1990). May et al,
(2004) found that relationships in the workplace had a significant impact on

meaningfulness.

One of the components of engagement according to Locke and Traylor (1990) focused
on the relatedness needs that individuals possess, and argued that individuals who have
positive interpersonal interactions with their co-workers also should experience greater
meaning in their work. Thus if the employee has good relationships with his co-
workers, his work engagement is expected to be high. According to Hughes et al
(2008) training and career development is another important dimension which is to be
considered in the process of engaging employees since it helps the employees to
concentrate on a focused work dimension. Training improves service accuracy and
thereby impacts service performance and employee engagement (Paradise, 2008).
When the employees undergo training and learning development programmes, his/her
confidence builds up in the area of training and motivates them to be more engaged in
their job. Alderfer (1972) even suggested that when an organization offers employees
a chance to grow, it is equivalent to rewarding people. The career path ladder through
training and development needs to be given importance by management which will
lead to timely opportunities for growth and development. This automatically improves

the level of engagement (Sahoo, Behera & Tripathy, 2010).

Compensation or remuneration is an indispensable attribute to employee engagement

that motivates an employee to achieve more and hence focus more on work and
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personal development (Albretcht, 2012). It involves both financial and non-financial
rewards. Attractive compensation comprises a combination of pay, bonuses, other
financial rewards as well as non-financial rewards like extra holiday and voucher
schemes. A study by Saks and Rotman (2006) revealed that recognition and rewards
are significant antecedents of employee engagement. They noticed that when
employees receive rewards and recognition from their organization, they will feel
obliged to respond with higher levels of engagement. Kahn (1990) observes that
employee’s level of engagement as a function of their perceptions of the benefits they
receive. Therefore irrespective of the quantity or type of reward, it is the employee’s
perception of the same that determines his/her content and thereby one’s engagement
in the job. It becomes essential for management to present acceptable standards of
remuneration and recognition for their employees, if they wish to achieve a high level

of engagement (Anitha, 2014).

Organizational policies, procedures, structures and systems decide the extent to which
employees are engaged in an organization. It has been evident from previous research
that amiable organizational policies and procedures are extremely important for
employee engagement and the eventual achievement of the business goals (Mamman
et al, 2011). Important policies and procedures may include fair recruitment and
selection, flexi-timing, aid in balancing work and life, and fair promotional polices.
Studies (Schniedre et al, 2009) show that the recruitment policy of an organization has
a direct impact on future employees’ engagement and commitment. Richman et al,
(2008) argue that an organization’s flexible work-life policies have a notable positive

impact on employee engagement.
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Various other studies (Woodruffe, 2005 & Rama Devi, 2009) have emphasized the
importance of organizational policies and procedures that best support flexible work
arrangements that help in balancing employee work and home environments;
organizations that have such arrangements are more likely to have engaged employees.
Workplace well-being is a holistic measure that enhances employee engagement.
Gallup’s data suggest that there is no metric that captures more variance in human
behavior than wellbeing. Wellbeing is defined as “all the things that are important to
how we think about and experience our lives” (Rath & Harter, 2010) and therefore,
wellbeing becomes the most important measure for gauging the influence an
organization has on employees. The importance of wellbeing is further reinforced by
researchers at Towers Perrin Talent Report (2003) who found that the most important
driver of engagement was senior management’s interest in employees’ well-being.
Perceived organization support is covered in the variable. The factors that facilitate the
dimensions of employee engagement are valid determinants of employee engagement.
The model identified important factors in work-life balance policies that influence

employee engagement. These factors are represented in Figure 2.3.
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Figure 2.3 Anitha’s Employee Engagement Model (Anitha, 2014)

2.2.2.4 Carnegie Value of the Immediate Supervisor Model
The value of the immediate supervisor model, presents the relationship between

supervisor support and employee engagement. It identifies supervisor support as a
driver of employee engagement. Carnegie (2012) conducted a nationwide cross
industry study of 1500 employees to explore engagement in the workplace. He found
that although there are multiple factors affecting engagement, the personal

relationships between a manager and his or her direct reports is the most influential.

In the study, supervisor support was conceptualized as supportive leadership (getting
the right support from supervisors, line manager’s respect for and treatment of
employees) and feedback on job performance (senior managers’ style of
communication and regular feedback on job performance). This model added to the
field of study on employee engagement by identifying family supportive supervisor

behavious that influence employee engagement either directly or indirectly. Carnegie
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(2012) presented the role of the supervisor in enhancing employee engagement, in the

model in Figure 2.4.
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Figure 2.4 The Value of the Immediate Supervisor (Carnegie, 2012)

2.2.2.5 Hewitt’s Drivers of Engagement Model

Another key premise of the engagement model is that the engagement drivers are
interrelated; they do not operate in isolation. An analysis of the model describes the
corporate practices (culture), quality of life (balance) as the drivers of employee
engagement (Rana et al, 2014). Employers can understand how to meet the needs of
their employees and focus on the specific areas of improvement that have the largest
impact on engagement and business results (Treacy, 2005). Therefore company
policies play a major role in supporting employee engagement as they guide the

decisions of managers and how teams within the organization relate with each other.
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Hewitt (2012) defines engagement as the state of emotional and intellectual
involvement that helps employees to do their best at work. The Hewitt model in Figure
2.5 examines both the individual’s state of engagement as well as organizational
antecedents. This employee engagement model has been tested and validated by over
15 years of organizational psychology research across a variety of companies and
industries across Asia, Pacific, Europe, Latin America and North America (Hewitt,
2012). The behaviors that engaged employees demonstrate lead to positive outcomes
in key business drivers like: customer’s satisfaction; increased sales and other positive

extra role behaviors (Ellehuus & Hudson, 2004; Hewitt, 2011).

Hewitt’s research has repeatedly shown that highly engaged employees demonstrate
better quality and efficiency compared to employees who are actively disengaged. In
agreement with the Hewitt’s Engagement model, May and Gilson (2004) state that
understanding an organizations’ engagement level is of little value without knowing
which actions will be most effective in increasing engagement. This is a critical part of
Hewitt’s Engagement model as it identifies six major engagement drivers, which
include: quality of life, work, people, opportunities, and total reward and company
practices. The engagement model goes beyond measuring people’s satisfaction with
each of these drivers. It prioritizes the areas for improvement based on their potential
impact and baseline performance. The model identified key components of corporate
culture that influence employee engagement either directly or indirectly. These

components are represented in Figure 2.5.
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Figure 2.5: Hewitt’s Drivers of Engagement Model (Hewitt, 2012)

2.2.2.6 The Job Demands-Resource Model (Bakker & Demerouti, 2008)
According to the Job Demands-Resources Model in Figure 2.6 job characteristics can
be defined in two broad categories, which are: job demands and job resources (Broeck,
Vansteenskiste, Witte & Lens, 2008). Job demands refer to those aspects of the work
context that affect individual employee’s capacity and have psychological and/or
physical costs (Bakker, Demerouti, Taris, Schaufeli, & Schreurs, 2003, Broeck et al,
2008). According to Broeck, Vansteenskiste, Witte and Lens (2008), the job demand
category contains job characteristics such as: task interruptions, workload, work-home
interference, organizational changes and emotional dissonance. Job resources on the

other hand refer to physical, psychological, social or organizational aspects of the
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work context that: i) can reduce the health-impairing impact of job demands; ii) are
functional in achieving work goals; and iii) stimulate personal growth, development,
and learning (Schaufeli & Bakker, 2004 cited in Broeck et al, (2008). As outlined in
the JD-R model, the job resources category includes characteristics like: opportunities
for skill utilization, autonomy, supervisor support, performance feedback, financial

rewards, and career opportunities (Broeck et al, 2008).

Scholars adopting the Job Demand-Resources approach to understanding engagement
typically maintain that job demands have an effect on the strength of the relationships
between job resources (autonomy, feedback, and support) and engagement. Job
demands refer to the physical, psychological, social or organizational factors that
require “‘sustained physical and psychological” effort on the employees’ part and
therefore are thought to be associated with certain physiological or psychological costs
(Schaufeli and Bakker, 2004, p. 296). Also Bakker et al (2006) contended that job
demands, such as emotional overload and high expectations may be powerful
predictors of burnout. Although job demands are not necessarily negative, they may
develop into “stressors” if they require that the employees invest too much effort and
trying to meet these demands is associated with negative outcomes such as anxiety,
burnout, or even depression (Schaufeli & Bakker, 2004). This model identified various
job characteristics that have directly or indirectly influence the relationship between
work-life balance and employee engagement. This model was used to test hypothesis

V. The model is illustrated in Figure 2.6.
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Figure 2.6: The Job Demands-Resource model (Bakker & Demerouti, 2008)

2.2.3 Work-life Policies
Over the last decade the evidence for the business benefits of work-life balance

policies has been growing in volume and strength (Cohen, 2008). Studies show strong
links between work-life balance policies, increased productivity and job satisfaction
(Jawaharrani, 2010). Other benefits include: improved recruitment and retention rates,
reduced sick leave usage, reduction in workers stress, improvements in employee
satisfaction and improved corporate image (Worrall & Cooper, 1999; Wai, Ching, &

Rahim, 2010).

According to Valcour (2007) the workplaces that are doing best on a number of
dimensions were those with ‘high commitments management practices’ well
embedded in the labour process, and where a large proportion of employees feel
committed to the organization. Business and Human resource (HR) professionals also

recognize the need to align work-life balance with a broader more strategic focus on
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fostering employee engagement (Landauer, 1997; Ayers & Keith, 2008). Flexible
work arrangements, telecommuting and a variety of leave family support and wellness
programs are more often integrated and aligned with business objectives (Adams et al,
1996; Direnzo, Grrenhaus & Weer, 2011). Additionally, researchers have found that
organizational culture and supervisory support are key factors in enhancing effective

implementation of work-life balance policies (Stock-Homburg & Bauer, 2007).

According to European Diversity Research & Consulting, the most frequently
implemented work-life balance programs in Europe are: Part-time work (97.4%),
flexible start and finish times (94.8%), flexible break times (93.0%), health checks-
(81.8%), seminars (80.9%) and telecommuting (76.5%) (Parflraman, 2007). Work-life
balance policies in France are also very well developed. Aybars (2007) suggests that
along with Denmark, France is one of the pioneers of family-friendly measures. In
Japan, the combination of an ageing workforce and a falling birth rate led Japan to

encourage the establishment of flexible work-life balance practices (Cole, 2006).

2.2.4 Supervisor Support
Family supportive supervision has emerged as an important prerequisite for effective

family integration and employee’s well-being (Straub, 2011). Scholars are addressing
the need to develop family supportive managers and have introduced a new construct
and measure, ‘family supportive supervisor behavior’ (FSSB), (Elsevier, 2012). So far,
little attention has been focused on the underlying behavioral process and managerial
characteristics that triggers family supportive supervisor behavior (Bagger & Li,
2011). In response, a multilevel conceptual framework is developed that identifies
individual-level and contextual-level factors that would predict managers overall
tendency to engage in family supportive supervisor behavior (Shields, Patricia &

Rangarjan, 2013).
36



Work-life scholars therefore point out the importance of moving beyond the pure
implementation of work-family practices towards a change in organizational culture
(Blair-Loy & Woharton, 2002; Wang & Walumbwa, 2007). A prerequisite for
successful organizational change is a supportive management with managers who are
conscious of work-life issues (Cinanom & Rich, 2010; Lapierre & Allen, 2006).
Managers as decision makers and supervisors can be powerful change agents in

making workplaces more family-friendly (Kirrane & Buckley, 2005).

Managers also can act as gate keepers for the availability and the effective
implementation of work-family initiatives and as such agents for informal supportive
organizational cultures (Ebrahimi, 2005). Thus, they have considerable discretion over
the types and level of family support that employees receive (Dulk & Ruijter, 2008;
McCarthy, Darcy & Grady, 2010) irrespective of whether family-friendly benefits are

provided by the organization.

Previous studies have shown that there is a significant relationship between employee
perception of the supportiveness of their supervisor and their ability to cope well with
work and family issues. This in turn is related to lower levels of work-family conflict
(Breaugh & Frye, 2008; Frye & Breaugh, 2004; Lapierre & Allen, 2006; Secret &
Sprang, 2001) and psychosomatic symptoms, such as anxiety and depression (Snow,
Swan, Raghavan, Roehling & Moen, 2001; Avey, Hughes, Norman & Luthans, 2008).
In addition, it helps to improve employee’s usage of work-family policies (Blair-Loy
& Wharton, 2002; Kalev, Dobbin & Kelly, 2006). Therefore, it would be useful to
better understand the characteristics and conditions that lead managers as supervisors

to exhibit family supportive behavior (Kossek et al, 2010).
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From the organizational perspective it seems fundamental to know which individual
managerial factors contribute to family supportive supervisor behavior, so that
managers can be trained to become family supportive and recruiting practices can be
modified (Kossek & Hammer, 2008). Family Supportive Supervisor Behavior (FSSB)
consists of four family supportive supervisor behaviors: emotional support,
instrumental support, role model behaviors and recognition of the strategic importance
of work-family issues (Lapierre & Allen, 2006). Emotional support is focused on
perceptions that an individual is being cared for, that their feelings are being
considered, and that they feel comfortable communicating about work-family issues

with their supervisors when necessary (Breaugh & Frye, 2008).

Instrumental support is reactive and relates to behavioral types of work and family in
the form of scheduling flexible work (Poelmans et al, 2003; llies et al, 2009). Role
model behaviors refer to supervisors demonstrating how to integrate work and family
on the job, thus signaling to employees what is acceptable behavior concerning work-
life balance (Caser & Basuil, 2011). According to Lingard et al, (2012), creative work-
family management is proactive and innovative and involves taking action at an
organizational level. Some examples of creative work-family management include
thinking about how work can be redesigned to reduce work-family conflict and at the
same time enhance organizational outcomes (Frye & Breaugh, 2004). Concrete
examples of family supportive supervisor behaviors might include: encouraging
employees to use work—family practices; actively judging employee performance on
the basis of output and not just “face time” and; not making long hours and unrealistic

work schedules a prerequisite for promotion (Kelly, Moen & Tranby, 2011).
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In addition, there are the work-domain resources that operate in several ways to
facilitate the successful integration of work and family role demands (Voydanoff,
2004; Kreiner et al, 2009). Supervisors may assist their employees’ efforts to integrate
work and family roles by providing instrumental support, such as allowing them to
schedule their working hours or to take leave when there is a family exigency (Poster,
2005; Wang et al, 2008). Support is also socio-emotional in nature. By expressing
concern and empathy for employees’ work-family challenges, and by affirming that
employees’ family responsibilities will not be held against them. Supportive
supervisors may increase employees’ confidence and help prevent the tensions and
strains that can result from juggling between work and family demands (Kossek &
Lautsch, 2008). Literature therefore shows there exists a link between supervisor

support and employee engagement.

2.2.5 Co-worker Support

Coworker support refers to employees’ beliefs about the extent to which coworkers
provide desirable resources in the form of emotional support like showing concern
when a colleague is experiencing difficulties (Susi et al, 2010). Providing support
especially helping with work tasks has been found to increase the levels of
engagement among team members (Fearon et al, 2013). One of the factors that
researchers have attributed to the achievement of work-life balance is co-worker
support (Wadsworth & Owen, 2007). Supportive co-workers assist employees engage
with the team to which they belong (Ebrahimi, 2005). This element is measured by
how those in employees’ immediate workgroups behave (team identification) and the
adequacy of the recognition employees receive for the work they do (job recognition)

(Australian Public Service, 2010). Employees in the work place need to feel that they
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belong and that they have co-workers they can rely on for support and advice

including sharing personal/family issues (Kirrane & Buckley, 2005).

Various researchers have found out that social support is a useful resource for
enhancing employees’ proper functioning in organizations (Poon, 2011). In the
workplace, supervisor support and coworker support are the most relevant form of
social support for employees (Sahoo et al, 2010). In the work engagement literature,
coworker support is considered a job resource. Job resources refer to job aspects that
are functional in the achievement of work goals, fostering of personal development,
and reduction of job demands and their associated costs (Deery, 2008). According to
Rana et al, (2014) job resources activate a motivational process that leads to employee
engagement. From the literature reviewed it can deduced that co-worker support has

an indirect or direct link to employee engagement.

2.2.6 Corporate Culture
Corporate culture is defined as widely shared and strongly held values (Chatman &

Jehn, 1994). It includes the beliefs, attitudes, practices, norms and customs that
characterize a workplace (Glass & Finley, 2002; Hartnell, Ou & Kinicki, 2011). It is a
particular aspect of the organizational culture that reflects the attitudes and values in
the organization about work and non-work lives (Thompson et al, 1999; Greenhaus, &
Powell, 2006). The work-life balance culture is the subset of the attitudes, relating
directly to how supportive the organization is in allowing employees to balance their

work and non-work lives (Hecht &Allen, 2009).

There are many dimensions of corporate culture, however, for this study, the focus is
on work-life balance culture (Sahibzada, Hammer, Neal, & Kuang, 2005). Thompson

et al, (1999) define work-family culture as “the shared assumptions, beliefs and values
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regarding the extent to which the organizations supports and values the integration of
employees’ work and family lives.” There is a growing body of empirical research that
highlights that the organizational environment and its supportiveness of work-life
balance policy use, accounts for the gap that seems to be common between policy
provision and utilization (Campbell, 2001; Sherer & Coakley, 1999; Soonhee, 2001,
Wise & Bond, 2003; Kossek et al, 2011). This evidence shows that the context within
the organization specifically related to work-life balance is important in determining
what people do and how they feel in the organization (Behson, 2002). The culture of a
work place is regarded as relevant for the well being of an individual (Thompson, et
al, 1999) but also seen as a relevant resource for an organization to realize competitive
advantage (Itami, 1987). Pfeffer (2005) and Pfeffer & Veiga (1999) suggest that close
relations between employers and employees can lead to higher motivation and

increased organizational performance.

In addition, a close relationship correlates with higher of self-reported job and
organizational commitment (Millward & Hopkins, 1998; Elroy, 2001; Major, et al,
2008). Organizational commitment binds an employee to entities and behavior and can
result in lower turnover intentions, lower actual turnover and positive work place
behavior (O'Neill et al, 2009). Organizations that create cultures that value balance,
and assist employees to achieve life balance are rewarded with highly engaged
employees (Elroy & James, 2001). By developing more unified and compassionate
workplace cultures, organizations become more attractive to people of all generations
(Roehling et al, 2001; Carmeli, & Spreitzer, 2009). The organizational structure is
founded on a team-based environment where teams are organized around opportunities
and leaders emerge. Teams are fluid and comprise of followers and leaders (Carmeli,

& Schaubroeck, 2007).
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Therefore, family supportive organizational cultures have been associated with an
increase in the use of work-life balance practices (Sahibza, et al, 2005). Moreover,
employee perceptions that an organizational culture is family supportive are related to
lower job stress and higher positive spill over between work and home as well as to
higher job satisfaction and organizational commitment and lower turnover intentions
(Porter et al, 1974, Ilies, Wilson, & Wagner, 2009). Guerin et al, (1997) carried out a
study of organizations with more than 250 employees in and found that the most
important impact of work-life balance practices was an improvement in job

satisfaction (Tausig & Fenwick, 2001).

The two main studies that directly measure the cultural dimensions mentioned above
are Thompson et al, (1999) and Allen (2001). The work of Thompson et al, (1999) is
the first to directly measure work-life balance culture, and conceptualizes along the
three dimensions discussed previously. A survey was completed by 276 university
alumni, and indicated that a supportive culture was positively related to effective
commitment. Further, Allen (2001) and Kreiner (2009) utilized the same conception of
culture as Thompson et al, (1999) and also conducted a survey in the United States of
over 500 respondents from many different organizations (Meyer et al, 1997). Their
results also demonstrated that perceptions that the organization was supportive of

family friendly practices were related to higher levels of organizational commitment.

The said perceptions mediated the relationship between the provision of the policies
and practices, and organizational commitment (Haar et al, 2004; Ragins, & Dutton,
2007). These results together show that it is likely that the work-life balance culture in
an organization is directly related to individual’s feelings of commitment to the

organization (Vinarski-Peretz, & Carmeli, 2011). Certain work-life balance cultures
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may lead to higher commitment (Allen, 2001) and strategic management literature
suggests that human resources are very relevant resource for competitive advantage

realization (Snell et al, 2006).

2.3. Conceptual Framework

A conceptual framework is a tool researchers use to guide their inquiry; it is a set of
ideas used to structure the research (Marshall & Rossman, 2006). The major function
of a conceptual framework is to enable the researcher to find links between the
existing literature and his own research goals (Greener, 2008). The conceptual
framework in this study shows the link between the variables of study; mainly work
life balance and employee engagement. The dependent variable was employee
engagement and the independent variable was work life balance, which includes: work
place policies, supervisor support, co-worker support and corporate culture. The
presumed relationships between the variables under investigation and is illustrated in

the following hypothetical model in Figure 2.7 below.

A\ 4

Work — Place policies

Supervisor Support

\4

Employee Engagement

Y
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Figure 2.7: Conceptual Framework
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2.3.1 Conceptual Review

This thesis focused on the combined approach of the Resource Drain Theory and the
Role Theory. Each individual has different roles, which he/she have to perform, for
example the role of an executive manager and the role of a parent. The scarcity or
depletion perspective, which is inherent in the Resource Drain Theory, divides
between the work/professional related dimension and the individual work-related
dimension (Smith & Gardner, 2007). In each dimension there are resources and
demands (Shirom, 1982). Voydanoff, (2005) defines resources as structural or
psychological assets that may be used to facilitate performance, reduce demands, or
generate additional resources. Thus, resources are factors that facilitate the
achievement of a successful work-family balance (Stockhomburg & Roederer, 2009).

They are scarce and have to be allocated effectively (Goode, 1960).

Demands need resources in order to be satisfied. If demands from one dimension
cannot be satisfied by resources, they start to interfere with demands from the other
dimensions, which are associated with a conflict and the impairment of work-family
balance (Ullrich, 2012). Work related resources include family friendly corporate
culture, family friendly work place policies, supervisor support, backing of colleagues
and certain work type characteristics (Ullrich, 2012). Thus, the interaction of resources
and demands determine the presence of work-family balance or work-family conflict

which could determine the level of employee engagement (Noor, 2009).

Work life balance policies (WLBPs) are formally designed and communicated rules on
work life balance that are applied within the organization (Poelmans et al, 2003).
When organizations provide various work life balance policies (WLBPs) and

practices, they are perceived to be family supportive (Susaeta et al, 2011). Availability
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of WLBPs may create a sense of assurance for employees that their
organization/employer is concerned about their family well-being. According to
perceived organizational support theory (Eisenberger et al, 1986) and social exchange
theory (Shuck, Rocco, & Albornoz, 2011), a feeling of supportiveness should result
into higher positive attitudes towards the organization. Such positive sentiments or

attitudes at work may create greater positive affect.

Availability of work life balance policies (WLBPSs) create perceptions of support for
and control over work-family matters and generate more positive work attitudes
(Thomas & Ganster, 1995; Robbins, et al, 2009). The relationship between WLBPs
and work-family enrichment has scarcely been examined (Hill, 2005; Wayne et al,
2006), although there is accumulating evidence in the literature to suggest a negative
association between WLBPs and work-family conflict (Kossek & Ozeki, 1998;
Thompson & Prottas, 2005; Tapies, & Ward, 2008). Theoretically, WLBPs should
improve employee efficiency and performance, since they are instrumental in helping
employees to manage their work and family responsibilities. Based on this review the
following hypothesis can be formulated:

There is significant association between work place policies and employee
LT T Hypothesis 1.
Managerial support practices are significantly correlated with lower levels of work-
family conflict (Allen, 2001; Barrah et al, 2004 and Valcour, 2003; Behson, 2005;
Frye & Breaugh, 2004; Grosswald, 2003; Laperre & Allen, 2006; Mauno et al, 2005;
Secret & Sprang, 2001), with better work-family balance (Hill, 2005) and work/family
enrichment (Carlson et al, 2011). The literature also shows that supervisor support
improves perceptions of career and family success (Moen & Yu, 1999), perceptions of

organizational support for harmonizing work and family (Berg et al, 2003; Pare, &
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Tremblay, 2007) loyalty to the organization (Roehling et al, 2001; Cohen, 2007),
employee engagement (Shuck et al, 2011) and work satisfaction and turnover intention

(Anderson et al, 2002).

Furthermore, such support facilitates the use of any formal policies that the
organization might have for harmonizing work-family and personal life (Blair- Loy &
Wharton, 2002; Casper et al, 2004; Kelly & Kalev, 2006; Farh, Hackett, & Liang,
2007). By expressing concern and empathy for employees’ work-family challenges,
and by affirming that employees’ family responsibilities will not be held against them,
supportive supervisors may increase employees’ confidence and help prevent the
tensions and strains that can result from juggling between work and family demands
(Anderson et al, 2002). Based on this review the following hypothesis can be
formulated:

There is significant association between the supervisor support and  employee

CHGAZGOMECHL «oovuunrviiinnresissseosesssessssssosssssssssssssssssssssssssssnssssssns Hypothesis 2.

Co-workers may also help by taking out time to sympathize, understand and listen to a
fellow employee’s problems as well as providing advice and information whenever
needed (Wadsworth & Owen, 2007). Thus, having a supportive supervisor and helping
co-workers may lead to more positive affect (Shanock, & Eisenberger, 2006) and
confidence from work that may carry over and enhance the functioning in the family.
Research findings also suggest that both co-worker support (Lu et al, 2009;
Wadsworth & Owen, 2007) and supervisor support (Aryee et al, 2005; Hill, 2005;
Thompson & Prottas, 2005; Wadsworth & Owen, 2007) are potential predictors of

work-family enrichment. This in turn increases work satisfaction and reduces turnover
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intention (Anderson et al, 2002). Based on this review the following hypothesis can be
formulated:
There is significant association between co-worker support and employee

LT T Hypothesis 3.

Supportive work-family culture enhances the psychological resource base for
employees by increasing a sense of self-acceptance and flexibility (Friedman &
Greenhaus, 2000; Choi, 2007) that supposedly develop positive affect towards work.
This sense of satisfaction when transfers to family domain may enhance the
performance and well-being in the family (Wayne et al, 2006), suggesting the
possibility of WFE enrichment. Research findings by Beutell & Wittig-Berman
(2008), Wayne et al, (2006) points towards the plausible positive relationship between
work-family culture and WFE enrichment. Based on this review the following
hypothesis can be formulated:

There is significant association between corporate culture and employee

CHGAZGCMICHL «oouuuvriiinnreessassossssssssssssosssssssssssssssssssssssssssnsssssnns Hypothesis 4.

In summary, Khan (1990) goes on to suggest that employees experience dimensions of
personal engagement (or disengagement) during daily task performances. Engagement
occurs when one is vigilant and/or emotionally connected to others (co-workers). In
other words, employees who know what they are expected of them (job
characteristics), who form strong relationships with co-workers and managers
(supervisors), or who in other ways experience meaning in their work (job

characteristics) are engaged.
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2.4 Empirical Review

Various researchers have investigated the concepts of work-life balance and employee
engagement including: supervisor role, co-worker support, organizational practices
and culture. However, most studies have been carried out in the west with very little
attention being paid to the developing world (Bond, 2004). Although, according to
Poelmans et al, (2003) most studies have been conducted in the west, their findings are
interesting and relevant as they provide insights into how work life balance and

employee engagement might be related (Macey & Schneider, 2008).

Studies and business practice reveal that both work-life balance and employee
engagement contribute to increased business success and create competitive advantage
for a business (Deery 2008). The following studies have specifically examined the
influence of supervisor support, work place policies, co-worker support and corporate

culture on employee engagement.

2.4.1 Work place policies

Several studies have revealed that organizational work-life policies and programs
allow employees to have greater control over how, when and where they work
(Albrecht, 2012). An empirical research by Anitha (2014) established a link between
work-life policies and employee engagement. The research outcome further suggested
that the following five dimensions underlie this aspect of organizational life: lack of
managerial support for work-life balance; perceptions of negative career
consequences; organizational time expectations; the gendered nature of policy
utilization; and perceptions of unfairness by employees with limited non-work
responsibilities. Three major types of work-life policies were identified to assist

employees in balancing their work and non-work lives. These are:
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1.  Flexible work options (part-time work, flexible hours arrangements).
2. Specialized leave polices (parental leave, career break schemes).

3.  Dependent care benefits (subsidized childcare, child care referral).

Scandura & Lankau (1997) surveyed 86 people in organizations with flexible work
programs and 74 in organizations without and found out that the commitment of
employees from those organizations that did not have the programs in place was
significantly lower than the commitment of employees from the other organizations. In
addition, Aryee et al, (1998) and Karsan, Rudy, Kruse and Kevin (2011) examined the
relationship between flexibility, supervisor support and organizational commitment.
They conducted survey with 228 employed parents in a large service authority in
Hongkong and found a positive relationship between supportive work-life balance
policies and commitment. These results were supported by Roehling et al, (2001) who
studied a sample of over 3000 American workers and found that work-life policies

tended to be related to higher loyalty for most employees.

A study by Haar & Spell (2004) based on social exchange theory investigated beliefs
and program around work-family practices and their relationship to organizational
commitment. About 203 employees from the New Zealand financial sectors completed
surveys to provide the data. It was found that effective commitment was related to the
knowledge that employees had about the work-life programs in their organizations to a
greater extent than the actual work-life practices. This is further echoed by a study by
(Temple & Gillespie, 2009) which concluded that satisfaction with work-life benefits

was positively related to commitment.

Poelmans et al, (2003) carried out a study on the adoption of family-friendly HRM
policies in Spain. Using data from a sample of 131 Spanish private firms, the study
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tested five hypotheses that may explain the adoption of family-friendly human
resources management policies. The findings showed that even in this particular
context, both the employment strategy and some institutional pressures play an
important role. The size of the firm, the percentage of female employees, the presence
of a high-commitment work system and the labour market are associated with the
implementation of a work/family programmes. The study concluded that work life

balance policies are an antecedent of employee commitment.

Studies have however revealed that employees increasingly ask for organizational
policies that allow them to combine their work and their private lives (Lewis et al,
2009). According to recent work-life studies, the utilization of work-life policies does
not unequivocally lead to lower levels of conflict or to higher levels of enrichment
between work and life. A study by Kossek et al, (2006), found that formal access to
telework may not necessarily reduce work-to-life conflict for professionals who

typically already have some informal job autonomy.

The study examined the association of the utilization of flexible policies and care-
related policies with work-life enrichment of professionals. Formal use of telework
was however, significantly related to higher performance, although other work-life
policies were not. It is, therefore, vital to distinguish between different types of
policies: policies that enable employees work while they hire others for their caring
tasks, and policies that give employees more flexibility and control over their working
time which enables them to fulfill the caring tasks themselves (Appelbaum et al,

2005).
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2.4.2 Supervisor support
Research suggest that managerial support is critical when it comes to the utilization

and effectiveness of work-life programs (Allen et al, 2000; Fried, 1999; Maxwell,
2005; Perlow, 1997; Thompson et al, 1999; Vennis, 2000) as it is up to manager’s or
supervisors to communicate, implement and manage work-life policies in
organizations (Lewis, 2003). In addition, research consistently shows that the level of
support that employees receive from their supervisors is crucial in alleviating conflicts
between work and life. Supervisor support is a core aspect of work-life culture, or the
shared assumptions, beliefs, and values regarding the extent to which an organization
supports and values the integration of employees’ work and private lives (Thompson

et al, 1999).

To investigate the link between supervisor support and employee engagement, Ruck
(2012) carried out a study in which they found that a positive and significant but weak
relationship between supervisor support and employee engagement r = 0.37. In Ruck
et al, (2012) study, person-organization fit (r=0.67) and organizational identification
(r=0.62) were found to have higher correlations with engagement compared to
supervisor support. Ruck (2012) agrees with Gourlay et al’s argument stating that the
wider organizational factors are more important drivers for engagement than line
manager influence, but argues that internal communication is a major driver of
organization wide employee engagement. This contradicts findings by Carnegie
(2012) and Psychometric Canada Limited (2011), who found in their studies that line
managers/supervisors’ support was the highest contributor to employee engagement

compared to other organizational factors.
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Varizani (2007) also acknowledges that managers and supervisors determine the level
of engagement and that talented employees leave organizations if they have a weak
relationship with their managers or supervisors. Additionally, Alfes, Truss, Soane,
Rees and Gatenby (2010) conducted a study to establish the relationship between
perceptions of line managers and engagement levels and found that positive
perceptions of line managers were associated significantly with extent of employee
engagement. In addition Thomas (2010) carried out a research on the link between

supervisor behavior and employee engagement.

The research was carried out on a New Zealand insurance organization using data
from various corporate reports. The purpose of the research was to investigate the
evidence for such a link. The results demonstrated that there are multiple ways in
which leadership behaviors are associated with employees’ engagement. The result
from the study found that supportive leadership was related to effective performance

as a result of improved employee engagement.

2.4.3 Co-worker Support
Poon (2011) in a study titled “Effects of Abusive Supervision and Coworker Support

on Work Engagement” examined the effects of coworker support on work
engagement. Employees from diverse organizations in Malaysia (N = 140) were
surveyed. Multiple regression analysis results showed that coworker support related
positively with work engagement but did not interact with each other to predict work
engagement. Another study by Kirby & Krone, (2002) explored the views of
employees in a finance organization about implementation and utilization of work-life
balance policies. They found that attitudes expressed by co-workers illustrated how the
construction of work-life benefits was affected by factors such as: expectations of

business travel for employees with and without family responsibilities; orientations of
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individualism and meritocracy; and traditional separations between private and public
spheres. Thus, employees who utilized work-life policies felt resentment from co-
workers and recognized the need to ‘use’ and ‘abuse’ so as not to be seen, and treated

as a less committed worker (Boles, Howard & Donofrio, 2001; Litrico, & Lee, 2008).

The Childfree Network, an advocate group of some 5,000 members in the US, is a
manifestation of the resentment felt by some employees over this issue (Spector,
1997). Childless workers argue that they have fewer opportunities to take advantage of
flexible work arrangements than the employees with children, and are expected to

work longer hours and take assignments involving travel (Hudson, 2005).

Some differences also appear between various groups in their perception of the
fairness of access to flexible work arrangements (Konrad & Mangel, 2000). For
example, those employees who have used flexible work arrangements themselves
appear to have more favorable perceptions about work-life benefits than employees
who have not (Allen, 2001; Major, Fletcher, Davis, & Germano, 2008). Thus the
reactions of co-workers to policy users need to be considered by managers and
organizations concerned with the way the local work environment supports work-life

balance (Glass & Finley, 2002; Knippenberg & Daan, 2006).

2.4.4 Corporate culture
Research on corporate culture and its effects on employee motivation, reveal that both

pay and more benefits can motivate workers to an extent (Anitha, 2014). But raising
compensation and offering more benefits are not by themselves, effective drivers of
employee engagement (Anitha, 2014). Corporate culture characterized by teamwork,

pleasant working conditions, the considerate treatment of employees, growth
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opportunities, skill enhancement and abundant training opportunities can all contribute

to employee engagement (Akda, 2012).

Therefore, it makes good business sense to provide flexible-working opportunities and
appropriate policies for employees. It helps companies to retain skilled employees,
raise employee morale and minimize absenteeism (Baldoni, 2013). Organizations that
help employees work in a way that best supports them in balancing their work and
home environments are more likely to have engaged employees. Engaged employees

stay longer and contribute in a more meaningful way (Allen, Bruck, & Sutton, 2000).

A study by Anitha (2013) was done to identify the key determinants of employee
engagement in organizations. The study went further to investigate the impact of
employee engagement on employee performance. Simple random sampling was used
to select the employees from middle and lower managerial levels from small-scale
organizations. A total of 700 questionnaires were distributed and 383 valid responses
collected. The study concluded that the determinants of employee engagement connote
a healthy working atmosphere that reflects on the social impact created by the

organizations.

Further Ullrich (2012) carried out a study on drivers of work-life balance at Airbus an
international company with almost 54,000 employees in Europe whose business is to
design, build and sell aircrafts. In this study, Ullrich went further to establish the
relationship between work-life balance, employee commitment and company
outcomes. Ullrich found that the main outcome of work-life balance for the employees
was commitment. According to Ullrich “Those employees who are content with their
work-family-balance like their work and are ready “to go the extra mile” in other

words they endeavor to achieve their goals” (Ullrich 2012: p27).
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In regard to company outcomes, Ullrich found that the most important outcome was
enhanced performance which could be measured in real key performance indicators.
As cited in this two studies, though Perrin (2003) focused on employee engagement in
isolation, while Ullrich studied work-life balance only, their findings reveal that there
could exist a relationship between work-life balance and employee engagement,

further contributing to better business performance.

While little research has measured work-life balance culture directly in relation with
commitment (Thompson et al, 1999 & Allen, 2001; Morrell & Finlay, 2011), more
research has been conducted relating cultural elements such as supervisor support and
organizational commitment. Scholarios and Marks (2004) examined the effects from a
number of factors including organizational support, on organizational commitment.
They examined two case studies in the computer software industry, collected extensive
background data, as well as questionnaire data from 245 employees, and found that
greater organizational support for non-work aspects without negative career
consequences was related to a higher level of effective commitment to the
organization. A similar relationship between supervisor support and commitment was

found by Thompson et al, (2004) and Wang and Walumba (2007).

Bond (2004) carried out a study using data from employees in four financial sector
companies in Scotland. The study led to a conclusion that, while the level of perceived
availability of work life policy did not have an implication on work-life balance,
organizational culture was significantly associated with work life balance. This
indicates that without a supportive work-life organizational culture, the provision of
work place policies will not necessarily lead to better work-life balance outcomes

including employee engagement.
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Santos & Cardoso (2008) examined the conflict between work and family life that
arise from increase in work-load in higher education, in the particular context of
Portuguese academia. The study was conducted in a Portuguese university. Data was
collected from 32 in-depth interviews with faculty members from different
backgrounds. The findings were that preservation of unfriendly work-family culture
leads to conflict between academic work and family life and thus poor employee
commitment. These conflicts are mainly felt by women particularly mothers of
dependent children. The data also suggest that work-family policies are fruitless unless

they are supported by a positive work-family culture.

Another empirical study by Baral et al, (2001), Haar & Roche (2010) examined the
moderating influence of gender on the relationships between work-family antecedents
and work-family enrichment in India. The purpose of this study was to evaluate the
role of family support, co-worker support, supervisor support, work-life balance
policies (WLBPs), and work-family culture as the predictors of work-to-family (WFE)
and family-to-work (FWE) enrichment. In addition, it explored whether such effects

were gender specific by examining the moderating effect of gender.

Data was obtained from a sample of 485 managers in India. Analyses revealed that
family support, co-worker support, supervisor support, WLBPs and work-family
culture predicted WFE while family support predicted FWE. Little moderating
influence of gender was found. Gender moderated the relationship between WLBPs
and WFE such that the relationship between the two was stronger for women as
compared to men. The practical implications WLBPs are important factors of WFE
and organizations have to make jobs more enriching in order to increase the level of

WFE among women and men, respectively. This could eventually lead to better
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employee satisfaction and commitment to the organization (Thompson et al, 1999;

Allen, 2001; Wright, Cropanzano & Bonett, 2007).

Another study by Desai, Majumdar, Chakraborty & Ghosh, (2011) was carried out to
establish the effect of personal resourcefulness and marital adjustment on job
satisfaction and life satisfaction of working women in India. A total of 300 women
were studied, 100 each in the working women, home-based working women, and
homemakers’ categories. The following scales were used: socio economic status scale,
general health questionnaire, self-esteem inventory, life satisfaction scale, perceived
stress scale, marital adjustment scale, the self-control schedule, and job satisfaction

questionnaire.

It was found that the home-based working women are the least stressed, most well
adjusted, and the most satisfied with their careers among the groups studied. Their
ways of perceiving and handling stress is found to be more effective than those used
by women in the other two groups. The study advocates for women friendly work
policies like flexible job hours and home office as well as a cooperative home
environment and assistance for housework. The study shows that a positive attitude
towards their work in the family and adoption of practical family-friendly policies by

organizations is likely to enhance productivity for the female workforce.

Lingard et al, (2012) conducted a study on work time demands, work time control and
supervisor support in the Australian construction industry. This research aimed to
explore the relationship between work time demands, work time control and
supervisor support in the Australian construction industry. A survey was undertaken
with waged and salaried construction workers in two construction organizations. The

findings were that work time demands were positively correlated with time- and
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strain-based work interference with family life (WIF) but inversely correlated with

time- and strain-based family interference with work (FIW).

Work-family enrichment was inversely correlated with work time demands and
positively correlated with both work time control and social support from one’s
supervisor. Respondents with high work time demands and low work time control (or
low supervisor support) reported the highest levels of time- and strain-based WIF. The
lowest levels of WIF were reported by respondents in low work time demands and
high work time control (or high supervisor support) jobs classifications. However, jobs
high in both work time demands and work time control reported the highest levels of

work-to-family enrichment.

The results suggest that work-family conflict and work family enrichment should be
treated as two distinct concepts in work-family research. The job demands-control
theory was also found to be helpful in explaining work-family conflict but that
alternative theories are needed to explain positive work-family interactions. The
practical implication of the research is that reducing work time demands may be
helpful in reducing work-family conflict but that the provision of work domain

resources are probably required to enable positive work-family interactions.

Maxwell, (2008) also did a case study series on work-life balance in large
organizations, which included, Motorola, W. L. Gore & Associates, Inc- a global
privately held company head quartered in Neward, Delaware, IKEA, a Swedish home
furnishing retailer that sells well-designed functional furniture in low prices, the
Scottish Courier Service (SCS) comprising of 52 court sites and approximately 1,000
civil servants, and the Lothian and Borders Police (LBP) in Edinburg, Scotland. All

the five large companies reported that their healthy work-life balance directly
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contributed to the award-winning successes the companies have long enjoyed

(Maxwell, 2010).

Saks (2006) outlines an empirical study to test a model of the antecedents and
consequences of job and organization engagements based on social exchange theory.
The results indicate that there is a meaningful difference between employee
commitment and employee engagement as perceived employee commitment predicts
both job and organization engagement while the organizational policies predicts
organizational engagement. His work is echoed further by Wellin & Concelman,
(2005) who defines engagement as the end result of job satisfaction, motivation,

commitment and loyalty.

2.5 Critique of the Empirical Studies

Empirical studies on work life balance available are concentrated on the developed
countries with only a few being conducted in the developing countries (Bond, 2004).
This is echoed further by the recommendation of Poelmans et al, (2003) on the need
for empirical research that can serve as basis for broadening theory on the adoption of
work-family policies beyond the Anglo-Saxon context. In addition, the dependent
variable of this study being employee engagement has been studied by various authors.
The challenge in operationalization of employee engagement has been that the concept
has been confused with commitment and organizational -citizenship behavior

(Cavanagh & Virdee, 2007).

Anitha (2014) argues that engagement should be differentiated from commitment and
organizational citizenship behavior, justifying that employee engagement is a two-way
interaction between the employee and the employer, whereas the earlier focus tended

to view the issue from only the employee’s point of view. This argument is genuine
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and tries to distinguish the concepts based on the process through which they are
achieved (Brown, 2005). Macey & Schneider (2008) viewed engagement as a
progressive combination of satisfaction, motivation, commitment and advocacy
resulting from employees’ movement up the engagement pyramid (Albretcht, 2012).
Satisfaction is the most passive of measures and is what gets employees to just show
up for work. It is the base level of employee contentment, whether or not they can do
their job, how happy they are with their pay, how well they like their working
environment. This means that, at this level, employees have no real desire to go the

extra mile (Brown, 2005).

Furthermore, there are several studies on work-life balance and employee engagement
but very few seek to link work-life balance and employee engagement, the two have
mostly been studied in isolation (Poelmans at al, 2003; Brady et al, 2008). Only two
theoretical papers were found linking work life balance to employee engagement, one
theoretical study by Jawaharrani (2010) and one empirical by Amarakoon &
Wickramasinghe (2010). Amarakoon & Wickramasinghe (2010) study was carried out
using 210 middle and above level managerial employees of Sri Lankan Private Sector
Banks. In the Sri Lankan study, it was found that there exists a positive and significant

correlation between work life balance and employee engagement.

Jawaharrani (2010) examined work-life balance as a key driver to employee
engagement. In this study, Jawaharrani, (2010) argues that there indeed exists a
relationship between work-life balance and employee engagement. Further,
Jawaharrani cites a major study that was conducted in New Zealand commissioned by

the equal employment opportunities trust in 2007 which found that organizations
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which encourage work-life balance in principle and in practice reap the benefits of

increased employee engagement, discretionary effort and higher productivity.

Interest in work-life balance and engagement in State Corporations in Kenya was also
primary driven by the need to explore the state of work-life balance and engagement in
the local scenario, given studies by the Kingston Employee Engagement Consortium
Project (2010) in 8 public and private organizations in UK among 5,291 respondents,
which revealed that in the UK, public sector employees are more strongly but less
frequently engaged than in the private sector and, also found that the Local
Government gave employees more opportunities to work flexibly which was also
reported to be highly contributing to high levels of employee engagement. Though the
current study is not comparative across the public service in Kenya and private sector,
one would be interested to know the state of employee engagement in Kenya and the
relationship between engagement and work-life balance, following the findings in UK

and Sri Lankan private sector bank employees.

2.6 Research Gaps

The existing body of empirical studies is not sufficient in explaining specifically the
relationship between work life balance and employee engagement in developing
countries with Kenya as an example. Instead the studies concentrated on the
developing countries (Poelmans et al, 2003) and examined mainly the wider subjects
of work life balance and employee engagement, each in isolation and not specifically

relating the two.

Nevertheless, according to Njiru, (2008) though state corporations in Kenya practice
good work life balance, employee engagement and performance is still low. This
contradicts empirical evidence established by Jawaharrani 2010 and Amarakoon &
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Wickramasinghe (2010) which established positive relationship between work life
balance and employee engagement. Moreover, several researchers on employee
engagement have not clearly differentiated employee engagement from other similar
constructs such as job satisfaction, motivation, organizational citizenship behavior and
employee commitment (Khan 1990) (Rayton, Bruce, Dodge, Tanith & D'Analeze,
Gillian, 2012). Thus, the results of such studies cannot give an objective link between

work life balance and employee engagement (Saks, 2006).

Theoretically, work-life policies, supervisor support, co-worker support and corporate
culture are key antecedents of employee engagement, yet there is no research directly
linking these variables to engagement (Groysberg & Slind, 2012).This study therefore
bridges this gap by examining the relationship between work life balance and

employee engagement in state corporations in Kenya.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter discusses the methodology of the study. It describes the research design,
study population, sampling frame, sample size determination and sampling techniques,
data collection instruments and pilot testing. It also discusses the type of data to be
collected, data collection techniques and methods of data analysis. The statistical
measurement model to be used in the analyses and the tests for hypotheses are also

described in this chapter.

3.2 Research Design

Research design is a master plan specifying method and procedures for collection and
analysis of the required information (Shajahan, 2004). According to Yin (2003)
research design is the logical sequence that links the empirical data to a study’s initial
research questions. In other words, a research design encompasses the methodology
and procedures employed to conduct scientific research (Creswell, 2012). The design
of a study therefore, defines the study type, research questions, hypotheses,
independent and dependent variables, and if applicable, data collection methods and a

statistical analysis plan (Small, Mario & Luis, 2011).

This study adopted an explanatory research design using both quantitative and
qualitative approaches. An explanatory research is conducted in order to discover and
report relationships among different aspects of the phenomenon under study
(Firebaugh, 2008). Explanatory research seeks explanations of observed phenomena,
problems or behaviors. It seeks answers to “why” and “how” types of questions and

attempts to connect variables in research, by identifying causal factors (Small et al,
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2011). The purpose of this research was primarily to identify the relationship between
work life balance and employee engagement in state corporations in Kenya, therefore,

the nature of this study was explanatory.

In recent years, social and health sciences researchers have been using mixed-methods
designs for their studies (Creswell, 2004). By definition, mixed methods is a procedure
for collecting, analyzing, and “mixing” or integrating both quantitative and qualitative
data at some stage of the research process within a single study for the purpose of
gaining a better understanding of the research problem (Tashakkori & Teddlie, 2003;
Creswell, 2005). The rationale for mixing both kinds of data within this one study is
grounded in the fact that neither quantitative nor qualitative methods are sufficient, by
themselves, to capture the trends and details of a situation. When used in combination,
quantitative and qualitative methods complement each other and allow for a more
robust analysis, taking advantage of the strengths of each (Green, Caracelli & Graham
1989; Miles & Huberman 1994; Green and Caracelli 1997; Tashakkori & Teddlie

1998).

In this study, the mixed-methods sequential explanatory design consisted of two
distinct phases: quantitative followed by qualitative (Creswell et al, 2003). In this
design, the researcher first collected and analyzed the quantitative (numeric) data,
which is ordinal and captures perceptual measures. The qualitative data was collected
and analyzed second in the sequence to help explain, or elaborate on, the quantitative
results obtained in the first phase. The second, qualitative phase built on the first
quantitative phase, and the two phases were connected in the intermediate stage in the
study. The rationale for this approach was that the quantitative data and their

subsequent analysis provided a general understanding of the research problem. The
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qualitative data and their analysis refine and explain those statistical results by

exploring participants’ views in more depth (Rossman and Wilson 1985; Tashakkori &

Teddlie 1998; Creswell, 2003).

Explanatory research attempts to discover or establish the existence of causal
relationship/interdependence between two or more aspects of a situation (Kothari,
2004). In other words, explanatory research tests for statistical relationships between
variables. Thus the study then measures both variables for each of a large number of
cases and checks to see if they are in fact related (Oswald & Price, 2006). Causal
explanations argue that phenomenon Y (employee engagement) is affected by factor X

(work life balance).

Studies that have been undertaken in this area by Erdem and Karakose (2008),
Cavanagh & Virdie (2007), Jawaharrani & Susi (2010), Cawe (2006), Bond (2004),
Straub (2012), Simard (2011), Hekman (2007), Maxwell (2008), Noor (2009),
Poelmans, Chinchilla & Cardona (2003), Baral & Bhargava (2011), Kaiser,
Ringlsletter, Eikhof & Cunha (2011) justify use of these research designs and therefore

the researcher adopted them.

3.2.1 Research Philosophy

The philosophy underpinning the research methodology was pragmatism, which is the
foundation of mixed-method research (Tashakkori & Teddlie, 1998). Teddlie and
Tashakkori (2003) identified a close link between pragmatism and the use of mixed
methods in the social and behavioral sciences. Mixed-methods studies involve the
collection or analysis of both guantitative and/or qualitative data in a single study in
which the data is collected concurrently or sequentially and involve the integration of

the data at one or more stages in the process of research (Creswell et al, 2003).
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In a mixed-method study the researcher tends to base knowledge claims on pragmatic
grounds and employs strategies of inquiry that involve collecting data either
simultaneously or sequentially to best understand the research problem (Creswell,
2003). Pragmatism places the research problem as a central and applies all approaches
to understanding the “what” and “how” of the research problem (Creswell, 2003). This
study sought to establish the relationship between work life balance and employee

engagement thus a pragmatic approach was justifiable.

3.3 Target Population

According to Sekaran (2008), a population is the total collection of elements about
which inferences are made and refers to all possible cases which are of interest for a
study. It is thus the entire group of individuals, events or objects having a common
observable characteristic. The target population for this study was all the 197 state
corporations as shown in Appendix V. According to the list obtained from the State
Corporations Advisory Committee (2013), the 197 State Corporations are were
categorized as follows: financial (20), Commercial/ Manufacturing (40), Regulatory
Corporations (35), Public Universities (19), Training and Research Corporations (20),
Service Corporations (35), Regional Development Authorities (15), Tertiary Education

and Training Corporations (13).

Most studies on employee engagement and work life balance (Ullrich, 2012; Santos &
Cardoso 2008; Poelmans, Chinchilla & Cardona, 2003; Lingard, Francis & Turner,
2012; Maxwel, 2008) target organizations across various sectors, as the characteristics
of interest are assumed to be homogeneous among the study population. For the

purpose of this study simple random sampling method was used to select a sample of
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state corporations. For public institutions to effectively performance and achieve their
mandate for a greater public good, all employees working in these institutions need to
be engaged and productive (Amarakoon & Wickramasinghe, 2010; Jawaharrani,
2010)). This study therefore targeted employees in all cadres in the organizations

which will be sampled.

3.4 Sample and Sampling Technique

A sample is a portion or part of the population of interest. The purpose of sampling is
to gain an understanding about some features or attributes of the whole population
based on the characteristics of the sample (Cooper, 1999). To select a representative
sample, a researcher must first have a sampling frame. A sampling frame is a list,
directory or index of cases from which a sample can be selected (Sekaran, 2008). The

study used multi-level sampling technique.

Simple random sampling technique was used to select a sample of state corporations,
which are the primary sampling units in this study. The sampling frame for this study
was the list of state corporations obtained from State Corporations Advisory
Committee. On the sampling frame each state corporation was assigned a unique
number and a table of random numbers was used to select 20, which forms 10% of the
total state corporations. This have sufficiently met the minimum threshold sample size
suggested by Gay (2005) that a sample size of 10% of the target population is regarded

as adequate for small population (N<1000).

The second step was to take a stratified sample of 496 employees in various job scales
in the organizations selected, top management, middle management, lower
management and the operatives. Individuals in the corporations selected form the unit

of analysis for this study. Stratified sampling method was used to select individual
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employees within the selected corporations to take care of some variations that could
occur based on job cadres pertaining employee engagement. The sample size is
indicated on appendix VI. According to Kothari (2004), a population is stratified based
on different features of the population and a random sample is picked from each
stratum. In this sampling method the sample error is considerably reduced. The sample
size determination formula by Mugenda & Mugenda (2003) was adopted to determine

the sample size and calculated according to the following formula:

n = z°pq +d*Sample Size Determination Formula. .................................Equation 1

Where M= sample size

Z = Confidence level at (1—-a)%

p = Proportion in the target population estimated to have the characteristics being
measured

q=1-p

d = Level of statistical significance (=0.05)

This is calculated as follows:

(2.05)* *(0.5)(0.5) = (0.05)* = 498

3.5 Data Collection

According to Morris (2001) data collection is the process of gathering pieces of
information that are necessary for research process. Questionnaires were self-
administered and three research assistants were recruited and trained to help in
distribution of the questionnaires. The target participants who filled the questionnaires
were from all the cadres of employees in the sampled corporations. Organizations

were first contacted and the intention to drop the questionnaires and the reason to do
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so explained to the HR managers. Drop and pick method was used to administer the

questionnaires.

3.5.1 Instrumentation
A standardized questionnaire that captures the various variables under study was

developed, and administered to the sample respondents. The questionnaire was
adopted from the Utrecht Work Engagement Scale (UWES) (Schaufeli & Bakker,
2006), State of Queensland (2005) measure of family-responsive index and IESE,
Business School, (2006) IESE Family-Responsible Employer Index (IFREI) and
modified to suit this study (see Appendix Il1). A questionnaire is a research instrument
that captures data over a large sample and its objective is to translate the research
objectives into specific questions and answers and for each question provide the data
for hypothesis testing. The advantages of a questionnaire over the other instruments
include: information can be collected from large samples, no opportunity for bias since

it is presented in paper form and confidentiality is upheld.

Moreover, Cooper & Schindler (2006) recommends the use of questionnaire in
explanatory studies because self-administered surveys cost less than personal
interviews and sometimes sample accessibility becomes difficult. The questionnaire
provides for careful considerations where the participants can take more time to collect
facts, talk with others or consider replies at length than is possible in an interview and

in terms of anonymity than other instruments.

The questionnaire was divided into five sections. Part A gathered employee’s
background information, part B gathers information concerning workplace policies,
part C assess the supervisor support, part D assesses the co-worker support part D

assesses the corporate culture and part E assessed the level of employee engagement.
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The final part contained open-ended questions to assist the researcher in eliciting more
information from respondents. The questionnaire contained both closed and open-

ended questions, which gave the respondents freedom to express themselves.

3.6 Pilot Test

The questionnaire was pretested to ensure clarity and information validity prior to
them being administered (Strauss & Corbin, 2007). The objective of the pilot study
was mainly to pre-test the questionnaire on a representative sample and to use the
feedback from the pilot study to refine the questionnaire for the main research (Small
et al., 2011). The questionnaire was pilot tested on 40 respondents drawn from 4 state

corporations that was part of the target population but not in the sample.

This represents 10% of the accessible population (sample size) that is generally
recommended by the social researchers, according to Mugenda & Mugenda (2003). In
choosing the 4 organizations for pilot testing, the researcher used simple random
sampling. According to Orodha (2005), simple random sampling ensures that each unit
has an equal probability of being chosen and the random sample is the most
representative of the entire population and least likely to result in bias. It has statistical
properties that allow the researcher to make inferences about the population based on
the results obtained from the sample. After pilot testing, the questionnaire was revised

to incorporate the feedback that was provided.

3.6.1 Reliability
Data reliability which is a measure of internal consistency was measured using

Cronbach’s alpha correlation which ranges between 0 and 1 (Kothari, 2004). Higher

alpha coefficient values means that the scales are more reliable. As a rule of thumb,
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acceptable alpha should be at least 0.70 or above (Hall, 2008). Cronbach’s alpha is a

general form of the Kunder- Richardson (K-R) 20 formula. The formula is as follows:
KR, = (K)(S2 =D 8%)+(S*)(K=1) e, Equation 2

KR,, = Reliability coefficient of internal consistency

K = Number of items used to measure the concept
S? = Variance of all scores

s? = Variance of individual items

3.6.2 Validity of data
Shadish et al, (2002) defines validity as approximate truth of an inference or

knowledge claim of the relationship based on evidence that supports the inference as
being true or correct. Validity analysis was conducted by use of factor analysis. This is
a data reduction method to enable management of data by reducing it for easier
management and meaning derivation. Factor analysis was therefore conducted and
those variables found to have a factor loading of 0.4 and above were retained for
further analysis. Factor analysis therefore aided the researcher with the only items that

corresponded to the subject dependent on their factor loadings.

3.7 Data Analysis and Presentation

According to Coffey and Atkinson (1996), one should never collect data without
substantial analysis going on simultaneously. Before processing the response data,
the completed questionnaires was edited for completeness and consistency and then
coded. The qualitative data was then converted into quantifiable forms by coding all
relevant data followed by the systematic assembly. Statistical Package for Social

Science (SPSS) used for analyzing the data to generate summative statistics like
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mean, median, mode, variance and standard deviation. SPSS also assisted in

generating tables, pie charts and graphs.

Descriptive statistics was applied to analyze quantitative data in order to generate
percentages, means, median, mode, standard deviation and variance of both dependent
and independent variables. Normality tests were conducted for the dependent variable
S0 as to establish whether it assumed normal distribution or not. The researcher used
Smirnov test and Shapiro -Wilk to test whether employee engagement data was
normally distributed and this was found to be the case. The essence of testing for

normality was to enable the researcher to continue with the other subsequent analysis.

Correlation analysis was done to establish whether there was correlation between
independent variables (work place polices, supervisor support, corporate culture, co-
worker support) and the dependent variable (employee engagement). This was
achieved through the use of Pearson correlation that indicated the correlation
coefficients between the variables. In case the correlations were found to be less than
0.2 they were not considered for subsequent analysis. Coefficient of 0.5 and above was
considered to have met the threashhold. Regression analysis was used to test whether
the independent variables has any effect on employee engagement in state corporations

in Kenya.

In addition, the study sought to ascertain the casual effect of dependent variable upon
the independent variables that is: relationship between work life balance and employee
engagement. To explore such, the investigator assembled data on the underlying
variables of interest and employ regression to estimate the quantitative effect of the

causal variables upon the variables that they influence. The investigator also typically
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assessed the statistical significance of the estimated relationship. Statistical test
included F-test and ANOVA. Data was presented frequency tables, pie charts and

graphs.

3.7.1 Regression analysis
The study used multiple linear analyses to measure the relationship between the

independent variables, that is, work place policies, supervisor support, co-worker
support and corporate culture, and the dependent variable, that is, employee
engagement. Multiple linear regression models were justifiable since perpetual
measures (5-point likert scale) were used. Previous studies done in this area, advocated
for the use of multiple regression models: Jawaharrani & Susi (2010), Cawe (2006),
Bond (2004), Straub (2012), Simard (2011), Hekman (2007), Maxwell (2008), Noor
(2009), Poelmans, Chinchilla & Cardona (2003), Baral & Bhargava (2011), Kaiser,
Ringlsletter, Eikhof & Cunha (2011).

The research study therefore, used the following model to test whether work place
policies, supervisor support, co-worker support and corporate culture have any

influence on employee engagement.

Y=L, +BX + L X+ Lo X+ L Xy +E i, Equation 3

Where Y = Employee Engagement

Bo = Intercept

B1 — Pa = Slopes coefficients representing the influence of the associated independent
variables over the dependent one.

X1= Work place policies
X2 = Supervisor support

X3 = Co-worker support
X4 = Corporate culture

¢ = Error term
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3.8 Operationalization of Study Variables

Operationalization refers to the process of developing indicators or items for
measuring the research constructs (Cresswell, 2004). Literature reviewed has
identified various variables for this study. The independent variable is work life
balance and is composed of workplace policies, supervisor support, co-worker support
and corporate culture (Table 2.1). The dependent variable is the employee engagement
which is composed of discretionary effort, motivation, commitment and innovative

work behavior (Table 2.3).

3.8.1 Independent Variables
An independent variable is a variable that the researcher manipulates in order to

determine its effect or influence on another variable (Mugenda & Mugenda, 2003). In
this study the independent variables are workplace policies, supervisor support, co-
worker support, corporate and culture. The Table 2.2 below illustrates how these
variables will be measured.

Table 2. 1: Tabulation of Independent Variables and their Specific Measures

Independent Measurable Sub- Specific Measure
Variable (1V) variables of Vs
Workplace Availability of 0] Flexible work schedules
policies WLBPs (ii) Leave arrangements(paternity,

maternity, pooled leave)

(iii)  Telecommuting

(iv)  Heath care availability

(V) Availability of recreational facilities

(vi)  Flexibility for educational opportunities
Employees’ 0] Availability of formal policies.
satisfaction with HR (ii) Communication to employees.
(iii)  Awareness of WLBPs
(iv)  Afeeling of balanced life
Supervisor Supportive leadership (i) Getting the right support from supervisors
(i)  Line managers’ respect for and

treatment of employees

policies and practices

Support
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Feedback on job (1) Senior managers’ style of
communication

(i) Regular feedback on job performance
Co-worker Getting the right (1) Team work
support support from co- (i) Feeling of belonging
(i) Freedom and open sharing
(iv)  Feeling comfortable with colleagues
Corporate (1) Managerial support for WLB
culture (i) Family friendliness

(i)  HR decisions

(iv)  Working hours

v) Conducive work environment

(vi)  Flexibility

(vii)  Role modeling by senior managers

performance

workers

3.8.2 Dependent Variables
If a variable depends upon or is a consequence of the other variable, it is termed as a

dependent variable (Kothari, 2004). In this study the dependent variable is employee
engagement. In the existing framework, the four constructs of work engagement are
discretionary effort; motivation, innovation and commitment (Schaufeli et al, 2002)
will be measured. The table below illustrates the measures to be used to gauge the
level of employee engagement.

Table 2. 2: Tabulation of Dependent Variables and their Specific Measures

Dependent Measurable Sub-variables  Specific Measure
Variable (DV) of IVs
Employee Discretionary Effort (i) Emotional commitment to the job
engagement (i) Going and extra mile”
(iii) Intentional building of supportive efficiency
Motivation (i) Work enthusiasm
(i) Vigor
(iii) High energy during work performance
(iv) Absorption in work performance
(v) Dedication to duty
Innovative work behavior (i) Natural innovation
(i) Drive for efficiency
(iii) Creativity in work performance
(iv) Suggestion for improvement
Commitment (i) Commitment to the organization
(i) Commitment to work group
(iii) Commitment to the job
(iv) Intention to quit
v) Absenteeism

75



CHAPTER FOUR
RESEARCH FINDINGS AND DISCUSSION

4.1 Introduction

This chapter discusses research findings for the data collected from 434 respondents in
20 state corporations in Kenya. It is divided into six sections covering: response rate,
data reliability and validity, factor analysis, background information of the state
corporations, descriptive and inferential analysis of dependent variable which is
employee engagement, the four dimensions of work-life balance (work-place policies,
supervisor support, co-worker support, and corporate culture) which is the independent

variable and the moderating variable which is job characteristics.

4.2 Response Rate

The data was collected from the state corporations in Kenya which are registered
under the State Corporations Advisory Committee (SCAC). A total of 498
questionnaires were administered and 434 were received as complete, and therefore,
all of them were viable for consideration. This translated to 87.14% percent response
rate. The response was considered appropriate since Sekaran, (2008) argues that any
response above 75% is classified as best.

4.3 Results for the Pilot Study (Validity & Reliability)

4.3.1 Test of Construct Validity
According to Field (2005), factor analysis is an exploratory tool used to help the

researcher make decisions on whether the variables under investigation explain the
dependent variable. In this study, validity is concerned with whether the findings will
really explain employee engagement in state corporations in Kenya. To be able to
determine this, factor analysis was conducted in order to develop factors that help in

explaining the role of the construct in employee engagement. Previous studies by
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Hakanen, Schaufeli and Ahola (2008) used the same method which has been widely
accepted as reliable for factor analysis (Alexander & Colgate, 2000). A loading factor
of 0.40 and above is considered acceptable and has been used by other researchers

such as Hair, Anderson, Tathm and Black (1998); Norman and Streiner (1994).

Factor analysis results are indicated in Appendix IV. The results show that all the
factors related to workplace policies, supervisor support, co-worker support, and
corporate culture were found to have a factor loading of 0.4 and above. Therefore, they

were used in the subsequent analysis.

4.3.2 Data Reliability

Reliability refers to the extent to which data collection techniques and analysis
procedures will yield similar findings to those of prior researchers. Measurement of
reliability provides consistency in the measurement of variables. Internal consistency
reliability is the most commonly used psychometric measure assessing survey
instruments and skills (Zhang, Waszink, & Wijngaard, 2000). Cronbach alpha is the
basic formula for determining reliability based on internal consistency (Kim & Cha,
2002). In this study constructs were tested for internal consistency reliability using
Cronbach alpha test as depicted in Table 4.1.

Table 4. 1: Reliability Statistics

Variable Cronbach's Alpha Number of Items
Work-place policies 0.761 11

Supervisor support 0.898 8

Co-worker support 0.784 9

Corporate culture 0.777 11
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According to Nunnally (1978) and Malhorta (2004) the standard minimum value is o
=0.7. Thus the values in Table 4.2 of work-place policies o = 0.761, supervisor support
a = 0.898, co-worker support o =0.784, 0.777, are sufficient confirmation of data
reliability for the four independent variables. This findings further confirm the
reliability of the Utretch Work Engagement Survey (Schaufeli & Bakker, 2006)) for
measuring employee engagement and the IFREI (IESE, Business School, 2006))
measure of work-life balance policies as questions on employee engagement (Q8.13)
were adopted from from UWES (Schaufeli & Bakker, 2006) and on work life polices

(Q8.22) from the IFREI measure.

Table 4. 2: Reliability Analysis of Employee Engagement

Reliability Statistics

Cronbach's Alpha Number of Items
0.717 10

4.4 Respondents Background information

4.4.1 Category of the State Corporations
The findings in Table 4.3 show that the sample of this study was representative.

Respondents were sourced from all the categories of state corporations in Kenya as
follows:  Commercial/ Manufacturing (22%), Regulatory Corporations (19%),
Training and Research Corporations (16%), Service Corporations (13%), Financial
(11%), Public Universities (10%), Regional Development Authorities (5%), Tertiary

Education and Training Corporations (4%).
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Table 4. 3: Categories of State Corporations

Categories Percentage of
respondents

Commercial/ Manufacturing 22

Regulatory Corporations 19

Training and Research Corporations 16

Service Corporations 13

Financial 11

Public Universities 10

Regional Development Authorities 5

Tertiary Education and Training Corporations 4

Total 100

This was a good distribution based on the various categories used to classify the State
Corporations in Kenya. The study sourced data from across all the available categories
of the Corporations making it a more representative sample that eased the

generalizability of the research findings.

4.4.2 Demographic Profile of Respondents
Gender Distribution

There was a fair balance of gender participation in the study. The results in Table 4.4
shows majority of the respondents (57.9%) were male while (42.1%) of the
respondents were female. This is a good distribution which depicts a fair balance of
gender. Since majority of the responses for this study relies on the perceptual measures
of the respondents, this gender distribution is expected to accommodate the opinions
and views from both sides of the gender divide. Nevertheless, the balance in gender in
public service may also be an evidence of successful efforts of various gender

mainstreaming campaigns.
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Table 4. 4: Distribution of Respondents by Gender.

Gender Percentage
Male 57.9
Female 42.1
Total 100

Job Categories of Respondents

There was participation of all cadres of employees in this study. The results of the
study as shown on Table 4.5 indicated that (64.0%) of the respondents were
operatives, followed by lower management (33.6%), middle management (10.4%) and
top management (0.2%). This is due to the practice that the top management comprises
of very few individuals as compared to operatives who are the majority in
organizations.

Table 4. 5: Table Distribution of Job Categories

Designation Percentage
Top Management 02.0
Middle Management 10.4

Lower Management 23.6
Operatives 64.0

Total 100%

This profile distribution was important since the study aimed at capturing the opinions
of all cadres of employees in the organization as a unit of observation. The job titles
were placed in the four categories as indicated in the methodology as top management,
middle management, lower management and the operatives respectively.

Working Experience of Respondents

The number of years each respondent has worked with the corporation was also
sought. Findings in Table 4.6 show Majority (41.7%) of the respondents have a

working experience between 3 to 10 years, 30.3% have less than years, 17.6% have
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between 11 to 20 years and (10%) have more than 20 year experience. This means that
the respondents have adequate working experience with the corporations and therefore
posses the necessary knowledge and information which was considered useful for this

study.

Table 4. 6: Years of Service

Years of Service Percentage
Less than two years 30.3
3 to 10 years 41.7
11 to 20 years 17.6
More than 20 years 10.4
Total 100

Level of Education of Respondents

Respondent’s level of education was sought and majority (37.4%) of the respondents
indicated that they hold at least a college level of education while sizeable (35.8%)
hold degree level of education, (6.7%) possess secondary level of education and
(20.1%) a higher degree at postgraduate level (Table 4.7). The profile of the
respondents makes this a good sample as well- educated respondents have the ability

to furnish the study with better information which added value.
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Table 4. 7: Level of Education of Respondents

Level of Education of Respondents Percentage
Secondary school level 6.7

College level 37.4
University level 35.8

Post Graduate level 20.1

Total 100

4.5 Diagnostic Tests of Variables

4.5.1 Auto-correlation
Durbin-Watson Test is used to check serial correlation among variables. When error

terms from different (usually adjacent) time periods (or cross-section observations) are
correlated, we say that the error term is serially correlated. Serial correlation will not
affect the biasness or consistency of ordinary least squares (OLS) estimators, but it
does affect their efficiency. Therefore to use a linear model, the dependent variable
must be independent. This means that there should be no serial correlation among the
observations. The dependent variable in this study was tested using Durbin-Watson

Test and the results are indicated on Table 4.8.

Table 4. 8: Durbin Watson Test

Test Statistic (DW) P-value

1.8731 0.08875

Auto-correlation

H, : 7 =0 The residuals are independent

H, : 7 >0 The residuals are inter-dependent

82



P > 0.05, fail to reject null hypothesis
As indicated on table 4.2 p > 0.05, thus we accept the hull hypotheses that residuals
are independent and thus conclude that there is no serial correlation among variables

under study and linear model is justified.

4.5.2 Test for Normality
Many data analysis methods including t-test, ANOVA and regression depend on the

assumption that data was sampled from Gaussian distribution (Indiana, 2011). The
best way to evaluate how far data deviates from the Gaussian is to look at the graph
and see if the distribution deviated grossly from a bell-shaped normal distribution
(Graphpad, 2011). In addition, in order to fit a linear model, the dependent variable
has to be normally distributed (Lapan, et al, 2012). The test for normality of employee
engagement (dependent variable) was done by use of Kolmogorov-Smirnov test.
Given that Ho and Hy, set 0=0.05, the rule is that reject Ho if P-value is less than a else
fail to reject Ho, where:

Ho: The data is normal

H1: The data is not normal

Table 4.9 indicates that using the Kolmogorov-Smirnov Test of normality, employee
engagement data is normal since the P-value, 0.981 is above 0.05 and thus we fail to
reject the null hypothesis (Ho). The study therefore concluded that employee
engagement variable is normal in distribution and hence subsequent analysis could be
carried out. Table 4.8 further shows that employee engagement is approximately
normally distributed with a mean of 24.958, standard deviation of 6.699 and the
number of respondent were 434 represented by N=434. The dependent variable should
be normally distributed because the study was using multiple linear regression model,

where the condition of normality must be satisfied (Lapan et al, 2012).
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Table 4. 9: Test for Normality

One-Sample Kolmogorov-Smirnov Test

EMPLOYEE ENGAGEMENT

N 434
Normal Parameters Mean 24.9581

Std. Deviation 6.69909
Most Extreme Absolute .022
Differences Positive .022

Negative -.022
Kolmogorov-Smirnov Z 468
Asymp. Sig. (2-tailed) 981

a. Test distribution is Normal.

One way to make it very likely to have normal residuals is to have a dependent
variable that is normally distributed (Shenoy & Madan, 1994). Figure 4.1 shows the
normal QQ plot which indicates that the condition of normality for employee
engagement is satisfied. The quantile-quantile (QQ) plot is an excellent way to see
whether the data deviate from other distributions but only interested in the normal

distribution.

Quantile-quantile (QQ) plot determines whether the proportion of the observed scores
fall below any one score, then the z-score that would fit that proportion if the data
were normally distributed is calculated, and finally the z-score that would cut off that
proportion (the expected normal value) is translated back into the original metric to see
what raw score that would be. Therefore the scatter plot shows the relationship
between the actual observed values and what those values would be expected when the

data is normally distributed.
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Mormal Q-Q Plot of EMPLOYEE ENGAGEMENT
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Figure 4.1: Normal QQ Plot of Employee Engagement

According to Shenoy and Madan (1994), for a variable to be normally distributed most
of the points should lie on the theoretical quantile line. The theoretical quantile line of
the data is fitted and from the normal QQ plot it indicates that the observed values
versus the expected normal values are randomly distributed along the line of best fit
indicating that the dependent variable is normally distributed. In case the dependent
variable is not normally distributed then normality has to be sought for before
proceeding to check whether the dependent variable is influenced by the other

independent variables.

4.6 Descriptive Analysis

4.6.1 Descriptive Analysis for Perceived Employee Engagement in state

Corporations

Respondents were asked to indicate the level of engagement on a closed scale of
excellent, very good, good, fair and poor. Majority 47.6% indicated good, 21.6%
indicated very good, 19.3% indicated fair, 7.4% indicated excellent and 4.2%

indicated poor level of engagement.
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Employee level of engagement was further tested using a five point likert scale of 1-5
where 1-very little, 2-little, 3-neutral, 4-much and 5-very much. This measure was
adopted from Utretch Workers Engagement Survey (UWES) measure of employee
engagement (Schaufeli & Bakker, 2006). Table 4.8 shows the mean of responses for
employee engagement is 4. This means employee engagement in State Corporations in
Kenya is above average. This corroborates Corporate Executive Board, 2013,
Employee Engagement Survey that found out that approximately 13 percent of the
overall workforce is actively disengaged, 76 percent are neither fully engaged nor
disengaged and the remaining 11 percent are actively engaged. (Corporate Executive

Board, 2013).

Table 4. 10: Level of Employee Engagement

Level of Employee Engagement Percentage
Actively Engaged (Very Good) 19.3
Engaged (Good) 47.6

Not Engaged (Fair) 7.4
Actively Disengaged (Poor) 4.2

Total 100
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Table 4. 11: Summary of Employee Engagement

Very  Little  Neutral Much Very

little much

Row Row RowN Row Row  Subtotal

N % N % % N % N % Mean Median Mode
I frequently make 44% 81% 226% 454% 19.6% 4 4 4
suggestions to improve
the work of my
team/department or
organization
| always do more thanis 1.8% 6.2% 21.0% 47.3% 23.6% 4 4 4
actually required on my
job
I am proud to tell others  3.7% 3.9%  18.7% 45.6% 28.1% 4 4 4
that am part of this
organization
If a story in the media 44% 48% 18.0% 415% 313% 4 4 4
criticizes my
organization, | would
feel embarrassed
Am very enthusiastic 6.0% 58% 249% 43.4% 19.9% 4 4 4
about my job
| feel bursting with 35% 9.2% 226% 41.7% 23.0% 4 4 4
energy at my work
| findthework thatldo 55% 9.9% 344% 28.9% 21.2% 4 4 3
full of meaning and
purpose
When am working | 6.7% 12.3% 356% 31.0% 144% 3 3 3
forget everything
else around me
It is difficult to detach 46% 74% 31.1% 357% 212% 4 4 4
myself from my job
At my work, | always 55% 7.8% 20.7% 442% 21.7% 4 4 4

persevere, even when

things do not go well

When | get up in the 122% 12.0% 34.9% 28.6% 12.2% 3 3 3
morning, | really

desire to go to work

4.6.2 Descriptive Analysis for Work Life Balance Policies
The study sought to investigate the relationship between work place policies and

employee engagement in state corporations in Kenya. To achieve this objective
employee opinion was sought on whether there exist written work life balance policies

in their organizations. As shown in Table 4.12, majority (70.3%) agreed that there is a
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written workplace polices in place, 23.7% disagreed and only 6% indicated that they
were not aware if the policies exist or not. Upon further probing, majority of the
respondents (63.6%) were in the opinion that the policies are well communicated
across the whole organizations and 31.6% answered that policies are not well

communicated and 4.8% were not aware if the policies are well communicated.

Further, the respondents were asked whether the existing workplace policies are
sufficient. Majority of respondents (54.6%) indicated that the existing policies are
sufficient while 37.6% of the respondent indicated that the policies are not sufficient
and 7.8% were neutral on the sufficiency of the policies in place. Finally a question
sought to establish whether the existing communication channels are effective, 71.6%
were of the opinion that the communicative channels were effective 25.4% indicated
that the channels were not effective and the rest (3%) were not aware if the

communication channels were effective.

Table 4. 12: Summary of Responses on Sufficiency and Effectiveness in
Communication

yes no [ don’t
know

Row N Row N Row N

Do you have written work life balance policies 70.3% 23.7% 6.0%
in this organization

Are the current work life balance policies in 54.6% 37.6% 7.8%
your organization sufficient

if yes in your opinion are they well 63.6% 31.6% 4.8%
communicated throughout the company
In your own opinion are the communication 71.6% 25.4% 3.0%

channels effective
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Employees were also requested to list the policies that exist in their organization. In
the analysis, 81.3% agreed that leave arrangements policy exists in the organizations,
70.3% of the respondents indicated that health care is available in the organizations
followed by 43.8% who were in the opinion that educational opportunities exists in the
organization. This was however followed by the flexible work schedules at 38.5% and
recreational facilities were at 26.3% and the rest at 24.9% were for the opinion that
telecommuting policy exists in the organization.

Table 4. 13: Summary of Availability of Workplace Policies

yes no

Row N Row N
Does flexible work schedule policy exist in this 38.5% 61.5%
organization
Does leave arrangements(maternity, paternity, pooled 81.3% 18.7%
leave) policy exist in this organization
Does telecommuting policy exist in this organization 24.9% 75.1%
Does health care availability policy exist in this 70.3% 29.7%
organization
Does availability of recreational facilities policy exist in 26.3% 73.7%
this organization
Does flexibility of educational opportunities policy exist 43.8% 56.2%
in this organization

Employees were also requested to list the communication channels used in their
organizations. Table 4.14 shows majority 66.4% indicated that notice boards were
used as the means of communication, followed by 63.6% who were on the opinion that
emails were used as a means of communication. However, 55.1% indicated that
policies were communicated through employee meetings, while 32.3% indicated that
policies were communicated through the internet and a lesser majority of 31.8%

indicated that face to face communication was used in their organizations.
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Table 4. 14: Summary of Responses on Communication Channels

yes no
Row N Row N

Are the policies communicated face to face 31.8% 68.2%
Are the policies communicated through the notice 66.4% 33.6%
board

Are the policies communicated during employee 55.1% 44.9%
meetings

Are the policies communicated through emails 63.6% 36.4%
Are the policies communicated through the 32.3% 67.7%

internet/intranet

Availability of work-life balance policies was also measured on a five point scale. The

findings in Table 4.15 shows that majority of the workers were neutral about

availability of work life balance policies in State corporations in Kenya given that the

mean of responses is 3.

Table 4. 15: Summary of Rating of Existence of Work-life Balance Policies

Strongly Disagree Neutral Agree  Strongly
Disagree Agree
Row N RowN RowN  Row Row N Sub-total

% % % N % % Mean Median Mode
I can decide the start and the 14.8% 17.3% 19.6% 31.9% 16.4% 3 3 4
finish times for the specific
tasks assigned
There are adequate health 4.8% 12.4%  20.5% 44.5% 17.7% 4 4 4
resources and services available
for me in this company
| can take some time off to 10.6% 9.0% 18.2% 42.4% 19.8% 4 4 4
develop my skills through
university study or in house
training and this helps me feel
more empowered in this
organization
There is a paid 8.8% 44% 11.8% 30.0% 45.2% 4 4 5
maternity/paternity leave in this
organization
I am allowed to take time off for 14.5% 10.4% 26.5% 28.6% 20.0% 3 3 4
cultural/religious reasons
Female workers are entitled to 8.3% 13.2%  23.3% 33.5% 21.7% 3 4 4
safety at work when expectant
i.e changing work to avoid long
standing periods or lifting heavy
objects
My employer has social 29.5% 21.2%  20.0% 22.1% 7.1% 3 2 1
functions arrangement at
times suitable for my family
participation
Up-skilling strategies are 9.9% 12.9%  30.0% 35.6% 11.5% 3 3 4

regularly arranged to enable
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employees perform their work

better

I can pull my leave days to 8.1% 11.1% 20.3% 41.9% 18.7% 4 4 4
enable me adequate time to

attend to personal and family

matters

There is adequate provision of 30.5% 203% 21.9% 21.7% 5.5% 3 2 1
Recreational facilities in this

company like gymnasium

Professional counseling services 19.6% 19.1% 24.0% 28.6% 8.8% 3 3 4
are available to employees

The results indicate that some work life balance polices exist in state corporations in
Kenya. This corroborates findings by Njiru, (2008) that state corporations have put in
place work life balance policies and enable employees balance work and

family/personal lives.

4.6.3 Descriptive Analysis for Supervisor Support
The study sought to investigate the relationship between supervisor support and

employee engagement in state corporations in Kenya. To achieve this objective
respondent were asked if their supervisors were sensitized about work life balance in
their organizations. From the Table 4.16 majority 64.7% indicated that their
supervisors were sensitized on work life balance, 24.4% strongly disagreed while
10.8% took a neutral stand as to whether supervisors were sensitized on work life

balance.

Further, respondents were also asked to indicate whether their supervisors discuss non-
work issues with their subordinates when they encounter challenges at workplace.
58.1% agreed that supervisors discuss non-work issues with their employees. This was
followed by 34.1% who disagreed with that opinion and 7.8% took a neutral stand. As
to the opinion whether their supervisors communicate work life balance issues with
their employees at the workplace, majority 57.5% agreed, 35.1% disagreed with that
while the rest at 7.4% remained neutral to the question. Finally respondents’ opinion

was sought on whether their supervisors are supportive to their subordinates when it
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comes to balancing work and personal life. Majority of the respondents agreed at
67.0%, followed by 27.9% who disagreed that their supervisors were supportive to
their subordinates and 5.1% were neutral.

Table 4. 16: Supervisor Support on Uptake of Work-life Policies

Yes No I don’t
know
RowN RowN Row
N
Are your supervisors sensitized on work life balance 64.7% 24.4% 10.8%

Do your supervisors discuss none work issues with the 58.1% 34.1% 7.8%
employees when they encounter challenges outside work

Do your supervisors communicate work life balance 57.5% 35.1% 7.4%
issues with their employees

In your own opinion are your supervisors supportiveto ~ 67.0%  27.9% 5.1%
their subordinates when it comes to balancing work and

personal life

The level of supervisor support was also measured on a five point scale. The findings
in Table 4.17 shows that majority of the workers were neutral about supervisor support
on work life balance in State corporations in Kenya given that the mean of responses is
3.

Table 4. 17: Degree to which Supervisors’ Support Work-life Balance

Strongly Disagree Neutral Agree Strongly

Disagree Agree
Row N RowN RowN Row Row N Subtotal
% % % N % % Mean Median Mode
Our managers understand 10.6% 13.8% 28.8% 34.8% 12.0% 3 3 4

employees family responsibility

and this makes employees feel

that the company cares about

their welfare

My immediate boss is 8.1% 12.0% 29.7% 34.6% 15.7% 3 4 4
sympathetic about my

personal matters

My supervisors seems to take 6.0% 10.8% 31.3% 38.7% 13.1% 3 4 4
care about me as a person and

this fosters a good employee

relations

I can easily discuss personal 11.8% 13.8% 30.4% 32.7% 11.3% 3 3 4
matters with my supervisor

My supervisor talks to me about 6.2% 13.4% 25.3% 41.0% 14.1% 3 4 4
my work progress regularly

I receive adequate support from 6.5% 11.3% 27.2% 41.7% 13.4% 3 4 4

my supervisor which enables
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me to achieve more for the

company and helps me on

personal accomplishment

My supervisor motivates me to 8.3% 15.7%  26.3% 36.6% 13.1% 3 3 4
achieve more on personal and

career goals

My supervisor inspires me to do 7.4% 10.2% 21.7% 41.6% 19.2% 4 4 4
the best in my job

4.6.4 Descriptive Analysis for Co-worker Support
The study sought to investigate the relationship between co-worker support and

employee engagement in state corporations in Kenya. To achieve this objective
respondents were asked whether co-workers were supportive to one another when it
comes to work life balance. Table 4.18 shows majority of the respondents (74.5%)
agreed that co-workers are supportive. This was followed by 18.2% who disagreed and
the rest (7.2%) were neutral on the matter. In addition, an opinion was sought to on
whether there were family events for employees in the organizations. Majority
(66.2%) of the employees disagreed and 29.1% of the respondents were of the opinion
that there existed family days/events in their organizations and the rest (4.7%) were
neutral on the matter.

Table 4. 18: Co-worker Support

Yes No | do not know

RowN RowN RowN

Do you have family days/events for your 29.1% 66.2% 4.7%
employees in this organization
Are your employees free to discuss family or 47.1% 44.8% 8.2%

personal matters in the work place

In your opinion are the co-workers supportiveto  74.5% 18.2% 7.2%
one another when it comes to work life balance

The level of co-worker support was also measured on a five point scale. The findings
in Table 4.19 below shows majority of the workers agree that there is co-worker

support in State corporations in Kenya given that the mean of responses is 4.
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Table 4. 19: Level of Co-worker Support

Strongl
y
Disagre
e

Disagre
e

Neutr
al

Agre

Strongl

y
Agree

Row N
%

My co-workers do not 7.4%
ridicule someone who

lives early to pick up

children from school

The people in my work 7.8%
environment are

interested in what | do

and this makes me

want to always

accomplish more for the

team success

My co-workers would 4.4%
cover for me if i needed

to leave work to deal with

an important none work

issue

My co-workers 4.4%
encourage my personal

and career development

When | talk about my 6.9%
co-workers, | usually say

'we' rather than 'they'

My co-workers are 5.3%
interested in how |

manage my work and

family affair

My co-workers offer 2.5%
support whenever they

can

| feel a strong personal 4.4%
attachment to my peers in

the work place

Am proud towork inmy  3.7%
current team

Row N
%

6.2%

9.4%

7.6%

7.1%

14.6%

8.6%

6.9%

5.1%

4.6%

Row
N %

31%

27%

24.%

25.1%

33.1%

25.5%

21%

21%

19%

Row
N %

39%

40.%

45.%

46.1
%

34.7
%

46.8

%

53%

48.%

50%

Row N
%

15.0%

14.5%

17.7%

17.3%

10.6%

13.9%

16.0%

20.1%

21.8%

Subtota

|

Mean Media Mode
n

3 4 4

4.6.5 Descriptive Analysis for Corporate Culture

The study sought to investigate the relationship between corporate culture and

employee engagement in state corporations in Kenya. To achieve this objective

respondents’ opinion was sought on whether organizational structure allows flexibility
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in work schedules. The result in Table 4.20 indicate that majority (59.1%) of the
respondents agreed that organizational structure allows flexibility in work schedules,
36.0% disagreed and 4.8% of the respondents took a neutral stand. Further, on the
opinion whether organization allows employees time off during working hours to
attend to personal matters, 64.9% agreed, 30.5% disagreed and of 4.6% took neutral
stand. In addition, an opinion was sought as to whether the management encourages
work life balance in the organization, majority (63.7%) agreed followed by 27.7% who
disagreed and the rest (8.5%) were neutral. Finally, an opinion was sought as to
whether the environment at the organization supports balance between work and home
life. Majority of the respondents (67.0%) agreed while 29.1% disagreed and a minority
(3.6%) were neutral on the matter.

Table 4. 20: Employee Rating of Family Supportive Corporate Culture

Yes No I don’t

know
Row N Row Row N
N
Does your organization allow flexibility in work 59.1% 36.0% 4.8%

schedules
Does your organization allows employees time off 64.9% 30.5% 4.6%
during working hours to attend to personal matters

Does the top management encourages work life 63.7% 27.7% 8.5%
balance in the organization

In your opinion does the environment at your 67.0% 29.1% 3.9%
organization support balance between work and

home life

Respondents were asked to state whether the corporate culture in their organization is
family friendly or not. Majority (77.0%) indicated that the corporate culture in their
organizations is family friendly while 23.0% indicated that corporate culture in their

organizations is not family friendly.
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Table 4. 21: Family Supportive Corporate Culture

Family friendly Family unfriendly

Row N Row N
How can you describe your corporate culture 77.0% 23.0%
Table 4. 22: Family Supportive Corporate Culture
Strongly Strongly
Disagree  Disagree Neutral Agree Agree
RowN RowN Row N Subtotal
Row N % % % % Row N % Mean Median Mode

Turning down a promotion or
transfer for family related reasons will not 19.1%
hurt one career progress in this organization

Employees in this organization are not
expected to put their jobs ahead of their
families or personal lives to be viewed
favorably by top management

13.8%

An employee that benefits from a leave of
absence or reduction in hours for family
reasons is not judged as been less committed
to the company

7.6%

Decisions made in the human resource
department like transfers take into account  18.0%
an employees’ family/personal situations

I would feel comfortable in
asking my boss for time off if an emergency 3.9%
arose

This is a family friendly place to work in 6.9%

Working long hours is not seen as a sign of

- . - 10.8%
commitment in my organization

Employees who use flexible arrangements
are just as likely to be able to develop their  6.5%
careers as those who do not have

It is not difficult to get time off during work

) 7.8%
or take care of personal or family matters °

To get ahead, employees are not expected to

0,
put their jobs before the family 10.6%

Extra pay (overtime/call out) is supposed to

0,
be paid when you work over allotted hours 9.0%

15.7% 35.3%

18.4% 41.2%

15.2% 33.4%

17.5% 34.6%

71%  2L.7%

10.4% 32.5%

15.7%  30.0%

12.0% 36.6%

18.7% 32.5%

14.5% 37.3%

9.9%  24.9%

22.1% 7.8% 3 3 3
18.9% 7.6% 3 3 3
34.1% 9.7% 3 3 4
21.9% 8.1% 3 3 3
46.1% 21.2% 4 4 4
39.2% 11.1% 3 4 4
32.3% 11.3% 3 3 4
35.7% 9.2% 3 3 3
32.7% 8.3% 3 3 4
29.0% 8.5% 3 3 3
39.2% 17.1% 3 4 4
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4.7 Correlation Analysis

4.7.1 Correlation Analysis for Work Life Balance Policies
The scatter diagram (Figure 4.2) shows that there is a positive relationship between

work life balance policies and employee engagement.
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Figure 4.2: Work-life Balance Policies Correlation Results

Pearson correlation coefficient was used to gauge the relationship between work place
polices and employee engagement. The results indicated that workplace policies have
a significant positive relationship with employee engagement. This was indicated by
Table 4.23, which show that the p-value was at p=0.000 and this meets the threshold
since p<0.05. The positive relationship was represented by correlation coefficient of
0.279, and the number of respondents considered was 434. The results corroborates
with the findings of Shuck et al, (2011) which indicated that work-life balance policies

influence employee engagement.
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Table 4. 23: Work-Life Balance Policies Correlation Results

Employee Work - Life
Engagement Balance
Policies
Employee Pearson 1 2797
Engagement Correlation
Sig. (2-tailed) .000
N 434 434
Work-Life Balance Pearson 279" 1
Policies Correlation
Sig. (2-tailed) .000
N 434 434

**_Correlation is significant at the 0.01 level (2-tailed).

4.7.2 Correlation Analysis for Supervisor Support
The scatter diagram (Figure 4.3) shows that there is a positive relationship between

supervisor support and employee engagement.
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Figure 4.3: Relationship between Supervisor Support and Employee Engagement

Pearson correlation coefficient was used to gauge the relationship between supervisor
support and employee engagement. The results indicated that supervisor support has a
significant positive relationship with employee engagement. This was indicated by
Table 4.24, which show that the precision under consideration was p=0.000 and this
meets the threshold since p<0.05. The positive relationship was represented by

correlation coefficient of 0.374, and the number of respondents considered was 434.
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The results corroborates with the findings of Farh et al, (2007), which indicated that
supervisor support influence employee engagement.

Table 4. 24: Correlation between Supervisor Support and Employee Engagement

Employee Supervisor’s
Engagement Support
Employee Pearson Correlation 1 374**
Engagement Sig. (2-tailed) .000
N 434 434
Supervisor’s Support  Pearson Correlation 374** 1
Sig. (2-tailed) .000
N 434 434

**_Correlation is significant at the 0.01 level (2-tailed).

4.7.3 Correlation Analysis for Co-Worker Support
The scatter diagram Figure 4.4 shows that there is a positive relationship between co-

worker support and employee engagement.
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Figure 4.4: Co-worker Support Correlation Results

Pearson correlation coefficient was used to gauge the relationship between co-worker
support and employee engagement. The results indicated that co-worker support have
a significant positive relationship with employee engagement. This was indicated by
Table 4.25, which show that the precision under consideration was at p=0.000 and this

meets the threshold since p<0.05. The positive relationship was represented by
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correlation coefficient of 0.467, and the number of respondents considered was 434.

The results corroborates with the findings of Cohen (2007) which indicated that co-

worker influence employee engagement.

Table 4. 25: Correlations of Co-worker Support and Employee Engagement

Employee Co-worker
Engagement Support

Employee Pearson 1 467
Engagement Correlation

Sig. (2-tailed) .000

N 434 434
Co-worker Support Pearson 467 1

Correlation

Sig. (2-tailed) .000

N 434 434

**_Correlation is significant at the 0.01 level (2-tailed).

4.7.4 Correlation Analysis for Corporate Culture

The scatter diagram Figure 4.5 shows that there is a positive relationship between

corporate culture and employee engagement.
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Figure 4.5: Corporate Culture Correlation Results
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Pearson correlation coefficient was used to gauge the relationship between corporate

culture and employee engagement. The results indicated that corporate culture has a
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significant positive relationship with employee engagement. This was indicated by
Table 4.26, which shows that the precision under consideration was at p=0.000 and
this meets the threshold since p<0.05. The positive relationship was represented by
correlation coefficient of 0.387, and the number of respondents considered was 434.
The variable corroborates with the findings of Choi (2007) which indicated that family
supportive corporate culture influence employee engagement.

Table 4. 26: Correlation of Corporate Culture and Employee Engagement

Employee Corporate Culture
Engagement
Employee Pearson 1 3877
Engagement Correlation
Sig. (2-tailed) .000
N 434 434
Corporate Culture Pearson 3877 1
Correlation
Sig. (2-tailed) .000
N 434 434

**_Correlation is significant at the 0.01 level (2-tailed).

4.8 Regression Analysis

The study further carried out regression analysis to establish the statistical significance
relationship between the independent variables notably, work life policies, supervisor
support, co-worker support, corporate culture on the dependent variable which was
employee engagement. According to Marshall and Rossman (2006) regression
analysis is a statistics process of estimating the relationship between variables.
Regression analysis helps in generating equation that describes the statistics
relationship between one or more predictor variables and the response variable. The
regression analysis results were presented using a scatter plot diagram, regression
model summary tables, Analysis of Variance (ANOVA) table and beta coefficients

tables.
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4.8.1 Regression Analysis on Work Life Policies versus Employee Engagement
Ho: There is no significant association between work place policies and employee

engagement.

Regression analysis was conducted to determine the significance relationship of work-
life balance policies against employee engagement. Figure 4.6 illustrates scatter plot
diagram of regression analysis results of significance of work life balance policies
versus employee engagement. The Figure 4.6 presents that all the plots appear in the
first quadrate and the line of best of fit indicates an estimate line that is increasingly
positively upwards. This implies that there is a positive linear relationship between

work-life balance policies and employee engagement.
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Figure 4.6 Regression Model on Work Life Balance Policies versus Employee
Engagement

Table 4.27 presents the regression model on work-life balance policies versus
employee engagement. As presented in the table, the coefficient of determination R
square is 0.078 and R is 0.279 at 0.05 significance level. The coefficient of
determination indicates that 7.6% of the variation on employee engagement is
influenced by work-life balance policies. This implies that there exists a positive

significant relationship between work-life balance policies and employee engagement.
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Table 4. 27: Model Summary for Work-life Policies

Model Summary

R R Adjusted R Std. Error of the Estimate
Square Square
0.279 .078 .076 6.44112

The Analysis of variance (ANOVA) results as shown in Table 4.28 further confirms
that the model fit is appropriate for this data since p-value of 0.000 which is less than
0.05. This implies that there is a significant positive relationship between work-life
balance policies and employee engagement.

Table 4. 28: Analysis of variance (ANOVA) for Work-life Policies

ANOVA
Model Sum of df Mean F Sig.
Squares Square
1 Regression 1509.290 1 1509.290 36.379 .000
Residual 17922.813 432 41.488
Total 19432.103 433

The results further indicate that work place policies have positive and significant
effects on employee engagement (Table 4.29). The fitted model Y=17.933+0.221*X1,
This implies that a unit change in workplace policies will increase employee
engagement by the rate of 0.221. Even when supportive work place policies are non-
existence, employee engagement is still positive at 17.933 indicating that there are
other drivers of employee engagement in the work place including supervisor support,

co-worker support and corporate culture.
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Table 4. 29: Work-life Balance Policies Coefficients

Coefficients

Un-standardized Standardize t Sig.

Coefficients d
Coefficients
B Std. Beta
Error
(Constant) 17.933  1.205 14.8 .000
81

Work- Life 221 .037 279 6.03 .000
Balance Policies 1

In terms of significant associations found between workplace policies and employee
engagement with regard to the entire tested sample it concluded that: null hypothesis I,
“there is no significant association between workplace policies and employee
engagement” is rejected and alternative hypothesis, “there is significant association
between workplace policies and employee engagement” is accepted. This corroborates
findings by Desai et al, (2011) that adoption of practical family-friendly policies by

organizations lead to enhancement engagement and productivity among the workforce.

4.8.2 Regression Analysis for Supervisor Support versus Employee Engagement

Ho: There is no significant association between the supervisor support and
employee engagement.

Regression analysis was conducted to determine the significance relationship of
supervisor support against employee engagement. Figure 4.5 illustrates scatter plot
diagram of regression analysis results of significance of supervisor support versus
employee engagement. The Figure 4.7 presents that all the plots appear in the first
quadrate and the line of best of fit indicates an estimate line that is increasingly
positively upwards. This implies that there is a positive linear relationship between

supervisor support and employee engagement.
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Figure 4.7: Regression Analysis for Supervisor Support versus Employee

Engagement

Table 4.30 presents the regression model on supervisor support versus employee
engagement. As presented in the table, the coefficient of determination R square is
0.140 and R is 0.374 at 0.05 significance level. The coefficient of determination
indicates that 13.8% of the variation on employee engagement is influenced by
supervisor support. This implies that there exists a positive relationship between
supervisor support and employee engagement.

Table 4. 30: Model Summary of Supervisor Support

Model Summary

R R Square Adjusted Std. Error of the Estimate
R Square
374 .140 138 6.22124

The Analysis of variance (ANOVA) results as shown in Table 4.31 further confirms
that the model fit is appropriate for this data since p-value of 0.000 which is less than
0.05, with 433 degrees of freedom. This implies that there is a significant positive

relationship between supervisor support and employee engagement.
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Table 4. 31: Analysis of Variance (ANOVA) for Supervisor Support

Sum of df Mean F
Squares Square Sig.
Regressio 2712.030 1 2712.030 70.071
n .000?
Residual 16720.073 432 38.704
Total 19432.103 433

The results indicate that supervisor support has positive and significant effects on

employee engagement Table 4.32. The fitted model Y=17.515+0.357*X>. This implies

that a unit change in workplace policies will increase employee engagement by the

rate of 0.357. Even when supportive work place policies are non-existence, employee

engagement is still positive at 17.515 indicating that there are other drivers of

employee engagement in the work place including workplace, co-worker support and

corporate cu lture.

Table 4. 32: Supervisor Support Coefficients

Coefficients

Unstandardized Standardize t Sig.
Coefficients d
Coefficients

B Std. Error Beta

(Constant) 17.515 938 18.67 .000
4

Supervisor’s .357 .043 374 8.371 .000
Support

In terms of significant associations found between supervisor support and employee

engagement with regard to the entire tested sample it is concluded that: null hypothesis

I, “there is no significant association between supervisor support and employee
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engagement” is rejected and alternative hypothesis, “there is significant association
between supervisor support and employee engagement” is accepted. The findings
corroborates with the existing research which supports a positive relationship between
supervisor support and employee engagement (Cole, Bruch & Vogel, 2006). Therefore

we can conclude that supervisor support positively influence employee engagement.

4.8.3 Regression Analysis for Co-worker Support versus Employee Engagement

Ho: There is no significant association between co-worker support and employee
engagement.

Regression analysis was conducted to determine the significance relationship of co-
worker support against employee engagement. Figure 4.8 illustrates scatter plot
diagram of regression analysis results of significance of co-worker support versus
employee engagement. The Figure 4.8 presents that all the plots appear in the first
quadrate and the line of best of fit indicates an estimate line that is increasingly
positively upwards. This implies that there is a positive linear relationship between co-

worker support and employee engagement.
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Figure 4.8 Regression Analysis for Co-Worker Support versus Employee
Engagement
Table 4.33 presents the regression model on Co-worker support versus employee

engagement. As presented in the table, the coefficient of determination R square is
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0.218 and R is 0.467 at 0.05 significance level. The coefficient of determination
indicates that 21.6% of the variation on employee engagement is influenced by Co-
worker support. This implies that there exists a positive relationship between Co-
worker support and employee engagement.

Table 4. 33: Model Summary of Co-Worker Support

R R Square Adjusted R Std. Error of the
Square Estimate

467 218 5.93152
216

The Analysis of variance (ANOVA) results as shown in Table 4.34 further confirms
that the model fit is appropriate for this data since p-value of 0.000 which is less than
0.05, with 433 degrees of freedom. This implies that there is a significant positive
relationship between Co-worker support and employee engagement.

Table 4. 34: Analysis of VVariance (ANOVA) for Co-Worker Support

Model Sum of df Mean F Sig.
Squares Square
1 Regression 4233.058 1 4233.058  120.316 .000
Residual 15199.045 432 35.183
Total 19432.103 433

The results indicate that co-worker support has positive and significant effects on
employee engagement Table 4.35. The fitted model Y=12.780+0.501*X3. This implies
that a unit change in workplace policies will increase employee engagement by the
rate of 0.501. Even when supportive work place policies are non-existence, employee
engagement is still positive at 12.780 indicating that there are other drivers of
employee engagement in the work place including workplace, co-worker support and

corporate culture.
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Table 4. 35: Co-Worker Support Coefficients

Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Beta
Error
(Constant) 12.780 1.146 11.1  .000
51
Co-worker Support .501 .046 467 10. .000
69

In terms of significant associations found between co-worker support and employee
engagement with regard to the entire tested sample it is concluded that: null hypothesis
I11, “there is no significant association between co-worker support and employee
engagement” is rejected and alternative hypothesis, “there is significant association
between co-worker support and employee engagement” is accepted. This corroborates
findings by Lu et al, (2009); Wadsworth & Owen, (2007) that co-worker support
enhances employee engagement with the work-team and the organization as well.
Further studies by Aryee et al, (2005); Hill, (2005); Thompson & Prottas (2005);
Wadsworth & Owen, (2007) argue that co-worker support is a potential predictor of

work-family enrichment leading to enhanced employee engagement in the workplace.

4.8.4 Regression Analysis on Corporate Culture versus Employee Engagement

Ho: There is no significant association between corporate culture and employee
engagement.

Regression analysis was conducted to determine the significance relationship of
corporate culture against employee engagement. Figure 4.9 illustrates scatter plot
diagram of regression analysis results of significance of corporate culture versus
employee engagement. The Figure 4.9 presents that all the plots appear in the first

quadrate and the line of best of fit indicates an estimate line that is increasingly
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positively upwards. This implies that there is a positive linear relationship between

corporate culture and employee engagement.
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Figure 4.9: Regression Analysis for Corporate Culture versus Employee
Engagement

Table 4.36 presents the regression model on corporate culture versus employee
engagement. As presented in the table, the coefficient of determination R square is
0.150 and R is 0.387 at 0.05 significance level. The coefficient of determination
indicates that 14.8% of the variation on employee engagement is influenced by
corporate culture. This implies that there exists a positive relationship between
Corporate Culture and employee engagement.

Table 4. 36: Model Summary for Corporate Culture

Model Summary

R R Square Adjusted R Square Std. Error of the Estimate
.387 .150 148 6.18402

The Analysis of variance (ANOVA) results as shown in Table 4.37 further confirms

that the model fit is appropriate for this data since p-value of 0.000 which is less than
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0.05 with 433 degrees of freedom. This implies that there is a significant positive
relationship between corporate culture and employee engagement.

Table 4. 37: Analysis of Variance (ANOVA) for Corporate Culture

ANOVA
Sum of df Mean F Sig.
Squares Square
Regressio 2911.497 1 2911.497 76.133 .000
n
Residual 16520.606 432 38.242
Total 19432.103 433

The results indicate that corporate culture has positive and significant effects on
employee engagement Table 4.38. The fitted model Y=14.885+0.374*X4. This implies
that a unit change in corporate culture will increase employee engagement by the rate
of 0.374. Even when supportive work place policies are non-existence, employee
engagement is still positive at 14.885 indicating that there are other drivers of
employee engagement in the work place including workplace policies, co-worker
support and supervisor support.

Table 4. 38: Corporate Culture Coefficients

Coefficients

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
1 (Constant) 14.885 1.192 12.4 .000
87
Corporate 374 .043 387 8.72 .000
Culture 5

In terms of significant associations found between corporate culture and employee

engagement with regard to the entire tested sample it is concluded that: null hypothesis

111



IV, “there is no significant association between corporate culture and employee
engagement” is rejected and alternative hypothesis, “there is significant association
between corporate culture and employee engagement” is accepted. This corroborates
findings by Friedman & Greenhaus, (2000); Choi, (2007) that supportive work-family
culture enhances the psychological resource base for employees by increasing a sense
of self-acceptance and engagement in the work place. Further, research by Wayne et
al. (2006), Beutell & Wittig-Berman (2008) points towards a positive relationship

between work-family culture and employee engagement.

4.9 Combined Effect Model

4.9.1 Multiple Linear Regression for all Variables
The study aimed at finding out the overall effect of the independent variables that is

workplace policies, supervisor support, co-worker support, and corporate culture on
employee’s engagement. The model Y =X, +4,X,+ X+, X, +¢& explained
94.3% of the variations in employee engagement as shown in Table 4.39. This showed
that workplace polices, supervisor support, co-worker support and corporate culture
explained 94.3% of the variation in employee engagement.

Table 4. 39: Model Summary

Mode R R Square Adjusted R Square Std. Error of the
I Estimate

1 9718 943 943 6.17566

a. Predictors: Corporate culture, Supervisor’s Work — Life Balance Policies, Co-
Worker Support

The analysis of variance results Table 4.40 indicates that the model fit is significant at

p=0.000, F=1.792 with 433 degrees of freedom. This implies that work place polices,
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supervisor support, co-worker support and corporate culture has a significant and

positive combined effect on employee engagement.

Table 4. 40: Analysis of Variance (ANOVA)

Model Sum of df Mean Square F Sig.
Squares
1 Regression 273373.522 4 68343.381 1.792E .000?
3
Residual 16399.688 430 38.139
Total 289773.210 434
a. Predictors: Corporate culture, supervisor's support, work - life balance policies, co-worker

b.

C.
d.

support

This total sum of squares is not corrected for the constant because the constant is zero for
regression through the origin.

Dependent Variable: Employee engagement

Linear Regression through the Origin

The overall model as shown on Table 4.41 indicated that corporate culture, co-worker

support and work place polices were highly significant at p=0.000, p=0.000, p=0.008

respectively. However supervisor support was significant at p=0.074. The fitted model

was Y =0.114X, +0.101X, + 0.503X , + 0.244X,,

Table 4. 41: Relationship between Work-life Balance and Employee Engagement

Coefficients

Un-standardized  Standardized t Sig.

Coefficients Coefficients
B Std. Beta
Error

Work-Life  Balance 114 .042 145 2.684  .008
Policies
Supervisors Support 101 .056 086 1.790 .074
Co-worker Support 503 .056 489 8.969  .000
Corporate Culture 244 .055 263 4.420  .000

a.

b.

Dependent Variable: EMPLOYEE ENGAGEMENT
Linear Regression through the Origin

Pearson correlation results shown on Table 4.42 indicated that co-worker support is

leading with the highest influence on employee engagement with a correlation of
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0.467, followed by corporate culture at 0.387, then supervisor support with a

correlation of 0.374 and finally workplace policies with a correlation of 0.279.

Therefore the study concluded that co-worker support followed by corporate culture

and supervisor support were the most prominent indicators of employee engagement in

Kenyan State Corporations.

Table 4. 42: Correlation Matrix

Employee Work- Supervisor’s Co- Corporate
Engagement Life Support Worker Culture
Policies Support

Employee Pearson 1 279" 374" 487 387"
Engagement Correlation

Sig.(2- .000 .000 .000 .000

tailed)

N 434 434 434 434 434
Work - Life Pearson 279" 1 .544™ .389™ .546™
Balance Correlation
Policies Sig. (2- .000 .000 .000 .000

tailed)

N 434 434 434 434 434
Supervisor's Pearson 374™ 544" 1 .540™ .509™
Support Correlation

Sig. (2- .000 .000 .000 .000

tailed)

N 434 434 434 434 434
Co-Worker Pearson A48T .389™ .540™ 1 .539™
Support Correlation

Sig. (2- .000 .000 .000 .000

tailed)

N 434 434 434 434 434
Corporate Pearson 387 .546™ .509™ .539™ 1
Culture Correlation

Sig. (2- .000 .000 .000 .000

tailed)

N 434 434 434 434

**_Correlation is significant at the 0.01 level

(2-tailed).

The results supports the argument by Ebrahimi, (2005), that supportive co-workers

assist employees engage with the team to which they belong and by extension the

organization in which they work. On the other hand, Sahibza, et al, 2005, argue that

family supportive organizational cultures have been associated with an increase in the

use of work-life balance practices leading to high employee engagement. Further
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studies by Elroy & James, 2001 agree that organizations that create cultures that assist
employees to achieve life balance are rewarded with highly engaged employees. In
addition, Ilies, Wilson, & Wagner, (2009) argue that employee perceptions that an
organizational culture is family supportive are related to high employee engagement.

Furthermore, such support facilitates the use of any formal policies that the
organization might have for harmonizing work-family and personal life (Blair- Loy &
Wharton, 2002; Casper et al, 2004; Kelly & Kalev, 2006; Farh, Hackett, & Liang,
2007). By expressing concern and empathy for employees’ work-family challenges,
and by affirming that employees’ family responsibilities will not be held against them,
supportive supervisors may increase employees’ confidence and help prevent the
tensions and strains that can result from juggling between work and family demands
(Anderson et al, 2002). Therefore the study concluded that in the relationship between
work life balance and employee engagement, the work place policies comes last since
they can only be effective if there are supportive team of workers, family friendly
corporate culture in place and supportive supervisors. The validated model is

illustrated on Figure 4.10.

A 4

Work — Place Policies

Supervisor Support

A 4

Employee Engagement

A 4

Co worker Support

A\ 4

Corporate Culture

\ 4

Figure 4.10 Validated Model of Effects of Work-Life Balance on Employee

Engagement
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents a summary of major findings of this study, sets out the relevant
conclusions and makes recommendations for practice and suggestions for further
research based on the findings of this study. The study sought to examine the
relationship between work life balance and employee engagement in state corporations

in Kenya.

5.2 Summary of Findings

The study sought to establish the relationship between work life balance and employee
engagement in state corporations in Kenya. Specifically the study was guided by the
following objectives; to investigate the relationship between work place policies,
supervisor support, co-worker support, corporate culture, and employee engagement.
The study adopted explanatory research design using both quantitative and qualitative
approach. The target population was 30,840 employees in 197 state owned
corporations. Multi-level random sampling of 498 employees in various categories
returned 434 (87.14%) valid responses. Survey data was collected by use of a

structured questionnaire.

The data obtained was analyzed using both qualitative and quantitative analysis.
Multiple regression models were used to test whether work place policies, supervisor
support, co-worker support and corporate culture have any influence on employee
engagement. It was found that work-life balance had a significant relationship with
employee engagement in that all the identified factors are predictors of employee
engagement (r’= 0.943). Pearson correlation results indicated that co-worker support

was leading with the highest influence on employee engagement at 0.467, followed by
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corporate culture at 0.387, then supervisor support with a correlation coefficient of
0.374 and finally workplace policies at 0.279. The study concluded that co-worker
support followed by corporate culture were the most prominent indicators of employee

engagement in Kenyan State Corporations.

The study also tested the hypothesized conceptual model and the independent
variables had indices fit to the dependent variable that showed a combined significant
influence suggesting that the variables studied had direct positive relationship.
However, the variables that had major impact were co-workers relationship, corporate
culture and supervisor support with a correlation of 0.467, 0.387, of 0.374 and 0.279

respectively.

The study revealed a new dimension in the field of employee engagement in that the
supervisor did not seem to have much impact unless supported by the team of co-
workers, policies and culture. Based on the research findings it can be concluded that
work life balance is a positive significant predictor of employee engagement. The
findings of the study suggested that work-life balance was a significant area an
employer should give attention to in order to create an environment in which the

employees can become engaged.

5.2.1: Relationship between Work Place Policies and Employee Engagement

Factor analysis was done in order to reduce workplace policy items to manageable and
meaningful size, where all the 11 items met the threshold of 0.4 and above.
Descriptive statistics were used to analyze this research objective and other subsequent
analysis was done. The results indicated that work place policies exist in state
corporations where, 54.6% of respondents indicated that the policies in place are

sufficient. However, 34.6% indicated that the policies are not sufficient. As to whether
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the policies are effectively communicated to employees in the organizations sampled,

majority (63.6%) agreed that the policies are effectively communicated.

The correlation analysis also indicated that there is a positive significant relationship
between work place policies and employee engagement. The positive relationship was
represented by 0.279, and the number of respondents was 434. The results
corroborates with the findings of Shuck et al (2011), which indicated that work life
balance polices influence employee engagement. Regression analysis was done where
the results indicated that work place polices had a goodness of fit of 7.6% indicating
that workplace policies explained 7.6% of the variation in the employee engagement in
state corporations in Kenya. The results and findings therefore conclude that there was
slightly lower significant association between work place policies and employee
engagement. This corroborates with the findings by Desai et al, (2011) that adoption
of family friendly policies by organizations lead to enhancement in employee

engagement.

5.2.2: Relationship between Supervisor Support and Employee Engagement

Factor analysis was done to reduce the data and filter the supervisor support items to
manageable and meaningful size where 8 out of 10 items met threshold of 0.4 and
above. The two (2) questions that did not meet the threshold were not considered for
further analysis. Three main dimensions of supervisor support were studied: supervisor
awareness, supportive leadership and feedback on job performance. Pearson
correlation coefficient was used to gauge the relationship between supervisor support

and employee engagement.

The level of supervisor support was measured on a five point likert scale. The findings

on Table 4.16 shows majority of the workers agree that there was supervisor support in
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State corporations in Kenya given that the mean of responses is 3. Regression analysis
results indicated that Supervisors support had a positive significant relationship with
employee engagement. The results indicated that supervisor support explained 36% of
employee engagement in state corporations in Kenya. This showed that the precision
under consideration was P=0.000 and this met the threshold since P<0.05. The variable
corroborates with the findings of other researchers like Farh et al, (2007); Dale
Carnegies & Associate (2012); Psychometric Canada Limited (2011) and Gourlay et
al, (2012) cited in Ruck (2012) which indicated that supervisor support influence
employee engagement. Similar to studies done in other countries mostly in the west
(Dale Carnegie & Associate, 2012; Psychometric Canada Limited, 2001), the results

of this study suggest that supervisor support help to increase employee engagement.

5.2.3: Relationship between Co-worker Support and Employee Engagement

The level of co-worker support was measured on a five point likert scale. The findings
on Table 4.18 shows majority of the workers agree that there was co-worker support in
State corporations in Kenya given that the mean of response was 4. The correlation
analysis also indicated that there was a positive significant relationship between co-
worker support and employee engagement. The positive relationship was represented
by 0.467, and the number of respondents was 434. Regression analysis was done
whereby the results indicated that co-worker support had a goodness of fit of 21.6%
indicating that co-worker support explained 21.6% of the variation in the employee
engagement in state corporations in Kenya. The results and findings therefore
conclude that there is significant association between co-worker support and employee
engagement. This corroborates findings by Lu et al, (2009); Wadsworth & Owen,
(2007) that co-worker support enhances employee engagement with the work-team

and the organization as well.
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5.2.4: Relationship between Corporate Culture and Employee Engagement

The mean of responses as shown in Table 4.22 indicates majority of the employees
agree that there exists a family friendly corporate culture in their organizations. This
was because the mean of all responses is at 3 on the five points likert scale. A mean of

3 showed that the family supportive corporate culture existed but it was average.

The correlation analysis also indicated that there was a positive significant relationship
between corporate culture and employee engagement. The positive relationship was
represented by 0.387, and the number of respondents was 434. Regression analysis
was done whereby the results indicated that corporate culture had a goodness of fit of
14.8% indicating that corporate culture explained 14.86% of the variation in the
employee engagement in state corporations in Kenya. The results and findings
therefore concluded that there was significant association between corporate culture
and employee engagement. This corroborates with the findings by Friedman &
Greenhaus, (2000); Choi, (2007) that supportive work-family culture enhances the
psychological resource base for employees by increasing a sense of self-acceptance

and engagement in the work place.

The main objective of this study was to explore the relationship between work life
balance and employee engagement in state corporations in Kenya. The study revealed
that work life balance had a positive significant predictor of employee engagement.
This study emphasizes the importance of employee engagement and also identifies
various aspects that have a significant effect on it. It also shows that there was a strong
and significant relationship between employee engagement and work life balance.

There are three factors that came out with a strong and significant path validity or t
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value relating with employee engagement, which are co-worker relationship, corporate

culture and supervisor support.

5.3 Conclusion

Confirming the argument of Baptiste, (2007) the findings of this study suggests that
work-life balance is one significant area an employer should give attention to when
creating an environment in which the employees can become engaged. The findings of
this research support the findings of previous researchers that employee wellbeing at
work, positively contributes in organizational success (Wildermuth & Pauken, 2008)
by creating a family-friendly culture that eventually leads to employee engagement

(Wildermuth & Pauken, 2008).

Further it can be concluded that effectiveness of work-life balance policies and
practices must incorporate the effects of workplace culture and supervisor support of
employees’ efforts to balance work and family responsibilities. Therefore, work-life
balance must be supported and encouraged at all levels of the organization. An
organization which encourages work-life balance policies and practices will win the
benefits of augmented employee engagement and also a positive outcome is dependent

on a workplace culture that is supportive of using work-life initiatives.

This study elicits the key determinants of employee engagement, which can be
nurtured by the managers and employers to provide a conducive work environment for
the employees to become positively engaged. Hence this study widens the scope of
identifying measures that will enhance organization factors like work-life balance
policies, supportive leadership, co-worker support and family friendly corporate

culture. Therefore companies have to invest in building a harmonious environment
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that will produce an environment conducive for good team and co-worker relationship,

effective leadership and organizational policies that encourage work-life balance.

The implications involve significant impact for organizations in terms of improvement
in productivity and hence signify substantial economic impact for organizations. Apart
from this, the determinants of employee engagement connote a healthy working
atmosphere for employees. Thus reflects on the social impact that could be created
with the measures taken by the organization. Employees would enjoy considerable
attention in terms of work place environment, healthy collegiality, workplace
wellbeing and the methods taken by the organization to enhance employee
engagement. The model can be used by organizations to focus on key aspects that
could result in both employee and employer benefits. Support and mutual respect
among team members is an essential ingredient in creating and maintaining an
engaged workforce. Team Co-worker connection opens doors of communication and
mutual work styles helping strengthen team member relationships. Team members and
co-workers play a significant role in employee engagement and want to have an active
role in the process. From the above conclusion, work-life balance must be supported
and encouraged at all levels of the organization by the managers and employers to

provide a conducive work environment. The study thus rejects the null hypothesis.

5.4 Recommendations

The following recommendations were derived from the results, findings and
conclusions of the study. Both employers and employees should exert collective
efforts in identifying the ideal mix of benefits that matches employee needs,
developing a supportive culture respecting individual needs/values, and the continuous
evaluation and improvement of organizational work life programmes, to bring in

fruitful gains to individual employees as well as organizations. One of the most
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important aspects identified in this study is that effective teamwork and a healthy co-

worker relationship are required for enhanced engagement.

Factors including, team climate, collective pride, commitment to team and team
bonding play a major role in building effective high performance teams (Bhogle and
Bhogle, 2011). These factors call for special attention from the employers’ angle to
improve the team and co-worker relationship. Therefore it is essential for the
organization to facilitate enhanced co-worker relationship and provide an ambience
where collegiality would thrive. Another key HR role is therefore to pay close
attention to the selection, development and performance management of line managers

to ensure they maximize their potential to be engaging leaders.

5.5 Contribution of the Study to the Body of Knowledge, Theory and Practice

This study contributes to the body of knowledge both in methodology, theory and
practice. In order to derive more valuable and broader conclusions, the methodology
adopted in this research involved administering questionnaires across a wider range of
state corporations in various sectors, in order to increase the generalizability of the
results. As disengagement leads to poor performance among state corporations, this
research is of scholarly interest as it has further un-covered factors that lead to an
increase in work engagement. This is likewise true for the testing of a possible relation
between work-life balance and employee engagement. In the context of aspiring to
bring out supplemental factors that increase work engagement, recent studies ignored
to examine what according to employees’ perception can be done to decrease the
barrier to engagement. This research gap has been addressed in this thesis by
administering questionnaires at the individual level over and above quantitative

analysis.

123



The study has established that the main drivers for employee engagement are co-
worker support, corporate culture and supervisor support and workplace policies.
Further, the study has established that engagement levels are affected by the working
environment. This confirms the findings by CIPD (2010) that where employees can
see that they have support from others to help them do their job, there is a sense of
teamwork and they can safely express themselves, then engagement will be higher. In
addition, matching people to jobs is a critical driver of engagement. This is one area
where HR professionals can play an important role helping line managers design jobs

effectively, and develop selection processes that match individual skills to jobs.

The study also established that line managers act as the interface between the
organization and the employee, and can do much to impact on engagement. Since
engagement has positive effects on both the individual employee and the organization,
it should be a common goal for various parties in the organization. Supervisors should
recognize the fact that what they do, how they behave, what they say and importantly
how they say it affects employees’ attitudes about their jobs and the organization as a

whole (Dale Carnegie & Associate, 2012).

Therefore as realized in this research, supervisors and organizations leaders should
give support to their employees, respect and treat them well, communicate effectively
and regularly give feedback on job performance. This will in turn contribute to higher
levels of employee engagement. This knowledge will help companies to better manage
work-life balance and employee engagement while considering the effects of job
characteristics. Beyond this, organizations will gain practical insights into the
determinants of engagement thereby enriching their knowledge how to increase work

engagement.
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5.5.1 Implications of the Study to Practice

The results and findings of this research suggest that the management of state
corporations in Kenya need to incorporate ability of new recruits to work in a team
since co- worker support is a very important factor in employee engagement. In
addition, family supportive corporate culture and work place polices need to be given
a priority as the supervisor comes last since his support can only be effective if there
are family supportive policies in place, supportive team of workers and family friendly
corporate culture. Further, the findings of this research pose a challenge to industrial
relations practitioners to go beyond managing relations between management and
employees and management and trade unions to managing relations between workers

themselves.

HR professionals should build a positive culture through regular communication of the
organizational policies and code of conduct. This would continuously remind
employees on how to relate with each other and provide a positive co-worker
relationship. The outcomes of this research have significant implications for
practitioners. As this study has shown that engaged employees are more satisfied with
their job, increasing engagement levels among employees should receive high priority
from those managing organizations. In this context, attention should be paid to the
dimensions of co-worker support, supervisors support and corporate culture. It is
recommendable that managers should engage in mechanisms, which makes employees
feel that they have an impact in the organization or department, such as telling and
showing how they have an influence.

Thus, managers should make sure that employees enjoy great autonomy levels,
however by always paying attention to and considering each individual’s suitability

and willingness as well as appropriateness of the task or job at hand. It also appeared
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that perceived organizational support has a major influence on employee’s
engagement levels. Social support from colleagues and managers was also seen as an

important factor to increase engagement in which managers should attend to.

Having identified the moderating role of job characteristics should also be of special
interest for those, designing jobs in the workplace. Managers can increase job
satisfaction for those employees, whose job or whose personality does not allow for
great autonomy in the job, by letting them make use of the practice of flexible
working. However, they should be aware of those employees, who already have
significant autonomy on the job, because providing them with the possibility to work
flexible has a detrimental effect on their job satisfaction level. Equally, job satisfaction
levels can also be increased for individuals who do not show high engagement levels

through the practice of flexible working.

5.5.2 Theoretical Implications

This study has made several important contributions to the work engagement and the
new ways of working literature. Firstly, this study confirms existing literature in terms
of the positive influence of work life balance and employee engagement. Scholarly
research has clearly examined the link between engagement and job satisfaction and
some authors found engagement and job satisfaction to be overlapping constructs
(Harter et al., 2002; Macey& Schneider, 2008). For instance, Macey and Schneider
(2008) proposed that when satisfaction is determined via feelings of high energy,
enthusiasm and other affects, satisfaction equals engagement. However, other studies
clearly demonstrated the distinct separation of the two concepts (Saks, 2006; Schaufeli

& Bakker, 2004). Wefald and Downey (2009) proposed that the results from scholarly
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work might be diverging due to cultural differences. This research has clearly shown

the differences between job satisfaction and employees engagement.

Secondly, this research helped to gain deeper insights into the predictors of work
engagement. On the one hand, this finding confirms some of the predictors of the
current model of work engagement (Job Demands-Resource Model) developed by
Bakker and Demerouti (2008) as self-determination can be associated with the job
resource autonomy and competence with the personal resources self-efficacy. On the
other hand, the positive influence of impact on work engagements extends the current
state of knowledge in terms of antecedents of work engagement. Moreover, results
from the qualitative investigation also propose to extend the drivers job resources as to
include perceived corporate culture as another important predictor of work

engagement.

5.6 Areas for Further Research

Despite the contributions made by this study, it highlights a few aspects to be
considered by future researchers. Firstly, the propositions put forward in this study
emphasize the importance of assessing the ability of a worker to work in a team during
recruitment. The study focused on state corporations which are highly governed by
policies. Therefore, supervisor did not seem to have much impact unless supported by
the team of co-workers, policies and culture. What this means is that the government
structures and policies are bureaucratic and not flexible. The supervisor cannot use
his/her discretion in many instances. Subsequent studies should consider replicating
this study in the private sector in Kenya in order to establish the role of the supervisor

in employee engagement among private companies in Kenya.
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Secondly, future research may attempt to achieve more comprehensive understanding
of influence of individual factors on work-life balance having possible influences on
the relationship between work-life balance and employee engagement. The Gallup
measurement tool used in this study in capturing the level of employee engagement
has considered the person environment interactions and contextual factors in
measuring employee engagement (Neufeld et al, 2006). However, this study did not
concentrate on individual factors related to work-life balance, as suggested in previous
studies (Crooker et al, 2002; Guest, 2002), with the understanding that perceived
work-life balance already includes the influence of individual personality. Hence
future researchers may concentrate on the development of a common tool of
measurement for work-life balance taking individual personality factors also into

consideration.
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APPENDICES
APPENDIX 1: Letter of Introduction

Dear Sir/Madam

I am a student studying for a Doctor of Philosophy (PhD) Degree in Human Resource
Management at the School of Human Resource Development, Jomo Kenyatta
University of Agriculture and Technology. I am currently conducting a research in the
area of Human Resource Management. The topic is:

Relationship between Work Life Balance and Employee Engagement in state
Corporations in Kenya.

The purpose of this letter is to request you to respond to the attached questionnaire.
The information you give will be treated in strict confidence and at no time will your
name or that of your enterprise be referred to directly. The information will be used for
academic purposes only.

Thank you in advance for your time and cooperation.

Francis M. Kangure

PhD Student, JKUAT
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APPENDIX 2: Questionnaire

RELATIONSHIP BETWEEN WORK LIFE BALANCE AND EMPLOYEE
ENGAGEMENT IN STATE CORPORATIONS IN KENYA

Please read each question carefully and follow the instruction given. Kindly answer
the questions by ticking in the box that best describes your answer or writing your
answers in the spaces provided where applicable. The answers provided will be for
academic purpose only and will be treated confidentially.

1. PART A: Background Information
QLT NAME. ..ottt e (Optional)
Q1.2 Please indicate your gender: Male Female

Q1.3 Please state your job title.........c.oviuiiiiiiii e
Q1.4 Number of years you have worked for the corporation

Less than 5 years 5to 10 years 11 to 20 years More than 2

years

Q1.5 Level of Education

Secondary school level College level
(specify)...oveiviniiiniinnn..

University level (Bachelor degree level) Post graduate level
(specify)..............

2. PART B: Corporation’s Background

Q2.1 Name 0f the Corporation. .........c.uvuriiieeett et eieeeiaeeaaeenns
Q2.2 Year of establishment. ...........oooiiiiii i e

3. PART C: Work-Life Balance Policies
Q 3.10 Are there written policies that help employees to balance work and personal
life in this organization?

a) Yes b) I do not know

b) No
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Q 3.12 Are the current work life balance policies in your organization sufficient?

a)
b)

Yes b) 1do not know

No

Q 3.13 Which work life balance policies exist in this organization? (Please tick)

a)
b)
c)
d)
e)
f)
9)

Flexible work schedules. ...,
Leave arrangements (paternity, maternity, pooled leave)............
Telecommuting ........coovviiiiiiiii i e,
Heath care availability...............cooooii
Availability of recreational facilities .....................oool.
Flexibility for educational opportunities................cceeveenennn.
Others (please

Q 3.14 If policies are available, in your opinion, are they well communicated
throughout the company?

a)
b)

Yes b) I do not know

No

Q 3.15 How is the policies communicated to employees? Which channels do you use?

(Please tick)

a)
b)
c)
d)
e)
f)

Face to face....ooin
Notice Board.........ooviiiiiii
Employee meetings.........oovvvviiiiiiiiiiiiiiiie e
Emails ..o

Q 3.16 In your opinion, are the communication channels effective?

a)
b)

Yes b) I do not know

No
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Give reasons for your answer above

Using the following table and the scale provided below, please tick on the following
statements which best describe your opinion of Work Life Balance policies in your
organization;

Scale: (Strongly agree=5, agree=4, Neutral=3, Disagree=2, strongly Disagree=1)

Statement 5 1413|211

Q3.17 | | can decide the start and finish times for specific
tasks assigned.

Q3.18 | There are adequate health resources and services
available for me in this company.

Q3.19 | I can take some time off to develop my skills through
university study or in-house training and this helps
me to feel more empowered in this organization.
Q3.20 | There is a paid maternity/paternity leave in this
Organization.

Q3.21 | | am allowed to take time off for cultural/religious
reasons.

Q3.22 | Female workers are entitled to safety at work when
expectant i.e. changing work to avoid long standing
periods or lifting heavy objects.

Q3.23 | My employer has social functions arrangements at
times suitable for my family participation.

Q3.24 | Up skilling strategies are regularly arranged to enable
employees perform their work better

Q3.25 | | can pool my leave days to enable me adequate time
to attend to personal and family matters.

Q3.26 | There is adequate provision of recreational facilities
in this company like gymnasium.

Q3.27 | Professional counseling services are available to
employees.

Q3.28 Is there any other information you would like to add not mentioned above?
(PIEaSESPECITY) ...t

4. PART D: Supervisors Support
Q 4.10 Are your supervisors sensitized on work life balance?

a) Yes b) I do not know
b) No
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Q 4.11 Do your supervisors discuss non-work issues with the employees when they
encounter challenges outside work?

a) Yes b) I do not know

b) No

Q 4.12 Do your supervisors communicate work life balance issues with their
employees?

a) Yes b) 1do not know

b) No

Q 4.13 In your opinion, are your supervisors supportive to their subordinated when it
comes to balancing work and personal life?

a) Yes b) 1do not know

b) No

Using the following Table, please tick your opinion on the following statements
which best describe your level of supervisors’ support;

Scale: (Strongly agree=5, agree=4, Neutral=3, Disagree=2, strongly Disagree=1)

Statement 5 14(13|2]|1

Q4.14 | Our managers understand employee’s family
responsibilities and this makes employees feel that the
company cares about their welfare.

Q4.15 | My immediate boss is sympathetic about my personal
matters.

Q4.16 | My Supervisors seem to care about me as a person and
this fosters a good employment relation.

Q4.17 | I can easily discuss personal matters with my
supervisor.

Q4.18 | My supervisor talks to me about my work progress
regularly.

Q4.19 | | receive adequate support from my supervisor which
enables me to achieve more for the company and helps
me on personal accomplishments.

Q4.20 | My supervisor motivates me to achieve more on
personal and career goals.

Q4.21 | My supervisor inspires me to do the best in my job.
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5. PART E: Co-worker support

Q5.10 Do you have family days / events for your employees in this organization?

a) Yes b) I do not know
c) No

Q5.11 How can you describe or rate team spirit in this organization? (Please describe
[rate)

a) Good b) Average c) Poor

Q5.12 Are your employees free to discuss family or personal matters in the work
place?

a) Yes | do not know

b) No

Q5.13 In your opinion, are co-workers supportive to one another when it comes to
work life balance?

a) Yes b) I do not know
c) No

Using the following Table, please tick your opinion on the following statements
which best describe your Level of Co-worker support;
Scale: (Strongly agree=5, agree=4, Neutral=3, Disagree=2, strongly Disagree=1)

Statement 5143|211

Q5.14 | The people in my work environment are interested in
what | do and this makes me want to always
accomplish more for the team success.

Q5.15 | My co-workers would cover for me if | needed to leave
work to deal with an important non-work issue.

Q5.16 | My co-workers encourage my personal and career
development.

Q5.17 | When | talk about my co-workers, I usually say “we”
rather than “they”.

Q5.18 | My co-workers are interested in how | manage my
work and family affairs.

Q5.19 | My co-workers offer support whenever they can.
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Q5.20 | | feel a strong personal attachment to my peers in the
work place.
Q5.21 | I am proud to work in my current team.

Q5.22 Is there any other information you would like to add not mentioned above?
(Please

S ISTe 1 i) P PSP

6. PART F: Corporate Culture
Q6.10 Does your organization allows flexibility in work schedules?

a) Yes b) I do not know
c) No

Q6.11 Does your organization allows employees time off during working hours to
attend to personal matters?

a) Yes b) I do not know
c) No

Q6.12 Does the top management encourages work life balance in the organization?

a) Yes b) I do not know
c) No

Q6.13 How can you describe your corporate culture?

a) Family friendly or?
b) Family unfriendly?

Q6.14 In your opinion, does the environment at your organization support balance
between work and home life?

a) Yes b) I do not know
c¢) No

b)
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Using the following Table, please tick on the following statements which best
describe your opinion of corporate culture in your organization;
Scale :( Strongly agree=>5, agree=4, Neutral=3, Disagree=2, strongly Disagree=1)

Statement 514 |3 |2 |1

Q6.15 | Turning down a promotion or transfer for family-
related reasons will not hurt one’s career progress
in this organization.

Q6.16 | Employees in this organization are not expected to
put their jobs ahead of their families or personal
lives to be viewed favorably by top management.
Q6.17 | An employee that benefits from a leave of absence
or a reduction in hours for family reasons is not
judged as being less committed to the company.
Q6.18 | Decisions made in the human resources department
like transfers take into account an employee’s
family/ personal situation.

Q6.19 | 1 would feel comfortable in asking my boss for time
off if an emergency arose.

Q6.20 | This is a family-friendly place to work in.

Q6.21 | Working long hours is not seen as sign of
commitment in my organization.

Q6.22 | Employees who use flexible arrangements are just
as likely to be able to develop their careers as those
who do not.

Q6.23 | It is not difficult to get time off during work or take
care of personal or family matters.

Q6.24 | To get ahead, employees are not expected to put
their jobs before the family.

Q6.25 | Extra pay (over-time/call out) is supposed to be
paid when you work over allotted hours.

Q6.26 Is there any other information you would like to add not mentioned above?
(Please

)01 i ) PP

7. PART H: Employee Engagement
Q7.10

I. Are your employee: Engaged? Disengaged?

a) Engaged?
b) Disengaged
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ii. If engaged, how can you rate their level of engagement?

(Please tick one below)

Excellent

Very Good

Good

Fair

Poor

Q7.11 Explain the reasons for your answer above.

Q7.12 Do you have any other comments on employee engagement in your
organization mentioned above?

Using the following Table, please tick on the following statements which best
describe your opinion on your engagement in your organization;
Scale: (Very Much=5, Much=4, Neutral=3, Little=2, Very Little=1)

Statement 5 4 |3 |2 1

Q7.13 || frequently make suggestions to improve the
work of my team/department or organization.

Q7.14 | I always do more than is actually required on my
job.

Q7.15 | I am proud to tell others that 1 am part of this
organization.

Q7.16 | I am very enthusiastic about my job

Q7.17 | | feel bursting with energy at my work.

Q7.18 | I find the work that I do full of meaning and
purpose.

Q7.19 | When | am working, | forget everything else
around me.

Q7.20 | Itis difficult to detach myself from my job.

Q7.21 | At my work, | always persevere, even when things
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do not go well.

Q7.22 | When | get up in the morning, | really desire to go
to work.

Q7.23 From your experience, how can employee engagement (commitment, loyalty)
be enhanced in your organization?

Q7.24 Are there any changes you would suggest to your current workplace
environment to enhance employee engagement (commitment, loyalty)?

Q7.25 Is there any other information you would like to add not mentioned in this
questionnaire?(specify)

Thank you very much for taking your time to participate in this study.
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IX 3: List of State Corporations

Agricultural Development Corporation
Agricultural Information Resource Centre
Agricultural Finance Corporation
Agro- Chemicals and Food Company
Anti-Counterfeit Agency

Athi Water Services Board

Betting Control & Licensing Board
Brand Kenya

Bomas of Kenya

Capital Markets Authority

Capital Markets Tribunal

Catering Training and Tourism Development Levy Trustees
Central Water Services Board

Central Bank of Kenya

Chemelil Sugar Company

Chuka University College

Coast Development Authority
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Coast Water Services Board
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. Commission for higher Education
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. Consolidated Bank
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Co-operative College of Kenya

Council for Legal Education

Deposit Protection Fund Board

East African Portland Cement Company
Egerton University

Energy Regulatory Commission

Electricity Regulatory Board
EwasoNg’iro North Development Authority
EwasoNg’iro South Development Authority
Export Processing Zones Authority

Export Processing Zones Authority

Export Promotion Council

Export Promotion Council

Gender Commission

Geothermal Development Company

Gilgil Telecommunications Industries
Higher Education Loans Board
Horticultural Crops Development Authority
Hotels & Restaurants Authority

Industrial and Commercial Development Corporation (ICDC)
Industrial Development Bank Capital Limited
Insurance Regulatory Authority

Investment Promotion Center
Jomo Kenyatta Foundation

Jomo Kenyatta university of Agriculture and technology
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Kabianga University

Karatina University College

Kenya Accountants & Secretaries National Examinational Council
Kenya Agricultural Research Institute

Kenya Agricultural & Development Institute
Kenya Airports Authority

Kenya Broadcasting Corporation

Kenya Bureau of Standards

Kenya Bureau of Standards

Kenya Civil Aviation Authority

Kenya College of Communications Technology
Kenya Culture Centre

Kenya Copyright Board

Kenya Dairy Board

Kenya Education Staff Institute

Kenya Electricity Generating Company

Kenya Electricity Transmission Company
Kenya Ferry Services

Kenya Forestry Service

Kenya Forestry Research Institute

Kenya Industrial Estates

Kenya Information & Communication Technology
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Kenya Institute of Administration

Kenya Institute of Education

Kenya Institute of Public Policy Research and Analysis
Kenya Literature Bureau

Kenya Meat Commission

Kenya Marine and Fisheries Research Institute
Kenya Medical Research Institute

Kenya Medical Supplies Agency

Kenya Medical Training College

Kenya National Assurance Co. (2001)
Kenya National Examinations Council
Kenya National Highways Authority
Kenya National Library Services

Kenya Ordinance Factories Corporation
Kenya Petroleum Refinery

Kenya Pipeline Corporation

Kenya Plant Health Inspectorate Services
Kenya Ports Authority

Kenya Post Office Savings Bank

Kenya Power and Lightning Co. Ltd
Kenya Railways Corporation

Kenya Re-Insurance Corporation

Kenya Revenue Authority

Kenya Roads Board

Kenya Rural Roads Authority
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Kenya Urban Roads Authority

Kenya Safari Lodges and hotels

Kenya Seed Company

Kenya Sisal Board

Kenya Sugar Board

Kenya Sugar Research Foundation
Kenya Tourist Board

Kenya Tourist Development Corporation
Kenya Utalii College

Kenya Vetinary Board

Kenya Water Institute

Kenya Water Towers Agency

Kenya Wildlife Services

Kenya Wine Agency

Kenyatta International Conference Center
Kenya Medical Training College

Kenya Medical Research Institute
Kenya Medical Supplies Agency
Kenyatta National Hospital

Kenya National Accreditation service
Kenya National Bureau of Statistics
Kenya National Shipping Line

Kenya Tourist Development Corportation
Kenya Tourist Board

Kenyatta University
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Kerio Valley Development Authority
Kimathi University College

Kisii University College

Laikipia University College

Lake Basin Development Authority

Lake Victoria North Water Services Board
Lake Victoria South water Services Board
Local Authorities Provident Fund

Kenya Maritime Authority

Maseno University

Masinde Muliro University of Science & Technology
Meru University College

Moi Teaching and Referral Hospital

Moi University

Multimedia University College of Kenya
Nairobi Water Services Board

Narok University College

National Aids Control Council

National Bank of Kenya

National Bio-safety Authority

National Campaign Against Drug Abuse Advisory Board
National Cereals and Produce Board
National Council for Law Reporting
National Council for people with Disabilities

National Council for Science & Technology (NCST)
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National Environment Management Authority
National Hospital Insurance Fund

National Housing Corporation

National Irrigation Board

National Museums of Kenya

National Oil Corporation of Kenya

National Social Security Fund

National Sports Stadia Management Board
National Tea Zones Development Authority
National Water Conservation and Pipeline Corporation
New Kenya Co-operative Creameries Ltd.
NGO- Co-ordination Board

NGO- Co-ordination Bureau

Northern Water Services Board

Numerical Machining Complex

Nyayo Tea Zones

Nzoia Sugar Company

Pest Control Products Board

Postal Corporation of Kenya

Poverty Eradication Commission

Public Archives Advisory Council

Public Complaints Standing Committee
Public Universities Inspection Board

Pwani University College

Pyrethrum Board of Kenya
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Radiation Protection Board

Retirement Benefit Authority

Rural Electrification Authority

Rift Valley Water Service Board

Sacco Societies Regulatory Authority
School Equipment Production Unit

South Nyanza Sugar Company

Small & Microenterprises Fund

Tana and Athi River Development Authority
Tana Water Services Board

Tea Board of Kenya

Tea Research Foundation

Teachers Service Commission

Technical University of Kenya

Telkon Kenya Ltd

The Mombasa Polytechnic University College
Transport Licensing Board

University of Nairobi

University of Nairobi Enterprises and Services Ltd
Water Services Management Authority
Water Services Regulatory Authority

Water Services Trust Fund

Youth Enterprises Development Fund

Source: http:// government/state-corporations-in-kenya
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APPENDIX 4: Factor Analysis and Reliability Results
1. Work-Life Balance Policies

Component Matrix of Work Life Balance

Statement Component
1

There is adequate provision of recreational facilities in this company .657

like gymnasium

there are adequate health resources and services available for me in this .642

company

Upskilling strategies are regularly arranged to enable employees .632

perform their work better

Professional counselling services are available to employees .626

My employer has social functions arrangement at times suitable for my .621

family participation

| am allowed to take time off for cultural/religious reasons .604

Female workers are entitled to safety at work when expectant i.e .600

changing work to avoid long standing periods or lifting heavy objects

| can decide the start and the finish times for the specific tasks assigned 465

I can pull my leave days to enable me adequate time to attend to 441

personal and family matters

| can take sometime off to develop my skills through university study 436

or inhousetrainning and this helps me feel more empowered in this
organization
There is a paid martenity/partenity leave in this Organization 429

Reliability Statistics of Work life Balance

Cronbach's Alpha Number of Items

761 11

2. Supervisor’s Support

Component Matrix of Supervisors Support

Statement Componen
t
1
| receive adequate support from my supervisor which enables me to achieve .840
more for the company and helps me on personal accomplishment
My supervisor inspires me to do the best in my job .823
My supervisor motivates me to achieve more on personal and career goals 821
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My supervisors seems to take care about me as a person and this fosters a .793
good employee relations

| can easily discuss personal matters with my supervisor 791
My supervisor talks to me about my work progress regularly 765
My immediate boss is sympathetic about my personal matters .653
Our managers understand employees family responsibility and this makes .631

employees feel that the company cares about their welfare

Reliability Statistics of Supervisors Support

Cronbach's Alpha Number of Items

.898 8

3. Co-worker Support

Component Matrix of Co-worker Support

Statement Component
1

| feel a strong personal attachment to my peers in the work place 792

Am proud to work in my current team 147

My co-workers are interested in how | manage my work and family affair 720

My co-workers encourage my personal and career development 704

My co-workers would cover for me if | needed to leave work to deal with an .657

important none work issue

The people in my work environment are interested in what | do and this .626

makes me want to always accomplish more for the team success

When | talk about my co-workers, | usually say ‘we' rather than ‘they’ .609

My co-workers do not ridicule someone who lives early to pick up children 532

from school

My co-workers offer support whenever they can 418

Reliability Statistics of Co-worker Support

Cronbach's Alpha Number of Items

.84 9

4. Corporate Culture

Component Matrix for Corporate Culture

Statement Compone
nt

It is not difficult to get time off during work or take care of personal or 673
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family matters

To get ahead, employees are not expected to put their jobs before the .655
family
An employee that benefits from a leave of absence or reduction in hours for .625
family reasons is not judged as been less committed to the company
Decisions made in the human resource department like transfers take into .614
account an employees family/personal situations
This is a family friendly place to work in .583
Employees in this organization are not expected to put their jobs ahead of 579
their families or personal lifes to be viewed favorably by top management
Turning down a promotion or transfer for family related reasons will not 511
hurt once career progress in this organization
I would feel comfortable in asking my boss for time off if an emergency 488
arose
Working long hours is not seen as a sign of commitment in my 476
organization
Employees who use flexible arrangements are just as likely to be able to 474
develop their careers as those who do not have
Extra pay (overtime/call out) is supposed to be paid when you work over 439
allotted hours
Reliability Statistics for Corporate Culture
Cronbach's Number of Items
Alpha

0.777 11

5. Employee Engagement
Component Matrix of Employee Engagement
Statement Component
1

| find the work that | do full of meaning and purpose .760
| feel bursting with energy at my work 135
Am very enthusiastic about my job 714
When am working | forget everything else around me .666
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It is difficult to detach myself from my job

.638

| always do more than is actually required on my job .586
When | get up in the morning, | really desire to go to work 495
| frequently make suggestions to improve the work of my 453
team/department or organization
I am proud to tell others that am part of this organization 400
At my work, | always persevere, even when things do not 372
go well
Reliability Statistics of Employee Engagement
Cronbach's Alpha Number of Items
17 10
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APPENDIX 5: Target Population

Target Population

Corporation  Top Middle Lower Operative Total
Manageme Manageme Manageme s
nt nt nt
1 National 5 90 205 1700 2000
Hospital
Insurance
Fund
2 Kenya Post 5 15 60 750 830
Office Savings
Bank
3 KenyaPower 10 790 2700 8000 1150
& Lighting 0
Co. Itd
4 Kenya 10 190 500 2200 2900
Electricity
Generating
Company
5 Kenya 3 20 200 900 1123
Transmission
Company
6 Kenya Seed 5 50 245 700 1000
Company
7 KenyaBureau 5 40 235 750 1030
of
Standards
8 National 3 10 20 330 363
Environment
Management
Authority
9 Retirement 4 10 30 360 404
Benefits
Authority
1 Laikipia 5 12 30 560 607
0 University
College
1 Machakos 10 190 300 3000 3500
1 University
College
1 Kenya Civil 5 12 40 550 607
2 Aviation
Authority
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Kenya
Education
Management
Institute
Nairobi Water
Services
Board
National
AIDS Control
Council
Kenya
National
Examination
Council
National
Social
Security

Fund

Kenya Rural
Electrification
Authority
Communicatio
n Commission
of Kenya
Kenya
Institute of
Education
Total

101

10

10

25

10

25

1518

60

50

20

15

95

20

25

95

4910

255

350

100

320

1500

267

562

1500

24079

328

410

130

350

1626

300

600

1600

3084
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APPENDIX 6: Sample Size

Sample Size

N R P

Corporation

National
Hospital
Insurance
Fund

Kenya Post
Office
Savings Bank
Kenya Power
& Lighting
Co. Itd
Kenya
Electricity
Generating
Company
Kenya
Transmission
Company
Kenya Seed
Company
Kenya
Bureau of
Standards
National
Environment
Management
Authority
Retirement
Benefits
Authority
Laikipia
University
College
Kenyatta
University
Kenya Civil
Aviation
Authority
Kenya

Top
Manage

ment
2

Middle
Manage

ment
4

15

Lower
Manage
ment

8

25

11

Operatives/ Tot

Workers al
10 24
6 10
65 112
15 34
8 14
6 12
7 12
4 8
4 8
5 10
18 40
5 10
4 8

Percen
tage

6.97

2.89

29.06

10.1

3.91

3.48

3.39

2.26

241

2.11

111

2.11

2.14




Rk, NP

[E=Y

Education
Management
Institute
Nairobi
Water
Services
Board
National
AIDS Control
Council
Kenya
National
Examination
Council
Kenya Utalii
College
Coast Water
Services
Board
Kenya
Revenue
Authority(Mo
mbasa)
Kenya Ports
Authority
Total

32

58

100

10

194

10 2.23
8 2.15
10 1.12
20 54

20 4.07
6 1

8 2.1

498 100
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