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DEFINITION OF TERMS

Corruption

Human resource

Human resource

management

Nepotism

Organization performance

Corruption is defined as the act of abuse of pu
office for private gain by blood ties, tribal relatic

or bribe for favours (Treisman, 2007)

Sum total ofall inherent abilities, knowledge ar
skills represented by attitudes, amplitudes
talents of an organizations workforce (Armstroi
2009).

Is a strategic and coherent approach to
management of an ora
assets or the employees who individually ¢
collectively contribute to the achievement of

goals and objectives (Armstrong, 2009).

Showing of special favour or unfair preference t
relative in conferring a position, job or oth

privileges (Jones, 2012).

Performance refers to profitability, growth a

employee turnover (Bohlander & Snell, 2007).

Strategic human resource An approach to making decisions on the intenti

management

Strategy

and plans of the organization ithe shape o
policies, programmes and practices concerning
employment relationship, resourcing, learning :
development, performance management, rev

and employee relations (Cole,2004).

Strategy is defined as the fundamental patter
present and planned resource deployment

environmental interactions that indicates how

Xiv



Tribalism

organization will achieve its objectives (Nc
2008).

Tribalism is the attitude and practice of harbor
such a strong feeling of loyalty or bonds to @n
tribe that one excludes or even demonizes tf
0ot her so who do not
(Nothwehr, 2008).
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ABSTRACT

As globalization and competition becomes a real phenomenon, there is more
emphasis to link strategy and organization performamoecompete effectively,
organizations must adopt ways of enhancing their competitive advantage and
profitability. This researchassesxd the effect of PerceivedHuman Resource
Managemenpracticeson parastatalperformanceThis studysoughtto determine

the relationship between HRM and performance of parastatals in Kenya. The
specific objectives involvd examining the effecof recruitment andselecton,
training and developmendecentralized teams, employesvardon the performance

of parastatals in &nya and determining the amerating effect ofperceived
corruption on the relationship between HRM practices and performance of
parastatals in Kenya. The studylopted adescriptive survey design with both
guantitative and qualitative approaches. A popaabf 9600was targeted in 32
purely commercial parastatals in Kenyasampleof 240 respondentsvas selected

from 10 parastatals usingluster random sampling technique. The respondents
included CEOs, senior managersupervisors and other staff in eaol these
parastatals.Primary data was obtained from the respondents throughlf-s
administered questionnaires and interviews. A document anatyside and
secondary data collection sheetre used to collect secondary data from the
parastatal publicatian reports, office of the inspectorate of state corporations and
websites. Datavasanalyzed using both descriptive and inferential statistics with the
use of Statistical Package f8ocial Sciene (SPSS version 23). Descriptigtatistics
including mean cores, standardeviations, percentages and frequency distribution
werecomputed to describe tlubaracteristics of the variables of interest in the study.
Inferential statistics like correlation, linear and multiple regression technvweres

used to estaish the nature and magnitude of tieéationships between the variables.
The resultswvere presented in tables and figur@he study findings indicated that

the perceived performance of parastatals was deteriorating and facing much
competition from otherindustries. The study concluded thagterceived human
resources management practiced aaignificant positive effect on the performance

of parastatals. When all éee perceivedoractices (recruitmentind selection
training, decentralized teams and enygl® reward) were used, it was found that
there was improved performance in the parastatals. However when the moderating
variable was added into the model, the study founpeeceivednegative and
significant effect on performance. The study therefore coled thatperceived
corruption had a negative and statistically effect on the relationship between
management practices and performance of parastatalgpe€eived corruption
which was found to moderate negatively the relationship between HRM practices
ard performance, HR managers should recognize the contribution of the vices to
organizational success. The study recommends that change management should be
encouraged to wipe out corruption in the recruitment processes so as to have the
competent employeesvho will enhance organizational performance. The top
management should be in support of the changes so as to make the human resource
management practices effective in the organization if any success is to be achieved.

XVi



CHAPTER ONE

INTRODUCTION

1.1  Background of the Study

The significance oHuman Resource &hagement (HRM) practices amganizational
performance is still a major debate among academics and practitioners today. The
guestion as to whether there exists a HRM system thatvisys positively relted to
organizationaperformance, or if this relationship dependsooganizational factors and
employee outcomes has not been fully answeviéd respect to public institutions.
Previous studies on other parts of the world have mainly focused on vagesector

firms (Rodriquez & Ventura, AB; Bae& Lawler, 2A.1). It has been arguddrther that

HRM practices can convert human resources into a strategic asset, given the potential
for complementarities between practices and omgdion resourcesKhatoon, Amin &
Hossain, 2013Pfeffer, 2005;Irefin & Mechanic, 2014 It is argued that how HR

practicesareengagedan determine significantly therganizationakuccess

Kenya Institute of Management (KIM) developed a model called the Organizational
Paformance IndexOPI) which is a tool that drives organizations in Africa towards
excellent performance and competitivenefisenya Law Report, 2012). The
performance of organizations is measured against global standarosraedmnarks. The

key parametersnclude systems thinking, competitiveness, standards and continuous
improvement.The OPI model rates participating organizations using a scalelff 1
using both its internal and exterr@iocesses. It uses seven global determinants which
are Leadership anManagement, Human Resourc@yustomer focus and marketing,
financial aspects, Innovation and technology, Corporate SdRi$ponsibility,
environmental focus productivity and quality. Organizations are then assessed according
to specific indicators to theiparticular industry. Parastatals are therefore some of the
organizationsvhich must beassessed because they play a key role in the economy of

Kenya. This therefore poses another challenge on parastatals to improve their



performance ratingWaiganjo, Mukulu, and Kahiri, (2012) noted that performance
measurement isnportant for organization as a means of continuous improvement and
also as a means of determinimghether or not an organization is achieving its
objectives. The traditional management appreacndmodels are no longer adequate

to award a parastatal a sustainable competitive advantage. This study therefore wishes to
bridge theknowledge gap in the area of perceivedman resource management on

perceivedperformance oparastatals in Kenyan.

Human ResourceManagemenpractices represent a distinctia@proach for shaping
employee behaviours and work attitudes, which in turn impactsorganization
performance (HuselidR015; FombrumTichy, & Devanna2014). Job satisfaction and
organizational cmmitment are key employee work attitudes dmehaviours that
constitute immediate outcomeof HRM practices (Guthrie, 2Q)L Satisfied and
committed employees are more likely to hav&rang desire to retain membership and
exert considerable effort on kah of the firm, thereby enhancing firm performance.
However, employees do not bring these key waititudes and behaviors on entry;
rather, they acquire them in the workplace, fropr@cess of the exchange relationship,
via relevant HRMpolicies, progrenmes, processesd practices (Luthans, 28; Lin &
Chang, 2015; Rodriquez & Ventura, &)1

Efforts have been made by human resources management theorists to try to establish a
causal link between human resource management and performance (Cb2k, 20
However, little has been reported on the effect of HRM parastatal performance in the
public service. Cook (2A®) argues that there is a symbiotic relationship between human
resources strategy and performanég¢hile there is a growing body of theory and
empitical research demonstrating positive relationships between HRM pohciés
organizationoutcomes, additional studies in this area are neédactell & Kinnie,

2007). There is need for a theoretical link on exactly Ipenceivedhuman resources

managemenand perceivedperformance are relateBurthermore, there is a great need



for additional evidence to support the HRMrformance relationshifthe presnt study

thereforeattempedto fill part of this gap using the Kenyaarastatals

The relationship Heveen HRM practices and parastatal performance may be influenced

by perceivedc or r upti on, nepotism and tribalism.
moral, political, economic meanings that can all be expressed in definitions. In that
sense all definitionsf corruption can be regarded as working definitions since they vary
according to the purpose for which they are usfdddP, 2A.2). For example, in order

to enforce an antorruption law, a precise definition is needed to ensure that procedural
fairness $ observed in operational activities of detecting and prosecuting corruption.
Consequently legal instruments for prosecution have typically defined specific conducts
such as bribery or nepotism with the term corruption retaining a more general meaning
oran O6umbrell abé defi ni t2018.nin coriem eterhational use, 0 & J
i tos defined as t he mi suse of entrusted
acknowl edges that Acorruptiond cannot be
Instead it is more a convenient term for many types (GorZ®08) or even
syndromes(Johnston, 2005) of behaviour that have in common a breach of a relationship

of trust that undermine a specific historical or social institution, in this case government
(Miller, Roberts & Spence005).

Nepotism and tribalism involves favoritism based on kinship or ethn{&gllow,

2013). Padgett and Morris (268) showed that favouritism may play a role during the
hiring process an organization. Simdiark and Tifft(2012 indicated that favouritism

may be prevalent in organizations and is based on relationship regardless of merit.
Nepotism and tribalism has to do with a wide range of practices relating to favoritism.
In this sense, it implies to hire and engage aaquaalified or less qualified person as a
result of family or tribal union. For the purpose of this study, corruption in terms of
nepotism and tribalism is the showing of special favour or unfair preference to a relative

or tribesman in conferring a position, jobather privileges (Jones, 2012).



1.1.1 Global Outlook of Human Resource Management Practices

According to a United Nations report on a study carried out in 14 countries; Australia,
Brazil, Canada, Chile, China, Finland, Germany, Hungary, The Netherlands, New
Zedand, Poland, Republic of Korea, UK, and US, there were four broad reform
concerns that were publicly stated by governments: to improve policy responsiveness
and implementation by overcoming resistance from vested interest to the
implementation of legitim& policies or reduction of some programs; to reduce public
expenditure, maintaining the attractiveness of the investment climate and the
competitiveness of national firms; to improve government as an employer by making it
responsible to attracting suffemt numbers of appropriately skilled employees while
restraining aggregate employment costs and to improve service delivery and build
public and private sector confidence by enhancing the degree of respect and trust

accorded to government by private seetod by the public (United Nations, 2011).

In USA, According to DebralandBudhwar (2Q4) the retention of valuable employees

is a challenge. Managers and 4epel authorities are constantly met with the issue of
retaining employees, and there is a wealthevidence that worldwide, retention of
skilled employees has been of serious concern to managers in the face of ever increasing
the high rate of employee turnover. Similarly, in Germany, there are major challenges in
attempting to retain employees whitfecome an increasingly important aspect of
building organisational capabilities to ensure sustained competitiveness (Holland,
Sheehan & De Cieri, 2(2).

Thesechallengesamongotherthings,areessentiallylinked with the infrastructural,
remuneration @gpport, support, remuneration packages, leadership styles and cultures
within an organisatianSuch challenges are further complicated as employees tend to
change jobs for better financial rewards and improved working conditions. In addition
highly skilled employees are often poached by lasgale international organisations
that can provide them with better remunerations and other benefits (Zheng & Lamond,
2010).



Training and development is a main important element of human resource management
(HRM) (Vlachos, 2009). Studies by Dimba (2010), suggested that there is a significant
impact of training and development on organizational performance. Niazi (2011)
mentioned that training and development could influence organisational performance
because eskilslkoowledgesaimd abilities can be enteth and up to date.
Jackson (20B) opined that the type of approach adopted by an organization affects its
outcomes. As parastatals continue to perform poorly in Kenya, the role of training and
development on tlieperformance need to be investigated.

As organizations expand, more employees are needed. Hence new levels of management
are required in order to meet the objectives of the organization. Denisikimg
becomes a key issue, as decentralized, middle geaagain authority and self
managed teams proliferate as the firm adds more and more projects and customers
(Flamholtz & Randle, 200; Miller & Friesen, 1984).Teamwork and decentralization of
decision making promotes employee commitment participationcesate a sense of
attachment, thus indirectly affecting organization performance (Tata &Prasad,
2014).Several studies have identified smldnaged teams and decentralization as
important highperformance HRM practices. Jayaram, Droge Vdio#tery (200) found

that decentralised teams have a positive effect on two dimensions of the performance,
time and flexibility. Collins and Clark (23) found that management teams mediated

the relationship between HR practices and firm performance. Haleblian and Finkelste
(2013) found out that that firms with large teams performed better and firms with
dominant CEOs performed worse in a turbulent environment than in a stable one. The
major effect of decentralized teams on organizations performance notwithstanding, data

on its impact on parastatal performance in Kenya is unavailable.

1.1.2 Regional Outlook of Human Resource Management Practices

In a research conducted on Sri Lankal 88otswana (Bratton & Gold, 2@}, it was

surprising to note how HR planning has contributed tyrea the reduction of the

unemployment rate. Botswana for instance with about 40% of its population being HIV
5



positive and being reliant on expatriates even in its public sector, had introduced a
strategic means by which the indigenes were being traioethke over from the
expatriates. Sri Lanka on the other hand, had introduced flexible working time as part of
its plan to gradually replace the aging workforce without losing out on their experience.
Either of these strategies is largely devoid of panmtipolitics and maintaining the

organizationaknowledge and memory.

In Nigeria according to Fajana (2014 one of the African countries troubled by
abundant labour and scare talent. Attracting, developing, deploying and retaining best
talents had becoma challenge. That is why Fajana amge (2010 argued that the

desire for top performance has driven the need for effective management. HRM in
Nigeria can be said to be o6stild]l in I nfan
in this area Ffajana Owoyemi, Elegbede & Gbajumo, 2014 .ack of indigenous and
comprehensive HRM models is one of the challenges facing HRM practices in Nigeria,
which is why the majority of principles and practices evidence in workplaces in Nigeria

are all adopted from oén countries.

Singh, Sharma and Cheema (2011) conducted a study of effect of performance appraisal
on the organization and the employee. Performance appraisal has been considered as the
most significant an indispensable tool for an organization, for ganaration, for the
information it provides is highly useful in making decisions regarding various personnel
aspects such as promotion and merit increases. Performance measures also link
information gathering and decision making processes which providsiafor judging

the effectiveness of personnel adiisions such as recruiting, selection, training and
compensation. This research will concentrate on examine the effect of the performance
appraisal on an individual as well as on the organizationssammple size of 100 has

been chosen from the north Indian states. The data used for the study is primary data
collected through the help of questionnaire filled by the samples. The data was
evaluated with the help of statistical tools i.e., descriptiveisit#, regression,
correlation, residual analysis and chi square test. The findings of the research show that

6



there is a noticeable effect of the performance appraisal on the organization as well as

on the individual.

Pay systems have long been knownntdil uence empl oyeeds | evel :
satisfaction, and withdrawal behavior (Lawler, 2010). A highly appropriate research
agenda for students of organizations is the identification of those working conditions

that may adversely affect the psychmtal welkbeing of employees expose d to them

(Brief & Atieh, 2011). Our theoretical premise was that pay systems have a unique
impact on employees emotional distress. We hypothesized that the more variable (i.e
contingent upon employees performance) plag system, the higher its deleterious

i mpact on employeesd emotional di stress.
were partially mediate d by the extent to which their jobs were perceived or objective
assessed to be monotonous. In work orgamizstipay systems have traditionally been

themost extensive manipulated organizational reward. They have been manipulated
primarily to increase employeesd motivati
group performance. Performanamntingent pay ystems, such as piecate incentive

plans, have been used for this purpose (Lawler, 2010).

Grant (2011) sought to determine the impact of training and development on public
sector organizations using Ghana Ports and Harbors Authority (GPHA) as a dgse stu

The study assessed the training and development process of GPHA and whether training

has improved employee performance. He designed a structured questionnaire to collect
primary data from employees of GPHA. Personal interviews were also held with some
management staff of the organization. The
were not well informed about training and development programmes in the
organization. Most of the employees were of the view that training and development

were effective tod for both personal and organizational success.



1.1.3 Human Resource Management Practices in Kenya

As a country, Kenya has recognized that a mogerformancegocused public service
isaprerequi site f o-econbnmcetransformatidn.r iadssstrategicc i 0
measureshave been initiated since 2004 to enhance service delivery. These include
embracingmodern business management practices, providing transformative leadership
andpromoting a corporate culture that enhances ethical practices and itineaiship
behaviour. The ultimate objective is to transform work attitude and behaviour, and to
create a citizefiocused and performanagiented public service, which can contribute

to national growth and development.

The concept of organizational pemnigance is important. IraydOngori and Munene
(2013) evaluated theuestions whysome organizations succeethile others fail. The

good performance of parastatals is important for Kenyan econonigu (2008)
highlightedperformance measurement as onehef tools which helpsrganizationsn
monitoringperformance, identifying the areas that need attention, enhancing motivation,
improving communication andtrengthening accountability. Parastatal managers, like
any other managers, can use the feedbaclpeiormance to make adjustments to
policies and other modes of organizational operations. Fwaya (2006) pegfgsmance

as a formula for the assessment of the functioning of an organization under certain

parameters uch as pr oduct i andeffectiveresspl oyeed mor al

Performance management and improvement ith@theart of strategic management
because a lot of strategic thinking is geared towards defining raedsuring
performance (Nzuv& Nyaega, 2012). Odhiambo (2009) identified three approaches
performance in an organization, which are the goal, systems resource, and process
perspective approaches. The goal approach states that an organization ¢hefisites
identifiable goals. This approach describes performance in terms of the attaifiment o
these goalsThe second approach is the systems resource approach which defines
performance as a relationship betweam organization and its environment. This
concept defines perf or ma mbilitytossecor@thedimitedy t o
8
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and \alued resources in the environment. The third approach is the ppmrspective
which defines performance in terms of the behaviour of the human resource of an

organizationWaiganjq Mukulu & Kabhiri, 2012).

HRM strategies can improve productivity;bdgcreasing employee skills and abilities;
promoting positive attitudes and increasing motivation, and providing employees with
expanded responsibilities so that they can make full use of their skills and abilities
(Mahoney & Watson, 1993Performance indi¢ars include: financial (profits), market
share, efficiency, reliability, flexibility among othefisiragu, 2005) The aim of human
resource strategy is to devise ways of managing people in order to assist in achievement
of organizational objectives. Panipation of individuals and team transforms exchanges
from economic to social. According to Mahoney and Watson (1988j)ployee

involvement has a beneficial impact on performance.

Kiragu (2005) highlights performance in terms of four perspectives whictthare
financial, customer,internal processes and innovativeness. The financial perspective
identifies the key financial drivers @nhancing performance which are profit margin,
asset turnover, leverage, cash flow, and working caf@aondi,Magutu, Onsayo, &

A b o n g 6 9.This &y fotusedon returns on asteand returns on sales ratios as
indicators of financial performanc&he customer focus describpdrformance in terms

of brand imagegcustomer satisfaction, customer retention and customer giidity.

This study use@mployee and customer satisfaction indices to measure performance of
parastatals.Internal processes involve thefficiency of all the systems in the
organization while innovativeness is concerned with the ease with aHiam is able

to adapt to changing conditionsluman resource management combin@sancial,

strategic and operating principles to gauge howsiitution is able to meet its targets.

Or g ani peforinance @ positively impacted by the presence of HumanuRes
Management (HRM) practices which tend to create a significant contribution on

organizational competencies, and this in turn becomes a great boost for further



enhancing innovativeness (Noélollenbeck, Gehart & Wrigh2003 Youndt
Subramaniam, & SneB004 Waiganjq Mukulu & Kabhiri, 2012). According to

Horngren (200Q) organizationslink the maimization of performance with FHRM

practices. As a result of intensive competition, and need to meet society needs,
organizationsconstantly search for neweowsces of effectiveness, one of the most
important being HRM, that has the potential to improve aneldemi ne an or gani
fate Kelliher & Perrett,2001)Organizationgoday have increasingly become aware of

the importance ofHRM in sustaiing growth and effectiveness unless there are

strategies that complement its operations.

The changing society needss a recurring theme examined by academicians,
consultants and practitioners. The frequent and uncertain changes, greater competition
between instittions, the need for continuous innovations, quality enhancement and cost
reduction force institutions to face the challenge of improving their competitiveness and
consequently their performanckhis realization has propellddRM as a major field of
studyand Wright Gardner, MoynihamandAllen (2005) asserts that the renewed interest
has facilitated the development of newer approaches in managgagizationsand

Human Resource (HRAccording to Armstrong (2009Human Resource Management
(HRM) emphasize the need for the HR plans and strategies to be formulated within the
context of overallorganizationalstrategies and objectives and to be responsive to the
changing nature of the r g a n i 2xernal @mvibtoement. There are a number of
studies focusig on the main competitive factors ofganizationsbecause of their
contribution in the global econonm(iduselid, 2A5; Wright et al. 2015). The quest for
competitive advantage has long been a central tenet of the field of strategic management
(Armstrong, »09).

The HRM practices of parastatalshave received little specific attention from
researchers. As in many other areas of scholarly inquiry, empirical research in strategic
human resource management has tended to focus on large pectt€Guest Michie,
Conway & Sheehan2013; Miller & Cardinal, 2Q1). In recent years while much
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attention has been given to private sector by policy makers, politicians, practitioners and
academics, little research has been done on strategic management practicethevithin
government parastatalhis is surprising in view of the importance pdrastatalsas

critical engines of economic growtpublic serviceand employment creatiohe under
representation oparastatalsn terms of strategic management research de¢sns
inappropriate when the scale of this sector is considered. This fact, together with the key
role parastatalsinevitability plays in economic prosperity, strongly suggests the
importance of increasing our understanding of the management of stratéggsen

organizationsn Kenya.

According to Kenya Economic Development report (20@érastatalsn Kenya are
among the largest employers in Kenyaaddition to the taxopportunitieshey present
These organizations have great potential in driving Kenyaeconomy. These
organizationgneed to respond to greater globald nationalmperatives and challenges

to compete effectively in local and global markétkis studyfocused on the fitness of
perceivetHRM st r at e g iparastataldTherk is negta donderstand the effect

of perceivedHRM strategies on parastatal performance since currently there is a lot of
interest in this area. In particular there is need to have documented information on the
effect of recruitment and selectipriraining and deslopment strategieslecentralized
teams strategies anmdward strategies on theerceivedperformance oparastatals in
Kenya

The relationship betwedARM practicesand parastatglerformancenay be moderated

by various variablemcluding corruption Corruption maytake various forms including
bribery, nepotism and tribalism. Bribery is the act of paying or receivimgue
inducemento acquire certain serviceNepotismand tribalismin parastatals describes
situations in which an appointed public officexploits his or her position to favour
relativesor tribesmenin obtaining jobs, advancement, or other preferential treatment
(Below, 20B). Public officials may hire or promote their relativess tribesmenover
betterqualified candidategFarahmand2013) Nepotismand tribalismin Kenya is
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indeedareal phenomenon in organizatiof@@ommansand Musumbu, 2014)t persiss
sinceit providesan avenue via which goodies and favours trickle down from those in
power to theikkin and tribesmen. There may b® meritocracy as people are given jobs
based on relationship regardlesstluéir qualifications(Jones, 2012)There is need to
understand thenfluenceof perceivedcorrupton on the relationship betweg@erceived

HRM practices adopted by the parastatad its performance.

1.1.4 Parastatals in Kenya

A parastatal is a public sector or state corporation which is that part of the economy that
is controlled by the government for the purpose of providing basic government services.
Kenya has 18%arastatalsas outlined by the report of the presidential taskforce on
parastatal reforms of 2013These parastatals aategorized into five categories
according to their mandatePurely Commercial State Corporations (35tate
Corporations with Strategic Functiq@g), State Agencies Executive Agencies (62),
State Agencies Independent Regulatory Agencies (25fate Agencies Research
Institutions, Public Universities, Tertiary Education and Training Institutions &)

the purpose of this study, 10 parésks were studied in theupely commercial state
corporations categorylhese parastatals are facing several challenges which have been
affecting their performance. These challenges include shortage of skilled staff, poor
infrastructure, insecurity, lackf cstrategic plans and poor organizational processes
among other challenges (GOK, 2013). In 2011/12, eleven commercial State
Corporations made losses, compared to twelve in 2010/11 and sixteen in 2009/10
(GOK, 2013). This represents 21%, 23% and 31% respéctof all commercial
oriented Government Owned Entities (GOK, 2013).Kenya has been experiencing
turbulent times with regard to its organizational practices in the last two decades
especially in the public sector. This has resulted in generally lowtprafross the
economy and this picture is fairly well replicated in most purely commercial parastatals

(Namusonge, Kabare & Mutua, 2012).
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12 Statement of theProblem

According to the report by a taskforce on parastatal reforms in Kenya 2013, the
performarce of parastatals has been poor in an environment where resources are scarce
and needs have been mounting. Key among the policy issues and challenges facing
parastatals in Kenya, include: poor governance leading to embezzlement of funds; a
large number ofofficially authorized and institutional frameworks that produce
numerous reporting and answerability lines; ambiguity on the task that parastatals ought
to play in the economy, which heightens the weaknesses of boards and chief managers;
majority of the bards running parastatals been weak and/or ineffective, leading to their
inability to offer direction that is strategic; weak institutional and human resource ability

to draw and maintain the skillfulness that is required to propel performance also
includedis an insufficient structure on performance management that fails to rightly
relate the performance of parastatals to countrywide development objectives (Republic
of Kenya, 2013).

The parastatals are still using the traditional approach to manage péughehave an
emphasis on administrative procedures associated with hierarchical model of public
services, where administrative rules are determined by national government and
implemented by public organizations. This approach is seen as undermining
performance and demotivating individuals (Kamoche, 2013). According to Lankeu and
Maket (2012), modern HRM involves putting in place strategies that will ensure the
maximum utilization of people in an organization. This is done in a systematic and
planned methotdy ensuring that there is a shift in the way employees of parastatals are
managed to ensure that they deliver results as required, to achieve these changes the
leaders should be equipped with knowledge and experience on modern or advanced

human resource magement.

Mo s t studies examining the relationship
performance have been conducted mostly in developed countries lileel Gtates and
United Kingdom(Grant, 208). The theories of HRM have been generated relying on

13
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western organizations but not from all parts of the w@@dant, 208). Besides, mds
studies conducted in Kenymainly focused on private sector players (Dimba &
KéObonyo, 20009; Nj uguna, 2008; Ki dombo,
HRM on peformance of private manufacturing firms in Kenydore importantly,
considering that the research findings obtained in the private sector locally and globally
have limitedgeneralizabilityto the Kenyan parastatals, lead to the support to the current
study, which sought to fill the existing knowledge gaps. Mestewed studies focused

on direct relationship between HRM practices and organizational performance, studies
on the moderating effect operceivedcorruptionon the relationship betweddARM
practices and parastatals performance is lackihgs against this background that this
study was undertakenin order to address the research gdp determining the
moderatingeffect of perceivedcorruption on the relationship betweparceivedHRM

Practicen performanceparastatals in Kenya.

13  Objectives of theStudy

This section presents the objectives of the study both general and specific objectives.

1.3.1 GeneralObjective

This study investigatkthe perceivedeffect of Human Resource ManageméghtRM)

practiceson the performancef parastatalin Kenya.
1.3.2 SpecificObjectives

I. To determine the perceived effect of recruitment and selectionon the
performance ofommerciaparastatalén Kenya.
ii.  Toinvestigate th@erceivedeffect ofdecentralizedeansonthe performance of
commerciaparastatalén Kenya.
iii. To assess theperceivedeffect of training on the performance cbmmercial
parastatalén Kenya.
iv. To examine theeffect of perceivedrewardon the performance ofommercial

parastatals in Kenya.
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v. To determine the moderating effect mérceivedcorruptionon the relationship
betweenperceivedhuman resource managemgmacticesand performance of

commercialparastatals in Kenya.

14 ResearchHypotheses

A hypothesis is a logical conjectured redaiship between two or more variables
expressed in the form of testable statemdnterder to achieve the objectives designed
for this study, the following research hypothegaese stated based on the revelations in
the review of literature concerning HR8frategies nd or gani zati onsao

Hol: Perceivedecruitmentand selection hao significanteffecton the performance of

commerciaparastatals in Kenya.

Ho2: Perceivedraininghaveno significant influence on the performancecoinmercial
paastatalsn Kenya.

Ho3: Perceived dcentralizedeams have no significant influence on the performance of

commerciaparastatalén Kenya.

Ho4: Perceivedewardhaveno significant influence on the performancecommercial

parastatals in Kenya.

Ho5: Peceived orruption has no significant moderating effecbn the relationship
betweenperceivedhuman resource managemgmacticesand performance of

commerciaparastatals in Kenya
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15 Significance of the Study

The results of this studyere of great impotance to different beneficiaries. They

include;

1.5.1 Government

The findings of this study would assiste Governmento evaluate the role diRM
strategies in enhancirayganizationaperformance. Not all corporateganizations have
high growth potetial; therefore, research and policy makers sgatiential sources of
growth with notions of competitive advantage, competitivengseductivity and
structural changes. It would also open up new opportunitiesintreasing the
performance of other orgamations which have not embraced HRM. Htedy aims at
giving an insight into the role of HRM in enhancing performancergénizationsThe
growth in competition, liberalization of the economy and the environmental chpniges
additional challenges to amgizations. As such, they need to respond to greaaeket
imperatives and challenges. There is lack of a theoretically grounukztstanding of
the strategies underlyirgr g a n i guackess or faifuie in gene @oplin, 2002). The
guestion positedsihow a model can be created to the establishgaghizationsr those
entering the market to perform well, succeed or produceistainable competitive

advantage.

1.5.2 Parastatals Management

The study resultsan enable the management in planning for tevelopment and
implementation of effective and efficient human resour@magemenstrategies that
will lead to improved performance of tiparastatalsThis canin turn help in ensuring
economic growth and stability of the counthe findings of thisstudy may be
valuable to researchers and academicians in providorg knowledge on contributions
of HRM strategies 0 o r g a mperfarmande.oTimgoses of HRM were generated

relying on western organizations but motall parts of the world and manyritings on
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HRM describe theapplication of HRM strategies mostly in theoretical context in

western developecbuntriegGrant, 2d8).

1.5.3 Policy Makers

It is against this background that this stwegsconducted irorderto extend research to
different parts of the worldThis study provide an opportunity for empirically testing
the theories irdeveloping countriegparticularlyin Kenya The moderating effect of
corruptionon the relationship between HRM practices and parastatal perforwasce
assesgk Information obtainedvas useful in policy formulation.To Policy Makers

(State Corporation Advisory Board, Inspectorate of State@ations, and Board of
Directors in State corporations) this studyuld improve the policy making capacity

and also agy innovation in policy implementation.
1.5.4 Academicians and Researchers

Other researchers who may need reference to information on role of human resource
management practices on organizational performance also can benefit by being able to
assess previguapproaches used to solve similar management questions and revise their
research on human resources management. In additiocahég able to spot flaws in

the logic, errors in assumptions or even management guestions that are not adequately
addressed Yo the objectives and designs. The study also addatiterature by
moderating (corruption) the relationshipetween human resourcemanagement

practices and organization performance of parastatals

16  Scope of the Study

The study vascarried out in KenyaThere are 18 parastatals in Kenya as outlined by
the report of the presidential taskforce on parastatal reforms of (R, 2013) The
parastatals studied aB2 parastatalshat arepurely commercial These parastataége
facing stiff competition fom otherindustryplayers This study covered the commercial
parastatals in Kenya to establish the effect of HRM practices on organizational

performance. The parastatals are the key players in the public sector. The justification
17



for this is that they aréhe engine that is supposed to drive government business and
ineffectiveness of government policies and programs can directly be traced to the
actions or inactions of employees working in these parastatals. This study was done in
2017.

1.7  Limitations of the Study

The objective of this study was to establish the effect of Human Resource Management
(HRM) practices on the performance of parastatals in Kebgme of the bottlenecks
experienced were lack of cooperation from the respondents to fill corre@ly th
guestionnaire as they may overlook the significance of the study. However, attempt of
lack of commitment from the participants was used by the researcher to take time to
meet with all potential respondents and clarify to them the scope of the study and i

significance to the organization.

The respondents were also unwilling to gresponseslue to fear of the unknown and

in that the information collected may be used to intimidate them or print a harmful
image about them or their respective parastaBdsie respondents even turned down
the request to fill questionnaires. This was mitigated by obtaining a letter of introduction
from Jomo Kenyatta of Agriculture and Technologyniversity, which assured the
respondents of the academic purpose of the stadytlaat it would be treated with

maximum confidentiality.

Another issue is the fact that this research was conducted in the parastatals only without
involving firms in the private sector. This maahat the results obtained cannot allow

for generalizatia in other sectors. Thigzas mitigatedoy recommending atudy of

other selectegublic sectors. There was also indequateurrent studies dealing with

HRM in the public sector especially in developing countries and specifindflgnya.
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CHAPTER TWO

LI TERATURE REVIEW

21 Introduction

This chapter reviewed the information from other researchers who have carried out
research in the same field of study in prior yedtrsalso offers a critical analysis of
previous studies that have besdme by other $wlars in the area. It finally presents the

research gap whichigresearch intends Examine
22  Theoretical Framework

This studyis supported by the following theoriddniversalistic theoryConfigurational

theory, Resource based thegnAbility, Motivation, Opportunity Theory (AMO
Theory) and Bureaucratictheory Universalistic scholars argue that there is a set of
superior HRM practices whicii adopted by an organization, would lead to enhanced
performance. The Configurational theory emphasizeshenimportance of achieving

both internal and external fit in the organization. Resource based value theory focuses
on satisfying the human capital requirements of the organizatioitity, Motivation,
Opportunity theory proposes that performance at widlial level depends on high
motivation, possession of the necessary skills and abilities and an appropriate role and
understanding of that role. Human Capital theory positsotiggnization need® invest

to increase employee skills, knowledge, anditasl Bureaucratic theory proposes that
bureaucracies have superior performance compared to traditional forongaaizing
(based on nepotism, tribalism acrnyism, among other things).

2.21 Universalistic Theory

This theoryis also referred to as thieest practice model, which is based on the

assumption that there is a set of superior/best HRM practices, and that adopting them

will inevitably lead to superior organizational performance (Luthans & Summer, 2005).

The notion of best practice was iderddi initially in the early US models of HRM,

many of which mooted the idea that t he
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practices would result in enhanced organizational performance, manifested in improved
employee attitudes and behaviors, lower Isvel absenteeism and turnover, higher
levels of skills and therefore higher productivity, enhanced quality and efficiency and of
course increased profitability (Marchington & Wilkinson, 2008RM practices like
proper employee recruitment and selectioajning and development, decentralized
teams andemployeereward may therefore enhance firm performance. Firms should
therefore have focesl their attention to strategies likeecruitment of competent
employees, adopproper management of employees, gigiremployees enhanced

capacity for functioning as well as adequate motivation.

Thus, universalistic perspective maintains that firms will see performance gains by
identifying and implementing best practice irrespective of the product market situation,
industry or location of the firm (Pfeffer, 2001). However, the notion of a single set of
best HRM practices has been overstated. There are examples in every industry of firms
that have very idtinctive management practices. Thealistinctive human resources
managementpractices shape the core competences that determinethewirms
compete. What works well in one organizatroay not necessarilork well in another
becase it may not fit its strateggr working practicesAccording to BeckerHuselid

and Uridh (2001), organizational high performance work systems are highly
idiosyncratic and must be tailored <caref
specific context in order to provide maximum performance. These high performance
work practices will onlyhave a strategic impact therefore, if they are aligned and

integrated with each other and if the total HRM system supports key business priorities.

The idea of best practice might be more appropriate for identifying the choices of
practices as opposedtiee practices themselves. The good practices that do well in one
successful environment should not be ignored altogether. Benchmarking is a valuable
way of identifying areas of innovation and development that are practiced to good effect
elsewhere by leadg firms. Nepotism in organizations is not a good practice. It prevents

organizations from performing optimally. It compromises on recruitment of employees,
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allocation of training and development opportunities, employees working environment
and the rewardsystem. Eachorganization mustherefore adopt its unique HRM
practicesthat would enable it to perform welThis theory anchors this studince it

links the best human resource management practices to perforraadcey adopting

them will inevitably l@d to superior organizational performance
2.2.2 Configurational Theory

A strategyb6s success turns on combining exX
of HR practices should have a high level of performafMarchington & Grugulis,
2000).Emphais is given to the importance of bundling HRM practices so that they are
interrelated and therefore complement and reinforce each other. Employee performance

is a function of both ability and motivatioA key theme that emerges in relation to
bestpractce HRM is that individual practices cannot be implemented effdgtiin

isolation but rather combining them into integrated and complementary bundles is
crucial (Storey, 2007) MacDuf fi e (2005) argues that a
reinforcing condions that support employee motivation, given that employees have the
necessary knowledge and skills to perform their work effectiitigréy & Sissohp

In the configuration school, cohesion is thought likely to create synergistic benefits
whichintumenabl e the organizationébés strategic
to achieve coherence which exists when a mutually reinforcing set of HR practices have
been developed that jointly contribute to
for matching resources to organization needs, improving performance and quality and
achieving competitive advantage in commercial enterprises. The approach of bundling is
holistic as it is concerned with the organization as a total entity and addresses what
needs to be done as a whole in order to enable it to achieve its corporate strategic
objectives. The notion of a link between business strategy and the performance of every
indi vidual in the organization i slfitcentr al

advocates bundles of practice, to ensure that organizations gain benefits from
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implementing a number of complementary practices rather than only a single practice
(MacDuffie, 2005).

Most models of best fit focus on ways to achieve external fit. Thet nmfluential

model of external fit is that from Schuler and Jackson (1987) which argues that business
performance will improve if their HR practices support their choiceymgropriate
strategies.Under this model, organizations need to work out thealireq employee
behaviors to implement a chosen strategy and devise supporting HR practices to enable
those behaviors to be encouraged in the workforce. Vertical integration can be explicitly
demonstrated through the linking of a business goal to indivioljaktive setting, to

the measurement and rewarding of attainment of that business goal.

The Configurationalapproach represenhonlinear synergistic effects and higinder
interactions that can result in maximum performance (Delery & Doty, 2000)inabik
(2002) note that the key point about configurational perspective is that it seeks to derive
an internally consistent set of HR practices that maximize horizontal integration and
then link these to alternative strategic configurations in order to mmzeivertical
integration and therefore organizational performance. Thus put simply, HRM according
to configuration theorists requires an organization to develop a HR system that achieves
both horizontal and vertical integration. The configuration apprcackributes to the

HRM debate in recognizing the need for organizations to achieve both vertical and
horizontal fit through their HR practicasid therefore be deemed strategice bestHR
practiceson employeerecruitment and selectiorraining and motivation should be
adopted Thus, the acquisition of the right employees for the right tasks is of paramount
importance. Firms should allocate sufficient budgets for recruitment and selection of
employees with relevant skills, knowledge and attitudes. @meeight employees are
recruited, their capacity to perform should be enhanced through training and
development. Motivation of the employees also affects their performance which in turn
has a major impact on firm performance. Multiple incentives to exghamotivation

should be sought. This can be through different forms of financial andineascial
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rewards. The influence of this bundle of HR practices on performance of Kenyan
parastatals needs to be investigatéHis theory supports two variables whieine

employee recruitment and decentralized teams.

2.2.3 ResourceBased Theory

The genesis of the resourbased model can be traced back to Selznick (1957), who
suggested that work organizations possess
outpeform their competitors, and to Penrose (1959) who conceptualized the firm as a
6col lefttipomductive resources?é6. The theory
(1991). This theory is generally accepted asbackground for understanding the
relationship bewveen strategichuman resourcemanagement and organizational
performanceAccording to Schuler, Jacks@md Storey (2001) there arehtee types of
resourcesassociated withorganization physical resources(plant; technology and
equipment) human resources(employees experience andknowledge), and
organizational resources (structures, system for planmiogjtoring, and controlling

activities; social relations within and between organizadiot external contingencies).

A resource can be considered to &esource of sustained competitive advantage if it
meets the criteria ofalue, rarity, norsubstitutability, and inimitability (Wrightet
al.2005; Guestt al, 2003; Barney, 1995, 199200). Human resources may be viewed

as theaccumulated stock of knoedge, skills, and abilities that individual possess,
which theorganizationhas built up overtime into an identifiable expertise. This view
focuses on the quality of the human resource available to the organization and their
ability to learn and adapt morpiickly than their competitor3.heseresources include

the human resources such as tbeperience,training, judgments, intelligence,

relationships and insights of individual managers and workers in an organization.

According to this theory,he sum ofpeopl edébs knowl edge and ex
relationships, has the potential to provide soibstitutablecapabilities that serve as a

source of competitive advantage (Cappelli & Singh, 1988jce and Robinson (2007)
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argue that the resource based vidva éirm helps improve upon tr@WOT analysis by
examining a variety of different yet specific types of resources and capalaififigm
possesses and then evaluating the degree to which they become the basis for sustained
competitive advantage based andustry and competitor considerations. Thus
theoretical work orthe resource based view of the firm supports the natianHRM

may be an important source of competitive advanté@arney, 1991; Perce &
Robinson, 2007) Effective recruitment and selesti of employees, coupled with
training and development of enables ¢inganizationato get the best skills and enhance
them to retain a higher performancBroper management systems ensure high
produdivity of the skilled manpower, such ase ofdecentrized teams.Mechanisms

that retain the expertise engaged like motivation should be put in place. All these factors
give an organization a competitive advantage over its compettionsever,corruption

can compromises on the quality of employees. Thisl wiltimately prevent the
organization from operating at its full potentidlhe RBV theory is relevant to the
current study because organizations need to identify their resources and how they can
use such resources to deliver quality services and thusnieatha&ompetitive in the
market marked by stiff competitioithis theory thus addresses the third variable of the

study on the effect of training on performance of parastatals in Kenya.

2.2.4 Ability, Motivation, Opportunity Theory (AMO Theory)

This theoy owes its genesigrom Vroom (1964). Appelbaum Bailey, Berg and
Kalleberg,(2000 andKatou (2008 also supported this theoryhetheory proposes that
performance at individual level depends on high motivation, possessionrefdbssary
skills and abities and an appropriate role and understanding of that role (Savaneviciene
& Stankeviciute, 2010). According tdroom (1964),the effects of motivation on
performance are dependent on the level of abilitthefworker, and the relationship of
ability to performance is dependent on the motivation ofwoeker. The effects of
ability and motivation on performance are not additiveibigractive. Vroonproposed

the following formula showing that performance is a function of abilityraotivation:
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Perfomance= f(A, M).Boxall and Purcell (2003) summarize it as: P = f(A,M\@here

P is performance, A is ability, M is motivation, and Qoortunity. Inother words,
HR systems will be most effective when they foster ability, motivaaod, opportunity

to contribute to effectivenessPgrcell & Hutchinson, 2007;BoselieDietz &
Boon,200%.Different HR practices/policies have many effects on ability, motivation,
and to somedegree, abilityrequirements/opportunityKatou, 2008; Lepak, Liao,
Chung& Harden, 208 Purcelet al, 2003.

Recruitment, training policies are expected to have their prigidegt on ability (and
related expectancy motivation perceptions). Job design and job anpiysiarily
determine ability requirements/opportunity and to some éegfietrinsic) rewards
offered. Motivation needs/values are primarily influenced by employee selection and
trainingas well a=mployee rewardlhus the AMO theory thus states that performance

is the functionof employeeability, motivation and opportunitfMusah, 2008).Scholars
have argued that a skilled, motivated, and flexible workforce can help develop a
company's sustainable core competendvss@h, 2008Hsi-An,Yun-Hwa& Chu-Chun,

2006. Committed and motivated workers are less likely to wamtleave the

organization (GouldWilliams & Davies, 202).

The AMO theory claims that people wilerform well when they are able to do so
(because they have the necessary knowledge and skitlsetgob), they have the
motivation to do so (they will do the jolebause they want to) and finalthere will be
enhance performance if their work environment provides the necessary support (for
example through functioning technology) (Musah, 2008). Whitener (2001) argued that
the organization may adopt a higlommitmen strategy, including employment
practices, appraisalcompetitiveness, faireward and comprehensive training and

development in order f@mployees to have high commitment and motivation.

This theory encourages high skills and abilities for employewsexample careful

selection and high investment in training. It advocates for high employee motivation, for
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example employee involvement and performaredated pay; and an appropriate role
structure and role perception, for example job design and extecmmunication and
feedback.According to proponents of this theory, organizational performance is a
function of motivation. Employee involvement, capacity building, shared
responsibilitiesand employee rewaylays a major role in employee motivatidh.
nepotism is allowed to thrive, it may lead to recruitment of employe&sare not
gualified. Promotions, training and development may not be done on merit. This may
demoralize the employees and hence lower their oufpig.can ultimately be refleate

in enhanced parastatal performanthis theory addresses tlieurth variable of the

study on employee rewards which is associated with performance.

2.2.5 Bureaucratic Theory

Bureaucracy refers to a situation where there is stringent following of oatjanizl
structure, rules and procedurd@sis theory was proposed by Max Weber in 1222
shown by Weber 1947.The formal organizations both as a concept and a reality
emerged largely as a result of industrialization in the Western society (Henslin, 2012)
The rationalization of society as a historical shift in people's thinking and behavior is
associated with modernization and accompanying it economic processes, and involves
many characteristics of a contemporary world where bureaucracy is a main form of
organizations. The term itself, definition and list of characteristics originated in the
magnum opus "The Economy and Society" (first published in 1922) of Max Weber. The
six main operation principles of a bureaucracy are: 1) a clear hierarchy wittouop
assignments and botteap accountability levels (pyramid); 2) a division of labor; 3)
written rules; 4) written communication and records; 5) impersonality; 6) -tveséd
recruitment of workers. He believed that formal organizations tend to develop into
bureaucracies and in general, large organizations tend to be more bureaucratic (Weber,
1978).
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In the above senseamastatals are large bureaucracies. Weber linked the advance of
bureaucratic organization with its "technical superiority”, framework rgamization
strictly oriented on the result and thus being universal (Downs, 1967). The bureaucratic
model is important because, by and lagggrastatalgienerally strive to uphold the main
characteristics described by Web€&he model in its nature is iversal and the ideal
structure of it is ‘cemented' in the giKnciples aboveWeber noted that bureaucracies
(where nepotism is constrained by tests and other hwesamirces systems that seek to
foster decisions based on impersonal assessments of haa@ superior performance

to what he called traditional forms of organizing (based on nepotism and cronyism,
among other things). Although the issue is universal, a need instabes for
comparative approach and analysis is strong (Vinton, 1998)ifferesht parts of the
world this phenomenon is associated with different attitudes and consequences
("Nepotism", 2009).

The point of any sociglhenomenon as large as nepotism is its 'situatedness’ in uniquely
shaped environmentsThe level ofcorruption nepotismand tribalismmay be different
with different organizationfWated &Sanchez, 2012). This deeperel difference
manifests itself when nepotisamd tribalismpoliciesmeet an environment whefamily

and tribalbonds are a basis of collectivengual penetrating all levels afrganizational
hierarchy (Hatck& Cunliffe, 2006). Talking on these terms, there is a conflict between
inherent ways ofunning organizations as suggested by We8erruption,Nepotism
and tribalismcontradictthe sixth pinciple of Weber for organizations that posits that
workers should be recruited purely on merit. Perceptioresmgfloyeesconcerning an
organization may persist for long?earce and Huang (2014) reported that once
employees believe thaewards are basesh nepotism and tribalismtreer than merit,

those perceptions do nohhange easilgven with changes in the administrative system.

Corruption isregardedas unprofessional and unethical practisith detrimental effect
on job satisfaction and the achenent of organizational goals (Arasli & Tumer, 2008).

Nepotismand tribalismareseen as unethical becauseladir clash with traditional core
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values of selfeliance and fairness in an organizatidimey arealso connected with
discrimination and othepragmatic issues in an organization. There have been
substantial concerns regarding the possibilities of employers who might have suffered
certain form of bias in terms of preferences for hiring and nepaisthtribalismto

survive in organization, ethicessues notwithstanding.

Thatcorruptiondamages organizational performance has been documented in numerous
studies. In his large study of Overseas Chinese firms, Redding (1990) found that these
family-based organizations were characterized by extensikical infighting among
siblings and cousins, and usually split into separate small organizations to provide each
family member with their own organization to keep the peace. Supervisors were
autocratic and employees unhapgyus, bureaucratic system®se a challenge to
managers, who may therefore use them to harm rather than to benefit the organization.
There is need to determine timfluence ofcorruptionon the relationship between HRM
practies and parastatal performance. This theory addressedaghevariable on
corruption, which highlighted issues affecting the human resoureetigas in
parastatals such as nepotism and tribalism.

2.3  Conceptual Framework

A conceptual framework is the diagrammatic presentation of variables, showing the
relatiorship between the independent variable, moderating variables and the dependent
variables(Zikmund, 2@.2).The conceptual model considers how HRM can be utilized in
decision making to achieve high quality decisions thatild enhance organizations
performancgYoundt, Subramanian& Snell, 2004)/henhuman capital attributes are
effectively utilized, an organization can yield significant benefits. HRM practices are the
independent variable in this study, whereas organization performance is the dependent
variade. Corruptionwasexpected to maetate the relationship betwekliRM practices

and performance of parastatals in Kenya (Figuti 2.
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Figure 2.1: Conceptual Framework
2.3.1 Recruitment and Selection

Organizations exhibit higher perfoance when they recruit and acquired employees
possessing competencies consistent wi t h
central to any management process andaiisire can increase difficulties for any
organizationincluding an adverse effeon its profitability andnappropriate levels of
staffing or skills (Soliman, 200).The basicidea in selection process is to solicit
maximum possiblénformation about the candidates to ascertain their suitalbdity
employment and given the fact thithere are factorgvhich affect the seeking of such
informaion (Prasad, 2005).Armstrong (201@bserves that candidates can be selected
using different methods in order to assess their suitabilityafaertain role. These

methods include; individual inteews, interviewing panels, selection boards, and
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assessmententres. Despite a wealrawn plan on recruitment anselection and
involvement of qualified management teamgcruitment processes adopted by
organizations can face significant obstacles in @nm@ntation.This studydetermine

the hiring cycles, internal promotions and recruitment costs in Kenyan parastatals. The

effect of recruitment on parastatal performance in Kevgs alsaletermined.

2.3.2 Decentralizedteams

Decentralization has beengagded as the practice of delegating work process authority
to employees, which constitutes one component of HRM (B&cKgerhart,2006). The
delegation of work achievement authority, which is generally known as employee
involvement, is theoretically bagseon the motivatiotbased thinking that expanding
work achievement autonomy heightens employee work volition angrowed
productivity (Cotton, 203). Moreover, it is supposed that work achievement authority
delegation practices promote employee learnimgl anformation sharing among
employees through total quality management and prebtEwing groups, and have
effects on work organization problem solving, product and service quality
improvements and otherroints (Cappelli & Neumark, 2@). More and more,
employees are required to work in teams, make joint decisions, and unadenaken
initiatives in order to meet the objectives of their team and organization. Decentralized
teamscan affect firm growth in two ways: firstly, a surplus of junior managessfirm

may create andgupport dynamics of firm growth (Flamhol& Randle, 2@0) and
secondly, it promotes employee commitment participation and create a sense of
attachmentcoupled by higher levels oémployment security, and satisfaction for
workers (B#t, 2014; Tata & Prasad, 20%). This study examimkthe crosgunctional
teams, employee involvement and delegated teams in parastatals in Kenya. The effect of

delegated teams on performance of parastatals in Keayalso assessed.
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2.3.3 Training

In order to ensure that employees are equipped with the right kind of skills, knowledge
and abilities to perform their assigned tasks, training and development plays a crucial
role. Choosing the right type of training, ensure that the employees possess tthe righ
skills for our business, and the same need toobéinuously updated in the follow up of

the best HR practices. To meet current &nire business demands, training and
development process has assumed its strategic roie #md regard studies by &troy
Brewste and Charalamboy2004) and Apospori et al. (2008), have attained much
importance as these highlight the training and development practices imatiosel
contexts. Apospori et al. (2008) had deduced that there is a considerable impact of
training on organizational performance. The need for developing the employees is
compelling because sound training and development plan has its contributions to
increase productivity andjuality of work. The development strategy reduces staff
turnover ad absenteeism and alselps in improving motivation among the employees.

In order to stay ahead of the competition, training and development must be at the core
of any organization and must become part
businesgyoals and organizational performance. This study detechtireetraining and
development programs, their flexibility budget for different parastatalsenya The

effect of training on performance of parastatals in Kengaalso assessed.

2.3.4 Reward

To motivate behavior, the organization needs to provide an effective reward system.
Managers often use rewardsr&nforce employee behavior that they want to continue.
According to Perce and Robins@012) reward power is available when the manager

confers rewards in return for desired acti@ml outcomes. Rewards systems are often
implemented within organizations as a key management tool thatordnbute to a
firméds effectiveness by influencing indiyv
work (Fareed et aJ2013.Emp | oyeesd6 job satisfaction 1is
nonfinancial rewards (Armstrong, Reilly & Brown, 2011; Ali & Ahmad, 2009).
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Organizations tend to focus on financial rewards, andfimamcial rewards have
becomancreasingy being overlooked (Fareed et,&013). Rewards can be extrinsic or
intrinsic, extrinsic rewards are tangible rewards and these rewardstareal to the job

or task performed by the employee. External rewards can be in terms of salary/pay,
incentives, bonuses, promotions, job security, among others. Intrinsic rewards are
intangible rewards omsychological rewards like appreciation, meeting the new
challenges, positive and cariagfitude fromemployer, and job rotation after attaining

the goal (Ali & Ahmad, 2009)his study determirte the incentive system, and
monetaryas well as non monetary rewards adopted by parastatals in Kenya. The effect

of rewards on performance of parastatals in Kengsalgo examined.
2.3.5 Corruption

Many researchers haveund thatcorruption nepotismand tribalism area common
phenomenon that occurs in many organizations (Arasli & Tumer, 26@8hrding to
Hanekom and Thornhill (1983), nepotisand tribalismis the act of awarding a
gratuitous offer or position tesomeor in closefamily or tribal relation. When
employeesavetheserelationshipstheymaymake a conscious effort tpve favours to
their relativeseven when it is not duto them(OkyereKwakye, Nor& Nor, 2010)
Price andCybulski (2005) argue that duettte sharing ofribes employeesnay exhibit
certain common behaviorgssues of nepotisntribalism and briberymay negatively
affect or gani z &kyerekwakge, Noe& Nay,r 2000)THhise study
determind the extent of relationships in termsfamily and tribalties in parastatals in
Kenya. Themoderatingeffect ofcorruptionon the relationship between human resource

management practices apédrformance of parastatals in Kenyasalso assessed.

2.3.6 Parastatal Performance

The measurement arganizational performance is not easy for business organizations

with multiple objectives of profitability, employee satisfaction, productivity, growth,

social responsibility and ability to adapt to the ever changing environment among other

objectives. A&hough performance has been traditionally conceptualized in terms of
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financial measures, some scholars have proposed a broader performance construct that
incorporates nofiinancial measures. Extant research findings have shown that
perceived measures pérformance can be a reasonable substitute of objective measures
of performance (Wading & Tung, 2005) and have a significant correlation with
objective measures of financial performante.minimize the effects of random errors,
researchers have suggesthe use of multiple items to assess performance. Given this
scenario, this study will use multiple items in order to assess the performance of
parastatals. The financial outcomes to be assessedt\@wBue generatiometurn on

sales and return on asseiBile nonfinancial items to be assessed items are employee

and customer satisfaction

24  Empirical Literature Review
2.4.1 Recruitment and Selection and Performance

According to Noe (2008) staffing strategy
where to find employees, how to select them and the mix of employee skills and
statusesThe objective of HRM resourcing strategies is to obtain the right basic material

in the form ofworkforce endowed with the appropriate qualities, skills, knowledge and
potertial for futuretraining (Armstrong, 2010). The selection, recruitment of workers
best suited to meeting the neadgshe organization ought to form a core activity upon
which most other HRM policies geareulvards development and motivation should be
built (Armstrong, 2010). Organizations can take one of three actions to fulfill their
employee resourcing: 1) reallocate tasks between employees, so that existing staff take
on more or different work. 2) fallocate people within the company; and 3) recruit ne

staff from the external job market. The emphasis is on flexible working practices,
requiring multiskilled workers and sophisticated assessment and development
programmesAccording to JohnsgrScholesand Whittington, (2012) recruitment is a

key methodf improving theperformance o&n organization. According to Hitreland

andHoskin, (2001)the rightpeople should be placed in positions that fit them. Géss
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is basedon the factthat failure to properly allocate employees would resultoim

organizational performance

2.4.2 DecentralizedTeamsand Performance

More and more, employees are required to work in teams, make joint decisions, and
undertakecommon initiatives in order to meet the objectives of their team and
organization. Selmanaged temscan affect firm growth in two ways: Firstly, a surplus

of junior managers in a firm may create aswpport dynamics of firm growth. The
growth stage is perhaps the most dynamic
expands, new levels of managamh are added. Decisianaking becomes more
decentralized, middle managers gain authority andnsatfaged teams proliferate as the

firm addsmore and more projects and customers (Flami&IlRandle, 2Q0; Miller &
Friesen2014).

Secondly, teamwork and centralization of decision making promotes employee
commitmentparticipation and create a sense of attachment, thus indirectly affecting
firm performance (Tat& Prasad, 204).Several studies identified selfanaged teams

and decentralization as importangtirperformanceHRM practices $inger & Duvall,

2010; Pfeffer, 2008). Jayaram Droge and Vickery (200) found that decentralised
teams have a positive effect on two dimensions op#rrmance, time and flexibility.
Collins and Clark (203) examined tb role of human resourgeractices in creating
organizational competitive advantage and found that top management team social
networks (practices such as mentoring, incentives, etc.) mediated the relationship
between HR practiceand firm performance. Hdkian and Finkelstein 2013)
examined the effects of top management ts@a and chief executive officer (CEO)

dominance on firm performance in different environments.

Results showed that firms with large teams performed better and firms with dominant
CEGs performedvorse in a turbulent environment than in a stable ®ata and Prasad

(2014) found that a company with micro level akntralizationis a receptive
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environment for selfnanaged teams. In a study of differential outcomes of team
structures forworkers, supervisors, and middle managers in a large unionized
telecommunications company, Batt {4) found that participation in sethanaged
teams is associated with significantly higher levelseaiployment security, and
satisfaction for workers anddtopposite for supervisors. Bladkynch and Krivelyova
(2004) examined the impact of organizational change on workers and found evidence

that selfmanaged teanmare associated with greater employment reductions.

2.4.3 Training and Performance

Employee taining is an important determinant of organizational performance.
According to Noe (2006) development refers to formal education, job experiences,
relationshipsand assessments of personality and abilities that help employees perform
effectively in theircurrent or future jobs and organizatiadollenBeck Gerhartand
Wright (2006) argue that employee development is a key contributor to a business
strategy basedn developing intellectual capitakccording to Nzuve (1999) training is

the process that enasl people to acquire new knowledbtgarn new skills and perform
tasks better than before. According to Barkerd(®Graining is theplanned provision of
learning that equips us with skill$rainingand development helps the company create

a workforce tht is able to cope with change, meetiti@easing demands of consumers

and prepare the future leadership of the company (Noe, 2008).

Barker (2@0) argues that training helps employees to maintain standards or improve
their competence hence their perfomoa. A variety of human resource management
practices are related to the development of humgource of the organization. For
strategic purposes it is important to target much more specifmalliye development of
competences which can provide a conipet advantage (JohnsprScholes &
Whittington, 2012).Barker (2a0)ar gues t hat devel oping somel
organization to achieve greater productivitynproved job performance, greater
empowerment, more satisfactory recruitment and seteaimdreduced labour turnover.
Training can help employeelevelop skills needed to perform their jobs, which directly
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affects the business performan@ving employees opportunities to learn and develop
creates a positive work environment wheapportsthe business strategy by attracting
talented employees as well as motivating and retaicumgent employeed.raining can

also be used to prepare employees for increased responsibilities in their lsumamnt
resource plan(Johnson Scholes& Whittington, 2012).According to Hitt, Ireland,

Hoskin, SheppardndRowe(2006) human resource managers need to betnagied to

ensure proper staffing skills, change management, counseling, project management and

organizational design.

2.44 Reward and Performance

To motivate behavior, the organization needs to provide an effective reward system. A
rewardstrategy is a declaration of intent that defines what the organization wants to do
in the longer ternto develop and implement reward policies, practices andepses

that will further theachievement of its business goals and meet the needs of the
stakeholders (Armstrong, 20). An effective reward system has four elements: rewards
need to satisfy the basic needs of atiployees; rewards need to be includedhia t
system and be comparable to ones offered bygrapetitive organization in the same
area; rewards need to be available to people in the pasigons and be distributed
fairly and equitably (Goel, 2008). According to Perce and Robir{26h2), reward

power is available when the manager confers rewards in return for desired acttbns
outcomes. A reward is a work outcome of positive value to the individual (Armstrong,
2010). A reward strategy should enhance commitment and engagement and provide

more oppaunitiesfor the contributions of people to be valued and recognized.

According to Rudman (2003) paying for performance is a big issue in contemporary

human resources management. Studies have found a positive relationship between

performance relateday and performanceGoel, 2008;Huselid, 1995). People receive

extrinsicrewards, for examplgay bonuses, promotions, time off, special assignments,

office fixtures, awards and verbpfaise or intinsic rewards (Armstrong, 200&oel

2008). Intrinsic rewals are selfadministered (Dessler, 2006). The overall reward
36



system needs to be multifaceted. Because all people are diffemanggers must
provide a range of rewardgay, time off, recognition, ggromotion(Armstrong, 2008).
According to Armstrongind Murlis (2006), it is also important to consider non financial
rewards which vary accordirtg the nature of the employment relationship and also the
personal characteristics of teenployee. LewisThornhill and Suanderg2009) identify

the following nonfinancial rewards: feeling part of @mmunity, a sense of personal

achievement, social recognition and social and sociegpbnsibility.

2.4.5 PerceivedCorruption

Corruption has permeated many sectors of the Kenyan economy including parastatals.
According to a report by presidential taskforce on parastatals, corruption is one of the
contributing factors to poor performance of parastatals (GOK, 20m3)urrent
international use, I tos defined as the mi
defni ti on acknowledges that HAcorruptiono ca
offence. Instead it is more a convenient term for many types (Gorta, 2008) or even
syndromes (Johnston, 2013) of behaviour that have in common a breach of a
relationship otrust that undermine a specific historical or social institution, in this case
government (MillerRoberts & Spence2012).The costs of corruption identified in this

period included lost resources wasted on unproductive expenditure (such as bribes) and
misallocated to those with power or money, public official effort diverted from the

public interest to selflealing and, at the political level, unstable government and
alienated citizens Johnston, 2013 Over time otherunfavorable consequences of
corrupton have been documented including increased costs of damsigess, unfair

allocation of public entittements, poor quality consumer products and reduced public
safety (RoseAckerman,2008).

The term nepotism has its root in the medieval Catholic Churdhsathought to be
widely connected to cronyism and favoritism. The word nepotism originates from the
Latin word for i n e p h elating especially to the "nephews" of the prelates in
medieval times (Arasli & Tumer, 2008). In his work, Farahmand (2013)tezpthat
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nepotism affects the quality of human resource in an organization as candidates are
hired due to their affiliations family ties rather than their requisite skill. According to
Arasliet al. (2006) nepotism is an unprofessional phenomenon thaidpsowenefits
merely to the family members. Therefore nepotism paralyzes human resources practices
and affects the level of satisfaction among employees. According Lakshminarasimhan
(2011) unfortunately, not all family members and relatives come withghemerit to

be employed for a particular position or a role. Nepotism allows rules to be broken and
can lead to a chaotic situation for business owfierkshminarasimhan, 2011)

Tribalism involves engagement of employees based on tribal affiliationordowy to

Hilder (2004), tribalismmay affect the effectiveness of temin that, in a team when

two or more members share a common tribe they wiould a cleavage within the team

which would lead teethnocentrism where other members of the group willise¢ated.

Hilder (2004) denotes that tribalism controls tehavior and attitude of people within

the organizationThus, employees who possess the s#ébal behavior may attract

each other and as such tbehesion in the team will weaken since thereuld be
Aiteams within teamo. They may <cause conf

disrupt the activities and eventual productivitytiod organizatios.

According toOkyereKwakye, Norand Nor (2010 nepotismand tribalismaffects the
quality of hunan resource in an organization as candidatesiegé tlue to their family

or tribal affiliations rather than their requisite skillThey place a negative and
unproductive cost on the existing employees in the organization impede
organizational justicemotivation and harmony resulting in a higher rate of turnover on
the part of productive employees. Nepotigmd tribalismleads to discriminatory
practices in an organization which negatively impact omgimnal efficiency (Bellow,
2013).

From the foegoing, most empirical researches recognizes that hiring or even promoting

an employee in an organization for any other reasons other simply such an employee
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connection either of kinship, blood affiliate, family ties, friendship among others,
amount to negtism in such an organization (Aragi Tumer, 2008).According to
Arasli and Tumer(2008 nepotism, tribalism and briberynegatively affects work
environment. Teams are unable to function optimally. It is likely to affect access to
training and developmeémpportunities amongst the employees within the organization.
It is likely to compromise on reward system. All these may demoralize the employees

and consequently lowering parastatal performance.

Khatri and Tsang (2@) argue that when nepotism is commoran organizationlt is
associated with consequences that are divided into horizontal and vertical nepotism.
They argue that horizontal nepotism happens between counterparts such as business
partners, friends and colleagues, while vertical nepotisraladed to the superior and
subordinate relationship¥he size and type of ownership of an organization affects its
exposure risk tanepotism Hayajenh, Maghrab& Al-Dabbagh, 204). Al-Aiban and

Pearce (2008found that in Saudi Arabia, where cultural igations to protect and
advance family mendrs are strong, managers in fprofit businesses reported less
nepotism and briberyin their organizations than did managers in governmental

organizations, where performance pressures were weaker.

Hellman, Jong and Kaufmanif2010) and Kaufmann and Kraay (2Q00&ve provided

rich data on how nepotisand tribalismproduces poorer economies. They reported that
potential employees without connections are shut out and the inefficient in the
organizations are protestl. Mulder (2008) argues that previous work experience and
education are two important factors in today's modern nepdisth tribalism He
explains that people who enter into the organization based orefdigonshipand
bribery lack the necessary contpacies and qudications (Khatri & Tsang, 203).
Laker and Williams (2003), distinguishes between optional and mandatory nepotism.
Optional nepotisnand briberyoccurs when an individual decides to accept a job in the

organization while he/she stronglglleves that it is a personal choice and desired career
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path. On the other hand, mandatory nepotism occurs when an individual accepts a job

that is forced to accept it based on the kinship ties or nepotism.

Pearce et al(2011) reported that nepotisand tribalism not only affect firstlevel

employees. Managers change the way they manage when personal relationships are
pervasive in the workplace. Dependence on personal relationships lead managers to
withhold information from their subordinates because kegpcritical personal
relationships secret is important to thkggitimacy. This lead$o overcentralization

(Pearce et gl2011). According to Pearce, Branyczki and Bakacsi (1994), nepatism
tribalismp | aces | oyal ty a ratilyand tribegpwet dblgatiesnstb o o n e
oneds empl oyer. |t cannot reasonably be e
support of their families for a particular job. Nepotisnd tribalismis damaging

because any claims that faménd tribemembers make musike precedence over any
organizational requirements (Pearce, Brany&Bakacsi, 1994). Nepotismtribalism

and briberydamages exactly the kinds of social relationships that make for a humane

and tolerable workplace that foster angzational performar (Pearce et al2011).
Nepotismand tribalism areébad for employees who are forced to weigh conflicting

obl i gat i ons -worketsGvho bbcande dénmnalized when they suspect the

worst, and they are bad for amjzational performance (Pearce et2011).

2.4.6 Organizational performance

Performance has been used synonymously with productivity, efficiency, effectiveness

and competitiveness. According to Bohlander and Snell (2007) organizational
performance comprises; employee recruitment andctsabe strategies, employee
motivation, employee commitment, training and development strategies, employee
reward strategies, firm size, technology, capital intensity, culture, and employee
relations strategies. | t O sizatiornreeasaredtagamdt o ut
its intended outputs (organizational goals and objectives). Various scholars have defined

performance management in differentywafor example, Armstrong (20)L@efines
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performance management as a systematic process for improvgenizational

performance by developing the performance of individuals and teams.

Performance management and governance is therefore an essential feature of modern
organizatonal management (Armstrong, 2010It enables an organization to
continuously maitor and improve its performance in order to achieve its strategic goals
(Dessler, 2005). Research has shown that a company emphasizes performance when a
substantial portion of its employees pay is tied to individual or group contributions and
the amountreceived can vary significantly from one person or group to another
(GomezMeija, Balkin & Cardy, 2008).Performance indicators include: financial
(profits), market share, efficiency, reliability, flexibility among others. The aim of
human resource strategy to devise ways of managing people in order to assist in
achievement of organizational objectives. Participation of individuals and team
transforms exchanges from economic to social. According to Mahoney and Watson

(1993) employee involvement has a Hemal impact on performance.

HRM is a new paradigm in managing HR in the modern organization which is hinged

on the understanding that the most critical resource that any organization must provide
itself of is HR, since it is the HR that is responsible doordinating other factors of
production to spur corporate performance. Schuler, Jackson, and 320@Y)

described the evolution of SHRM from personnel management in terms ofpnéased
transformation, first from personnel management to traditidi¥ (THRM), and then

from THRM to SHRM. To improve firm performance and create competitive advantage,

a firmés HR must focus on a new set of pri
oriented and less oriented to traditional HR functions such #isgtdraining, appraisal

and rewards. Strategic priorities include telaased job designs, flexible workforces,

quality improvement practices, employee empowerment and incentive provision.

Cooke, Shen and McBrid2005) asserted that HRM is an efficidéahction that copes
with environmental changes. It directly and indirectly benefits companies because it

changes passivity into initiative, transmits organizational goals clearly and encourages
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the involvement of line managers. Marchington and Wilkins@®82 argue that HRM
positively influences firm performance because it generates structural cohesion, an
employee generated synergy that propels a company forward, enabling the firm to
respond to its environment while still moving forward. Cooke, Shen anoBribe
(2005) investigated the HRM practices of firms in declining industries. They found that
most high performance firms adopted HRM measures. Conversely, low performance
firms tended to employ conventional methods. Various researchers (Appe#baalm
2000; Gueset al 2000;Purcell and Kinnie,2007) have found a positive relation between
HRM practices and firm financial performance. They found that the strategic orientation

of HR in high productivity firms differed obviously from that in low producinirms.

25  Criti que of Existing Literature

The independent variables of this study are the following human resource management
strategies: recruitment and selectiaecentralizeddeams, training and development,
employeereward. These strategies affattility and commitment of employees to work

and this in turn affects the dependent variable of the study which in this case is
organizational performance. The effect of recruitment and selection processes and
proceduresdecentralizedeams, training andevelopment and reward and motivation

on organization financial performance, employee customer satisfaetoh the
moderating role ofCorruptionon SHRM practices and parastatal performanes
determined.

While many studies have been done on the effédiumnan resource strategies on
performance mosbf them have been done in thivate sector which makes it
impossible togeneralize orthe public service. Moreovemost of them are conducted
outside Kenya. &r example, a study by Cook (2D)1found a posive relationship
between humanmesource strategies and performance in the manufacturing sector in
Britain. This clearly mayhave minimal relationship with theublic sector due to the

nature of the humaresource tasksvolved in both. At the same tima aentiord by
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Mullins (2015) there arenational differencen what constitute performance goals,

therefore what may be high performaicdritain may not be so in Kenya.

As explainedby Harzing and Ruysseveldt (201there are cultural differences in
performance goaland based on the nature of the two countries it may not be possible to
draw a link betweem studyin Britain and apply it in the Kenyan situation. The two
countries are also at differel@vels intheir economic development, while Kenyaais
developing country that is still at its youstpges Britains a first world economy. As
explained by Perkins arshortand (2006) employers ithe industrializednarkets and
economies have had to restructure and emphasize on lefficiency andcostcontrol

in the wake of increasing competition. At the same time the employment ievéis

two countries are different; in Kenya there is a lot of unemployment and therefore
employees magommit their energies towards achievement of organizational goals
because thstrategies argood but because they are afraid of not meeting their targets
leading to them beetteclared redundanfs explairedby Perkins an&hort land2006)
growing unemployment has sapp#ee strengthof workers and their unions.hilis a
tougher employer 6s s tHRMprmacticeamnhdve bekreobsermetl.r o d u
In Britain this may not & the case and employees abde to work without such fears
because there are low unemployment rates hencentipdoyees mawot fear losing

jobs.

A review of the literature linking HR practices to business strategwsltonflicting
perspectives iHRM. The universalistic perspective suggests that theremnsvarsal set

of best practices that any business can adopt to improve organizgtesf@aimance.
Conversely, the contingency perspective suggests that business performance improves
when there is fit between business strategy and HR policies. Redman (2006) identifies
both methodological and theoretical problems with the universalisticoagp
Methodologically, the degree and direction of causation can be questioned. Adopting

bestpractice may just be of one the several factors that improve business performance.
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Furthermore, it may only be successful firms who can afford to adopt thestces

thusreversing the perceived direction of causation.

Research suggests that best practices models are only seen in higher value added
sectorsA lot of businesses have proven to be successful without using best practices, as
confirmedby Wood and BMenezes (2005).From a theoretical position, the wide range

of models and lists of best practices creates a problem. It is the unique context of each
business that matters when developing a HR strategy. In addition, the intention of best
practice should beefit both shareholders and workers. But as with most models of best
practice, there is little reference to the role of unions or the differing and objectives each
group has in the workforce. For example, Marchington and Grugulis (2000) suggest that
Pfeffeek (2001) takes a unitary view and does!
managing a diverse and differentiated workfoiee best practice approaches are also

not culturally sensitive. Models that tend to reflect the individualist values of the USA
will not be suitable for more collectivist cultures such as Germany or Jijaéional

context of each country play a fundamental role in SHRM.

This severely implicates the usefulness of best practice mbuelsimplisticmodels of
matching HRM and stragies imply a top down deterministic stratgdgnning process.
But in reality, many strategies tend to evolve from the inpauafierous stakeholders as
a mult-level, multistage, incremental and political proc€segge, 2005). Moreover,
many businessesvoid a unified strategy as they operatemany different business or
geographic markets with a different strategy for eaetnket. This makes it difficult to
match HRM with one particular strategVhis criticism indicates there should be a

hybridization of the several strategieand the need for HR to respond accordingly.

26  ResearchGaps

The rapid growth ofprivate sector, high degree of competition, increase in labor
turnover andhigh costs of employeeeplacement haverganizationsto aggressively

compete for the I& employees. This has led organizatidnsfocus on strategic
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management of its employees. The shiftdoganizationdo strategic managemehas
created a lot of interest on the effectSbfRM practiceson organizational performance.

A vast majority of empirical research on strategic management has focused on the
performance issue anmdost studies show that well directed human resopraetices
increase firm performanc@Armstrong & Baron, 2009; Katou, 2008juselid, 2007;
Ahmad & Schreder, 2003).

There is need to question the veracity of the link between HRM and performance.
Analysis of data relating tthe question of a link betweddRM and performance
reveals there is uncertainty as to the direction of the link. Gateat. (2003) sudy
confirms an association between HRM and performance but fails to show a causal
relationship between HRM and performance. Pureed|(2003) have noted that while
some of the studies have been ablelows an association betwedfRM and firm
performance, they have not clearly explained when, why and how abks®ciation

existed and to identify the inteonnections.

Despite these findingsnost HRM studies have been characterized by lack of a solid
theoretical foundation explaining the mechanisms dagsthe observed enhanced
performance. For instancsg far there is no consistent agreement on how to measure

HRM practicesand what to measureith regards to organizational performance (Wright

et al. 200%.The available literature also indicates a sesitack of empirical studies

designed to investigatxactly how a good alignment between HRM leads to improved
performancgKatou, 2008). The literature points out that the link betwsldRM and
organizationab er f or mance i sthatiske ka odblcdak ibhyxd,eqg
exactly | &aod,2008; Gerhar, A0 (

Serious gaps still remain with respect to the causal ordering ofthe variables involved in
the HRM - performance relationshipKatou, 2008; Wrigtgt al, 2005; Purcelkt
al.2003.Consequently, there is need for additional robust and quantitative evidence to

support theHRM performance link and investigations from fdient contexts with
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different practicesConsidering that previous researchers do not agree oSHR&
practces, policies, and systenesnployed, and accordingly the constructs developed
scholars such asepalet al. (2006), Boselie Dietz and Boon2005 and Wright et al.
(2005), have argued that the results derived frimse studies are not comparable.
Without a clearly delineated theoretical moddl effects onperformance, scholars
cannot adequately validate the efficacy of such practicesaldete provide useful
suggestions to practitioners. There is a great need for additional evidesugptot the
HRM-peaformance relationship to show exactly what leads to what (Gerhart,
2007)Information on the influence of employee recruitment and selection, delegated
teams, training andemployee reward on parastatal performance is limited and

inconsistent.

Literature r@iewed has revealed that most studiesngrang the relationship between
HRM and organiational performance have been conducted mostly in a few
developedcountries like US and UHK-urthermore,only a few researchers have
investigatedthis relationship inpublic service sectorThere is agreat need for more
studies orHRM-performance relationship in developing countries like Kenya in order
to fill the existing knowledgegap especially for parastatalfespite corruption,
nepotismand tribalism being regdhenomerin Kenya today, there is limited literature

that investigatetheirinfluence onparastatal performance

There i S need to extend research i n Ken
importance of HRM in creating firm competitive advantage. Ad&ingsthese research

gaps can help more researchers beyond overly simplistic models of HRM towards a
much fuller understanding of the role of HRM in organizatidie extent otorruptian

particularly nepotism, tribalism and bribery issuetn Kenya parastals is not well
documentedlt is againstthis background that this studyas undertakenin order to

investigate theeffectperceived HRM practiceson the performance of thgarastatalen

Kenya and provide a better understandingtlod effect of perceived corruption,
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nepotism,tribalism and bribery issuesn the relationship betweemperceivedHRM

practices angharastatal performance

2.7 Summary

This chapter reviewedhe relevant literat@r on effect ofHRM on organization
performance. The aim of stragic human resource management is to devise ways of
managing people in order to assist in achievement of organizational objectives. It is now
commonly accepted that employees create an importardesof competitive advantage

in organizations (Barney, 199 Pfeiffer, 1994)The way in whichHRM is applied has

an impact on organizational performan€ais trend has led to increased interest on the
impact of human resource strategies on organizational performance and a number of
studies have found a positivelationship between high performance work practices
(Huselid, 1995) and different measures of company performance.

The review of the theories supporting this study indicates a link batf@M practices

and organizational performance. Universalisticotigeshows superior HRM practices

should be adopted by organization for improved performance. The Configurational
theory emphasizes on the importance of achieving both internal and external fit in the
organization. Resource based theory advocates forasatisfi on of f i r més hi
requirements. Ability, Motivation, Opportunity theory proposes that employee
performance depends on motivation, possession of the necessary skills and abilities and
understanding of their appropriate ®leBureaucratic thegr proposes thaproper

bureaucracies houl d be adopted as paftrmapceenhance or

Furthermore there is some empirical support for the hypothesis that organizations which
align their human resource management practices with their bustrassgy will
achieve superior outcomes (Dyer & Reeve81Q Guest,2007; Becker & Huselid,
2008).The emerging field of human resources management on performance suffers from
lack of unity in theory and inconsistency in research methodoRegently effots have

been made by human resourceanagement theorists to try to establish a causal link
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between strategic human resource management and performance (Cook,
2010).According to Barney (2M) organizationghat use resources and capabilities to
exploit opportunities and neutralize threats will see an increase in their net revenues or a
decrease in their net costs or both and vice vé&eaclusively,employeerecruitment
training, decentralizedeams,employeerewardand corruption,nepotismand tribalism
contributeto organizatiod performance. However, not much research has beenotione

the effect ofthese practicesin the parastatalsn Kenya and how they affect the

performance oparastata
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CHAPTER THREE

RESEARCH METHODOLOGY

31 Introduction

This chapter presentihe research design thafas used in the study. This h&lgin
adequateplanning for the study. The chapterther goes ahead and discustszl study
population, sampling design and sample size, data collection methods, tools and
procadures and the data analysis procedures Weae used. The measures used to
ensure validity and reliability of the study instruments are also discussed in this chapter.
In addtion, this chapter also presedthe measures thatereput in place to ensutbat

the studywasdone in an ethical manner.

3.2 Research Philosophy

Research philosophy relates to foundation of knowledge upon which important
assumptions and predispositions of a study are based. A research philosophy is a belief
about the way in whicldata about a phenomenon should be gathered, analyzed and
used. In social sciences, there are two main research philosophies, namely; positivism
(scientific) and phenomenology (interpretivism) which may also be viewed in terms of
two perspectives, namelygntitative and qualitative approaches (Coopers & Schindler,
2012).

Positivist philosophy premises that knowledge is based on facts and that no abstractions
or subjective status of individuals is considered. Positivism thus derives a quantitative
perspedte which holds that there is an objective reality that can be expressed
numerically, with explanatory and predictive power (Neuman, 2006; Furrer, Thomas &
Goussevkaia, 2008). Under this paradigm, knowledge is valid only if it is based on
values of reasorand facts, gathered through direct observations and experience,
measured empirically using quantitative methods and statistical analysis. Under this

paradigm, theoretical models can be developed thageeralizabldo explain cause
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and effect relationsps (Saunders, Lewis & Thornhill, 2009). Consequently, problem
solving under this approach follows a pattern of formulating hypotheses in which
assumptions of social reality are made and hypotheses tested often using quantitative
techniquesCreswell, 201

The philosophical foundation adopted for this study was positivism where scientific
processes were followed in hypothesizing fundamental laws then deducing the
observations so as to determine the truth or falsity of the said hypotheses. Further
accordng to Beardwell and Claydon (2007) positivism underpins many organizational
activities such as psychometric testing for selection and HRM models. Esmoyol and
Jonasova (2013) underscore the importance of understanding HRM thinking, through

the developmentfathe besffit approach, the configurational approach, the reseurce

based view approach, and find the contribution HRM can make to organizational
performance, through increased competitive
view in this case corgers the context of HRM practice and fragments the relevant
variables in order to establish the relationships among them through several hypotheses.
Further the positivist route help the resce

long-cherished raote to be a strategic partner.

3.3 Research Design

A research design is a framework that guides the collection and analysis of the data and
is a detailed plan for how research study is conducted according to the data required in
order to investigate the search questions in an economical manfMugenda&
Mugenda, 2003)The study adoptl a descriptivesurvey research design using both
guantitative and qualitativeapproacheqMugenda& Mugenda, 2003) Quantitative
approach emphasizes measurement and daamdlyzed in aumerical form to give
precise description. According to Mugenda and Mugenda (2608titative approach
also known as the scientific methdias beerconsidered as the traditional mode of
inquiry in both research and evaluation. Quatitie approach places emphasis on
methodology, procedure and statisticaleasures to test hypothesis and make
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predictions. According to Berg (2001), ouitative research helps in analyzing
information in a systematic way in order to come to sameful caclusions and
recommendations on the social settings and the individuals pdrtray those

characteristics.

This research adoptl quantitative approach because the dat#de collected through
guestionnaires from respondemtasanalyzable using the standastatistical toolsThis
approachwasused to measure return on sales and return on aQseiitative approach
was also adoptedin this study because qualitative datariere in depth and provides
detailed answerg¢Berg 2001) It provides information laout the phenomenon being
studied, and established patterns, trends and relationships framfotineation gathered.
The qualitative research provitigreater depth to response amuderstanding which
forms a link with the respondents. Qualitative rese@dlgpically rich with detail and
insights into participant s nmeangulrhelgsmc e s
gaining new perspectives on things about which much is aldeaalyn (Berg 2001)
This approactwasused to measure customer ardployee satisfactioand extent of

nepotism in parastatals

34  Target Population

Target population refers to the larger population to which the researcher ultimately
would like to generalize the results of the study (Berg, 2001). It is thus the eoti@ gr

of individuals, events or objects having a common observable charactéiire. are

185 parastatalsin Kenya with an estimated staff of 92,000GOK, 2013) These
parastatalsare categorized into five categories according to their mandateely
Commercial State Corporationsd3 State Corporations with Strategic Functi¢gg),

State Agencies Executive Agencies (62), State Agencietndependent Regulatory
Agencies (25),State Agencies Research Institutions, Public Universities, Tertiary
Educaion and Training Institutions(45)This study targeed 32 purely commercial

parastatal§See Appendix)lwhich were the unit of analysisith a total population of
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9,600 employeesThe target population for this studpnsised of C.E.Os,managers,

supervsors andthersupportstaff of the purely commercial parastatals.

35  Sampling Frame

A sampling frame is a list of all items where a representative sample is drawn for the
purpose of research. In this study, the sampling fravas a list of 10parastatals
distributed acrossix sectors;Agriculture, Livestock& Fisheries (Agr€hemical and
Food CompanyKenya Meat Commissioand Muhoroni Sugar Companygducation,
Science &Technology(Kenya Literature Bureau), East African Affaiemmerce &
Tourism (SunseHotel Kisumu), Industrialization &EnterpriseDevelopment (New
Kenya Coeoperative Creameries and Kenya Wine Agencies Ltdxnds, Housing
&Urban Development (National HousingCorporation), National Treasury
(Consolidated Bank of Kenya and Kenya Nationasuxance Co. Ltd)A list of purely
commercial parastatails Kenyawas providedSeeAppendixIV). Theseparastatalare

facing competition from other industry players in Kenya.
36  Sampling Techniqueand Sample Size

A sample is a portion or part of thequdation of interest. The purpose of sampling is to
gain an understanding about some features or attributes of the whole population based
on thecharacteristics of the samplehe sampling technique used<luster sampling

as it alloved thestudy of parasitals in the cluster as they deal with different businesses
(Mugenda & Mugenda, 2003Cluster sampling technique guarantees that each cluster

is represented in the sample and is more accurate in reflecting the characteristics of the
population(Kothari 2004). In this sampling method, sampling ernwas considerably
reduced.Using the samplingrame, 10 parastatalswere selectedfrom 32 purely
commercialparastatalghat are in different categorie$his nunber represeed more

than the 3@ of the accessib population that is generally recommended by Mugenda &

Mugenda (2003) who recommend that 30 % of the accessible population is enough.
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The sample size determination formula by Mugenda and Mugenda (2@8apopted
to determine the sample size and calmdaaccording to the following formula

(Equation 1)

n=z2pq, 1
d2
Where: n= Sample size

z = Confidence level at 95% (standard value of 1.96)

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

measured80%)
q=1p
d=level of statistical significance (=0.05)

n=(1.962 * (0.8) * (0.2) = 240
(0.05¥

This formula gave a sample size of 240 respondeifitsis study estimatethat around

80% ofthe parastatals have embra¢#RM practices.

Table 3.1:Representative samples of differentategories for the ten parastatals

Population Category Number per parastatal Representative Sample (n)

CEOs 1 10
Managers 3 30
Supervisors 6 60
Other support staff 14 140
Total 24 240

3.7 Data CollectionInstruments

The studyrelied on both primary and secondary data. Primary data indlude of
guestionnaires and interview guide while secondary detscollected by use of a

secondary data collection sheet which gateactual performance of parastatals.
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Questbnnaires were used in this study to obtain primary datahereby one
guestionnairavas given to eactof the target individuals in theampled parastatals to
generate both qualitative and quantitative date Appendix l)Questionnairevasin

the form of operended, structured questions, contingency questions and Matrix
guestiongLikert scale like) Respondenta/erepresented with descriptive statement in a
5-point Likert rating scaldo rate various indicators of variables by scorifige lowest
rating d 1 signified a low opinion by the respondents whaldnigh rating o# signified a
high rating by the respondewtile that of 5 signied a very high ratingQuestionnaires
have been chosen because@ministration of questionnaires to individuals helps to
establish relationships with the respondents whiteoducing the survey (Satirenjit
Alistair & Martin, 2012).

Questionnaires provide the clarifications soughtrégpondents and theway even be
collected immediately after they are completed. The datkection phaseinvolved
administration of theéesearchquestionnaire to all selectedlO parastataliKenya This
was mainlyused to assess the effects of SHRM practares nepotisnon parastatal
performance. Person to persororal interviews wereconduced to get further
clarification on some issugmrastatalsAn interview guide wasised toconduct the oral
interview (SeeéAppendix Il). This was particularhiyhelpful in assessing the performance

indicators ofemployee andustomer satisfaction

Theinterviews wererecorded in a recorder order to miss on any information provided.
The time for interviews asdetermined by the extent of issues that reglstarification

but should not exceed one holr.this study secondary data wasbtained througlthe
review of parastatal documents, books of actgureports and manuals. It wakso
obtained frominformation collected frongovernment reporidor example inspectorate

of parastatalsinternet and other forms of documenthose source can be verifiethe
documentgprovided information especially of performance indicatawyshow the actual
performance of the selected paradtatA secondary data collection sheet alodument

analysis guidéAppendixlll and IV) wasused to obtain secondary data.
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38 Data Collection Procedures

The management of the parastathlat was targeted whsiefed concerning the purpose
of the study. Thedata collection proceduresvolved getting the authority letter from
the University to facilitate dateollection. An authorit letter was alssought from the
relevant parastatals earmarked for the study. qiestionnaires weradministered
through drop and pick methpdvithin a two weeks given for filling themlIf a
respondent didhot fill the questionnaire aftr two weeks adllow up wasmade throgh

a phone call and they weoellected at @ime that wasonveniently arranged between
the researcher and the respondemtterview wasconducted on person to person basis
especially on the top magers of the parastatals. This svMaecause they are more
knowledgeable on the organizations they lead. Each oral intewasascheduled to
take less thaomne hour and recordedhe parastatalselected wereisited in order to
obtain information deemed important for this study, espgaiallfinancial reports. This

aidedthe study in obtaining secondary data.

39  Pilot Study

The quesbnnaire wagretested ompilot units of 24 respondents, representid@o of
sample populationThis proportiorwas according to recommendation by Mugeada
Mugenda (2003).This was done to assessomprehension, logiand relevance
Respondents in the ptestweredrawn from parastatals whiahere similar tothose in

the actual survey in terms of background characteristics, familiarity with the topic of
research, attitudesnd behaviouof interest. The parastatals gested verenot part of

the targetpopulation ofstudy. The pilot study populatiowas picked from Nairobi
Countyfrom various categories (see Table 3)e parastatals used in the pilesting
were excluded in thefinal sample of the research. ZikmupndBabin, Carr &
Griffin,(2009) recommend that the questionnaire-tpets will be doneby personal
interviews in order to observe the respondents reactions and attitudes. All aspleets of

guestionnairewas pretested including question content, wording, sequence, form and
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layout, question difficultyand instructions. The feedback obtaineas used to revise

the questionnairbefore administering to the study respondents.

Table 3.2 Pilot Test Sample Size

Category Sample size Proportion Pilot size
CEOs 10 0.04 1
Managers 30 0.125 3
Supervisors 60 0.25 6
Other support staff 140 0.58 14
Total 240 1:00 24

3.9.1 Validity Test

An instrument is valid if it measures what it is intendedmeasure and accurately
achieves the purpose for which it was designed (Patten, 2004). According to Patten
(2004) validity is a matter of degree and no test instrument is perfectly valid. The
instrument used should result in accurate conclusions (Wa&lldfraenkel, 2001).
Validity involves the appropriateness, meaningfulness, and usefulness of inferences
made by the researcher on the basis of the data collected (Wallen & Fraenkel, 2001).
Validity can often be thought of as judgmental. According to Pg2604) content
validity is determined by judgments on th
Patten (2004) identifies three principles to improve content validity: use a broad sample
of content rather than a narrow grenphasize important matak, and write questions

to measure the appropriate skill. These three principdeeaddressed when writing the

survey itemsinstrument validationvasachieved in several ways.

To provide additional content validity of the survey instrument, agsevasdone by
administering the instrument to conveniently seleébeds group of five experts in the

field of HRM to provide input and suggestive feedback on survey items. Members of the
focus groupwere senior employees of the parastatals attter emplgeeswho have
worked in the sector for more than fiyears. Thefive employeeswvere requested to
evaluate the statement items for relevance, meaning and clarity. On the basis of their
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response, the instrumenwas adjusted appropriately before embarking data
collection. Validationwas alsodone by dividing the instrument into several sections.
Each section carefully checked to ensure that it conveyed the necessary message and
attracted the relevant feedback, as per the specific themes of the resezctihashj

Convergent validity refers to the extent to whadveral indicatoref a construct that
should theoretically be related actually shovelation. Itcan be assessed by calculating
the average variance extracted (AMEhich quantifiesthe amountof variance that a

construct captures from its indicatons comparisonto the amount resulting from

measurement errors (Fornell & Larcker,1981
AVEE (@32
xia?+ i var(¥)

Convergent validity is indicated by AVEalues of 0.50 and higher. Thikreshold
signalsthat the latent construct explains more than half of the varianite ioflicators
(Hairet al, 2011).

3.9.2 Reliability Test

Reliability relates to the consistency of the data collected (Wallen & Friaet@@l).

The survey instrumentvas tested in its entirety, and the subscales of the instrument
weretested independentlReliability analysiswasused to assess internal consistency
among the variables of studd.threestep measur@asused to achieveehiability. First,
those items that lebeen tested for reliability by other researcheese adopted, with
slight modification to suit the ceext. Second, the researcheolleced data from
employeesn participating parastatals. In most casdgrification on questionnairesas
providedwhere and when necessary. This raigether the reliability of the instruments
and data to be collected.

Construct or composite reliability is an estimate of the intecoalsistency of the

construct under study andflects the degree to which the indicators comprehensively
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measure their respective constrdttcan be quantifiedising the composite reliability
measure that requires a higholaevelst af gocreélabios. i ndi
Construct reliability vales of above 0.70 are regardecassfactory for more advanced
research fields and 0.8D70 for exploratory research(Hast al, 2011). Contrary, no

reliability can be assumed for values below 0.60 (Hair al, 2011). Composite

reliability can be calglated as (Fornell & Larcker, 1981):

Composite reliability = _ ()% 3

( )+ i(var(hj)
with aybeing the loading of indicatarof a construct, referring to themeasurement

error of the construdb whichi belongs, anglindicating the pathindex for the reflective

measurement model.

Lastly, reliability of the study measuresasalsocas sessed by comput i n¢
Alpha coefficient for all items in thguestionnaire and the overall assessmasgiven
(Sekaran&Bou gi e, 2010) . T doefficiebtr ranges hetween O aral 11 p h a
with higher alpha coefficient values being more reliaBa rule of thumb, acceptable

alpha should be at least 0.70 or abdveuestionnaire with a good internalnsistency

should have high alpha coefficients. Factor Analysscarried out to test for construct

validity and highlight variability among observed variables and also to doeckny

correlated variables in order to reduce redundancy in 8ateatan &ougie, 201}

Cronbacho6s a fopntobthe iKendeaRiclgasdsoe (K &R) 20 formula.

The formula is as followgEquationd):

KR20=(K) (S?-F S ,4
(A (KT 1)
Where;

KR20 = Reliability coefficient of internal consistency
K= Number of items used to measure the concept
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S? = Variance of all scores

S?= Variance of individual items
After pilot testing, the questionnaire was redsto incorporate the feedback that was
provided. The researcher used the most common internal consistency measure known as
Cronbachdéds Alpha (U) which was generated

was used as a dutff of reliability for this study.
3.10 Test for Multicollinearity and Normality of Data

Multicollinearity exists when there is a strong correlation between two or more
predictorsin a regression model, and poses a problem only for multiple regression and

not onsimple regression (Field,0R9). Muliticollinearity poses several problems such
asincreases in the standard errors of t he
relatively higher variability across samples and less likely to represent the population.

The secondroblem is limiting the size dRthe measure of the multiple correlation

between theredictors and the outcome, aR&the variance of the outcome for which

the predictorsaccount, making the second predictor to account for very little of the
remaining variancelhe other problem posed by multicollinearity is that it redubes
importance ofpredictors, making it difficult to assess the individual importance of a

predictor.

Variance inflation factor (VIFwasused to diagnose the collinearity of the data. The
VIF indicates whether a predictor has a strong linear relationgttipother predictors
with concern raised if VIF is 10 and abov&gld, 2009. At each level of the predictor
variable(s), the variance of the residual terms is expected to be constant
(homoscedasticity). If variances are very unequal, there is saidhet&mscedasticity
(Field, 2009). The datwass ubj ect ed to Levenebs test, w h
that the variances in different groups are equal. The residual teemstested for
autocorrelation, where residuals are said to be correlatedehet being independent as
expected (Field, 2009). Finally, tests for normality of datare undertaken. The
probability-probability plots (PP plots)was used for visual test of normality of data,
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while KolmogorovSmirnov (KS) test and Shapird/ilk test which compares the
scoresin the sample to a normally distributed set of scores (Field, 20@&)carried

out

3.11 DataAnalysisand Presentation

The collected quantitative datawas analyzed by calculating response rate with
descriptive statistics sucks mean, median, standard deviation and proportions using
Statistical Package for Social Scien¢®8B®SS)ersion 24 The variables to be measured
were dined andlabeled The responsewere coded with numbers including the open
ended questions. After datave been collected, wasscreened and cleaned to find out
whether there are errors that can be correctée significancewas tested at 95%
confidence level. Responsegreassignechumerical values whictvasconsistent with
numerical codednferentid data analysisvascarried out by the use of factor analysis
and correlation analysis to determine the strength and the direction of the relationship
between the dependent variable and the independent variables. Regressionveradels
fitted and hypothesitesting carried using multiple regression analysis and staRdard
tests and tests.

Qualitative datawas collected using a structured interview guide, and thatlved
taking down field notes when interviewing the informants. From these field notes,
keywords/phrases that keep on-aecurring were identified and manual themes
developedwvhich beame the basis of theodes. The code categormasbased on the
research questiorsf the study and wasntered into a computer thdévelomd pattern
codes togroup the summaries of data into a smaller number of sets, themes or
constructs, andsingSPSS$ frequencies of the emerging themesreanalyzed usually
the frequency of appearance of a particular idea is obtained as a measarteat
(Krishnaswamy Sivakumar& Mathirajan, 2006).Data analysisnvolved factor analysis
for all components of the practices. Component matixs prepared. Principal
component analysisvas carried out to determine the role the factors. Resuése
presented itables and figres(graphs and pie charts)
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Further analysewerecarried out to address specific research questiarscommercial
parastatals to be profitable they need to be strategic in recruitment and selection of the
required staff This is achieved through prephiring cycles and retention of the
employees with exceptional skills and knowledge reflected in their perform@nce
assess the understanding employees ofptrastatals on recruitment and selection
process respondents &re asked toindicate using a five-point likert, on whether the
selection system followed by the paraéstswa scientific and rigoroudJsing thesame
scale, respondents werequested to indicate whether thare standardized tests and
recruitment policy. Analysis of variance was done to compare the difference in
responses fronthe respondentsSimple linear regression to investigate the effect of
recruitment and selection process ore tharastatal performance wa®nducted
(Equationb).

Firm Performance = f (Recruitment and seatatt 5

Y=pb0+1 X1 +U

Y= Firm Performanceb0= intercept, X1= Recruitment and selectibh= coefficient,
U= Error term

One of the strategies needed by parastatals is to ddophtralizedauthority This is
reflected in the decision making processd teamwork. Té level of decentralization

and teamwork activitywas assessed using Likert scale and open and closed ended
guestions. Analysis of varianogas done to comparéf the difference in responses
obtainedwas significant Pe ar son 6 s c wosedrtaestadishithe melatiorestsp
between employee involvement and teamwork and parastatal perforn&ngae
linear regression wasonducted to investigate the effect of recruitment and selection

process on the parastatal performafttguation 6.

Firm Performance f (Decentralized teams) , 6
Y=060+1 X2 +U

Y= Firm PerformancepO= intercept, X2= Decentralized teanis, = coef f i ci
Error term
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Training and development are important processes thétemte parastatal
performance. Likert scale coupled open and close ended quesémmused to
determinewhether parastatals have adequate training programsrainthg budgés.
Analysis of variance wasgsed to establish the differengetraining and deelopment
programs as indicated by responde@tsi-square test wagone to establish whether the
observed responses differed significantly from the expe&ietple regression analysis
wasused to investigate the effect of training and development ostptabperformance

(Equation?).

Firm Performance = f (Training and developmeit)

Y=b0+1 X3 +0U
Y= Firm Performanceh0= intercept, X3= Training and developmebi= coefficient,
U= Error term

Employee ewardwas important in retaining and motivatingmployeesA motivated
work force leads to improvegerformanceUsingLikert scale and open and close eshde
guestions, respondents wesquested @ indicate whether parastatals hawecentive
systems in place in terms of rewar@hi-square test asdoneto establish whether the
observed responses differed significantly from the expdciethis variable Analysis

of variance wasised to establish whether the responses differ significantly. Further,
simple linear regression warformed to establish theelationship betweeemployee

rewardand parastatal performangequation 8)

Firm Performance = H§mployee eward)8

Y=p0+b1 X4 +U
Y= Firm Performancef)0= intercept, X4Employeeewardbl = coef fi ci ent ,
term

The Kinship in Public Office KPO) indicator, which is taken as a proxy measure of

nepotism in the public sector capturesnkconnectivity among government officials.
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The KPO is defined as the number of existing familgnnections in a given
organization relatively to theniverse ofpossible connections, scaled by 10he
indicator, scaled for readability, ranges from O (no family connection in the entity) to
100 (every single person in the entity is connected with every other person)skiPO
proxy indicator for the prevalencd nepotism in the organizatiomhe KPO indicator is
defined as the percentage of interpersonal connections among public officials (whether
appointedor electedl that are based on kinship. The indicator computed for public entity

J can be formulated as foll@{Equation 9)

2 fi

KPO; = 100 3=

Wherefi is the number of public officials in entifywith a family tie to officiali
N is the total number of public officials in entity
Multiple regression analysigasused to investigate thmoderatingeffect of corruption

issuesof nepotism tribalism and bribery onthe relationship between SHRM practices

andparastatal performance

The performance of the parastataigsassessed in terms mfvenue generatiometurn

on sales, return on assets, employee satisfaction amomarssatisfactionRatio of
earnings before interest and tax sales andatio of earnings before interest and tax on
total assetsvas assessed where datas obtained from parastatal record®eturn on
Assetwas obtainedby dividing the profit after taky book value of total asset arubk
the form of the below mod¢Equation10):

ROA =M (PAT)/M (TA) , 10
Where:

M (PAT) is the mean of the totBirdit After Tax of the parastatals under study, and
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M (TA) is the mean of the Totélssets of the parastatals

To assess the employee and customer satisfaction, respondesiésked to score on a
five-point likert scale. Further, the scalas used to detenine the #ect of human
resource management strategies on financial performance of the parastdtatm e
financial performanc&vasobtained fromfinancial records obtained from thearastatal
under study for the last three years; 2013, 2014 ah8.2Mmalysis of variancevasused

to establish whether differences in returns on sales and assets over years for different
parastatals are significant. Simple linear regressiamere used to establish the
relationship between customer and employee sadtisfaand parastatal performance.
Chi-s guar e ( ava@susedtmasdess svhether customer and employee satisfaction
changes over time are significant. was also used to evaluate the observed from
expected level of nepotisnribalism and briberyn establishing the KPOIn addition,

some items in the questionnaiasked respondents to indicate their opinion on the
perceived customer satisfaction. Frequencies of these swmescomputed and
presentedlo assess theelationship betweeRlRM practiceson the performance of the

parastatalamultiple regression analysmasperformed(Equationl11):

To facilitate the application of the joint effect regression model, weighted averages of
the three independent variableascomputed using the following eqimt:

HRM Pr act iXere/sKs=WsX{4-WhX4)/4,

Where

HRM Practices= Composite index of recruitment and selection, decentralised teams,

training and development and Employee Reward

W1, W2, W3 W= Relative weight given to each component in a particulaalbkei
/= Division

o

Y=FBHMHRM Practices +U |, 11
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Where

Y = Organization performance
HRM Practices= Human Resource Management Practices
bo= Constant
bs= Beta coefficient
Zi is called theerror term disturbance termor noise

Multiple regression models indieat belowwasused to determine the moderating effect
of corruption issues omepotism tribalism and briberyon the relationship between

HRM practices and parastatal performa(tequation 12

Y=F BHRM Pr acsHRMRrastices Z b, 12

Where; Y=firm pe f o r ma-oonstant iffihe coefficient;

HRM Practices=Composite of recruitmenf Selection decentralised teams, training
and Employee Reward

SHRM PracticesZ= HRM Practices ®erceivedCorruption

Z= corruption(moderator)

U = error term

XiZ= Product term / interaction term ofp@rceivedcorruption parameters oepotism
tribalismand briberywith the independent variablddRM Practicel

Table 3.3below shows how the various hypotheses were attained.
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Table 33: Hypothesis Testing

Hypotheses

Hypothesis Test

Regression Model

Hypothesis 1:

Ho1: Perceivedrecruitmentand
selection have no significan|
effect on the performance
parastatals in Kenya

Ho: b1=0

VS

Ha a2l bO
Reject R if p
<0.05,

Otherwise fail to

Y 3+@:+ U
Where:

Y= Performance.
bo= intercept

b1 = Coefficient for X
>°(1: Recruitment

reject the K U = Error term
Hypothesis 2: Ho: b2=0 Y =3+8+ U
Ho2 Perceived raining have no| vs Where:
significant influence onthe | Ha.bl 0 Y= Performance.
performance of parastatals | Reject H if p | bo= intercept
Kenya <0.05, bo= Coefficient for %
Otherwise fail to X2= Training
reject the H U = Error term
Hypothesis 3: Ho: b3=0 Y =3+8s+ U
Hos  Perceived deceralized| vs Where:
teams have no significal Habsl 0O Y= Performance
influence on the performand Reject H if p | bo=intercept
of parastatalsh Kenya <0.05, bs= Coefficient for %
Otherwise fail to| Xs= Decentralizd teams
reject the H U = Error term
Hypothesis 4: Ho: b4=0 Y s+ X+ O
Hos  Perceivedreward have| vs Where:
no significant influence on th Ha.bal 0 Y= Performance
performance of parastatals | Reject H if p | bo= intercept
Kenya <0.05, bs= Coefficient for %
Otherwise fail to X4= Employee Reward
reject the H U = Error term
Hypothesis 5: Ho: bs=0 Y = BHRM Practicest
Hos Perceived orruption has vs bsHRM Practices Z + U
no significant moderating Ha:bsl 0 Where:
effect on the relationshi Reject H if p | Y= Performance
between  human  resour( <0.05, bo= intercept
management practices a| Otherwise fail to bsbs= Coefficient
performance of parastatals | reject the W HRM = composite of

Kenya

recruitment, decentralized tean
training, reward.

Z= Perceived Grruption

U Error term
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Using SPSS, the regression model was tested on how well it fits the data. The
significance of each independent variable was also tested. Fischer distribution test called
F-test wasapplied. It refers to the ratio between the niodean square divided by the

error mean square-tést was used to test the significance of the overall model at a 5
percent confidence level. Thevplue for the Fstatistic was applied in determining the
robustness of the model. The conclusion was basdtie basis of palue where if the

null hypothesis of the beta was rejected then the overall model was significant and if
null hypothesis was accepted the overall model was insignificant. In other words, if the
p-value was less than 0.05 then it was doded that the model was significant and had
good predictors of the dependent variable and that the results are not based on chance. If
the pvalue was greater than 0.05 then the model was not significant and was not used to

explain the variations in theedendent variable.

Similarly the ttest statistic was used to test the significance of each individual predictor
or independent variable and hypotheSiee pvalue for the Fstatistic was applied in
determining the robustness of the modehe benchmarkof this study for failure to
reject or failure to accept the null hypothesis was a level of significance of 5 percent. If
the pvalue was less than 5 percent the null hypothesis failed to be accepted and the
alternate hypothesis would fail to be rejectétso if the pvalue was greater than 5
percent the null hypothesis failed to be rejected and the alternate hypothesis failed to be
accepted, i.e.

Reject Ho:b x ;i p €0.05,

Otherwise fail to rejectthe H.b x = 0
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CHAPTER FOUR

RESULTS AND DISCUSSION

41 Introduction

This chapter deals with the analysis of data. The data analysis is in harmony with the
specific objectives where patterns were investigatadrpreted and inferences drawn

on them. The specific objectives of the study addressed were to determine the effect of
employee recruitment aneelection, decentralized teamemployee rewardon the
performance of parastatals and to determine théenaéng effect of corruptioron the
relationship between strategic human resource management practices and performance
of parastatals in Kenyalhis chapter disclosed the study findings in relation to the
variables of study. A detailed discussion has also peavided as the current findings

are compared to findings of other studies in related areas.

4.2  Response Rate

The number of questionnaires, administered to all the respondents, was 240. A total of
187 questionnaires were properly filled and returnechftioe parastatals in Kenya. This
represented an overall successful response rate of 78%. According to Mugenda and
Mugenda (2003), a response rate of 50% or more is adequate. Babbie (2004) also
asserted that return rates of 50% are acceptable to analypelaisth, 60% is good and

70% is very good.

Table 41: Response Rate

Response rate Frequency Percent
Returned 187 78%
Unreturned 53 22%
Total 240 100%
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4.3  Reliability Test Findings

Reliability was tceostfdd cusintg ACrpdirah a cChrdosn b a
how well a set of items or variables, measure a singleliomensional latent construct

that is a coefficient of reliability or consistency. Reliability is expressed as a coefficient
between 0 and 1.00. The hagtthe coefficient, the more reliable is the test. A threshold

of a Cronbach Alpha of 0.7 and above is acceptable (Cronbach, 1951). Cronbach Alpha
was used to test the reliability of the proposed constructs. The findings indicated that,
recruitment and settion had a coefficient of 0.861, decentralized teams had a
coefficient of 0.843, training had a coefficient of 0.874, reward had a coefficient of 0.89,
perceived corruption had a coefficient of 0.866 and performance had a coefficient of
0.866 Allconsnct s depicted that the value of Cro
to 0.7000 and thus, the study constructs were reliakihe. reliability results are

presented in Table 4.2 below.

Table 4.2: Reliability Test Results

Variable Cronbach's Alpha No. of ltems
Recruitment and Selection 0.861 11
Decentralised teams 0.843 10
Training 0.874 10
Reward 0.89 11
PerceivedCorruption 0.866 7
Performance 0.866 9

44  DemographicCharacteristics of Respondents
44.1 Gender of the Respondents

The respondentwere asked to indicate their gender. Results were presented in Figure
4.1. Sixty Four percent (64%) of the respondents were male and 36% were female. This

implies thatparastatalsis a male dominated field is a male dominated figddcording
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to Eliset al . (2007) , i n spite of women being
notably in agriculture and the informal business sector, men dominate in the formal

sector citing the ratio of men to women in formal sector as 0.74 : 0.26.

Figure 4.1: Gender ¢ the Respondents

4.4.2 Age Bracket

The respondents were asked to indicate their age brackets. Results in Figure 4.2 revealed
that 46.5% of the respondents were aged betweem@lears while 26.2% of the
respondents were aged between 21 to 30 years B8&olwere between 41 and 50
years. The finding of the study implies that the industry is dominated by young people
who are at their career peak and thus knowledgeable on human resource strategic

practices in parastatals that can enhance performancering$gective firms.
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Figure 4.2: Age Bracket of the Respondents

44.3 Level of Education

The respondents were asked to indicate their highest level of education. The findings in
Figure 4.3 illustrates that 36.4% of the respondents had reached unilersitywhile

25.7% of the respondents had attained a diploma and 26.7% had attained masters level.
Only 7% of the respondents had attained KCSE certificates. The finuinmig that

most of the respondents had high level of education which could havw&uated to
accurate responses. The high level of education of respondent indicates that many

employees have attained a given level of education and qualifications to secure their

jobs.

71




PhD

Masters

Degree 36.4

F.ducation Level

Diploma

K.CS.E

40

Percent

Figure 4.3: Level of Education
44.4 Length of Employment

The studysought to find out the years the respondents had worked in the organization.
Table 43 shows that 30.5% of the respondents indicated they had worked in the
organization for 5 to 10 years while 25.7% indicated below 5 years, 18.2% of the
respondentsndicated between 11 to 15 years and 16.6% indicate@@&ears. Only

9.1% of the respondents had worked for over 20 years. The findings imply that the
respondents had worked long enough in the firms and hence had knowledge about the

issues that the researchaasntooking for.

Table 43: Length of Employment

Length of Employment Frequency Percent
Below 5 48 25.7
510 10 57 30.5
11to 15 34 18.2
16-20 31 16.6
Over 20 17 9.1
Total 187 100
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445 Monthly Salary

The study sought to find out the monthly saltttg employees were paid. Figure 4.4
reveals that 28.9% of the respondents earned between-680000, 22.5% indicated
over 80000 while 21.9% indicated 20682000 and 16.6% indicated between 40001
60000 shillings. Ten point two percent (10.2%) indicagss than 20,000 shillings only.
The findings imply that the employees were from different job groups and thus different

salary scales.

25 - 21.9
20 A 16.
=
8 15 A
= 10
R 10 A
5 -

Less than 20,001- 40,000 40,001-60,000 60,001-80,000 Over 80,000
20,000

28

22.

Salary Scale

Figure 4.4: Monthly Salary
44.6 Category of Parastatal

The respondents were asked to indicate the category of palagtay belong in. Table
4 4 indicates that 46% were in industrialization and enterprise development while 35.8%
were in lands, housing and urban development and 9.1% were in education, science and

technology.
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Table 44: Category of Parastatal

Category of Parastatal Frequency Percent
Agriculture, Livestock& Fisheries 4 2.1
Education, Science &Technology 17 9.1
East African Affairs, Commerce & Tourism 10 5.3
Industrialization &Enterprise Development 86 46
Lands, Housing &Urban Development 67 35.8
National Treasury 3 1.6
Total 187 100

44.7 Number of Employees

The study sought to find out the number of employees in the organization. Table 4.

indicates that 49.2% of the respondents indicated-2081 employees while 31%
indicated 201250 employeesral 11.8% indicated 10150 employees. The findings

imply that the parastatals and large number of employees and thus appropriate for the

study to find out how the human resource practices can influence performance of the

organizations.

Table 45: Number of Employees

Frequency Percent
5171 100 10 5.3
101-150 22 11.8
1517 200 92 49.2
2017 250 58 31
251- 300 3 1.6
Over 300 2 1.1
Total 187 100
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45 PerceivedPerformance
45.1 Sampling Adequacy

To examine whether the data collected was adequateappropriate for inferential

statistical tests such as the factor analysis, regression analysis and other statistical tests,
two main tests were performed namely; KaiSkyerOlkin (KMO) Measure of
Sampling Adequacy and Baadatasettd be rejamded asof S
adequate and appropriate for statistical analysis, the value of KMO should be greater
than 0.5 (Field, 2000).

Findings in Table 4. showed that the KMO statistic was 0.831 which was significantly

high; that is greater thandtcritical level of significance of the test which was set at 0.5
(Field, 2000) . In addition to the KMO tes
highly significant (Chisquare = 685.453 with 36 degrees of freedom, at p < 0.05). The
results of the MO and BTEesttare sumidrized in Table 4Bhese results

provide an excellent justification for further statistical analysis to be conducted.

Table 46: Performance KMO Sampling Adequacy and Bartlett's Sphericity Tests

KaiserMeyer-Olkin Measure 0.831
Bartlett's Chi Square 685.453
Bartlett's df 36
Bartlett's Sig. 0

45.2 Factor Analysis

Factor analysis was conducted after successful testing of validity and reliability using
KMO coefficient and cronbach alpha results. Factor analysis wasuckaud using
Principal Components Method (PCM) approach. The extraction of the factors followed
the Kaiser Criterion where an eigen value of 1 or more indicates a unique factor. Total
Variance analysis indicates that the 9 statements on performance @atdedfinto 1
factor. The total variance explained by the extracted factor is 47.12% as shown in Table
4.7.
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Table 4.7: PerceivedPerformance Total Variance Explained

Extraction Sums of Squared
Component

Initial Eigenvalues Loadings
Total % of Cumulative Total % of Cumulative
Variance % Variance %
1 4.241 47.12 47.12 4,241 47.12 47.12
2 1.138 12.646 59.766
3 0.886 9.848 69.614
4 0.771 8.571 78.184
5 0.637 7.083 85.267
6 0.423 4,695 89.963
7 0.371 4.124 94.086
8 0.287 3.189 97.2H
9 0.245 2.725 100

Extraction Method: Principal Component Analysis.
Table 48 shows the factor loadings for performance statements. All the nine factors
attracted coefficients of more than 0.4 hence all the statements were retained for
analysis According to Rahn (2010) and Zandi (2006) a factor loading equal to or greater
than 0.4 is considered adequate. This is further supported by Black (2002) who asserts
that a factor loading of 0.4 has good factor stability and deemed to lead to desithble a

acceptable solutions.

Table 48: PerceivedPerformance Factor Analysis Component Matrix

Statement Component

Compared to the previous year, the level of employee productivity in our

organization is higher. 0.58
Our firm profitability has increased overe last 3 years 0.683
Our firm financial leverage has increased over the last 3 years 0.732
Our firm has experienced an increase in total revenue collected over the las 0.682
years

Our firm has experienced an increase in assets over the lass3 year 0.692
Our firm has a higher market value 0.764
Our customers have been highly satisfied for the last 3 years 0.799
There has been a low level of employee turnover for the last 3 years 0.715
Our firm has experienced an increase in sales over th& yastrs 0.474
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45.3 Descriptive Statistics

The general objective of the study wasirigestigate theperceivedeffect of Human
Resource Management (HRM) practices on the performanparattatals in Kenya.

Table 49 shows that 88.2% of the respondentsead that ompared to the previous

year, the level of employee productivity in their organization was higher, 78.1% agreed
that their firm profitability had increased over the last 3 years and 71.7% agreed that
their firm financial leverage had increaseeeothe last 3 years. In addition, 69.5% of

the respondents agreed that their firm had experienced an increase in total revenue
collected over the last 3 years, 64.2% agreed that their firm had experienced an increase
in assets over the last 3 years and6%8 agreed that their firm had a higher market
value. Seventy seven point six percent of the respondents agreed that their customers
had been highly satisfied for the last 3 years, 83.4% agreed that there had been a low
level of employee turnover for thadt 3 years and 73.8% agreed that their firm had
experienced an increase in sales over the last 3 years. The mean score for this section
was 4.00 which indicated thammany employees agreed to the statements regarding
performance of parastatals in Kenya.
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Table 49: PerceivedPerformance

Statement SFroneg Disagree Neutral Agree Strongly Mean
Disagree Agree

Compared to the previous year, t

level of employee productivity i 1.1% 6.4% 43% 28.3% 59.9% 4.4

our organization is higher.

Our firm profitability has increase: 4.3% 8.0% 96% 471% 31.0% 3.93

over the last 3 years

Our firm financial leverage ha 4 o0 5305 2149 38.0% 33.7% 3.97

increased over the last 3 years

Our firm has experienced ¢

increase in total revenue collect  3.2% 10.7% 16.6% 40.1% 29.4% 3.82

over the last 3 years

Our firm has experienced &

increase in assets over the las  4.3% 13.9% 17.6% 38.5% 25.7% 3.67

years

Our firm has a higher market val. ~ 4.3% 6.4% 10.7% 36.9% 41.7% 4.05

Our customers have been high 5 7o, 13900 590 28.9% 487% 4.07

satisfied for the lst 3 years

There has been a low level

employee turnover for the last 3.7% 8.0% 48% 23.0% 60.4% 4.28

years

Our firm has experienced &

increase in sales over the last 4.8% 10.7% 10.7% 46.5% 27.3% 3.81

years

Average 3.3% 9.3% 11.3% 36.4% 39.8% 4.00

The respondents were asked to indicate the extent to which they are satisfied with the

services and products offered by the parastatals. Tallantlicates that 45.5% were

satisfied and 29.9% were very satisfieth the services and products offered by the

parastatal, while 37.4% indicated were satisfied while 35.8% were very satisfied with

the services and products offered by the parastata. Finally, 42.2% of the respondents

indicated satisfied and 33.2% were verys$ed with the services and products offered

by the parastatal.
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Table 410; Service Satisfaction

Very g e Very

Statement Dissatisfied Dissatisfied Neutral Satisfied Satisfied
Indicate the extent to whic

you are satisfied with th 5.9% 7 5% 11.2%  45.5% 29.9%
services and productsfefed

by the parastatal

Indicate the extent to whic

you are satisfied with th 3.29% 14.4% 9.1% 37 4% 35 8%
services and products offere

by the parastatal

Indicate the extent to whic

you are satisfied with th o, 11.8%  10.2% 42.2%  33.2%

services and rpducts offerec
by the parastatal

Figure 4.5 shows the trends analysis for total revenue, total assets and profit before tax
from 2010 to 2014 of parastatals in Kenya. Data was collected from the 10 parastatals
and was illustated on the graph below. Results show that total revenue and total assets

have been increasing from year to year which means better performance.
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Figure 4.5: Trend Analysis for Total Revenue, Total assets and Profit Before Tax
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Figure 4.6 below shows theend analysis for ROE and ROA for the years 2010 to
2014. Results show that there has been a declining trend in return on assets and returns

on equity therefore implying poor performance in the parastatals.
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Figure 4.6: Trend Analysis of ROE and ROA
45.4 Normality Test for Performance

Performance measures were subjected to normality tésike the independent
variables of the study, Performance being the dependent variable of the study was
further subjected to a Orfgample Kolmogorossmirnov Test todst its normality. The

following null and alternative hypotheses were as used:
Hi: The data is normally distributed
Ho: The data is not normally distributed

The results obtained in Tableld.indicated that Kolmogore®mirnov Z is2.625 (p-
value=000 the p-value is less than 0.05; we fail to accept the null hypothesis and

accept the alternative hypothesis and conclude that the data was normally distributed.
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Table 4.11: One-Sample Kolmogorov+Smirnov Test

Performance
N 187
Normal Parametersa,b Mean 3.9761
Std. Deviation 0.74565
Most Extreme Differences Absolute 0.192
Positive 0.105
Negative -0.192
KolmogorovSmirnov Z 2.625
Asymp. Sig. (2tailed) 0.000

a Test distribution is Normal.
b Calculated from data.

Figure 4.7 shows the result® the normality test of performance. From the graph it is
evident that performance as the dependent variable of the study was normally
distributed and the outliers were few. These results imply that majority of the responses

were closer to the normalitine as a result of effective data which was suitable for all

type of statistical analysis including parametric and regression analysis.

MNormal Q- Plot of Performance

Expected Normal Value
i
0

Observed Value

Figure 4.7: Normality Plot of Performance
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455 Testing Assumptions of Regression ModelMulti -Collinearity test

Multicollinearity in the study was tested using Variance Inflation Factor (VIF). A VIF

of more than 10 (VIF O 10) Il ndicate a ©pr
Montgomery (2001) the cutoff threshold of 10 and above indicate the existence of
multicollinearity while tolerance statistic values below 0.1 indicate a serious problem
while those below 0.2 indicate a potential problesnshown in Table 421 The results

in table 4.2 indicate that the VIF vak for recruitmenand selectionvas establisheat

be 2.879 while its tolerance statistic was reported to be 0.347, decentralized teams had a
VIF value of 2.65 and tolerance value of 0.377, training (tolerance statistics = 0.263,
VIF value =3.798), employee reward (tolerance statistics = 0.273, VIF »3l6&8)

and corruption (tolerance statistics = 0.826, VIF value =1.211). Based on these the
assumption of multicollinearity between predictor variables was thus not rejected as the

reported VIF and tolerance statistics were within the accepted range

Table 412: Results of Collinearity Diagnostics

Collinearity Statistics

Tolerance VIF
Recruitmentand selection 0.347 2.879
Decentralisedeams 0.377 2.65
Training 0.263 3.798
Reward 0.273 3.658
PerceivedCorruption 0.826 1.211

46 PerceivedRecruitment and Selection
4.6.1 Sampling Adequacy

To examine whether the data collected was adequate and appropriate for inferential
statistical tests such as the factor analysis, regression analysis and other statistical tests,
two main tests were performed mealy; KaiserMeyerOlkin (KMO) Measure of

Sampling Adequacy and Barlettdés Test of S
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adequate and appropriate for statistical analysis, the value of KMO should be greater
than 0.5 (Field, 2000).

Findings in Table4.13 showed that the KMO statistic was 0.847 which was
significantly high; that is greater than the critical level of significance of the test which

was set at 0.5 (Field, 2000) . I'n additio
Sphericity was also highisignificant (Chisquare = 1130.71 with 55 degree of freedom,

at p < 0.05). The results of the KMO and
These results provide an excellent justification for further statistical analysis to be

conducted.

Table 4.13: Recruitment and SelectionKMO Sampling Adequacy and Batrtlett's

Sphericity Tests

KaiserMeyer-Olkin Measure 0.847
Bartlett's Chi Square 1130.71
Bartlett's df 55
Bartlett's Sig. 0.000

4.6.2 Factor Analysis

Factor analysis was conducted aftercassful testing of validity and reliability using
KMO coefficient and cronbach alpha results. Factor analysis was conducted using
Principal Components Method (PCM) approach. The extraction of the factors followed
the Kaiser Criterion where an eigen valdel@r more indicates a unique factor. Total
Variance analysis indicates that the 11 statementeamnitmentand selectiorcan be
factored into 1 factor. The total variance explained by the extracted factor is 49.097% as
shown inTable 4.14
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Table 4.14 Recruitment and SelectionTotal Variance Explained

Component Initial Eigenvalues Extraction Sums of Squared

Loadings
Total % of Cumulative Total % of Cumulative
Variance % Variance %

1 5.401 49.097 49.097 5.401 49.097 49.097
2 1.431 13.01 62.107

3 1.002 9.112 71.22

4 0.71 6.458 77.678

5 0.652 5.926 83.604

6 0.514 4.677 88.281

7 0.326 2.961 91.242

8 0.311 2.826 94.068

9 0.258 2.343 96.411

10 0.226 2.053 98.464

11 0.169 1.536 100

Extraction Method: Principal Compent Analysis.

Table 4.15shows the factor loadings foecruitmentand selectiorstatements. All the
eleven factors attracted coefficients of more than 0.4 hence all the statements were
retained for analysis. According to Rahn (2010) and Zandi (20@&gtor loading equal
to or greater than 0.4 is considered adequate. This is further supported by Black (2002)
who asserts that a factor loading of 0.4 has good factor stability and deemed to lead to

desirable and acceptable solutions.
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Table 415: Recruitment and SelectionFactor Analysis Component Matrix

Statement Component
The selection systems followed in the parastatal are highly scientific 0533

rigorous.
In the parastatal, line managers and HR managers participate in selec 0.518
Valid and standardized tests are used when required in the sel

0.779

process.
Selection systems in the parastatal select those having the ¢

. : 0.797
knowledge, skills and attitudes.
To be selected in this parastatal you must know someone 0.761
The paastatal takes measures to attract good quality employees 0.829
The parastatal always selects only the highest quality employees 0.838
There is relationship between recruitment and selection of employee 0.703

parastatal performance
You must give dribe to be recruited in the parastatal 0.739
You must have to be related to somebody by family or tribe tc

employed in the parastatal 0.461
Nepotism and tribalism plays a major role on recruitment and selecti
employees

Extraction MethodPrincipal Component Analysis.

a 1 components extracted.

0.619

4.6.3 Descriptive Statistics

The first objective of the study was to determine the effect of recruitameigelection

on the performance of parastatals in Kenya. Tabl 4hows that 79.1% of the
respondents agreed thdtet selection systems followed in the parastatal are highly
scientific and rigorous, 80.8% agreed that in the parastatal, line managers and HR
managers participate in selection, and 79.7% agreed that valid and standardized tests ar
used when required in the selection process. In addition 77.1% of the respondents
agreed that selection systems in the parastatal select those having the desired
knowledge, skills and attitudes, 83.5% agreed that to be selected in this parastatal you

must know someone and 77.6% agreed that the parastatal takes measures to attract good
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qguality employees. Furthermore, 78.1% of the respondents agreed that the parastatal
always selects only the highest quality employees, 75.4% agreed that there was
relation$ip between recruitment and selection of employees and parastatal performance
and 72.4% agreed that you must give a bribe to be recruited in the parastatal. Finally
77.5% of the respondents agreed that you must have to be related to somebody by
family or tribe to be employed in the parastatal and 80.7% agreed that nepotism and
tribalism plays a major role on recruitment and selection of employeesnd@ée score

for responses for this section was 4.06 which indicates that majority of the respondents
agreedthat recruitment and selection was a key determinant of performance of
parastatals. However the employees felt that as much as recruitment and selection was
carried out in the parastatals; corruption, nepotism and tribalism played a major role on
the peopt employed in different parastatals and thus have similar tribes in different

organizations.

The findings concur with the assertions of Johnson, Scholes and Whittingtb®) (20
who opined that recruitment is a key method of improving the performance of an
organization. According to Hitt, Ireland and Hoskin, X@Dthe right people should be
placed in positions that fit them best. This is based on the fact that failure to properly
allocate employees would result in low organizational performance. Thesgginadere

in agreement with findings by Stewart (2010) that organizations that fail to link their
recruitment and selection policy with the overall corporate strategy often ends up
recruiting norcompetitive staff which in turn affects realization of thearization

performance goals.
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Table 4.16 Recruitment and SelectionDescriptive Statistics

Strongly Disag Neutr Agree Strhc;ng Mea
Statement Disagree  ree al Agree "

The selection systems followe

in the parastatal are high 3.2%
scientific and rigorous.

In the parastatal, line manage

and HR managers participate  4.3% 7.0% 8.0% 47.1% 33.7% 3.99
selection.

Valid and standardized tests ¢

used when required in tt 1.6% 9.1% 9.6% 36.9% 42.8% 4.1
selection process.

Selection gstems in the
parastatal select those havi
the desired knowledge, skil
and attitudes.

To be selected in this parasta
you must know someone

The parastatal takes measu 10.2

to attract g@od quality 3.7% % 8.6% 34.8% 42.8% 4.03
employees

The parastatal always sele«

only the highest qualitt 1.6% 9.1% 11.2% 31.6% 46.5% 4.12
employees

There is relationship betwee

recruitment and selection ¢

employees and  parastat

10.2
0

e 7.5% 35.8% 43.3% 4.06

2.1% 9.1% 11.8% 31.6% 455% 4.09

1.1% 9.1% 6.4% 36.4% 47.1% 4.19

3.2% 9.6% 11.8% 36.9% 38.5% 3.98

performance
You must give a bribe to by g0 14619 400 33906 33505 3.88
recruited in the parastatal %

You must have to be related

somebody by family or tribe t 2.7% 9.1% 10.7% 38.5% 39.0% 4.02
be employed in the parastatal

Nepotism ad tribalism plays ¢

major role on recruitment an  2.1% 6.4% 10.7% 35.8% 44.9% 4.15
selection of employees

Average 2.5% 94% 9.8% 36.8% 41.6% 4.06
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The respondents were asked to indicate whether their organization had a staff
recruitment and selection ly. Figure 4.8 illustrates that 77% indicated yes while 23%
indicated that their organization did not have a staff and recruitment and selection
policy. In regards to whether the parastatals adhere to the recruitment policy; 78.1%
indicated yes while 292% indicated that the parastatals did not adhere to the recruitment
policy. The respondents were asked to indicate whether the parastatal recruitment
process ensured that the very qualified staffs are attracted to the organization, 79.1% of
the respondentmdicated Yes while 20.9% indicated that the recruitment process did
not attract the qualified staffs. The findings are in line with those of Armstrong (2010)
who asserted that the objective of HRM resourcing strategies is to obtain the right basic
materal in the form of workforce endowed with the appropriate qualities, skills,
knowledge and potential for future training. The selection, recruitment of workers best
suited to meeting the needs of the organization ought to form a core activity upon which
mog other HRM policies geared towards development and motivation should be built

(Armstrong, 2010).

80.0%
70.0%
60.0%
50.0%
40.0%
30.0%
20.0%
10.0%
00% T T 1

Does the parastatal In your opinion, does  Does the parastatal

have a staff recruitmentthe parastatal adhere to recruitment process

and selection policy  the recruitment policy ensure that the very

qualified staffs are

attracted

H No

Yes

Figure 4.8: Recruitment and Selection Policy
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46.4 Relationship between Recruitmen®& Selectionand Performance

Figure 4.9 shows the scattered plot farugment& selectionand performance. Results

show that there is a positive relationship between recruitment and selection and
performance thus an increase in effectiveness in recruitment and selection will
positively increase the performance of paratgataKenya. This findings are consistent

with findings from similar studies by Alalha et. §2012); Chenevert and Trembly
(2009) and Vlachos (2008) which found that recruitment has a positive effect on
performance. According to Taylor, (20)2 the major components of employee
resourcing are staffing (recruitment and selection), performance and administration. The
objective of empl oyee recruitment and s

endowed with the appropriate qualities, skills, knowledge potkntial for future

training.
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Figure 4.9: Scatter Plot on Relationship between Recruitmer& Selectionand

Performance
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Table 417pr esent s Pear sonos andoselaectomna perfammance f r e c
of parastatals. Results show that recruitmemd selectiorwas positively correlated
performance. This is supported by a significant value of 0.000 and a positive correlation

of 0.714. This implies that an increase in recruitment and selection effectiveness in
parastatals will increase the perforrmanof commercial parastatals in Kenya. These
findings are consi st e n2013)wsiudylof the aaglaposship a a n
between recruiting/selection practices and firm performance, where they found a
significant and positive link between extensigss of recruiting, selection and the use

of formal selection procedures and firm performance.

Table 4.17: Relationship between Recruitmentand selectionand Performance

Performanc Recruitment

Variable e &Selection

Pearson 1
Performance Correlation

Sig. (2-tailed)
Recru!tmenand Pearson 0714 1
selection Correlation

Sig. (2tailed) 0.000

Figure 4.10 presents graphical representation of the linear relationship between
recruitment and performance. The results show that there is a positivenstigt
between the two.
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Figure 4.10: Linear Relationship between Recruitmen& Selectionand

Performance

4.6.5 Regression Analysis on Recruitmen& Selectionand Performance

Regression analysis was conducted to empirically determine whettreiitmentand
selectionwas a significant determinant pérformance in purely commercial parastatals

in Kenya Regression results in Table 8 ihdicate the goodness of fit for the regression
between recruitment and performance was satisfactory. An R squarédd oh@icates

that 51% of the variations in performance are explained by the variations in recruitment
effectivenessThis implies that 49% of the unexplained variations in performance is
accounted for by the other variables including training, decentializams and
employee rewardResults are in tandem with Gurbuz and Mert (2011) who found that
selection and development had a positive impact on the perceived financial and market
performance, the organizational performance, and the job satisfactiod. dtfegative

effect on the turnover.
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Table 4.18: Model Summary for Recruitment and Selection

Indicator Coefficient
R 0.714

R Square 0.51
Adjusted R Square 0.508
Std. Error of the Estimate 0.52319

The overall model significance is presented in tahl®. An F statistic of 192.803

indicated that the overall model was significant. The ANOVA test shows that the
significance of the fstatistic 0.000 is less than 0.05 meaning that null hypothesis is
rejected and conclude that there is a significant celakip betweemecruitment and

selection and performance of commercial parastatale findings imply that
recruitment and selection was statistically significant in explaining performance of
parastatals in Kenya. These findings are consistent with Tegpstand XRBr el | 0 s
study of the relationship between recruiting/selection practices and firm performance,
where they found a significant and positive link between extensiveness of recruiting,

selection and the use of formal selection procedures angérformance.

Table 4.19: ANOVA for Recruitment and Selection

Indicator Sum of Squares df Mean Square F Sig.
Regression 52.775 1 52.775 192.803 0.000
Residual 50.639 185 0.274

Total 103.414 186

The recruitment coefficients are presented in tad20. The results show that
recruitment contributes significantly to the model since tvalpe for the constant and
gradient are less than 0.05. The findings imply that one positive unit change in
recruitmentand selectiorled to a change in performaneg¢ the rate of 0.727. This
confirms the positive effect of recruitmeand selectioron performance. The fitted

equation is as shown below
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Y=1.034 +0.727X

Table 4.20 Coefficients of Recruitmentand Selection

Variable Beta Std. Error t Sig.
Constant 1.034 0.215 4.805 0.000
Recruitmentand Selection 0.727 0.052 13.885 0.000

4.7 PerceivedDecentralized Teams
4.71 Sampling Adequacy

To examine whether the data collected was adequate and appropriate for inferential
statistical tests such as the fachmalysis, regression analysis and other statistical tests,

two main tests were performed namely; KaiSkyerOlkin (KMO) Measure of
Sampling Adequacy and Barlettds Test of S
adequate and appropriate for statatianalysis, the value of KMO should be greater

than 0.5 (Field, 2000).

Findings in Table 4.21showed that the KMO statistic was 0.807 which was
significantly high; that is greater than the critical level of significance of the test which

was set at 0.5Hi el d, 2000) . I n addition to the
Sphericity was also highly significant (Céquare = 794.861 with 45 degrees of
freedom, at p < 0.05). T h e estraeessunimarged mf t he
Table 4.21 These resultprovide an excellent justification for further statistical analysis

to be conducted.
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Table 4.21 PerceivedDecentralized Teams KMO Sampling Adequacy and
Bartlett's Sphericity Tests

KaiserMeyer-Olkin Measure 0.807
Bartlett's Chi Square 794.861
Bartlet's df 45
Bartlett's Sig. 0

4.7.2 Factor Analysis

Factor analysis was conducted after successful testing of validity and reliability using
KMO coefficient and cronbach alpha results. Factor analysis was conducted using
Principal Components Method (PCMjpproach. The extraction of the factors followed

the Kaiser Criterion where an eigen value of 1 or more indicates a unique factor. Total
Variance analysis indicates that the 10 statements on decentralized teams can be
factored into 1 factor. The total varice explained by the extracted facto40s46%6 as

shown inTable 4.22

Table 4.22 PerceivedDecentralized Teams Total Variance Explained

Extraction Sums of Squared

Component Initial Eigenvalues Loadi
oadings
Total % of Cumulative Total % of Cumulative
Variance % Variance %
1 4.047 40.465 40.465 4.047 40.465 40.465
2 2.108 21.084 61.549
3 0.827 8.272 69.821
4 0.715 7.146 76.967
5 0.562 5.616 82.583
6 0.485 4.846 87.429
7 0.388 3.884 91.313
8 0.323 3.226 94.539
9 0.306 3.061 97.6
10 0.24 2.4 100

Extraction Method: Principal Component Analysis.
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Table 4.23shows the factor loadings for decentralized teams statements. All the ten
factors attracted coefficients of more than 0.4 hence all the statements were retained for
analysis. According to Rahn (2010) and Zandi (2006) a factor loading equal to or greater
than 0.4 is considered adequate. This is further supported by Black (2002) who asserts
that a factor loading of 0.4 has good factor stability and deemed to leadrébldeand

acceptable solutions.

Table 423: PerceivedDecentralized Teams Factor Analysis Component Matrix

Statement Component
The parastatal encourages decentralized decision making 0.599
The parastatal uses teams to decide about production issues 0.5
Teams are regularly used to perform various tasks 0.511
The parastatal involves the departments in mattewisions thaaffect

employees 0.652
Team formation and maintenance is encouraged 0.662
During problem solving sessions, you always makefort to get all

team members opinions and idéafore makinga decision 0.749
There is relationship between decentralized teams and parastatal

performance 0.736
Corruption plays a role in team formations 0.696
Teams are affected by family and tribdbatens 0.618
Teams are mainly based on family and tribal relationships 0.558

Extraction Method: Principal Component Analysis.
a 1 components extracted.

4.7.3 Descriptive Statistics

The second objective of the study was to determine the effpetr@iveddecentralized

teams on the performance of parastatals in Kenya. Tableshows that 81.9% of the
respondents agreed thhetparastatal encouraged decentralized decision making, 82.9%
agreed that the parastatal used teams to decide about prodssties and 76.4%
agreed that teams are regularly used to perform various tasks. Seventy two point eight

percent of the respondents agreed that the parastatal involved the departments in making
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decisions thaaffected employees, 70.6% agreed that teamdtbam and maintenance

was encouraged and 80.2% agreed that during problem solving sessions, they always
madean effortto get all team members opinions and ideef®re makinga decision. In
addition, 69% of the respondents agreed that there was rel@iohstween
decentralized teams and parastatal performance, 66.3% agreed that corruption plays a
role in team formations and 60.5% agreed that teams were affected by family and tribal
relations. Finally, 60.4% of the respondents agreed that teams were inaseld on

family and tribal relationships. Thmean score for responses for this section was 3.89
which indicates that majority of the respondents agreed that decentralized teams was a
key determinant of performance of parastatals. The findings implyhhatrganizations

had formed teams to enhance performance however they were challenges along the
tribal lines. The study findings agree with thoseTata and Prasad (20) who found

that a company with micro level of centralization is a recepivarorment for sel
managed teams. In a study of differential outcomes of team structures for workers,
supervisors, and middle managers in a large unionized telecommunications company,
Batt (2a4) found that participation in sefhanaged teams is associated with
significantly higher levels oémployment security, and satisfaction for workers and the
opposite for supervisors. Black, Lynemd Krivelyova(2@4)examined the impact of
organizational change on workers and found evidence thamseliged teamare
asseiated with greater employment reductions.
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Table 4.24 PerceivedDecentralised Teams Descriptive Statistics

Strongly . Strongly

Statement Disagree Disagree Neutral Agree Agree Mean
The parastatal encourag o 86%  7.5% 364% 455%  4.14
decentralized decision makir

The parastatal uses teams

decide about productio 1.6% 6.4% 9.1% 46.0% 36.9% 4.1
issues

Teams are regularly used 5, 0.6%  10.7% 34.2% 42.2%  4.03

perform various tasks
The parastatal involves tF

departments  in.makin 500 19500 12306 30.6% 33.2%  3.87
decisions that affect

employees

Team formation anc

. : 2.1% 13.9% 13.4% 32.1% 385% 3.91
maintenance is encouraged

During  problem  solving

sessions, you always make

effort to get all team member  1.1% 8.0% 10.7% 32.1% 48.1% 4.18
opinions and ideasbefore

makinga decison

There is relationship betwee

decentralized teams ar 2.7% 13.9% 14.4% 36.4% 32.6%  3.82
parastatal performance
Corruption plays a role i
team formations

Teams are affected by fami
and tribal relations

fTea.mS are mainly based « g 00 1600, 1500 27.8% 32.6% 3.6
amily and tribal relationships

Average 3.5% 11.9% 12.5% 36.0% 36.2%  3.89

3.2% 13.9% 16.6% 385% 27.8% 3.74

6.4% 17.6% 155% 36.4% 24.1%  3.54

The study sought to find out whether there the decentralizedstare functional in the
organization. Figure 4.11 illustrates that 81% of the respondents indicated that yes while

19% indicated that the decentralized teams were not functional.
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Figure 4.11: Functional Decentralised Teams
4.7.4 Relationship betweenPerceivedDecentralised Teams and Performance

Figure 4.12 shows the scattered plot for decentralized teams and performance. Results
show that there is a positive relationship between decentralized teams and performance
thus an increase in effectivenessdecentralizedeams will positively increase the
performance of parastatals in Kenya. These findings are consistent with Jayaram, Droge
and Vickery, 200) who found thatlecentralizedeams have a positive effect on two

dimensions of theerformance, timand flexibility.
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Figure 4.12: Scatter Plot on Relationship betweeRerceivedDecentralised Teams

and Performance

Table 425pr esent s

parastatals.

Pear sonbds

correlation of de

Results show that decentralized teams pasitively correlated

performance. This is supported by a significant value of 0.000 and a positive correlation

of 0.657. This implies that an increase in decentralized teams effectiveness in parastatals

will increase the performance of commercial paiads in Kenya. Re$is are in line

with those of Collins and Clark (28) who examined the role of human resource

practices in creating organizational competitive advantage and found that top

management team sociaktworks (practices shcas mentoring,nicentivey mediated

the relationship between HR practi@=l firm performance.

Table 425: Relationship betweenPerceivedDecentralised Teams and Performance

. Performance Perc_elved

Variable DecentralisedTeams
Pearson 1

Performance Correlation
Sig. @-tailed)

Perceivedecentralised Pearson_ 0.657 1

Teams Correlation
Sig. (2tailed) 0.000
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Figure 4.13 presents graphical representation of the linear relationship between
perceived decentralizadams and performance. The results show that tharpasitive

relationship between the two.
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Figure 4.13: Linear Relationship betweerPerceivedDecentralised Teams and

Performance
4.7.5 Regression Analysis orPerceivedDecentralised Teams and Performance

Regression analysis was conducted to empiricadlierthine whethedecentralized
teamswere a significant determinant pérformance in purely commercial parastatals in
Kenya Regression results in Table?8.indicate the goodness of fit for the regression
between decentralized teams and performance atesastory. An R squared of 0.431
indicates that 43.1% of the variations in performance are explained by the variations in
decentralized teamThis implies that 56.9% of the unexplained variations in
performance is accounted for by the other variabldsditg recruitment and selection,
training and development and employee rew&esults showed that firms with large
teams performed better and firms with dominant CEOs perfomaeese in a turbulent
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environment than in a stable orleata and Prasad (2@)Lfound that a company with
micro level of centralization is a receptieavironment for selfmanaged teams. In a
study of differential outcomes of team structures for work&upervisors, and middle
managers in a large unionized telecommunications com@aty (2004)found that
participation in sedmanaged teams is associated with significantly higher levels of

employment security, and satisfaction for workers and the opposite for supervisors.

Table 426: Model Summary for PerceivedDecentralised Teams

Indicator Variables
R 0.657
R Square 0.431
Adjusted R Square 0.428
Std. Error of the Estimate 0.5638

The overall model significance is presented in tabR¥.4An F statistic of 140.332
indicated that the overall model was significant. The ANOVA ssiws that the
significance of the fstatistic 0.000 is less than 0.05 meaning that null hypothesis is
rejected and conclude that there is a significant relationship betieeentralized teams
and performance of commercial parastaféle findings implythat decentralized teams
were statistically significant in explaining performance of parastatals in Kenya. The
study findings are in agreement with Black, Lynahd Krivelyova (2014) who
examined the impact of organizational change on workers and foudeheg that self

managed teamare associated with greater employment reductions.

Table 427: ANOVA for PerceivedDecentralised Teams

Indicator Sum of Squares df Mean Square F Sig.
Regression 44.608 1 44.608 140.332 0.000
Residual 58.806 185 0.318

Total 103.414 186
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The decentralized team coefficients are presented in ta2e Phe results show that
decentralized teams contribute significantly to the model since #wup for the

constant and gradient are less than 0.05. The findings implyotietpositive unit
change in decentralized teamsdé effectivene
of 0.703. This confirms the positive effect of decentralized teams on performance. The

fitted equation is as shown below
Y=1.239 + 0.703X

Table 428: Coefficients of PerceivedDecentralized Teams

Variable Beta Std. Error t Sig.
Constant 1.239 0.235 5.28 0.000
DecentralisedTeams 0.703 0.059 11.846 0.000

4.8 PerceivedTraining
4.81 Sampling Adequacy

To examine whether the data collected was aateqand appropriate for inferential

statistical tests such as the factor analysis, regression analysis and other statistical tests,
two main tests were performed namely; KaiSkyerOlkin (KMO) Measure of
Sampling Adequacy and .Boaadamtsdt © e rdgarded asof S
adequate and appropriate for statistical analysis, the value of KMO should be greater
than 0.5 (Field, 2000).

Findings in Table 4.29showed that the KMO statistic was 0.819 which was
significantly high; that is greatehan the critical level of significance of the test which

was set at 0.5 (Field, 2000) . I n additio
Sphericity was also highly significant (Cébjuare = 794.861 with 45 degrees of
freedom, at p < 0.05). The resultstolh e KMO and Bartlettds Tes
Table 4.29 These results provide an excellent justification for further statistical analysis

to be conducted.
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Table 4.29 PerceivedTraining KMO Sampling Adequacy and Bartlett's

Sphericity Tests

KaiserMeyer-Olkin Measure 0.819
Bartlett's Chi Square 742.564
Bartlett's df 45
Bartlett's Sig. 0

4.82 Factor Analysis

Factor analysis was conducted after successful testing of validity and reliability using
KMO coefficient and cronbach alpha results. Factoalysis was conducted using
Principal Components Method (PCM) approach. The extraction of the factors followed
the Kaiser Criterion where an eigen value of 1 or more indicates a unique factor. Total
Variance analysis indicates that the 10 statements mintyaand development can be
factored into 1 factor. The total variance explained by the extracted factor is 43.256% as
shown inTable 4.30

Table 4.30 PerceivedTraining Total Variance Explained

Extraction Sums of Squared

Component Initial Eigenvalues Loadings
% of Cumulative % of Cumulative
Total Variance % Total Variance %
1 4.326 43.256 43.256 4.326 43.256 43.256
2 1.435 14.353 57.609
3 0.975 9.753 67.361
4 0.781 7.806 75.167
5 0.594 5.94 81.108
6 0.567 5.665 86.773
7 0.419 4.194 90.967
8 0.359 3.59 94.557
9 0.333 3.332 97.889
10 0.211 2.111 100

Extraction Method: Principal Component Analysis.
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Table 4.31shows the factor loadings for training statements. All the ten factors attracted
coefficients of more han 0.4 hence all the statements were retained for analysis.
According to Rahn (2010) and Zandi (2006) a factor loading equal to or greater than 0.4
is considered adequate. This is further supported by Black (2002) who asserts that a
factor loading of 0.4has good factor stability and deemed to lead to desirable and

acceptable solutions.

Table 431: PerceivedTraining Factor Analysis Component Matrix

Statement Component
The parastatal conducts extensive training programs femgoyees irall

aspects ofuality. 0.496
Employees in each job will normally go through training programs evel

year. 0.701
Training needs are identified through a formal performance appraisal

mechanism. 0.487
New knowledge and skills are imparted to employees periodically. 0.605
Training needs identified are realistic, useful and based on the busine:

strategy of the organization. 0.648
The parastatal has a training budget every year 0.799
Employees are trained to take up more responsibilities and other jobs

future 0.799
There is relationship between training and development and parastata
performance 0.744
Corruption is involved in accessing training and development opportur 0.622
Training opportunities are shared based on family and tribal relations 0.588

Extraction Method: Principal Component Analysis.
a 1 components extracted.

4.8.3 Descriptive Statistics

The third objective of the study was to assess the effect of training on the performance
of parastatalin Kenya. Table 82 shows that 71.1% of thespondents agreed thhet
parastatal conducted extensive training programs foeniployees inall aspects of
quality, 72.7% agreed that employees in each job normally went through training
programs every year and 68.5% agreed that training needs veetédiéd through a
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formal performance appraisal mechanism. In addition, 71.1% agreed that new
knowledge and skills were imparted to employees periodically, 72.7% agreed that
training needs identified are realistic, useful and based on the business sifategy
organization and 73.2% agreed that the parastatal had a training budget every year.
Seventy eight point six percent of the respondents agreed that employees are trained to
take up more responsibilities and other jobs in the future while 75.4%dattyagethere

was relationship between training and development and parastatal performance and
73.8% agreed that corruption was involved in accessing training and development
opportunities. Finally 66.9% of the respondents agreed that training opportweties
shared based on family and tribal relations. Tinean score for responses for this
section was 3.84 which indicate that majority of the respondents agreed that training and
development was a key determinant of performance of parastatateet curret and

future business demands, training and development process has assumed its strategic
role andin this regard studies by Stavrou, Brewste and Charalambous (2004) and
Apospori et al. (2008), have attained much importance as these highlights thejtrainin
and development practices in crasgional contexts. Apospori et al. (2008) had
deduced that there is a considerable impact of training on organizational performance.
The need for developing the employees is compelling becasseiral training and
devebpment plan has its contributions to increase productivityqaiatity of work. The
development strategy reduces staff turnover and absenteeism andediso in

improving motivation among the employees.
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Table 4.32 PerceivedTraining Descriptive Statistics

Statement S?;(;g?claye Disagree Neutral Agree S'ta\rgrnegely Mean
The parastatal conduc

extensive training programs fc 4 oo, 8.0%  16.6% 44.4% 26.7% 3.81
its employees inall aspects of

quality.

Employees in each job wi

normally go through tiaing 5.9% 11.8% 9.6% 43.3% 29.4% 3.79
programs every yeatr.

Training needs are identifie

through a formal performanc 2.1% 12.3% 17.1% 50.3% 182% 3.7
appraisal mechanism.

New knowledge and skills ar

imparted to employee 2.7% 10.7% 155% 58.8% 12.3% 3.67
periodically.

Training needs identified ar

realistic, useful and based ont 350 gooy 1600 44.9% 27.8% 3.86
business  strategy of tf

organization.

ghe parastatal has a trainit 5.0 45300 11206 37.4% 35.8% 3.9
udget every year

Employees are thaed to take ug

more responsibilities and othi  4.3% 9.1% 8.0% 41.7% 36.9% 3.98
jobs in the future

There is relationship betwee

training and development ar 0.0% 4.8% 19.8% 35.8% 39.6% 4.1
parastatal performance

Corruption is involved in

accessing traing and 3.7% 139% 8.6% 43.3% 30.5% 3.83
development opportunities

Training opportunities are share

based on family and tribe 2.1% 155% 155% 38.0% 28.9% 3.76
relations

Average 3.2% 10.6% 13.8% 43.8% 28.6% 3.84

The study sought to find out whethtetre training programs for new employees are

adequate. Figure 4.14 illustrates that 78.6'% of the respondents indicated Yes while

21.4% indicated that the training programs for new employees were adequate. The
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respondents were also asked to indicate whdtiertraining programs are adequate,
80.2% indicated Yes while 19.8% indicated No. The findings are in suppBerkér

(2010) who argued that training helps employees to maintain standards or improve their
competence hence their performance. A varietyhoman resource management
practices are related to the development of human resource of the organization. For
strategic purposes it is important to target much more specifically on the development of
competences which can provide a competitive advani@doénson, Scholes &
Whittington, 2012

100.0% -

80.0% -

60.0% -
H No

40.0% -
’ Yes

20.0% -

00% T T
In your opinion, are the Do you think the training
training programs for new  programs are adequate
employees adequate

Figure 4.14:PerceivedTraining and Development
4.84 Relationship betweenPerceivedTraining and Performance

Figure 4.15 shows the scattered plot for training and performance. Results show that
there is a positiveelationship between training ameérformance thusn increase in
effectiveness in training will positively increase the performance of parastatals in
Kenya. These findings are consistent with those of BarketOj2@ho argued that
devel opi ng idscenablés@nl grgarsizatisnkto achieve greater productivity,
improved job performance, greater empowerment, more satisfactory recruitment and
selection and reduced labour turnover. Training can help employees develop skills

needed to perform their jobshwh directly affects the business performance. Giving
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employees opportunities to learn and develop creates a positive work environment
which supports the business strategy by attracting talented employees as well as

motivating and retaining current empéss.
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Figure 4.15: Scatter Plot on Relationship betweeRerceivedTraining and

Performance

Table 433 presents Pearsonds correlation of tr
Results show that training was positively correlated with performance.sT$ugpported

by a significant value of 0.000 and a positive correlation of 0.663. This implies that an
increase in training effectiveness in parastatals will increase the performance of
commercial parastatals in Kenya. The study findings are in supporindfaD(2010)

who suggested that there is a significant impact of training and development on
organizational performance anMiazi (2011) who mentioned that training and
devel opment could influence organisationa

knowledge and abilities can be enhanced and up to date.
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Table 433 Relationship betweenPerceivedTraining and Performance

Variable Performance Training
Performance Pearson Correlatiol 1
Sig. (2tailed)
Training Pearson Correlatio 0.663 1
Sig. (2tailed) 0.000

Figure 4.16 presents graphical representation of the linear relationship between training

and performance. The results show that there is a positive relationship between the two.

Performance

O Observed
—— Linear

S.00

4 .00

.00

2.00

T T T
1.00 2.00 3.00 4.00 5.00

TrainingandDewvelopment

Figure 4.16: Linear Relationship betweerPerceivedTrainin g and Performance
48.5 Regression Analysis orPerceivedTraining and Performance

Regression analysis was conducted to empirically determine whed@ing was a

significant determinant operformance in purely commercial parastatals in Kenya

Regressionmesults in Table 84 indicate the goodness of fit for the regression between

training and performance was satisfactory. An R squared of 0.44 indicates that 44% of
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the variations in performance are explained by the variatiotriiming This implies

tha 56% of the unexplained variations in performance is accounted for by the other
variables including recruitment and selection, decentralized teams and employee reward.
These findings are consistent with the findings from a previous study by Rowden (2002)
who suggests that training is an efficient tool for improving ones job satisfaction hence
leading to better employee performance. These results are also consistent with the study
by Keep (1989) who found that strategic training and development activiéiesatral

to the reality of anything that can meaningfully be described as human resource

management.

Table 434: Model Summary for PerceivedTraining

Indicator Coefficient
R 0.663

R Square 0.44
Adjusted R Square 0.437
Std. Error of the Estimate 0.55939

The overall model significance is presented in tab8b.4An F statistic of 145.484
indicated that the overall model was significant. The ANOVA test shows that the
significance of the fstatistic 0.000 is less than 0.05 meaning that null hypothesis
rejected and conclude that there is a significant relationship betwwa@mg and
performance and performance of commercial parastatdis. findings imply that
training and development were statistically significant in explaining performance of
parsst atals in Kenya. Results are in tandem
and Moore (2007) who found out that training and development had a positive effect on
performance. The findings of this study are also consistent with a study by Khan et al
(2011) on the impact of training and development on organizational performance which
found that training and development, on the job training, training design and delivery

style have significant positive effect on organizational performance.
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Table 435. ANOVA for PerceivedTraining

Indicator Sum of Squares df Mean Square F Sig.
Regression 45.524 1 45.524 145.484 0.000
Residual 57.89 185 0.313

Total 103.414 186

The coefficients are presented in tabl64.The results show that training and
developmat contributes significantly to the model since theatue for the constant
and gradient are less than 0.05. The findings imply that one positive unit change in
training effectiveness led to a change in performance at the rate of 0.725. This confirms

thepositive effect of training on performance. The fitted equation is as shown below
Y=1.19 + 0.725X

Table 436: Coefficients of PerceivedTraining

Variable Beta Std. Error t Sig.
Constant 1.19 0.235 5.075 0.000
Training 0.725 0.06 12.062 0.000

49 PerceivedReward
49.1 Sampling Adequacy

To examine whether the data collected was adequate and appropriate for inferential
statistical tests such as the factor analysis, regression analysis and other statistical tests,
two main tests were performed namelyaiserMeyer-Olkin (KMO) Measure of
Sampling Adequacy and Barlettdés Test of S
adequate and appropriate for statistical analysis, the value of KMO should be greater
than 0.5 (Field, 2000).
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Findings in Table 4B showed that the KMO statistic was 0.816 which was
significantly high; that is greater than the critical level of significance of the test which

was set at 0.5 (Field, 2000) . I n additio
Sphericity was also highly sigieant (Chisquare = 797.214 with 55 degrees of
freedom, at p < 0.05). The results of the
Table 4.3. These results provide an excellent justification for further statistical analysis

to be conducted.

Table 4.37 PerceivedReward KMO Sampling Adequacy and Bartlett's Sphericity

Tests

KaiserMeyer-Olkin Measure 0.816
Bartlett's Chi Square 797.214
Bartlett's df 55
Bartlett's Sig. 0

4.92 Factor Analysis

Factor analysis was conducted after successful testingliofity and reliability using

KMO coefficient and cronbach alpha results. Factor analysis was conducted using
Principal Components Method (PCM) approach. The extraction of the factors followed
the Kaiser Criterion where an eigen value of 1 or more inecatunique factor. Total
Variance analysis indicates that the 11 statements on reward can be factored into 1
factor. The total variance explained by the extracted factor is 41.312% as shown in
Table 4.38
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Table 4.38 PerceivedReward Total Variance Explained

Extraction Sums of Squared

Component Initial Eigenvalues Loadings
% of Cumulative % of Cumulative
Total Variance % Total Variance %
1 4.544 41.312 41.312 4.544 41.312 41.312
2 1577 14.333 55.645
3 0.898 8.163 63.807
4 0.781 7.104 70.911
5 0.754 6.857 77.768
6 0.63 5.723 83.491
7 0.531 4.832 88.322
8 0.419 3.805 92.127
9 0.33 3.002 95.13
10 0.303 2.75 97.88
11 0.233 2.12 100

Extraction Method: Principal Component Analysis.

Table 4.39shows the factotoadings for reward statements. All the eleven factors
attracted coefficients of more than 0.4 hence all the statements were retained for
analysis. According to Rahn (2010) and Zandi (2006) a factor loading equal to or greater
than 0.4 is considered adetgiaThis is further supported by Black (2002) who asserts
that a factor loading of 0.4 has good factor stability and deemed to lead to desirable and

acceptable solutions.
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Table 4.3: PerceivedReward Factor Analysis Component Matrix

Statement Component
In the parastatal, salary and other benefits are comparable to the marke 0.522
In the parastatal, rewards are decided on the basis of competence orab

the employee. 0.7
The rewards for all employees is directly linked to his/her performance. 0.474
In the parastatal, profit sharing is used as a mechanism to reward highe
performance. 0.575
The rewards offered by the parastatal have an effect on employee

performance 0.692
The rewards offered attract and retain high quality employees 0.743
Rewads affect the market share of the parastatals by attracting custome 0.786
Employee rewards affects the rate of growth of a parastatal 0.712
There is relationship between reward of employees and parastatal

performance 0.686
Corruption plays a significd role in employee rewarding 0.597
Rewards are based on family, tribal relations and bribery rather than me 0.492

Extraction Method: Principal Component Analysis.
a 1 components extracted.

4.93 Descriptive Statistics

The fourth objective of thetwdy was to examine the effect oéward on the
performance of parastatals Kenya. Table 410 shows that 74.4% of the respondents
agreed thatn the parastatal, salary and other benefits are comparable to the market,
79.2% agreed that in the parastatelwards are decided on the basis of competence
orability of the employee and 67.4% agreed that the rewards for all employees were
directly linked to his/her performance. Sixty nine percent of the respondents agreed that
in the parastatal, profit sharing svased as a mechanism to reward higher performance,
while 71.7% agreed that the rewards offered by the parastatal had an effect on employee
performance and 77.6% agreed that the rewards offered attracted and retained high

quality employees. Furthermore,.I% of the respondents agreed that rewards affected
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the market share of the parastatals by attracting customers, 69% agreed that employee
rewards affected the rate of growth of a parastatal and 79.1% agreed that there was
relationship between reward of elmypees and parastatal performance. Finally 70.6% of

the respondents agreed that corruption plays a significant role in employee rewarding
and 74.4% agreed that rewards were based on family, tribal relations and bribery rather
than merit. Thanean score foresponses for this section was 3.87 which indicates that
majority of the respondents agreed that employee reward was a key determinant of
performance of parastataRerformancéased reward is the dominant HR practice that
firms use to evaluate amdwad e mp | oy e e s 6 €lark, a0BY) Bvidgnty,o | | i n's
performancebased rewarchas apositive effect upon employee and organizational
performance (Brown & Ostro#p14; Cardon & Stevens, 204). However, there is
scarce evidence on the effects of rewaoticy of firm growth. Empirical studies on the
relationship between performanagated pay and compamgrformance have generally

found a positive relationship, but a growing body of empirical evidenggests that it

is not just pay level that mattetsyt also pay structure as well (Wimbush, 2005; Singh
2005).
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Table 4.40:PerceivedReward Descriptive Statistics

Statement

Strongly

Disagree

Disagree Neutral

Agree

Strongly Mean

Agree

In the parastatal, salary and otf
benefits are comparable to tl
market.

In the parastatal, rewards &
decided on the basis «
competence orability of th
employee.

The rewards for all employees
directly linked to his/hel
performance.

In the parastatal, profit sharing
used as a mechanism to rew:
higher performance.

The rewards offered by th
parastatal have an effect «
employee performance

The rewards offered attract ar
retain high quality employees
Rewards affect the market she
of the parastatals by attractir
customers

Employee rewards affects the r¢
of growth of a parastal

There is relationship betwee
reward of employees ar
parastatal performance
Corruption plays a significar
role in employee rewarding
Rewards are ls®d on family,
tribal relations and bribery rathe
than merit

Average

3.7%

2.7%

3.7%

3.7%

3.2%

1.6%

2.7%

0.5%

1.6%

1.6%

5.3%

2.8%

8.0%

9.6%

15.0%

10.7%

9.1%

13.4%

11.2%

12.3%

10.7%

14.4%

11.8%

11.5%

13.9%

8.6%

13.9%

16.6%

16.0%

7.5%

7.0%

18.2%

8.6%

13.4%

8.6%

12.0%

41.2%

47.6%

48.7%

43.9%

45.5%

44.4%

48.1%

34.8%

43.3%

43.3%

42.8%

44.0%

33.2%

31.6%

18.7%

25.1%

26.2%

33.2%

31.0%

34.2%

35.8%

27.3%

31.6%

29.8%

3.92

3.96

3.64

3.76

3.82

3.94

3.94

3.9

4.01

3.8

3.83

3.87

4.94 Relationship betweenPerceivedReward and Performance

Figure 4.17 shows the scattered plot for employee rewadd performance. Results

show that there is a positive relationship between employee reward and performance
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thus an increase in employee reward effectiveness will positively increase the
performance of parastatals in Kenyacording to Perce and Robins¢2012 reward

power is available when the manager confers rewards in return for deasiienls and

outcomes. Rewards systems are often implemented within organizations as a key
management tool thatn contributda o a f i r més ef f ecntividuabness |
behavior and motivating employees at work (Fareed et al.)®d3p| oyeesd |
satisfaction is affected by both financial and nonfinancial rewards (Armstrong, Reilly &
Brown, 2011; Ali & Ahmad, 2009).
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Figure 4.17: Scatter Plot on Relationship bsveenPerceivedReward and

Performance

Table 441 pr esent s Pear s parcéigedrewvarad and peaférmaoce ofo f
parastatals. Results show that employee reward was positively correlated with
performance. This is supported by a significant valug.@d0 and a positive correlation
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of 0.643. This implies that an increase in employee reward effectiveness in parastatals
will increase the performance of commercial parastatals in Kenya. The study findings
are in agreement witAli and Ahmad, (2009) who asrted that rewards can be extrinsic

or intrinsic, extrinsic rewards are tangible rewards and these reat@@sternato the

job or task performed by the employee. External rewards can be in terms of salary/pay,
incentives, bonuses, promotions, job s#gu among others. Intrinsic rewards are
intangible rewardsor psychologicalrewards like appreciation, meeting the new
challenges, positive and cariagfitude fromemployer, and job rotation after attaining

the goal. He further asserted that all thjzety of rewards had a positive and direct effect

on performance.

Table 441: Relationship betweenPerceivedReward and Performance

Variable Performance PerceivedReward
Performance Pearson Correlation 1

Sig. (2tailed)
PerceivedReward Pearson Coelation 0.643 1

Sig. (2tailed) 0.000

Figure 4.18 presents graphical representation of the linear relationship between
employee reward and performance. The results show that there is a positive relationship
between the two.
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Figure 4.18: Linear Rehtionship between PerceivedReward and Performance
49.5 Regression Analysis onPerceivedReward and Performance

Regression analysis was conductedetopirically determine whethereward was a
significant determinant operformance in purely commerciabfastatals in Kenya
Regression results in Tabled2.indicate the goodness bf for the regression between
reward and performance was satisfactory. An R squared of 0.414 indicates that 41.4% of
the variations in performance are explained by the vanstio employee reward.his
implies that 58.6% of the unexplained variations in performance is accounted for by the
other variables including recruitment and selection, decentralized teams and training
development. The study findings are in support treatormancebased reward has
positive effect upon employee and organizational performance (Brown &
Ostroff2014;Cardon & Stevens, 204). In addition other empirical studies on the
relationship between performancdated pay andompany performandeave geerally

found a positive relationship, but a growing body of empirsadience suggesthat it
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is not just pay level that matters, but also pay structure as well (Wimbush, 2005;
Singh2005).

Table 442: Model Summary for PerceivedReward

Indicator Coefficient
R 0.643
R Square 0.414
Adjusted R Square 0.41
Std. Error of the Estimate 0.57255

The overall model significance is presented in tab#8.4An F statistic of 130.466
indicated that the overall model was significant. The ANOVA test shows that the
significance of the fstatistic 0.000 is less than 0.05 meaning that null hypothesis is
rejected and conclude that there is a significant relationship betvexesrd and
performance of commercial parastatdlee findings imply thateward was statisticigl
significant in explaining performance of parastatals in Kenya.

Table 443: ANOVA for PerceivedReward

Indicator Sum of Squares df Mean Square F Sig.
Regression 42.769 1 42.769 130.466 0.000
Residual 60.646 185 0.328

Total 103.414 186

The coéficients are presented in table44. The results show tha¢ward contributes
significantly to the model since thevalue for the constant and gradient are less than
0.05. The findings implyhat one positive unit change reward led to a change in
pefformance at the rate of 0.725. Thienfirms the positive effect ofeward on

performance. The fitted equation is as shown below

Y=1.222 + 0.715X
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Table 444:; Coefficients of PerceivedReward

Variable Beta Std. Error t Sig.
Constant 1.222 0.245 4.996 0.000
Reward 0.715 0.063 11.422 0.000

4.10 PerceivedCorruption
4.101 Sampling Adequacy

To examine whether the data collected was adequate and appropriate for inferential
statistical tests such as the factor analysis, regression analysis and otheaktass,

two main tests were performed namely; KaiSkyerOlkin (KMO) Measure of
Sampling Adequacy and Barlettds Test of S
adequate and appropriate for statistical analysis, the value of KMO should be greater
than 0.5 (Field, 2000).

Findings in Table 4.45showed that the KMO statistic was 0.864 which was
significantly high; that is greater than the critical level of significance of the test which

was set at 0.5 (Field, 2000). In addition to the KMO test,Bh@r t | et t 6 s Te
Sphericity was also highly significant (Ckjuare = 625.227 with 21 degrees of
freedom, at p < 0.05). T h e estraeessunimarged mf t he
Table 4.45These results provide an excellent justification for furtitatistical analysis

to be conducted.
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Table 4.4: PerceivedCorruption KMO Sampling Adequacy and Batrtlett's

Sphericity Tests

KaiserMeyer-Olkin Measure 0.864
Bartlett's Chi Square 625.227
Bartlett's df 21
Bartlett's Sig. 0

4.102 Factor Analysis

Factor analysis was conducted after successful testing of validity and reliability using
KMO coefficient and cronbach alpha results. Factor analysis was conducted using
Principal Components Method (PCM) approach. The extraction of the factors followed
the Kaser Criterion where an eigen value of 1 or more indicates a unique factor. Total
Variance analysis indicates that the 7 statemenfgeoreivedcorruptioncan be factored

into 1 factor. The total variance explained by the extracted factt.@8146 as sbwn

in Table 4.4.

Table 4.46 PerceivedCorruption Total Variance Explained

Extraction Sums of Squared

Component Initial Eigenvalues Loadings
% of Cumulative % of Cumulative
Total Variance % Total Variance %
1 3.993 57.044 57.044 3.993 57.044 57.044
2 0.829 11.846 68.89
3 0.761 10.872 79.762
4 0.548 7.833 87.595
5 0.337 4.81 92.405
6 0.284 4.055 96.459
7 0.248 3.541 100

Extraction Method: Principal Component Analysis.

Table 4.47shows the factor loadings fperceivedcorruption statements. All the seven

factors attracted coefficients of more than 0.4 hence all the statements were retained for
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analysis. According to Rahn (2010) and Zandi (2006) a factor loading equal to or greater
than 0.4 is considered adequate. Thiurther supported by Black (2002) who asserts
that a factor loading of 0.4 has good factor stability and deemed to lead to desirable and
acceptable solutions.

Table 447 PerceivedCorruption Factor Analysis Component Matrix

Statement Component
Corruptionis rampant in the parastatal 0.554
The practiceof nepotismtribalism andbribery is rampant in the parastatal. 0.783
Nepotism, tribalism anbribery playa role in employee recruitment and

selection. 0.846
Nepotism, tribalism antribery playa rolein operations of decentralized team: 0.66
Nepotism, tribalism anbribery playa role in training and development. 0.823
Nepotism, tribalism antribery playa role in employee reward. 0.833
There is relationship between Nepotism, tribalism and bribenyarastatal

performance 0.741

Extraction Method: Principal Component Analysis.
a 1 components extracted.

4.103 Descriptive Statistics

The fourth objective of the study was to determinentoelerating effect operceived
corruption on the relationslp betweenhuman resource management practices and
performance of parastatals in Kenya. Tab#84hows that 71.6% of the respondents
agreed thatarruption was rampant in the parastatal, 66.9% agreed thatahtce of
nepotism, tribalismand bribery vas rampant in the parastatal and 62.1% agreed that
nepotism, tribalism and bribemlayed a role in employee recruitment and selection.
Furthermore, 65.2% of the respondents agreed that nepotism, tribalism and bribery
played a role in operations of decatized teams, while 56.7% agreed that nepotism,
tribalism and briberyplayed a role in training and development and 57.2% agreed that
nepotism, tribalism and bribeptayed a role in employee reward. Finally, 62.6% of the

respondent agreed that there walationship between Nepotism, tribalism and bribery
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on parastatal performance. Timean score for responses for this section was 3.63 which
indicates that majority of the respondents agreeddbratiptionwas a key determinant

of performance of parastasalCorruption has permeated many sectors of the Kenyan
economy including parastatals. The study findings are in agreementOkitare
Kwakye, Norand Nor, (2010), who argued thaepatism and tribalism affects the
guality of human resource in an organiaatas candidates are hired due to their family
or tribal affiliations rather than their requisite skill. They place a negative and
unproductive cost on the existing employees in the organization and impede
organizational justice, motivation and harmonyutesg in a higher rate of turnover on

the part of productive employees. Nepotism and tribalism leads to discriminatory
practices in an organization which negatively impact omgiunal efficiency (Bellow,
2013).

Table 4.48 PerceivedCorruption Descriptive Statistics

Strongly Strongly

Statement Disagree Disagree Neutral Agree Agree Mean
Corruption is  rampant in - th 5 5, 11.8%  13.4% 46.5%  25.1%  3.79
parastatal

The practiceof nepotism,tribalism

and bribery is rampant in the 9.6% 9.6% 13.9%  45.5% 21.4% 3.59
parastatal.

Nepotism, tribalism andbribery

play a role in employee recruitmer  8.0% 13.9% 16.0% 36.4% 25.7% 3.58

and selection.

Nepotism, tribalism andbribery

play a role in operations o 6.4% 11.8% 16.6%  40.1% 25.1% 3.66
decentralized teams.

Nepotism, tribalism and bribery
play a role in training anc 11.2% 13.4% 18.7%  25.7% 31.0% 3.52

development.

Nepotism, tribalism andbribery 10.7% 18.7% 13.4% 24.6% 32.6% 3.5

playa role in employee reward.
There is relationship betwee

Nepotism, tribalismand bribery on  4.8% 15.5% 17.1% 24.1% 38.5% 3.76
parastatal performance
Average 7.7% 13.5% 15.6% 34.7%  28.5% 3.63

The respondents were asked to rank the corrupt practices listed below in order of
prevalence in the parastatal from 3 (most prevaleni) {least prevalent). Table 4.49
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showed that bribery came first as most prevalent, while nepotism came second and
tribalism came third. These findings are in support of many researchers who have found
that corruption, nepotism and tribalism are a common phenon that occurs in many
organizations (Arasli & Tumer, 2008). Accondi to Hanekom and Thornhill (28},
nepotism and tribalism is the act of awarding a gratuitous offer or positisomeone

in close family or tribal relation. When employees have tmekdionships, they may
make a conscious effort gpve favours to their relatives even when it is not due to them
(OkyereKwakye, Nor& Nor, 2010) Price andCybulski (2005) argue that due to the
sharing of tribes, employees may exhibit certain commaa\bers. Issues of nepotism

, tribalism and bribery may n e gOkyeliev e | vy
Kwakye, Nor& Nor, 2010).

Table 4.49 Perceived Corruption Practices

Least Moderate Most

Statement Prevalent prevalent Prevalent
Nepotism 33.2% 283% 38.5%
Tribalism 25.7% 38.5% 35.8%
Bribery 28.3% 25.7% 46.0%

4.11 The Moderating effect ofPerceivedCorruption on the relationship between

HRM Practices and Performance

This section provides results of analysis on the effect of the independebliesanahe
dependent variable before and after introducing a moderating variable. The independent
variable herein is; human resource practices pattteived corruptioas the moderating
variable. R square also referred to as coefficient of determinatobisignificance tests

were done to determine the effects of the predictor variables on the dependent variable.
The R square and the overall significance of the model were analyzed before and after
introducing the moderating variable to independent vagiabhe introduction of the

moderating variable introduces an interaction effect on the prediction strength of the
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independent variable on the dependent variable. The interaction effect leads to either a
stronger or weaker prediction power of the indepehdamiable on the dependent
variable. In this study, interaction effect was created by use of the product between
predictor variable and the moderating variable.

Table 450 shows the results of the-&juare before involving the moderating variable
(perceived corruptior) and after incorporating the moderating variable to the
independent variable (HRM practices). The results indicatepisateivedcorruption

had a positive moderating effect on HRM practices (Rsquared change of 0.009) which
translates to 1.%9 change in the Rquare. Results show that after introducing the
moderating variablepgerceivedcorruption) the Rsquare improved from 0.558 to 0.567
and was significant (0.048ince the Rsquare became weakérhis meangerceived
corruption moderate HRM practicesnegatvely and statistically significant. These
findings are in line with Kllman, Jones and Kaufmann (2010) and Kaufmann and
Kraay (2008 have provided rich data on how nepotism and tribalism produces poorer
economies. They reported that putal employees without connections are shut out and
the inefficient in the organizations are protected. Mulder (2008) argues that previous
work experience and education are two important factors in today's modern nepotism
and tribalism. He explains thaegple who enter into the organization based on the
relationship and bribery lack the necessary competencies and qualifications (Khatri &
Tsang, 2003).
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Table 4.50 Moderation Tests Using R Square and Significance Change

Adjuste
Mo R R dR Std. Errpr of Change Statistics
del Square the Estimate
Square
R = d Sig. F
Square Chande f df2 Chang
Change 9 e

1 .f47a 0558 0.555 0.49722 0.558 233.303 1 185 0.000
2 .753b 0.567 0.562 0.49325 0.009 3.985 1184 0.047

a Predictors: (Constant),
HRMPractices
b Predictors: (ConstanfiRM PracticesHRM Practices*Corruption

The ANOVA results for HRM practices with moderating variable in T&ble also
indicates that the model was significant with F=120.526 and p=0.000<0.05 meaning that
human resurce pradgtes and perceived corruption had significant effect on
performance of parastatals. A further test on the beta coefficient of the resulting model
in Table4.51 shows a significant change in the beta coefficients before and after the
introduction of the moerating variable. The model remained statistically significant
with p value= 0.000 < 0.05.Thesefindings are in agreement with those of Hilder
(2004) who opined that tribalism may affect the effectiveness of teams in that, in a team
whentwo or more memérs share a common tribe they wotddm a cleavage within

the team which would lead &ihnocentrism where other members of the group will feel
isolated. Hilder (2004) also denotes that tribalism controldémavior and attitude of
people within the orgnization.Thus, employees who possess the staihal behavior

may attract each other and as suchdbkesion in the team will weaken since there
would beit eams within teamo. They may <cause

would disrupt the activiéis and eventual productivity tife organizations.
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Table 4.51 ANOVA Test for HRM Practices with Moderating Variable

Model Sum of Squares  df Mean Square F Sig.
1 Regression 57.678 1 57.678 233.303 .000b
Residual 45.736 185 0.247
Total 103.414 186
2 Regression 58.647 2 29.324 120.526 .000c
Residual 44.767 184 0.243
Total 103.414 186

a Dependent Variable: Performance
b Predictors: (ConstanfiRM Practices
c Predictors: (Constant), HRRFracticesHRM Practices*Corruption

In order to determine the significance of coefficients Tal dhows the coefficients

of the regression equations for both models. Model 1 indicates that the coefficient of
HRM practiceswas postive and significant. In model 2 the coefficient BiRM
pracices becme negativeand significant after moderation at 95% level of confidence.
The Beta values for variables aHRM practiceswas 0.965 and -0.019 for HRM
practicescorruption This is indicative thatperceived corruption moderated the

relationship beteenHRM practicesandperformance of parastataisKenya.

Corruptionplace a negative and unproductive cost on the existing employees in the
organization and impede organizational justice, motivation and harmony resulting in a
higher rate of turnover othe part of productive employees. Nepotism and tribalism
leads to discriminatory practices in an organization which negatively impact
organkational efficiency (Bellow, 2). Similarly, according to Arasli and Tumer
(2008), nepotism, tribalism and briberggatively affects work environment. Teams are
unable to function optimally. It is likely to affect access to training and development
opportunities amongst the employees within the organization. It is likely to compromise
on reward system. All these mdgmoralize the employees and consequently lowering

parastatal performance.
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Table 4.52 Overall Regression Coefficients

Mod Unstandardized Standardized
el Coefficients Coefficients
B Std. Error Beta t Sig.
1 (Constant) 0.49 0.231 2.12 0.035
HRM Practices 0.892 0.058 0.747 15.274 0.000
2 (Constant) 0.426 0.232 1.838 0.068
HRM Practices 0.965 0.069 0.808 14.075 0.000
HRM 0019  0.009 0115  -1.996 0.047
Practices*Corruption

a Dependent Variable: Performance

The equations for moderatis were captured in the following equations;

(e}

Performance =0.49+ @92HRM Pr acti ces + U
Performance= 0.426 + @65HRM Practices 0.019HRM Pr acti ces* Corrupt

The Beta values for variables aHRM practiceswas 0.965 and -0.019 for HRM
practice$corrupton. This is indicative thatperceived corruption moderated the
relationship betweenHRM practices and performance of parastatalsm Kenya
negatively This implies that after introducing the moderating variable (corruption) the
beta coefficients for HRM pictices reduced from 0.965 t®.019, thus a clear
indication thatperceivedcorruption had a negative and significant moderating effect on
the relationship between HRM and performance of parastatals in Kenya.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMM ENDATIONS

51 Introduction

This chapter presents the summary of major findings of the study, relevant discussions,
conclusions and the necessary recommendations. The study souglestigates the
effect of Human Resource Management (HRM) practices en pgerformance of
parastatals in Kenydhe summary is done in line with the objectives of the study based
on the output of the descriptive and inferential statistical analyses guided to test the
research hypothesis of the study. Each recommendation tdicadly to each

conclusion in line with practice and policy.

5.2  Summary of the Findings

The summary of the study findings was presented based on specific objectives as
provided in the sections that follow.

5.2.1 PerceivedRecruitment and Selectionand Performance of Parastatals

The first objective of the study was to determine theafbf recruitmenand selection

on the performance ofommercial parastatals in Kenya. The study indicatedt th
employee recruitmerttad a positive influence on performanaf parastatals. This was
attributed by the fact thahe parastatals hagklection systemm placeand valid and
standardized testwere used when gpiired in the selection process and fetection
systems in the parastatal seéecthose having thealesired knowledge skills and
attitudes However the employees felt that as much as recruitment and selection was
carried out in the parastatals; corruption, nepotism and tribalism played a major role on
the people employed in different parastatals and Haye similar tribes in different
organizationsT he KMO statistic was 0.847 and Bart
highly significant (Chisquare = 1130.71 at p < 0.05Jorrelation and regression

analysis results indicated that there was a positieesignificant relationship between

130



employee recruitment & selectiaand performanceb(= @7, p=0.000).The findings

imply that one positive unit change in recruitment and selection effectiveness led to a
change in performance at the rate of 72.1¥e null hypothesis was rejected and the
study concluded that there was a significant retestinip between perceivedcruitment

and selection and performance of commercial parastatals

5.2.2 PerceivedDecentralized Teams and Performance of Parastatals

The second objective of the study wasinvestigate the effect afecentralized teams

on the prformance of parastatals in Kenya. Results indicated that decentralised teams
were a key determinant of performance in the parastatals. The study findings indicated

that the organizations had formed teams to enhance performance however they were
challengs along the tribal linesThe KMO statistic was 0.807 which was significantly

high and the Bartlettods Test of-sqBehrer i ci t
794.861 with 45 degrees of freedom, at p < 0.@®yrelation and regression analysis

results indicated that there was a positive and significant relationship between
decentralised teamesnd performanceb(= @3, p=0.000)The findings imply that one
positive uni t change i n decentralized t
performance at the rate of 0.70Bhe null hypothesis was rejected and the study
concluded that there was a significant relationdgween perceivedecentralized

teams and performance of commercial parastatals.

5.2.3 PerceivedTraining and Performance of Parastatals

The third objective of the study was to assess the effect of training and development on
the performance of parastatal Kenya. Results indicated théiet parastatalconducted
extensive training programs for its employ&esll aspects of qualitpndthe training

needs were identified through a formal performance appraisal mechanism. In addition,
the study findings stwedthat new knowledge and skills were imparted to employees
periodically and employeesere trained to take up more responsibilities and other jobs

in the futurethis therefore means the parastatals vileirgking of succession planning
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The KMO statistcwas 0. 819 which was significantly
Sphericity was also highly significant (Céquare = 794.861 with 45 degrees of
freedom, at p < 0.05). The findings indicated that the relationship between training and
performance of partatals was positive and statistically significant. The null hypothesis

was rejected and the study concluded that there was a significant relationship between

perceivedraining and performance of commercial parastatals.

5.2.4 PerceivedReward and Performance of Parastatals

The fourth objective of the study was to examine the effeetrgdloyee rewaron the
performance of parastatals in Kenya. The study findings indicated that employee reward
was a key determinant of performance in Kenyan parastatalswahisvidenced by the
overwhelming responses from the respondents who agreed that parastats| salary
andother benefitsvere comparable to the market, rewavese decided on the basis of
competence orability of the employee and the rewards fangtloyees were directly

linked totheir performance Furthermorethe study findings indicatethat the rewards
offered by the parastasghad an effect othee mp | o pe€aniasce and attracted

and retained high quality employeeshe KMO statistic s 0.816 which was
significantly high and the Bartlettés Test
square = 797.214 with 55 degrees of freedom, at p < Q@Bjelation and regression
results indicated that there was a positive and signifiedationship between employee
reward and performanc® (= @5, =0.000)The findings imply that one positive unit
change in employee reward effectiveness led to a change in performance at the rate of
0.725. The null hypothesis was rejected and the study concluded that there was a
significant relationship betgen perceived reward and performance of commercial

parastatals.

5.2.5 Moderating Effect of PerceivedCorruption

The fifth and last objective of the study was to determinentloeerating effect of

corruptionon the relationship between strategic human mesomanagement practices
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and performance of parastatals in Kenya. The study findings indicatedbthatmon

thevice practices of nepotism, tribalisrand bribery vererampant in the parastasand

the employees indicated thaepotism, tribalism andribery played amajor role in
employee recruitment and selectiprocess.The KMO statistic was 0.864 which was
significantly high and the Bartlettés Test
square = 625.227 with 21 degrees of freedom, at 905 OChe study fineghgs indicated

that corruptionhad a negative and statistically significant effect on the relationship
between human resource management practices and performance. The findings imply
that the vices affect the performance of the orgaiozat downward since the
employees recruited through corruption, bribery and on tribal lines are not selected due
to their qualifications rather due to the influence of their relatives thus not on Tinerit.

null hypothesis was rejected and concluded thatruption had a negative and
statistically significant effect on the relationship between strategic management

practices and performance of commercial parastatals.

53 Conclusions
5.3.1 PerceivedRecruitment and Selectionand Performance of Parastatals

The focus of recruitment and selection is to match the capabilities of prospective
candidates against the demands and rewards inherent in a given job. For this reason, top
performing companies devote considerable resources and energy to creating high quality
selection systems. Recruitment and selection process are important practices for human
resource management, and are crucial in affecting organizational success. The study
concludes that there were recruitment and selection policies in the parastatalerhowev
they were faced by a lot of challenges due to corruption, nepotism and tribalism. The
respondents felt that the procedures and policies were for records purposes and this
could have led todeterioratingperformance due to incompetent employees being
aborbed in the parastatals. The quality of
recruitment practices, and that the relative effectiveness of the selection phase is
inherently dependent upon the calibre of candidates attracted. From the analysis,
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recrutment and selection is of prime importance to organizations in order to get the best

of employees.

5.3.2 PerceivedDecentralized Teams and Performance of Parastatals

The study findings indicated that the ultimate performance of the firms increases with
the decentralization. As the communication and cooperation of ttipe level
management with middle and lower level managenieateases, the organization
performance increase. The study concludes that dbeperation of top level
management with lower levehanagement isnuch more important. Majority of the
organization have experiencaad well educated Top level management that consider
the importancef decentralized decision making and they consider their employae as
asset and they take the opinion tfeir employees while makinglecision, the
management is called cooperative management, howaveome organization the
management consider the staff as illiteratep e x peri ence so t hey
involve their staff for decisiormaking, if the &ment of cooperation exist in the
management then they will consider they employee opinion and they will give respect to
the opinion of their employees and vice versa. If the Management is cooperative,
employee will feel respect for themselves and theykwaard for the betterment and
prosperity of the organization and if the management is not cooperative and they did not
give authority to make decision by employees or not consider the opinion of their
employee then definitely the organization performamitemove downward.

5.3.3 PerceivedTraining and Performance of Parastatals

The study established that the organizations employed strategic training through
developed skills of staff in accordance with job requirements, trainings to enhance
quality and stadards of product and services, the organizations offered training to
enhance employee participation to higher grade. The organizations offered induction
training, on job training, mentorship training and career development which has

influenced the employe performance in the organization. The study concludes that
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training and development strategies have a very significant contribution to make to
organization success. Strategic human resource training and development plan plays a
very big role in the achi@ment of the firm's strategic plan by providing employees
with up to date expertise to meet present and future performance demands. Training and
development also assumes a vital role in shaping strategy and enabling the organization
to take full advantagef emergent business strategies. Parastatals in Kenya use training
and education programmes in order to create knowledge and understanding among staff
of how their attitudes and behaviour towards customers form an integral part of the
overall service offéng. The development of specific skills and core competencies is

therefore the key to keep the parastatals viable.

5.3.4 PerceivedReward and Performance of Parastatals

From this study it is concluded that reward affects the performance of parastatals to a
moderate extenRewardexplains a 41.4% variance in performance. From this study, it

is concluded that there is a general direct/positive relationship between employee
rewards and performance. The results of correlation matrix have supported the
hypothegs that there exists a positive relationship between employee rewards and
performance. Based on the findings of this study, it was revealed that employee rewards
affects the motivation of employees which
is al®o possible to conclude that reward is a very critical and central activity in the
human resource management function in any organization. Human resource is the most

vital tool for organizational development.

5.3.5 Moderating Effect of PerceivedCorruption

Overall the study concludes that strategic human resources management practices have a
significant positive effect on the performance of parastatals. When all this practices
(recruitmentand selectiontraining, decentralized teams and employee rewardg¢ we
used, it was found that there was improved performance in the parastatals. Therefore,

human resource managers in organizations that want to boast theimaeréershould
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endeavor to adoptiRM practices that enhance the abilities of their workforce, and
create for them opportunities to use their skills within the workplace. However when the
moderating variable was added into the model, the study found a negative and
significant effect on performance. The study therefore concludesdhaiptionhad a
negative and statistically effect on the relationship between strategic management

practices and performance of parastatals.

54 Recommendations

From the findings of this study, several policy implications can be drawn for effective
application of SHRM prawes in parastatals in Kenya. The policy implications are

presented as per the study objectives.

5.4.1 Policy Recommendations

Recruitment and selection of employees to a greater extent determines the performance
of an institution and it is of great impartce if institutions want to achieve their goals.

The study therefore recommends that all applicants should be treated fairly and issues of
favouritism should be avoided while selecting applicants. Although a good number of
the respondents had recruitment selection policy, a policy requiring recruitment and
selection processes to engage the best person for the job on merit must be put in place.
The organization should also ensure that workers of its organization or any person
engaged in recruitment oelection is aware of the policies and trained in how to

interview and select in an unbiased fashion.

On decentralized teaméie study recommends that parastatals should embrace the team
spirit and ensure that there are decentralized teams that areriahetial not based on

tribal lines. This is because in team work it is easier for functions coordination and team
spirit that enhances performance. Parastatals also need to create and sustain cultures that
enhance employee attachment to the service godle@ifm. Employees are bound to

be much more productive when they work in a positive, supportive environment.
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Managers must strive to maintain an enjoyable, family oriented atmosphere in which all

employees focus on achieving team goals.

On training, he parastatals should also conduct strategic human resources management
training programs including total quality management training programs. The training
should be done to employees at all levels and should also expand to include training on
other areasni readiness for other jobs in the future (succession planning). The
government should also establish an active training and development policy for its
employees in public organizations. To achieve this, employees should be involved in all
organizations aatities starting from the formulation through implementation and up to
evaluation. The study also recommends that the management in Kenya parastatals
should ensure that training needs analysis is conducted regularly in order to establish the
training needsf the employees.

On rewards,le parastatals need toeealuate their compensation programs within the
context of their corporate strategy and specific HR strategy to ensure that they are
consistent with the necessary performance measures required pylc sector. The

study recommends that the boards of parastatals set specific levels of remuneration of
executives and senior staff in consultations with the parent Ministry and the State
corporations Advisory Committee. The Salaries and Remunerationmission can

also borrow from the study to deal with high inconsistencies in the remuneration of the
executives and senior staff of these entities, since there is no clear reason why in some
entities they are remunerated at significantly higher levels thase of others. HR
managers should also ensure that the salaries and benefits offered by organizations are

comparable to what is generally in the industry.

On corruption, nepotism anuiibalism which were found to moderate negatively the
relationship béweenHRM practices and performance, HR managers should recognize
the contribution of the vices to organizational success. The study recommends that

change management should be encouraged to wipe out corruption in the recruitment and
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selection processes sas to have the competent employees who will enhance
organizational performance. The top management should be in support of the changes so
as to make the strategic human resource management practices effective in the
organization if any success is to béiaved.

5.5 Areas for Further Research

This study was done in purely commercial parastatals in Kenya; similar studies can be
done in other categories of the parastatals such &stale Corporations with Strategic
Functions, State Agencies Executive Agencies, State Agencies Independent
Regulatory AgenciesState Agenciess Research Institutions, Public Universities,
Tertiary Education and Training Institutiomsorder to compare the findings from these
different sectors. Other studies can be doneotopare the effect of human resources
practices on performance of private and public sector organizations in KSagandly,
although longitudinal research is both time consuming and expensive, future studies
woul d benefit f r o m stmodel through a fohgéudiralureseasc t st
design so as to determine the causal links more explicitly. Longitudinal research could
also help evaluate the stability of parastatals overtime, and determine whether it is a
static trait that does not change ouvere or a dynamic state which can be affected by

organizational changes.
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APPENDICES

Appendix |: Questionnaire

| am a PhD student at Jomo Kenyatta University of Agriculture and Technology. As part
of the requiremenfor the award of the degree | am required to undertake a research. To
fulfill this requirement | am doing a survey on the effect of human resource strategies on
the performance of parastatals in Kenya. The survey focuses on employees in the
parastatal seeor that are purely commercial. Your input by filling this questionnaire is
not only critical to the study but also highly appreciated. All the information received

will be handled with confidentiality and will only be used for academic purposes.
Where opt ons are gi ven, i ndicatéde yautit hselspafti
provided. Otherwise, write out your full response after each query.

A.RESPONDENTO6S BACKGROUND

1. Gender: i) Male [ ] ii) Female [ ]
2. Respondents Age Groups (in years):
i) Below 20 [] ii) 21-30 [ ] iii) 31-40 [ ]
iv) 41-50 [ ] v) 5260 [ ] vi) Over 60 [ ]
3. Highest academic qualification:

i) K.C.S.E []1ii) Diploma[]iv) Degree [ ]
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V) Masters [ ] vi) PhD [ ]
4. Number of years workealith theorganization

Below5[] 510[] 1215[] 1620[] Over20][]

5. Monthly Salary
Less than 20,000 [] 20,0040,000[] 40,00%60,000 [ ]
60,00180,000[] Over80,000 []

B. ORGANIZATIONAL INFORMATION

,,,,,,,,,,,,,,,,,,,,,

6.a.Nameof he parastatal: éééeéeéeééééééceeceeeeéeéé
b. Category of parastatal,
Agriculture, Livestock& Fisheries [ ]
Education, Science &Technology [ ]
East AfricanAffairs, Commerce& Tourism [ ]
Industrialization &nterprise Developent []
Lands, Housing &Urban Development [1]
National Treasury [
7. No. of Employees in the parastatal
Less than 50 [] 51 100 [ ] 102150 [ ] 151 200 [ ]
2017 250[]253:300[] Over 300] ]

C. HUMAN RESOURCE MANAGEMENT PRACTICES

i. PerceivedRecruitment and selection
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On a scale of 1 to 5(means strongly agree atitheans strongly disagree) express the
extent to which you agree or disagree with the following statements asrusrthe

parastatal

5= Strongly Agreel=Agree 3=Neutral= Disagreel=Strongly Disagree

1 | The selection systems followed in the parastatal are h
scientific and rigorous.

2 |In the parastatal, line managers and HR mang
participatein selection

3 | Valid and standardized tests are used when required i
selection process

4 | Selection systems in the parastatal select those havin
desired knowledgeskills and attitudes.

5 | To be selected in this parastatau must know someone
6 | The parastatal takes measures to attract good Qt
employees

7 | The parastatal always selects only the highest qu
employees

8 | There is relationship between recruitment and selectig
employees and parasal performance

9 | You must give a bribe to be recruited in the parastatal

10| You musthaveto be related tsomebodyby family or tribe
to be employedh the parastatal

11 | Nepotism and tribalisnplays a major role on recruitme
and seletion of employees

Does the parastathhvea staff recruitmenand selectiompolicy?

rrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrrr

ceeeeeeceeeceeeceeeceeeceeeceeeceeeceeeeceececce

eee.
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In your opinion, does the parastatal adhere to the recruitment policy?

D

eeéeeéececé

Briefly explain
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-
-

-
-
-
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What are the main factors considered durggyuitment andelection of staff?

D~
D~

eeeeééeeeceééececeeceééeececeeceeéeecce

[N

eeeécé

D
D

eeéeeéeeéecéecécececececeéeceeceéeecctece

D

eeéee

Does the parastatal recruitment process ensure thiea very qualified staffs are

7z 7 vy

Explainééeeeéééecéééécececeééececeeééeeeccté

To what extent do you thinks recruitment and selection outcome affects the performance

of the parastatal
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-
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éééeéeeeée
ii. PerceivedDecentralizedTeams

On a scale of 1 to 5 (5 means strongly agree and 1 means strongly disagree) express the
extent to which you agree or disagree with the following statements as concerns the

parastatal.

5= Strongly Agree 4=Agre 3=Neutral 2= Disagree 1=Strongly Disagree

1 | The parastatal encouragdscentralizedlecision making
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2 | The parastatalses teams to decide about production iss

3 | Teams are regularly used to perform various tasks

4 | The paastatal involves the departments in mak
decisions thaaffect employees

5 | Team formation and maintenance is encouraged

6 | During problem solving sessions, you always maike

effort to get all team members opinions and idbafore
makinga decision

7 | There is relationship between decentralized teams
parastatal performance

8 | Corruption plays a role in team formations

9 | Teams are affected by family and tribal relations

10 | Teams are mainly based on family and tritedétionships

In your opinion, are the decentralized teamsfunctional in your organization?

,,,,,,,,

eeeeeeeece

Explain:

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

ceeeeeeceeeceeeceeeceeeceeeceeeceeeeceeecececece.

To what extent do you thinidecentralized teams affethe performance of the
parastatal?

///////////////////////////////////
///////////////////////////////////

,,,,,,,,

eéeéecéeé
ili. PerceivedTraining

On a scale of 1 to 5 (5 means strongly agree and 1 means strongly disagree) express the
extent to which you agree or disagree with the following statements as r®itker

parastatal.

5= Strongly Agree 4=Agree 3=Neutral 2= Disagree 1=Strongly Disagree

| [5]4(3[2 [1]
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1 | The parastatal conducts extensive training programs f(
employees irall aspects of quality.

2 | Employees in each job will normally go througlaiting
programs everyear.

3 | Training needs are identified through a forrpatformance
appraisamechanism.

4 | New knowledge and skills are imparted to employ
periodically.

5 | Training needs identified are realistic, useful and base
the businesstrategy of the organization.

(o]

The parastatal has a training budget every year

\‘

Employees are trained to take up more responsibilities
otherjobs in the future

8 | There is relationship between training and paras|
performance

9 | Corruption is involved in accessing training opportunities

10| Training opportunities are shared based on family and
relations

In your opinion, are the training programs for new employees adequate?
eééeéeéeé

Y

Expl aeeéécéeée éeééeéeeéececéece

D

éeecée

D~
D~
D~
D~

Do you think the training prograsn are adequate?

s 7 s £ 7z £ 7 £ £ £ £ z £ r £ £ 7z z

Explain
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(9] M
(9] M
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To what extent do you think training affects the performance ofalrestatal.
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-
-
-
-
-
-
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iv. PerceivedReward

On a scale of 1 to 5 (5 means strongly agree and 1 means strongly disagree)tlexpress
extentto which you agree or disagree with the followistatements as concerns the
parastatal.

5= Strongly Agree 4=Agree 3=Neutral 2= Disagree 1=Strongly Disagree

1 | In theparastatalsalary and other benefits are comparabl
the market.

2 | In the parastatalyewards aredecided on the dsis of
competence orability of the employee.

3 | The rewards for all employees is directly linked t
his/herperformance.

4 | In the parastatal, profit sharing is used as a mechanis
reward higherperformance.

5 | The rewards offered by theagastatal have an effect ¢
employee performance

6 | The rewards offered attract and retain high quad
employees

7 | Rewards affect the market share of tharastata by
attracting customers

Employee rewards affects the rate of growtla parastatal

|00

There is relationship between reward of employees
parastatal performance

10 | Corruption plays aignificant role in employee rewarding

11 | Rewards are based on familyibal relationsand bribery
rather than merit

What do you think should be the major factor for determingvgardsof the staff?

"""""""""""""""""""""""

eeeeeeeeeeeeeeeeeeeeeeeeeceeceeeeeeeeece
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-
-
-
-
-
-
-
-
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In your opinion, does the parastatal offer competitive salaries and

s 7z 7 oz

wagesé é é e e ééeé

To what extat does employee reward affect performance of the parastatal?
eééeéeéeéecécée

([N
([N
([N

eceéeeéeeéeeceéeecéeceée
ceéeeéeéceeéececé

D
D
D

eeéeeéeeéeeceéeecéecée
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D. PERCEIVED CORRUPTION

On a scale of 1 to 5 (5 means strongly agree and 1 means strongly disagree)tlexpress
extentto which you agree or disagree with the following statements as concerns the

parastatal.

5= Strongly Agree 4=Agree 3=Neutral 2= Disagree 1=Strongly Disagree

o

Corruption is rampant in the parastatal
2 | The practiceof nepotism tribalism andbribery is rampant
in theparastatal
3 | Nepotism, tribalism and bribery playa role in employeg
recruitment and selection
4 | Nepotism,tribalism andbribery playa rolein operations of
decentralized teams

5 | Nepotism,tribalism and bribery playa role intraining and
development

6 | Nepotism, tribalism and briberyplay a role in employee
reward.

7 | There is relationship betweeNepotism, tribalism and
briberyon parastatal performance

Rank thecorruptpractices listd below in order of prevalence in tparastatafrom 3

(most prevalent) ta (least prevalent)

Nepotism []
Tribalism []
Bribery [ 1]
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E. PERCEIVED PARASTATAL PERFORMANCE

This section aims at exploring and rating geeformance of parastasaKindly respond

with the response that matches you opinion. Please tick as appropriate in the boxes using
a tick (&) or cross mark (x). Where:
1=strongly disagree, 2= disagree, 3=Neutral, 4= agree and 5= strongly agree.

Compared to therpvious year, the level ¢
employee productivity in our organization
higher.

Our firm profitability has increased over t
last 3 years

Our firm financial leverage has increas
over the last 3 years

Our firm has experienced ancrease in total
revenue collected over the last 3 years

Our firm has experienced an increase in as
over the last 3 years

Our firm has a higher market value

Our customers have been highly satisfied
the last3 years

There has been a low level of employ
turnover for the last 3 years

Our firm has experienced an increase in s
over the last 3 years

Indicate the extent to which you are satisfied with the services and products offered by
the parastatavhereyVerySatisfied (VS)b, Satisfied (S¥, Neutral (N)3, Dissatisfied
(D)-2, Very

Dissatisfied (VD)1
5 4 3 2 1

2003 () () () () ()
2004 () () () () ()
2005 () () () () ()
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Any other comments relaldo HRM strategies concerning employees. (Specify)

-
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Thank you for your input.

169



Appendix Il : Interview Guide

My name is Julius Ochieng Olayo. | am conducting a research fomte af a Ph.D

in HumanResourceManagementl am humbly requesting ygorovide informationon

your experiences imapplication of humanresource management strategiasyour

organization. The ierview should take less th&® minutesand will be aped inorder

not to miss any of your comments. All responses will be kept confidemtia.you

willing to participate in this interview?

Interviewee ~ Name eéeéeéeé
eééeéeée

Department éééééeéeeeeéecé
eée.

Position
cEéeééeécécécéeeéeéeéceté
Length of working

parastatal éé

é

D

(]
D
D
D
D
D
D
(9]
(9]
(9]
(9]
(9]
(9]

s 7

-
-
-
-
-
-
-
-
-
-
-
-
-

éééééeéeéeéé. Date:

D
D

held:

D
D
D
D
D
(0]

éeeeéééeece

the

Serial
No.

Interview ltem

Response from respondent

Recruitment and selection

1 How is recruitment done in your
parastatal?

2. How is selection of emplogs done in
your parastatal?

3. To what extent does recruitment and

selection process affect the performan
of this parastatal?
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Decentralizedteams

4. How is teamwork enhanced in th
parastatal?

5. To what extent are employees involve
in themanagement of the parastatal
affairs?

6. To what extentdoes teamwork an
delegation of authority affect th
performance of this parastatal?

Training

7. How often is training done in this
parastatal?

8. How are training needs identified?

0. To what extent does the training given

the employees affect tloerall
performancef this parastatal

Employee reward

10. What types ofncentivesare offered in
this parastatal?

11 How doincentives relatéo motivation
of employees ahcustomers?

12 To what extento incentivesaffect
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performancef this parastatal

Corruption, Nepotiam, tribalism and bribery

13.

How prevalent is corruption in this
parastatal and which the most commo
form?

14.

How prevalenisnepotismtribalismand
briberyin the parastatal?

15.

Comment on the influence obrruption

issues ofnepotisntribalismand bribery

in employee recruitment and selectian
the parastatal?

16.

Comment on the influence phepotism
tribalismand bribergn delegated teamg
in the parastatal?

17.

Comment on the influencerpotism
tribalismand bribery a training and
development in the parastatal?

18.

Comment on the influence okpotism,
tribalismand briberyon employee
reward in the parastal?

19.

Comment on availability of policies th
limit nepotism tribalismand briber

Parastatal performance
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20. Indicatehowstrategic practices
employed by the parastatal affect
customer satisfaction?

21 Indicate howstrategic practices
employed by the parastatal
affectemployee satisfacti@n

22, To what extent do strategic human
resource practices employed by this
parastatal affect its profitability?

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

,,,,,,,

eeeeeee

Thank you for your time.
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Appendix Il : Secondary Data Collection Sheet

Year

ROE

ROA

PBT

Total Assets

Total
Revenue

2010

2011

2012

2013

2014
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Appendix IV: Document Analysis Guide

Serial Indicator ltem Indicate the response in the space
No. provided
Year
2013 2014 2015
1. Recruitment | Recruitment and
and selection | selection procedure
procedure available
2. Recruitment | Total amounts used
and selection | for recruitment and
costs selection process.
3. Recruitment | Stages of
cycle recruitment process
followed.
4, Corruption, Level ofcorruption,
nepotism nepotism, tribalism
tribalismand | and briberyin
bribery recruitment and
selection
5. Cross Crossfunctional
functional teams available.
teams
6. Corruption, Role ofcorruption,
nepotism nepotismtribalism
tribalismand | and briberyon
bribery teams
7. Training Training programs
programs conducted.
0. Training Total costs for
costs training programs.
10. Corruption, Level of corruption,
nepotism nepotismtribalism
tribalismand | and briberyin
bribery training
11 Incentives Types ofincentives
system available
12 Employee Total costs on
rewards costs | rewards.
13 Non-monetary| Types of non
incentives monetary
incentives.
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14. Corruption, Level d corruption,
nepotism, nepotsm, tribalism
tribalismand | and briberyin
bribery rewards

15. Corruption Type of corrugion

16, Revenue Increase imevenue

16. The level of | Amount of return on
return on assets.
assets

17. The value of | Amount of return on
return on sales.
sales

18. Employee Level of satisfaction
satisfaction. | with the job.

19. Customer Level of satisfaction
satisfaction. | with the services.
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Appendix V: List of Purely Commercial Parastatals in Kenya

1. Agro-Chemical and Food Company

2. Kenya Meat Commission Kenya Meat

3. Muhoroni Sugar Company Ltd

4. Nyayo Tea Zones Development Corgara

5. South Nyanza Sugar Company Limited

6. Chemilil Sugar Company Ltd

7. Nzoia Sugar Company Ltd

8. Simlaw Seeds Kenya

9. Kenya National Trading Corporation (KNTC)

10.Kenya Safari Lodges and Hotels Ltd. (Mombasa Beach Hotel, Ngulia Lodge,
Voi Lodge)

11. Golf Hotel Kakamega

12.Kabarnet Hotel Limited

13. Mt Elgon Lodge

14.Sunset Hotel Kisumu

15.Jomo Kenyatta Foundation

16.Jomo Kenyatta University Enterprises Ltd.

17. Kenya Literature Bureau (KDE

18. Rivatex (East Africa) Ltd.

19. School Equipment Production Wn

20. University of Nairobi Enterprises Ltd.

21.University of Nairobi Press (UONP)

22.Development Bank of Kenya Ltd.

23.Kenya Wine Agencies Ltd (KWAL)

24. KWAL Holdings

25.New Kenya Ceoperative Creameries

26. Yatta Vineyards Ltd

27.National Housing Corporation
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28.Research DevelopmeUnit Company Ltd
29.Consolidated Bank of Kenya

30.Kenya National Assurance Co. (2001) Ltd
31.Kenya Reinsurance Corporation Ltd

32.Kenya National Shipping Line
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