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ABSTRACT 

The concept of Human Resource Audit and Corporate Performance is one of the 

most recent development in the sphere of Human Resource Management. Many 

Companies now make use of the concept since it has proved to be a strategic and 

integ rated process that delivers sustained success to the organization by improving 

the performance of the people who work in them resu lting to improved corporate 

performance of the companies . Despite all these, very little is known about Human 

Resources Audit in Kenyan situation . The contemporary workplace in organizations 

in Kenyan offers many challenges yet no studies have been done to find out if 

indeed any of the companies listed at Nairobi Stock Exchange practice Human 

Resource Audit or even if indeed Human Resource Audit is delivering its intended 

benefits for those who use it. 

The purpose of this study was to determine the relationship between Corporate 

Performance and Human Resource Audit; The objectives were two fold, nmn ly:(1) 

To find out whether listed companies conduct human resources audi t 01 nol <.m el 

(ii)To find out whether there is relationship between human resource c1udi t cmcl 

corporate performance. The study employed a survey design and was carr i d out 

using structured questionnaires. The sample frame consists of all Human 

Resources Managers of the Companies listed at the Nairobi Stock Exchange. A 

stratifi ed random sampling technique was used to sel ct 0 trms. Th r spons 

rate to the questionnaires was 84 %.Th d t 

<I scriptive c nd inferential statistical n I . Th 11n 

(1) Most of th list d comp m 

(11) Th comp nr th t con u Hun n ur 

c q or p r ul 

u n ur 

,I 

ur l Au lit 

Au tl 11 v 

using both lh , 

I t 



custodian banks are varied in size, this again agrees with the literature review that 

organizations are environment serving and dependent Hunger and Wheeler (1 990) 

and that they have to respond either strategically or operational to environmental 

changes in order to survive Barton and Martin (1990) .The strategic responses 

practices will vary with the size of the organizations; that small banks are limited by 

the scarcity of resources to respond to some of the changes in the banking industry 

hence explaining why there are only 8 out of 52 commercial banks offering 

custodian banking services in Kenya as at 301
h June ,2007. 



CHAPTER ONE: INTRODUCTION 

1.1 Background 

The com mercial business environment of organizations is very turbulent and 

dynamic due to the uncertainty nature created by the ever changing environmental 

factors such as political issues, social issues, cultural issues, globalization and legal 

constraints (Porter, 1980). Globalization refers to the tendency of firms to extend 

their sales, ownership and/or manufacturing to new markets abroad. More 

globalization means more competition , and more competition means more pressure 

to improve, lower costs, and make employees more productive and to find new 

ways of doing things better and less expensively. The success and survival of 

organizations depends on how well they relate with these changes and how they 

position themselves in the environment. With this realization, continuous ana lysis ot 

th impact of the complex and dynamic existing environmental considemtion <.; 

ensures the organization 's success in the future (Pearce and Robinson, 1997) . 

Because of the dynamic nature of the environment, organizations n d not only 

notice changes in their environment, but are also required to formula\ tr e:1t 'CJI L' 

which match these changes in order to create a "fit" (Mittra , 2001 ). A strc t gy 1 \11 ~ 

comr>any's long term plan on how it will balance its internal str "'ngth , nd 

weaknesses with its external opportunities and threats to me. intain comp tit ivt, 

advc ntage. 

Hum n resourc is on of th mo t i niftc nt ll by or ni ti n 

pan ing to ch n 1n th it i 

who c rry out th 

n 



ensure that the organization survival and competitive position is maintained. One of 

the processes used by organizations for evaluation of human resource is known as 

human resource audit. 

According to Gary Dessler (2005) organizations that complete a human resource 

audit for purposes of compliance and cost management will enjoy an improved 

climate and a healthier bottom line . The completion of human resource audit will 

also ensure that human resource practices are linked to and play a vital role in the 

company's strategic planning and execution. Gomes and Candy (2005) view 

Human Resource Audit as an important tool for creating, updating and executing 

Human Resource strategies and best practices that will provide long term support to 

the organizations bigger picture . Some of the benefits recognized by Gomes and 

Candy (2005) on Human Resource Auditing include the creation of a cost effective 

hiring system, developing new employees orientation and training program , 

develop and manage employee relation/communications, adopt legal nd cr tiv 

personnel forms, install and implement human resource system, oullin 'liHI 

implement recruitment and exit procedures, establish and implement k y p r onn 'I 

policies, develop and publish employee handbook and assess the company's 

current and future needs. 

Porter (1985 page 112) argues that business strateg is all about cornp tition. H "' 

observes that, "Competition is speci really trying to g in camp titiv dvL nt g ov . 1 

rivals in the market arena." Competitive str t i th llity of n or niz tion t ) 

m < ncl b at the p rform nc of 1t com n n I 

1m rov 1t 

I ly tl 

rmm 1n u 

r 



Different studies have been done in different industries whereby researchers 

studied financial aspects of organizations. Musyoki, (2003) studied the relationshi p 

between quality improvement and financia l performance for commercial banks and 

concluded that human resource has a defin ite role in meeting the organizations 

co rporate strategy. Organizations are composed of people, and human resource is 

entrusted with the responsibility of finding the best people for the jobs so that the 

organization can gain a competitive advantage in the market place (Biles and 

Schuler, 1986). Human resource is effective only when it contributes to the firm 's 

strategic goals leading to achieving the desired organizational corporate 

performance of profitability . Human resource departments can learn about the firm s 

overall strategy through interviews with key executives, review of long range 

business plans, and systematic scanning of the environment to uncover changing 

trends. (Hooper, Catanello and Murray, 1987) 

1.1.1 Human Resource Audit 

The Oxford English dictionary defines auditing as "an investigation of sorn thing " 

which involves evaluating and testing of the effectiveness of int 1 n I control , 

policres and procedures designed to help the organization meet all its objectiv s . 

Auditing prov1des a high level control function by measuring c nd evaluatmg th ;'\ 

effectiveness of other internal controls, policies and procedures (Whittington and 

Panny, 1995). Human Resource Audit is a logical 1 view of the workings of th 

Human Resource Department which in olve th r 

humc n resource planning, job 

I ct1on and tr inin , on nt 

11 forrn tron 

m1loyr .n 
f I ur 

of II m jor uch ( 

t wor 1 , 

llll t 

o o hn 



According to Biles and Schuler (1986) , Human Resource Audit is a quality control 

check on the Human Resource activities in a division or a company in order to 

determ ine how well the activities supports the organization 's overall strategy. As 

such, it serves to create a more professional image of the department in the eyes of 

both management and the employees. It can help clarify the department's ro le and 

lead to greater un iform ity in practices across geographica lly scattered and 

decentralized human resources functions typical of large firms . The most important 

contribution to the organization and its employees is that it can correct problems 

and ensure compliance with a variety of local laws and the strategic plans of the 

concern ed organization . 

Human resource audit involves managers and the team of people whom they share 

responsib il ity with and consist of a holistic approach because it covers every aspect 

of the organization (Armstrong 2001 ). He argues that everything that people do at 

work al any level contributes to achieving the overall purpose of the org ni78lion. 

Human resources audits are carried out in the same manner as fin nci I (; udi t:; 

designating a team of experts who are likely to have the requisit funclio1wl 

experiences in one or more areas, although based on another location Th b t 

place to start the Human Resource Audit is on the basis of past audi t reports, or on 

the basis of functions carried out by the department, the controls in place c nd th" 

policies and procedures followed by each case. The audit team will se k to id ntify 

who is responsible for each activity, determil e the objectives of "ch ctivity, r view 

the policies and procedures used, sample th bl ' cords to find out if tht. 

polici s anc1 procedures are b in folio . onmlt.ndin 1 

prop r obj ctiv • polici n 

rr r 1n obJ , pohc U! 

1 l r t u 1l h v n lv ( 
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1.1.2 Performance 

Performance management is of course about results. But what is meant by that 

word? It is important to clarify what it means because if performance cannot be 

defined you can't measure or manage it. It has been pointed out by Bates and 

Holton (1995) that: 'performance is a multi-dimensional construct, the measurement 

of which varies depending on a variety of factors.' They also state that it is important 

to determine whether the measurement objective is to assess performance 

outcomes or behaviour. There are different views on what performance is. It can be 

regarded as simply the record of out comes achieved. On an individual basis, it is a 

record of the person's accomplishments. Kane (1996) argues that performance is 

something that the person leaves behind and that exists as part from the purpose . 

Bernadine et al (1995) are concerned that 'performance should be defined as the 

outcomes of work because they provide the strongest linkage to the strategic goal s 

of the organi?ation, customer satisfaction and economic contributions .' The Oxford 

English Dictionary defines performance as: 'The accomplishment, x culion . 

carrying out, working out of anything ordered or undertaken.' This r fers to 

outputs/outcomes (accomplishment) but also states that performance is about doinq 

the work as well as being about the results achieved. Performance could th reforl' 

be regarded as behaviour of the way in which organizations, teams and individuals 

get work done. Campbell (1990) believes that: performance is behavioUJ and should 

be distinguished from the outcomes because the can b cont" min t d by syst m 

factors A more comprehensive vie of p rform nc 

rnbr, cine both behaviour and ou com 

P rtorm nc m n 

P rlotm nc 

m twm nt 

I I 

fr m ' ul 

nt I n I 

hi v d if it i d fin d c 

rurn t1 (1 88 ). 
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This definition of performance leads to the conclusion that when managing the 

performance of teams and individuals both inputs (behavior) and outputs (results) 

need to be considered. This is the so-called 'mixed model' (Hartle, 1995) or 

performance management, which covers competency levels and achievements as 

well as objective setting, and review. The focus on managerial compliance is to find 

out how well the managers in other departments comply with human resources 

policies and procedures. The audit should preferably uncover instances where 

managers have ignored or abused policies and violated laws. In ensuring 

compliance, the human resource department will earn the respect of operating 

managers if it seeks their views relating to human resource needs in the respective 

areas. Acting on these discussions will increase its contribution to the organization 

objectives, while also being seen as being more responsive to departmental needs . 

It is one thing to argue that human resource can help create competitive advantag ; 

the real question is;"can human resou rce have a measurable impCJct on Cl 

company's bottom line?" There is evidence that the answer is yes. Th Unit ,d 

States Government, for instance, found that using personnel screening test to s I 'cl 

h1gh potential computer programmers saved millions of dollars pe1 yem. For nnny 

firms. instituting tough headcount control is the first line of attack in lowering labour 

cost. Human resource generally plays a major role in planning , nd implementinc 

corporate downsizing, and in maintaining the morale of the remaining employees. A 

study by human resources consulting firm Watson Wy th worldwid of 8 th sda, 

Maryland, found that significant improv m nt in hum n r ourc 

mane g ment practices corr lat d 1lh i ni 1 in tilt 

405 publicly tr d f1rm 

n ff ct H r, 

Ill I n unl l 1l1l 

nl n r t 11 r 
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advertising campaigns and redecorated stores, will go to waste. Successful firm s 

depend on employees attitudes and motivation and on human resource 

management. Human resource practices such as providing orientation and 

facilitating employees career improved performances. Many firms today know they 

need employees to work "as if they own the company". At Toyota Motor 

manufacturing in Georgetown, Kentucky, employee commitment helps explain th 

firm s superior performance and product quality. Researchers have tried to link 

human resource and performance ,for instance Toyota instituted a human resource 

system that cultivates commitment. For example, Toyota has programs that 

guarantee fair treatment of employees grievances and disciplinary concerns . It al so 

has programs that help ensure employees can use all their skills at work, such as 

career-oriented performance appraisal procedures and extensive training and 

development opportunities. 

1.1.3 Human Resource Audit and Performance 

Human resource audit is a logica l review of the workings of the hum n rosourc 

department. For the audit to be comprehensive, 1t must review all the mc1jor r et , 

such as human resource planning, job analysis, compensation and adm1nistr tion , 

affirmative action, recruitment, selection, training and orientation, car "cr 

development, performance appraisals and labour management r I" lions (Berry , 

1967). Human resource has a definite role in meeting the organize tion 's corpor l . 

stratec y. Organizations are composed of p opl nd th hum n r ourc • 

d p, rtment is entrusted with the r on 1 1ht o 

at h n so th t th or 

Th n 

tl 

r 

1 

r 

for th 
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success of an organization or it's failure for that matter, is dependent upon the 

human effort, and the personality, desires and ambitions of the individual 's 

employees will determine significantly the standing of the particular organizations 

(Waweru, 1984 ). A human resource audit evaluates the human resource activities in 

an organization with a view of assessing their effectiveness and efficiency. It is done 

with a view to improve those activities, uncover shortcomings and address the 

deficiencies so that firms can perform better. (Biles and Schuler, 1986). 

1.1.4 Public Companies 

Companies that are large in size 1n terms of turnover are perceived by the 

customers and other stakeholders to be profitable, successful and powerful. (Heinz 

et al 1999). Large size may make such companies establish a positive relationship 

with the society in winning the support of the community. For instance, retaining its 

workforce for a long period. The companies themselves also want to retain such 

positions which are not only prestigious but also advantageous (Herrern n t C'll 

1993 ). 

The number of companies listed and quoted at the Nairobi Stock Exch nge (NSE) 

were 53 as of 31 t.t December 2006(NSE Handbook 2006). Being public compan1 s, 

the companies are expected to adhere to the governc nee structures of publicly 

quoted companies, respond to global changes through the doption of n "W 

strategies of achieving shareholder value hich includ hum n r sourc c uditinc . 

The list ·d compames are involved in 

si I c rowinc, investing, m i • 

I ctricity, ir tr n 

n I off 

m n 

r ngin tron1 m, nut, cturinq, rnininl , 

trot un , t n n n l di· tt il uti n 

1 n I h 
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instead must tailor their strategies to fit the organizations resources and capabilities. 

Therefore human resource managers in these organizations need to ensure that the 

work force is strategic in order to meet the firm 's objectives by performing superbly. 

1.1 Problem Statement 

The question of Human Resource Audit cannot be ignored by Human Resource 

Managers of companies listed on the Nairobi Stock Exchange as failure to embrace 

it will have direct impact on the companies market share and profitability. To ensure 

their survival , small and large organizations must generate suitable competitive 

strategies not only to enable them remain afloat but also to achieve sustainable 

growth and profitability. Despite having the physical infrastructure in place, such as 

systems and buildings, organization cannot achieve much without human 

resources. Acquiring and retaining the right workforce is a major concern for every 

Chief Execut1ve Officer (C .E.O.) of any organization . This concern ca ll for 

continuous criti ca l evaluation of human resources of the organization to ensur th ir 

reten tion and optimum utiliza tion in order to enable the org aniz8 tion 'lcl11 vc it 

desired corpora te performance goals. One of the methods used to continuou ly 

monitor human resource in an organization is human resource 8udit. 

Several studies have been done in Kenya focusing on human r sourc s. In 8 study 

of the diversity management practices applied b comm rei I bank in K ny , 

Oluoctl (2006) concluded that there is no singl o tr rnplo ch 

one Will have th ir own person 1 n lu 

pr ct1c th t ill b h lpful 1n th II th 1n 

r . II y utu u (200 ) " 

ur 



emphasis on quality improvement have shown an improved financ ial performance 

compared to commercial banks that have not embraced quality improvement. 

Although Human Resource Audit plays a very important role in the evaluation of 

human resource capacity and corporate performance of organizations, there is very 

little research that has been done on the relationship between Human Resource 

Audit and Corporate Performance hence the need to carry out this study. Human 

Resource Audit enables organizations maintain their competitive edge by enhancing 

employee's commitment that is voluntary (Derek Torrington et al, 2005). High 

mobility of employees has been witnessed among the companies. Due to cut throat 

competition and strategies, competent employees have found themselves being 

wooed from one company to another. In order to cope with competition, companies 

have engaged in attracting competent employees to fill the human resource need s. 

This makes Human Resource Audit a key area for Human Resource Managers to 

reverse thi s trend . 

The proposed study therefore seeks to provide answers to the rese rch qu tion 

"what is the relationship between Human Resources Audtt and Cot pot 8tu 

Performance? " 

1.3 Objective of the study 

To determine the relationship bet een Corpor t P rform" nc ( nd Hun1c n 

Resource Audit; Specifically forK Com 11 1 

1.3.1 

t) 

II) 

p cific ObJ ctiv 0 th 

o fu ut 
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1.4 Importance of the study 

The potential audiences to this study include Researchers and Policy Makers, 

Investors , Financial Analysts Academicians and organizations. 

Researchers and policy makers in areas of development, finance, economics e. t. c 

to make appropriate legislative framework for spurring economic growth using 

information on the significance of human resource audit to the firms performance . 

The study will help investors to be at a position to make decisions on which 

company to invest in if the said investor prefers dividends payments to capital gains. 

Those who trade buy and sale on shares will prefer companies that practice Human 

Resource Audit. 

The Research will be used by Financial Analysts in that they will have mor 

information and advise their clients accordingly. 

To academicians, the study would add to the body of knowledge in th Hum::111 

Resource discipline and forms a basis for further research . 

The study will be of importance to the management of public compc ni s in h lping 

them have an in depth understanding of Human Re ourc Auc1it, th linkng 

between Human Resource Audit and organizational p rlorm nc 

II 



CHAPTER TWO: LITERATURE REVIEW 

2.1 Human Resource Management 

A company that Practices Human Resource Audit is demonstrating that hiring the 

right people for the right jobs and motivating, appraising and developing them 

affects the firms overall performance and gives it a competitive edge over the other 

firms. Human resource can be defined as the human capital of a firm. The human 

cap ital refers to the knowledge, education , training, skills and expertise of firm 's 

workers and nowadays human resource is more important than it has ever been 

before. Oessler (2003) argues that Human Resource Management is the process of 

acquiring training, appraising, an compensating employees, and attending to their 

labour re lations, health and safety, and fairness concerns . The basis of 

management is getting the people for the business to make things happen in a 

productive way so that the business prospers and the people th rive. An organization 

should always tailor its human resource audit process to suit its needs in order for it 

to be effective and meaningful. 

Golden and Rananujam (1985) proposed four types of linkages between humc1n 

resources management and the strategrc planning process: Administrative linke1g 

whereby their is a linkage between human resource management e1nd stmtegic 

planning. In this case the human resource department plays th trc dition, I rol ol 

personnel role . It provides day to day operations suppori, nd is prim rily involv d in 

handling the paperwork . Companies having int gr ti lin b tw n tr < tl~gic 

planning and the human resourc function ho n dyn. rni , inlt 1 ( ction 

botll form I n inform I. Th uti i v1 w tru 

tr t g1c bu 1n 

) lth 

ur o II 



behavior of individuals in their efforts to formulate and implement the strategic 

needs of the business . Its important to identify strategic business needs then 

analyze them systematically for their impact on human resource management 

activiti es including human resource philosophy, policies, programmer, practices and 

processes. 

Truss and Gratton (1994) reviewed the major models of human resource 

management and identified five key aspects. These are; external environment , 

overa ll strategy of the organization, the internal organization (structural, cultural , 

politics and psychological factors), human resource strategy and individual human 

resource practices and outcomes (motivation , satisfaction, performance and 

commitment of employees). One unique feature of the model is that it explicitly 

recognizes the important distinction between human resource strategies and 

realized human resource practices which have been ignored in most models. 

Miles and Snow (1984) pointed out that the human resource management pmclic :

must be tailored to the demand of the business strategy. They noted that succ sful 

firms display a consistent strategy supported by complementnry organiz :~t1on )I 

structure and management processes. They suggested that strategies pursued by 

companies can be classified broadly into four types: defenders, prosp ctor , 

analysers and reactors. Defenders are characterized as building hum, n resourc , 

prospectors as acquiring resources and analysers fr qu ntl hav to "buy" , w II 

as "make" key human resource. The study ill put mor i on camp nil. 

ttl, t pursue the efender strat gy. Th •rm tr inm 

pro rc mm... and int rn I promoll n ( 
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2.2 Human Resources Audit 

The Oxford English dictionary defines auditing as "an investigation of something " 

which involves evaluating and testing of the effectiveness of internal control s, 

policies and procedures designed to help the organization meet all its objectives. 

The term human resource audit has been used differently by different authors to 

discuss various issues. Auditing provides high level of control functions by 

measuring and evaluating the effectiveness of other internal control policies and 

procedures (Whittington and Panny, 1995). The institute of internal auditors (IIA) 

defines auditing as "an independent appraisal activity within an organization to 

examine and evaluate its activities as service to the organization." According to 

Bi les and Schuler (1986), Human Resource Audit is a quality control check on the 

Human Resource activities in a division or company as to how well the activities 

support the organization overall strategy. As such, it serves to create a more 

professional image of the department in the eyes of both managem nt and the 

employees. It can help clarify the departments role and lead to greater uniform1ty 1n 

practices across geographically scattered and decentralized Humnn R sourc s 

function typically of large organizations. The contribution of human resources 8Udit 

to the organization and its employees is that it can correct problems and ensur 

compliance with a variety of local laws and the strategic plans of the organiz8tion 

concerned. 

Berry, (1967) states that Human Resource Audit is a logic I r vi w of th workinc 

of the Humc n Resourc 0 partm nt. H r u th t for lh , u it to b 

compreh nsiv it mu t r vi II th m J r u h ur 

pi nnm , jo n ly i , 

orl nt t1 n, 

~A. 



sustain success to the organization by improving performance of the people who 

work for these firms. It calls for loyalty and commitment, which can be realized if 

employees are treated well. 

Human resource audit is also defined as the systematic assessment of the 

organization Human Resource service excellence. It involves evaluating each of the 

firms Human Resources activities to identify an extensive checklist approach and 

compliance issues that the firms need to address for its organization benefits . 

2.3 The Human Audit 

Dessler (2003) argues that managing resourceful humans requ1res a constant 

balancmg between meeting the human aspirations of the people and meeting the 

strategic and fin ancial needs of the business. Auditing of a human resource 

department is a systematic process that involves two steps: It involves gath rin~J 

information to determine compl iance, effectiveness, costs and efficiencies , ncl 11 

also involves evaluating the information and preparing two written reports w1th ~m 

action based on exposures, priorities and a timeline for institutinu 

changes.(MacDuffic, 1995) 

Like a financial audit, Human Resource Audit must be compreh nsiv in order to bt. 

effective. The audit review includes but is not limited to: Th infra tructur r quir d 

o carry out the aud1t effectively; Complianc mplo rn nt I, w 

m Kenya n internationally; R crui m nt n ; _mpl yrn nt 
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The focus on managerial compliance is to find out how wel l the managers in other 

departments comply with human resources policies and procedures. The audit 

should preferably uncover instances where managers have ignored or abused 

policies and violated laws. Compliance with laws is especially important, as the 

government would hold the company responsible. In ensuring compliance, the 

Human Resource Department improves its image, value and contributions to the 

company. Conversely, the Human Resource Department will earn the respect of 

operating managers if it seeks their views relating to human resource needs in their 

respective areas. Acting on this discussion will increase its contribution to the 

organizations objectives while also being seen as being, more responsible to the 

departmental needs. (Berry, 1967) 

The audit team uses a combination of several information gathering tools to collect 

data about the firm's human resources activities. These tools include interviews, 

surveys, historical ana lysis, external information, human resource experiments and 

international audits. Each tool provides partial insights into the firm's ctiviti s. By 

using these tools skillfully, the audit team can get an insight into the effectiv nes of 

the organizations human resources (Whether and Davis, 2003). Some of th tool 

for collecting data on Human resource audit are as follows: -

2.3.1 Interviews 

According to Dessler (2003),interviews are pot nti II uncomfort I , in I w 

p opl like to rec iv -or giv -n g tiv u t nl 
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perceptions and causes that wi ll then form the basis for connective action . 

Suggestions by interviewees may reveal ways of better dealing with the issues. 

Where criticisms are valid , change should be made. W here the human resources 

department is correct however, employees may have to be educated and trained by 

explaining the reasons for the procedures in place that are a cause for concern . 

Exit interviews are conducted with departing employees to learn their views and 

expe rience with the organization . Questions asked along these lines are reviewed 

later to find out if there is a major cause for turnover, absenteeism , dissatisfaction 

etc. the Human resource department must take an active interest in exit interviews

some employees may be reluctant to criticize and speak their mind . Reasons mu st 

be studied to determine if trends exist among divisions, departments or managers. 

Employees or managers leaving an organization are often willing to genuinely share 

information and experiences only where the exit is properly handled and the 

information properl y co llected. Employees rarely give accurate info rmation in xit 

intervtews unless anonymity and confidentiality are ensured. No one would lik to 

"burn her bridges" since one day she may require a recommendation from th 

company she left. Exit interviews have shortcomings. They are too ltttle too lc t . In 

addition to exit interviews, firms should also run stay interviews. Organizations n d 

periodic one-on-one interviews with selected workers regarding employment. Th 

key question should be; what can we do to keep you? Running e it intervi ws i 

such a waste of time unless we do make use of the f edbac .(Nation, 2007 ,July ) 

2.3.2 Others Sources of Data 

Ht one I 0 I I~ t t I 

n 



series of tick boxes with some room for qualitative answers. The questionnaire 

format has the advantage of gathering data in amore systematic way which can 

make subsequent analysis easier. However the standardization of questions may 

reduce the amount of probing and self completed questionnaire may suffer from low 

response rate.(IRS ,2002)According to Beardwell (1992)questionnaire can provide 

information about why people are leaving but do not necessarily get to the root of 

the problem. For example ,someone might say that they are leaving to a job with 

better pay but this does not show what led the person to start looking for another job 

in the first place. 

External Information can also be helpful in giving the audit team a perspective 

against which the firm 's activities can be judged . Such information can be ava ilable 

from various public and private agencies and government department. Examples 

include wages and sa lary surveys, employee turnover rates, workforce projections, 

future employment opportunities, and accident rates by professions that can serv , 

as benchmarks for companson pu rposes. 

Field Experiment is another tool available to human resource audit especially in 

evaluating new programs and trends on which there is no available data lor 

comparison purpose. In using the field experiment, the human resources audit t c-1111 

compares one experimental group with a control group, under re li::;tic condition . 

Such experimentation is usually employed in researching on a m, turnov r, 

compensation, job safety program; the audit t am rna, impl m nt 

program to half the supervisor (th p rim nt I rou }. Th 
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2.4 Corporate Performance 

There is an assumption that before it is able to plan and manage individual 

perform ance the organization will have made significant steps in identifying the 

performance required of the organization as a whole. In most cases this will involve 

a mission statement so that performance is seen within the context of an overriding 

theme. Evan and Thompson (1992) found that performance management 

organization were more likely than others to have an organizational statement and 

commun icate this to employees. The investigations to date have had a du al 

purpose, the first being to seek to establish a link between people management 

practi ces and organizational performance. In other words, does the way people are 

managed affect the bottom line? The second one follows logically from this, and is: 

If the answer to the first question is yes , then which particular policies and practices 

result in high performance? A variety of different definitions of performance hav . 

been used in studies. These ranges from bottom line f inancial perform nc 

(profitability),through productivity measures, to measurement of outcomes such , s 

wastage, quality and labour tu rnover(which are sometimes referred to s internc:1l 

performance outcomes. 

In the UK the Sheffield Enterprise programme (Patterson et al.1997) has studi ci 

100 manufacturing organizations over 10 years(1991 to 2001) and use statistic I 

techniques to identify which factors affect profitability and productivity. It h b n 

reported that aspects of culture, supervisory support, cone rn for mploy 

r sponsibility, and training w re all important ari in r 

p rform'wc . Curr ntly th focus i on cor1mitm nt 
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Measuring performance 

On the basis of what gets measured gets done, it is critical that the organization 

selects the most useful measure of performance for the organization as a whole and 

fo r the individuals within it. Single measures are unlikely to be sufficiently Robust 

Kaplan and Norton (1992) argues convincingly that the mix of measures which an 

orga nization should use to assess its performance should be based around four 

different perspective : Financial measures such as sales growth,profit,cash flow and 

increased market share. Customer measures-that is , the customer perspective, 

wh ich looks at, for example, delivery time, service quality, product quality. Internal 

business measures cycle time, productivity, 

Employee ski ll s, labour turnover, innovation and learning perspective-i nclud ing such 

elements as abi lity to innovate and improve . 

Establishing rationa le for human resource audit among fi rms in Kenya still r main 

em important but unstudied 1ssue. This research sorts to address this field of Hum, n 

Resource Management.Mutaviri(2002) notes that to succeed, an organiZCllion 

should have the ability to create or identify those opportunities that it is b st 

qualified to exploit . Amimo (2004) studied performance management in firms list d 

at the Nairobi stock exchange and found profitability as the most dominant th n 

human resource involvement. Organizations are composed of peopl , and Hum n 

Resource is entrusted with the responsibility of finding th b t p opl for th job 

so that the organization can gain a competitive advant t pi c , (Bil 

and Schul r, 198 ).Good HR practic n com n w 
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globalization. All these have made firms face a lot of challenges. Therefore, for firm s 

to be on the competitive edge they have had to refocus on their activities so as to 

survive in this turbulent environment so as to make a profits . Competitive is rife in all 

industries. The human resources department is therefore key in ensuring it carries 

out best practices so as to retain its workforce . The Human Resource is entrusted 

with the responsibility of finding the best people for the jobs so that an organization 

ca n compete favorably in the market . According to Berry, (1967) the audit team will 

seek to identify who is responsible for each activity, determine the objective of each 

activity, and review the policies and procedures to find out if the policies and 

procedures are being followed . The purpose of an audit is to develop an action plan 

to correct errors in the objectives , policies and procedures and follow up on the 

action plan at a later stage, to see if it solved the problems found throughout the 

audit. 

2.5 Human Resource Audit and Corporate Performance 

Corporate performance management is a concept introduced by Gatner rese rch in 

2001 ,which means "all the processes, methodologies, metrics and systems ne d cl 

to measure and manage the performance of an organization. 

Henderson (1989:143) argues that Darwin is probably a better guid to busin s 

competition than economist are " as he recognized that mar ts r r r ly st tic 

and indeed likened competition to a process of natural 

fittest survive. Darwin noted that mor indi 
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Hamel and Prahad(2002) productivity and performance can be improved gaining 

the same output from fewer resources (rightsizing) and achieving more output from 

given resources (l everaging). Human resources should ask themselves the 

fo llowing questions; which employee provides the greatest potential to differentiate 

a firm from its competitors? 

According to Gary Dessler (2005) auditing is also of benefit to organizations in that 

:it improves employee communication and ensures that human resources 

department is accessible ,develops an objective method of grading jobs, wi th new 

ranges that are competitive, getting honest feedback from employees and allowing 

the company to develop an action plan and finally identifying opportunities to 

outsource areas within human resou rces tat offer more value to the company. To 

achieve their strategic objective organization must ensure that they have the right 

number of managers , with right ski ll s and available at the right time. A core element 

of human resource planning is the assessment of existing manageria l stock and 

where necessary , the replenishing of the stock through recruitment of new .!\ 

managerial aud1t IS normally arrived out of utilizing information from sources such ~1 

assessment centers, performances appraisal , personal fil es and discussion with 

bosses to revea l the skill s available to meet forecast demand managers. manag ri I 

audit 

Golden and Rananujam (1985) proposal on administrative lin ag b tw n hum n 

resource management and strategic planning pro 'i 

resource c udit with corporal p rform nc . 
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Research Des ign 

The research design used in this study is the survey method. This method is 

preferred because it allows for generalization of research findings. 

3.2 Popu lation of Study 

The population of interest consists of all the companies quoted in the Nairobi Stock 

Exchange (Appendix 1 ). These companies were 56 in number as at 301
h June 2007. 

(NSE Handbook, 2006). The Nairobi Stock Exchange categorizes the population of 

firms into two segments called the main market segment and the alternative market 

segment. The main market segment consists actively trading companies and is 

divided in to sectors of agriculture, commercial and services, finance and Investment 

and industria l and allied. The alternative market segment consists of companies thClt 

are not acti ve ly trading from the four sectors of the main market segment. 

3.3 Sample s ize and sample se lecti on 

The sample frame consists of all human resources managers of the compfmi 

listed at the Nairobi Stock Exchange. A stratified random sampling t chniqu w 

used to select 40 firms. Even though according to Daniel and Torr I 1978), 30 units 

are usually considered a reasonable size. Therefore, 0 1rms w< s us d b c u • 

many times there is lack of response from som comp ni . Th r r ond nt from 

the 40 compani w s human r sourc m n 
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3.4 Data collection 

The study used both primary and secondary data. The primary data was collected 

thoug h a structured questionnaire administered on a drop and pick bas is. The 

questionnaire has a mix of questions. The close ended questions are presented on 

5 point Likert type scales. The questionnaire is divided into 3 sections A, B and 

C.Section A is directed at data on the firm 's and respondent's profile . Section B and 

C are directed to Human Resource Audit and firm 's performance, respectively. The 

seconda ry data will be from published sources such as the annual performance 

data avai lable at the stock exchange . The secondary data will be on price per share 

and return on Assets. 

3.4 Data analysis 

The data will be checked for accuracy and completeness, coding errors and 

omissions. The analysis wi ll be done main ly using descriptive statistics such 8 

means. standard deviations, frequencies as well as percentages. The chi-squ·1r (, 

test will be used to establish the statistical significance of each sector. 



CHAPTER FOUR: DATA ANALYSIS AND PRESENTATION 

4.1 Introduction 

This chapter presents the results of the data analysis. , the data from the completed 

questionnai res were summarized and tabulated in the form of percentages , 

frequencies and mean scores. Standard deviations were computed for selected 

data to enhance comparison and interpretation . Out of 56 companies listed at the 

Nairobi Stock Exchanges as at 301
h June 2007, 40 were targeted for the study. Out 

of the 40 compan ies listed at the Nairobi stock Exchange, thirty four (34) companies 

responded which constituted 85 % of the sample. The response rate of 85 % is 

considered sufficient to yield meaningful statistical analysis. Further the response 

rate of 85% indicated that the respondents were eager for their views to be known 

on the relationship between Corporate Performance and Human Resource Audit. 

4.2 General information about the company 

This part will analyze general information regarding the company contained in Pcll t 

1 of the questionnaire . 

4.2.1 Profile of the Listed Companies . 
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From Figure 4.2.1 above it can be seen that 18 % of the listed companies were 

established between the period 1900 and 1925,21 % of the companies were 

established between the period 1926 and 1950, majority of the companies (41 %) 

)were established between the period 1951 and 1975 and 21 % of the companie s 

were established above the year 1976. 

Figure 4.2.2 Number of years the companies have been in existence 
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As shown in Figure 4.2.2 15 % of the listed companies have been in exist ncl, 

ranging from the period 0 to 25 years, majority of the companies (41 %) he v 

in existence for a period ranging the period 26 to 50 years, n in 

ex1stence between the period 51 to 75 years and hil ?1 h v b n 1n 

e 1stence for a period more than 76 years. 



4.2.3 Ownership composition 

Local & Govt Local 

Local & Foreign 
64% 

6% 24% 

Foreign 
6% 

[OLocal 

0 Foreign 

0 Local & Foreign 

0 Local & Govt 

It is evident from Figure 4.2.3 that of the 24 % of the listed companies shares are 

owned by locals % of the companies are owned by foreigners, while majority 64 % 

of the companies are jointly owned by local and foreigners and the remaining 6 % of 

are also owned joined by Locals and Government. 

Figure 4.2.4 Scope of operations 
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Figure 4.2.5 Organizational Size 

60% 

I
, D Below 200 

, EJ 200 to 400 

0400 to 600 

O Above 600 

Figure 4.2.5 shows that 8 % of the listed companies employees range between 0 to 

200, 10% of the companies have employees ranging between 200 to 400, while 22 

% of the companies have employees ranging between 400 to 600 and the majority 

60 % of the companies employees above 600. 

Figure 4.2.6 Response by Sector 
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4.3 Human Resource Audit System 

This part analyses the human resources audit systems as contained in part two of 

the questionnaire on research objective two. 

Table 4.3.1 Percent of the listed companies that perform human resource 
audit 

Yes 

No 

Total 

-

-

Frequency 

26 

8 

34 

Percentage (%) 

76 

24 

100 

~ 

Table 4.3.1 shows that 76 % of the respondents said they conduct human 

resources audit while 24 % of the respondents said they do not conduct human 

resource audit in their companies . 

Table 4.3.2 Person responsible for implementation of human resource audit 

I Frequency Percentage(%) 

Human Resource Manager 25 74 

Board Sub Committee 1 3 

8 

Total 34 

From Table 4.3.2 above shows that majority of the r 

said human resource manag r underta · hum n r 
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Frequency Percentage 

Not important 0 
- --Fairly important 4 11 

Important 8 24 
~ 

Very important 22 65 

Total 34 100 

It is evident from Table 4.3.3 above that 11 % of the respondents said human 

resource audit is fairly important to the companies, while 24 % said human resource 

audit is important to companies and the majority 65 % of the respondents said it is 

very important. 

Table 4.3.4.Frequncy of Human Resource Audit 

Quarterly 

Semi Annual 

Annual 

After 2 years 

Total 

Frequency Percentage 

0 

4 

30 

10 

34 

12 

88 

--~---t..l-1 00 
As shown in 4.3.4 above 12 % of the respondents said they conduct humc n 

resource audit semi annual while majority of the respondents 88 % Sc id th y 

conduct human resources audit annually. 

Table 4.3.5 Evidence of selected Human R ourc A Jdit Pr, ctic 

To wh t nt i 

nd form 

wl tit h 3 0 07 

0 3 3 85 0 

tn mtr Ju ' n u 

v 



Table 4.3 .4 above shows that human resource audit process is clear and formalized 

with a mean of 4.03 out of a possible maximum of 5.0, attitude of employees 

towards the tasks they perform improved with the introduction of human resource 

audit with a mean of 3.6 out of a possible maximum of 5.0 and employees 

performance increased since the introduction of human resource audit with a mean 

of 3.85 out of a possible maximum of 5.0. The standard deviation of less than 1.00 

indicates less variability of responses . 

4.4 : Human Resource Audit and Corporate Performance 

This part analyses the relationship between human resources audit and corporate 

performance as contained in part two of the questionnaire on research objective 

two. 

Table 4.4.1: Benefits of Human Resource Audit 

I Consistent increase in the organization turnover 

N Mean Std .Dcv 

1 34 3.40 0.75 

Stable annual growth of net profit 34 3.82 0.80 

Annual dividend payment to shareholders and capital 34 3.68 1.10 

appreciation of the company shares prices at the NSE 
--To what extent has the financial performance of your firm 34 0. 0 

improved since the introduction of Human Resource Audit? 

capi tal apprecic tion and financial performanc of li t camp ni ith 
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Table 4.4.2 Contribution of the Human Resource Audit to performance 

FREQ. % 
-- -YES 26 76 

fNO 8 24 
--- -----TOTAL 34 100 

~ 

-

Table 4.4 .2 above shows that 76 % of the respondents said human resource audi t 

contributes to the companies corporate performance while 24 % of the respondents 

sa id human resource audit does not contribute to corporate performance. 

Table 4.4.3 Rating of performance improvement attributable to human 

resource audit 
-

Frequency Percentage 

Good 

Very Good 

Excellent 

Total 

4 

8 

22 

24 

Table 4.4 .3 above shows that 11 %of the respondents said good 

11 

24 

65 

100 

p~rformance of the companies is attribu ted to the introduction of hum n r ourc 

audit. while 24 % the respondents said very good and th m jorit Yc 

human r sou rc cludit he s contribut d to 
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CHAPTER FIVE: SUMMARY, DISCUSSIONS AND CONCLUSIONS 

5.1 Introduction 

This study gives a summary as well as the conclusions gathered from analysis of 

data. Findings have been summarized alongside the objectives of the study. 

Conclus ions have been drawn from the study and the recommendations for action 

are also given. The study was a survey of companies listed on the Nairobi Stock 

Exchange. The main objective of the research was to assess the effects of Human 

Resource Audit on the performance of these firms. Primary data was collected 

using a questionnaire that was distributed using the "drop and pick later" method to 

the respective respondents. 

5.2 Summary, Discussions and Conclusions 

The aim of this study was to determine the relationship between Human Resourc 

Audit and the corporate performance of listed companies at the Nairobi Stock 

Exchange. The indicators used to measure corporate performance were net profit 

and turnover. From the data analysis it was established that majority of the firms 

were owned by both local and foreign Investors and had operated in the country for 
more than 25 years and had staff establishment of above 600. audit. From th 

analysis, all the companies which have foreigners in the managem nt conduct d 
human resource audit. The presence of foreign investors and comp ni which 

have multinational links, ensure transfer of manag m nt 111 fr m th ir ~. r nt 
companies such c hum, n re ourc . 
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from the stakeholders. To a large extent, the respondents felt that since the 
inception of Human Resource Audit, their firms have recorded tremendou s 
performance in terms of turnover and net profit. The human resource audit process 
has enabled the firms to have the right people at the right place . This has led to 
competency at task performance. Competence leads to efficiency which 
au tomatically saves on costs. Most firms have a functioning Human Resource 
department which handles Human Resource Audit. Most firms conduct auditing 
annual with key decision about staff being within the first quarter of the year. These 
findings clearly show the significance of Auditing. On the other hand, most of the 
respondents to a moderate extent felt the need for firms to make the employees 
treat Human Resource Audit positively. This was concluded from the responses 
given by the Human Resource Managers and the Internal Audit teams. Most of 
them cited resistance to change as a major problem when trying to carry out 
Auditing. The respondents felt that other factors that derail this process were lack of 
coopemlion from the senior management lack of a functional and indep ndent 
Hurnc n Resource department, lack of time and a times, lack of funds to carry out 
this exercise. 

According to Robertson et al (1992), the job of a manager in the workplace is tog t 
things done through employees. To do this, the manager should be able to motiv t 
his juniors. But that is easier said than done. Motivation is a comple ph nom non 
since it touches on several disciplines. In spite of enormous res arch, motiv tion i 
not clearly uncJerstood. To understand motivation on mu t und hum n 
natur itself Th respond nts f It that job curity i th 
n d to hav th rk llt p opl o 
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auditing; interviews, field experiment, historical data, questionnaire, external 

information and Audits of international Organization. 

Once the audit has been concluded , the HR audit team leader will compile the 

findings, concerns and recommendations of the audit team into an HR Audit Report. 

This report is a comprehensive definition of the HR activities and includes both 

commendations for effective practices that are less expensive. Recognition of both 

good and bad practices is more balanced and makes room for wider acceptance of 

the report. The respondents felt that Human Resource has a definite role in meeting 

the organizations corporate strategy. According to (Biles and Schuler, 1986) people 

is a key factor in any Organization because they make things happen , and the 

Human Resource is entrusted with the responsibility of finding the best people for 

the JObs so that the organization can gain competitive advantage in the market 

place. The respondents felt that to a large extent, the HR audit report may address 

eparately the concerns of the line managers, the functional managers and th 

overall HR head. For line managers, the report summarizes the HR objectiv 

responsibilities and duties. People problems are also highlighted, and poo1 

management practices revealed . 

From this Research, it is evident that most respondents felt Human Resource Audit 

plays a s1gnificant role in the performance of firms listed on the N irobi Stock 

Exchange. They felt that through Audit, the HR head will get an over II vi w of th 

performance of his/her department and it's standing in th or niz tion . An Aud1t 

contains a summary of II the information giv n to th o 

p .ctalist . Th HR h ad I o t 
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judged by its ability to meet the employees needs while at the same time, serving 

the interests of the organization. 

The firm's management should fully support the auditing process at all levels in the 

organization. The HR department should be left to independently ca rry out thi s 

activity when it's necessary for the firm because of the turbulent nature of the 

Business envi ronment. The 'best practice" approach which is often used with 

turnover, absence, salary, data and staffing levels. It helps detect areas where 

improvement is needed in an Organization . 

5.3 Limitations of the study 

The study was carried out with the help of predetermined questions.This would 

have limited the respondents from freely expressing their views. The study involved 

HR managers, had the employees of these firms been involved the results would b 

different. The study did not consider demographic factors such as work experienc 

and education, which may also have an effect on the results . 

5.4 Suggestion for further Research 

The study recommends further research could be conducted to determine th 

responses of employees at various levels and chief executi e of rc r s, thi o 

because they play a major role in the firms performance. will bring 

1ns1ghts in the field of Human Resource Audit. Typic lly p of th 

HR audit t nds b yond the c ctiviti of th HR of th 

or m of th HR cJ p rtm nt d p oth on h , l11t f m n h w w II 
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5.5 Suggestions for policy and practices 

Human Resource Audit plays a very important role in the any organization , with the 

challenges placed on the Kenya Government for creation of five hundred thousand 

jobs per annum a clear way of documented the jobs created and required is 

unnecessary. It would therefore be beneficial for the country if the Government of 

Kenya and the private sectors would put in place policies that make it mandatory for 

the Government and companies to conduct human resource audit and submit 

returns to the Central Bureau of Statistics. The Government should lead this 

process by conducting annual review of the civil servants so as to be able to make 

informed decision on the statu s of employees. This will also help in aligning the civil 

servants to deliver the government goals. 
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APPENDIX 1: INTRODUCTION LETTER TO THE RESPONDENTS 

University of Nairobi, 

Faculty of Commerce (MBA PROGRAMME) 

P.O. BOX 30197, 

NAIROBI 

Dear Sir/Madam, 

RE: RESEARC H PROJECT 

I am a student of Masters in Business Administration at the University of Nairobi. 

One of the requirements for competition is that a research project must be 

undertaken; as such I am undertaking a project "entitled". The relationship between 

human resource audit and firm performances: A survey of companies quoted in th <: 

Nairobi Stock Exchange. 

I have chosen your company as one of those quoted in the Nairobi stock exchang :. . 

I am therefore kindly requesting you to fill in the given questionnaire. which will b 

treated confidentially and used for academic purposes only. 

Your cooperation will be greatly appreciated. 

Your fc 1thfully, 

OLIKO M. A N S 



APPENDIX 2: QUESTIONNAIRE 

Part one: Bio Data 

1. Name of respondent 

2. Respondent job title in the organization: ___________ _ 

3. Name of the organization: _______________ _ 

4. Year when the organization was established _________ _ 

5. Ownership of the organization (Please tick applicable box) 

(a) Foreign owned 

(b) Locally owned ( 

(c) Partly locally and Foreign owned ( ) 

(d) Partly government and local owned ) 

(e) Fully Government owned 

6. Please tick the Nairobi Stock Exchange sector to which you belong 

Agriculture 

Commerce and services 

Finance and investment 

Industrial and Allied 

Alternative investment market system 

( 

( 

( 

( 

) 

) 

7. Please tick the size of your organization in terms of employees? 



Part two: Human Resource Audit System 

1. Does your organization perform human resource audit 

Yes No 

2. Who is responsible for the implementation of the Human Resource Audit 

system? 

Human Resources Manager ( 

Internal Audit Unit 

Board Sub Committee ( 

3. How important is Human Resource Audit to your organization ? 

Not important at all 

Important 

Fairly important 

Very important 

4. How frequent is Human Resource auditing done? 

Quarterly 

Annual 

( 

( 

Semi Annual 

After 2 years 

Indicate the extent to which each of the following applies to your organization. Rc t 

them on scale of 1 to 5, where (1 to 5 ) has the following meaning :-

1. To a lesser extent 
2. To a less extent 
3. To a moderate extent 
4 . To a great extent 
5. To a ve ry great extent 

Item 1 3 4 

5 To wl1 

? 

7 

1ntr lu 1 n n 



Part three : Human Resource Audit and Corporate Performance 

Indicate the extent to which each of the following applies to your organization for the 

last five years. Rate them on sca le of 1 to 5, where (1 to 5 ) has the fo llowing 

meaning:-

1. To a lesser extent 

2. To a less extent 

3. To a moderate extent 

4. To a great extent 

5. To a very great extent 

-~ 1 

Item 

Con sistent increase in the organization turnover 

2 Stab le annual growth of net profit 

3 Ann uCll dividend payment to shareholders and capital appreciation 

of the company shares prices at the Nairobi Stock Exchange 

4 To what extent has the financial performance of your firm 

improved since the introduction of Human Resource Audit? 

5. In your opinion do thing Human Resource Audit contributed to the 

performance of the firm? 

Yes No ) 

1 2 

6. How would you rate the improvement of your org ni tion p orm nc 
sine th inc tion of Human Re ourc Audit? 

Poor ( ) 00 ( ) If ( ) ( ) 

3 4 c 



8. Please propose solutions to the problems experienced in 20 above 

9 Please provide any other information you consider useful concerning human 

resource audit and corporate performance 

Thank you for taking time to fill the questionnaire and may the Lord bless you. 



APPENDIX 3: POPULATION 

ALL THE COMPANIES QUOTED IN THE NAIROBI STOCK EXCHANGE 

MAIN INVESTMENT SEGMENTS 

Agriculture Sector 

Company 2002 2003 2004 2005 2006 

(KSHS) (KSHS) (KSHS) (KSHS) (KSHS) 
Unilever Tea Turnover ('000') 4,251,285 3,975,876 4,656,109 4,678,738 4,244,832 
Kenya Limited Net Profit 124,029 62,254 360,946 67,603 52,096 

Dividend per share 2.50 6.00 8.00 2.00 2.00 
Share prices 31.12. 06 54.00 66.00 90.50 90.50 80.00 

Kakuzi Ltd Turnover ('000') 1,082,190 1,435,388 1,424,503 1,110,348 1,399,194 
Net Profit 7,593 (11,795) 83,733 (73,767) 133,051 
Dividend per share 0.00 0.00 1.00 0.00 0.00 
Share prices 31.12. 06 14.65 14.65 40.00 48.25 42.25 

Rea Vipingo Ltd - -
720,210 - 8 73,408 - - 1-:-Turnover ('000') 665,830 1,104,363 1,181,207 

Net Profit 24,809 3,225 128,666 124,462 - 112,576 -
-- -Dividend per share 0.25 0.40 0.80 0.80 0.80 

Share prices 30.09.06 2.55 5.15 9.50 20.50 25.50 -

Sasini Tea and Turnover ('000') 848,445 858,171 1,039,639 931 ,567 --=--1,268,959 
coffee Ltd Net Profit (6,940) (67,224) 771 ,162 (386,594) 236,738)-

-Dividend per share 0.50 0.00 2.50 0 1.00 
Share prices 30.09 06 13.20 17.30 20.50 32.50 55.00 -

-Commercial and Services 

Car and General Turnover ('000') 436,741 489,308 629,100 1,061,7-t2 1,244,403 
ltd Net Profit 7,451 60,679 36,544 193,945 135,656 

Divid nd per share 0 0.67 0~67 0 67 0.67 
Share pnces 30.09 06 10 00 68.00 -;,-5 00 -2-s-:oo ··5~26 

CMC Holdings Turnover ('000') 4(&52,390 --:4-;49-3 0-9-2 6,o.8,23_1, -(810)05- 7,3 2,9~· 

-NctProf1t 152,780 -,7 • 18 -262~H2 339~887 434~248 
I- _ 

Dividend ~ r shnr 1.00 1 00 1.00 1:50- 2~30 
Share rices 0 0 0 .-----· i<17. i' &e.oo "6. 00 -4725 1f9~00 

----, i. --- -- . 
0 421 000- -41,333 000- - : 2~8-0.,000 Kenya Alt\vil----y5 1'urnovcr ('000 ) I ,000 

Not Profit ~861~000- 7400~0()0- 1,'302 000 3 020 000 .. 829 000 
=o .~ ... ~ ~ -- rshor 

-- ~' ---: 
0~ 0.7.5 125 1.75 ·--··- 0 

"--- ,--
Share prices 0 2.4.00 105.000 

-- ---



Marshalls EA Turnover ('000') 1,424,543 1,652,221 1,273,874 1,261,640 1,304,988 
Ltd Net Profit 29,251 22,045 22,256 42,498 44,700 

Dividend per share - 0 0 0 1.00' 
Share prices 31 .03.06 18.3 6.05 17.50 15.00 15.00 

Nation Media Turnover ('000') 4,103,400 4,469,100 4,866,200 5,597,100 6,339,200 
Group Net Profit 403,800 602,800 641,400 716,200 783,200 

Dividend per share 2.50 5.00 6.00 6.00 12.00 
Share prices 31 .12. 06 84.00 191.00 170.00 190.00 313.00 

Scangroup Turnover ('000') 829,574 
Limited Net Profit 195,526 

Dividend per share 0.83 
Share prices 31 .12. 06 24.75 

Standard Group Turnover ('000') 1,321,611 1,510,214 1,762,993 1,987,670 2,964,610 
Limited Net Profit - (49,463) 77,790 66,408 153,383 

t--o'ividend per share - 0 0 0 0 
~hare prices 31 .12. 06 - - - 1-40.25 -9.40 39.75 43.50 66.50 ,.... - =--r:t 217130 

--:- ~ 059477- 3 264006 TPS Several Turnover ('000') 1,450,158 
' ' 

1,672,490 
' ' ' ' LTD Net Profit 105,889 - 2 5,077 130,526 - 22,945 - r-332,660 

Dividend per share 1.10 
-

1.10 
-

"'1.10 - 0.40 1.25 -
1-=- - - 86.50 Share pnces 31 .12. 06 19.00 27.25 47.25 81 .00 

1--- -Finance and Investment 
1---

Barclays Bank Turnover ('000') 2,550,000 4,790,000 5,391 ,000 5,427,000 6,475,000 
of Kenya Ltd 

-:-:--. 
Net Profit 1,783,000 3,367,000 3,694,000 3,729,000 4,492,000 
Dividend per share 9.00 14.00 14.00 14.00 1.65 
Share prices 31 .12. 06 101 .00 280.00 200.00 263.00 77.00 

CFC Bank Turnover ('000') 323,093 529,966 880,896 865,879 1,366,91 2 
Net Profit 224,725 415,108 665,454 552,4i1 940,140 
D1v1dend p r share 0.67 0.84 0.84 084 1.75 
Share pnces 31. 12. 06 9.20 33.00 ·-58oo ·-7 oo 89.00 

Diamond Tru t Turnover ('000') '112,799 .204,101 ~24o~235- 42&-:-61 4 705~954 
n N t-Prof1t 75,525 138~2·1 183:iii 284~588- -.a7,8-30 

Dividend per shnro o ~so 0 '70 0 70 0.70 1.00 
.~ 

Share ,prices 31 12 06 10.00 ":2~00 2 8-.00 32 25 72.50 
1Equ\ty Bank Turno r ('000') 1.102 873-

.~. 

rom 753~368--o: :;~ .. _ ... - ·-- ·- chore· 2.00-
-siltlro prices 3f ifoo- 1 -



Housing Turnover ('000') 95,318 98,011 87,856 90,488 141,236 
Finance Net Profit 55,851 51,847 59,976 58,799 101,049 
Company Of Dividend per share 0 0 0 0 0 
Kenya Share prices 31 .12. 06 5.20 12.05 8.50 13.95 48.00 
I CDC Turnover ('000') 153,975 221,028 354,570 239,786 403,742 
Investment Net Profit 246,522 159,149 241,350 295,234 606,598 
Company Ltd Dividend per share 2.00 2.20 3.00 3.00 4.00 

Share prices 30.06.06 19.00 51.00 67.00 66.50 99.50 
Jubilee Turnover ('000') 213,413 305,664 358,882 470,726 664,687 
Insurance Net Profit 164,442 212,761 276,586 546,336 559,515 
Company Dividend per share 1.75 2.25 2.50 4.00 4.25 

Share prices 31 .12. 06 15.50 50.00 58.00 83.00 323 
Kenya Turnover ('000') {4,178,557) 750,151 1,073,467 1,947,608 3,166,753 
Commercial Net Profit {3,000,639) 485,520 787,051 1,326,027 2,431,878 
Bank Ltd Dividend per share 0.00 1.00 2.00 4.00 6.00 

'Share prices 31.12. 06- ~.00 54.00 64.00 113.00 241.00 r-:-: -
390,142 - l-,t91 ,902 - ~43,478 -~59,161 -934177 -National Of Turnover ('000') 

' 
Bank Of Kenya ~et Profit 198,758 - f-403,899 382,611 598,544 624,496 -

- -ltd Dividend per share - 0.00 0.00 0.00 0.00 
Share prices 31 .12. 06 3.65 13.35 18.90 28.75 58.00 -

National Turnover ('000') 340,224 359,301 372,556 403,010 - 677,072-
Industrial Credit 

_...,..,.... 
Net Profit 229,135 242,592 261,356 275,648 458,004 

Bank ltd ~v1dend per share 2.00 
-~25 2.40 2.50 2.70 

'Share prices 31 12 06 19.70 45.50 50.00 50.00 102 
Pan African Turnover ('000') 

- ,_(6,452) (68,776) 91 ,007 175,3-tS S.,266 
Insurance Net Profit (15,614) (23,440) 93,811 176,605 S.,266 
Company Ltd Dividend per share - 0 1.00 1 200 1.44 

Share prices 31 .12. 06 7.00 23.5 21 00 40 00 81 5 
Standard Turnover ('000') 3,212,008 4,009;854 2, 90~88 3~512&81 - 3 810,427·-
Ch rt B n N t Prof1t 2,206,127 f '788,717 1- 832~7 2 4 2174 2,634,300 
Ld Dlv1dond per shore 8.25 8.50 1.50 7. 8.50 

ishor prices 31 12 os 8200 181 00 12.2~00 131-:oG 2os:oo 
1-:-• 
lndu tr I nd Alii d 

Aihf River Turnover ('000') 1 ;t2i~5 1~40~· 1~3 ' 2 208,7~ r-2 105,032 
-NctiProflf 57~31cf 17;101- 11 )U 1 .- ~2 i57 • 
Dividend par shnro OA 0..5 0 0.75 ·1. 
-S""flaro 1 0 1.2.5 ~15 J00 31.50 83J00 



Bamburi cement Turnover ('000') 10,073,000 10,411,000 12,284,000 15,045,000 16,723,000 

- Net Profit 1,228,000 1,067,000 1,718,000 2,155,000 2,614,000 
Dividend per share 3.50 2.80 6.12 5.30 5.50 
Share prices 31 .12. 06 43.75 126.00 95.00 140.00 215.00 

BOC Kenya Ltd Turnover ('000') 697,505 728,7230 830,675 987,138 1,109,584 
Net Profit 105,491 152,619 160,117 207,446 225,940 
Dividend per share 4.35 4.35 4.50 5.50 11.30 
Share prices 30.09.06 26.75 99.50 137.00 145.00 160.00 

British American Turnover ('000') 9,422,530 9,446,056 9,865,047 11,192,080 12,669,489 
Tobacco Net Profit 823,120 1,140,021 1,210,194 1,382,038 1,201,422 

Dividend per share 9.00 12.50 16.50 12.50 12.00 
Share prices 31 .12. 06 54.00 276.00 200.00 204.00 197.00 

Crown Berger Turnover ('000') 1,090,626 1,157,585 1,225,506 1,442,439 1,689,630 
Kenya Limited Net Profit 55,442 59,166 50,900 34,418 63,772 

Dividend per share 1.50 1.50 0 1.00 1.50 
1--- . 

Share pnces 31 12. 06 7.00 35.50 28.00 35.00 43.75 -- Capital-
I-_ - 2 63232 - f-274,450 291,225 - 396,76o-Olympia Turnover ('000') 

' 291,887 
- -Holdings Limited Net Profit 5,051 9,233 22,921 11 ,443 14,800 

'Dividend per share 0 --0 0 0 0 -
--:::-:-- -

Share prices 31 .12. 06 5.00 17.35 15.85 16.00 31 .00 
EA Breweries Turnover ('000') --27,734,679 "28,918,151 30,076,665 34,677,779 37,449,324 
Ltd 

1---
Net Profit 2,319,915 1,500,008 3,849,058 4,769,912 5,392,488 

f--
Dividend per share 11.50 15.00 18.00 4.50 5.90 

- ·-=----Share prices 30 06 06 82.50 226.00 445.00 149.00 139.00 
E A Cables Turnover ('000') - 388,008 428,430 825,316 1,162,041 2,040,533 

Net Profit (5,946) 9,365 123,661 212,939 284,635 
Dividend per share 0.50 1.00 3.50 5 00 0.7 
Share pnc 31 .12. 06 9.20 13.65 51 00 '137 48 

E A Portland Turnover ('000') 3,207,060 3,842,138 4,166,289- 5;3e3~ fee· -8~1 80 ,7 1 5 
C m nt N t Prof1t 123,179 22 :143- ( ,177)- 607 872 411 ,793 
Co n l d Dividend per chore 150 1. 1.75' 2.50 2:so 

Share prices 30 06.06 12:6o - 4U S -17 00 132.00 
l;vcn:ul.ly E. A. Turnover ('000') 2029~-2 

INCf PrOfit 165~56tf i.-

''"' ... ''"' r r o.so 
·~sfinrc pr1cos 31 .12 06 17~5-

-



Sameer Africa Turnover ('000') 2,736,539 2,538,316 3,270,254 3,359,010 3,171,049 
Limited Net Profit 231,407 157,194 275,171 204,678 (22,288) 

Dividend per share 1.00 0.50 1.00 0.50 0.00 
Share prices 31 .12. 06 8.70 11.90 12.50 21.50 24.25 

Kenya Oil Co. Turnover ('000') 13,317,933 16,658,516 34,478,830 41,744,973 46,381,292 
Ltd Net Profit 441,460 468,745 838,484 915,878 842,947 

Dividend per share 9.50 10.50 2.00 2.25 2.25 
Share prices 31 .12. 06 81.00 272.00 50.5 126 103 

Kenya Power Turnover ('000') 27,353,043 19,185,376 20,302,734 21,755,274 22,493,912 
and Lighting Co Net Profit (1 ,879,553) (3,051 ,355) 457,807 1,270,273 1,644,231 
LTD Dividend per share 0 - 0 1.50 1.50 

Share prices 30.06.06 8.65 32.00 88.50 111.00 169.00 
Mumias Sugar Turnover ('000') 7,847,233 7,628,937 9,792,503 10,080,174 11,657,540 
Co ~et Profit 65,116 (215,608) 791,451 1,289,930 1,526,615 

Dividend per share 0.10 0.00 1.10 1.50 1.75 
Share prices 30 06.06 2.50 3.40 9.05 24.50 62.00 --.- -=- -

14,300,060 Kenya Electncity Turnover ('000') 

-Generating Net Profit 3,768,933 
-Company. Dividend per share 0.55 

r--- . 
Share pnces 30.06 06 39.25 -

--:-:- --Unga Group Ltd 
'-=-Turnover ('000') 5,500,307 5,702,613 6,305,387 7,558,509 -~ 7,305,958 
r--,-,-, - ~7,046) 36,839 -Net Profit (56,813) (101 ,949) 72,542 
-::::-:- -

0.00 D1v1dend per share 0.00 0.00 0.00 0.00 s 0 ~ hare pnces 31 12 06 ~.10 12.05 14.50 19.40 17.95 
~ - -Total Kenya Ltd Turnover ('000') 16,291 ,258 22,393,229 37,628,109 40,547,538 38,052,875 

Net Profit 360,201 514,963 5n,oo7 531,561 486,078 
Dividend per share 1.70 2.50 250 250 2.50 
Share prices 31 .12. 06 22.75 39.75 8450 41 00 34.75 

Alt rnative lnv atment M rk t S gm nta 

A Bauman d Turnover ('000') 112,749 110 oa2 -107 - '1014 1 104,397 
CoL 

.,......_..__. 
t Profit (48~0t21 12~) lt07543j (12 0)~ (42,318) 

o;vicsalld r hare . - - 0 0 
IShiir 1 0 00 -5J&0~ :en~ -.~- 13 

City liUSI Uti Turnover ('000 ) 1,077 -,Pta 3 23 U ,Ht 18~150 
Prof if -5~35t IIIOe- 11 ~018 12 7 ~ 

·-



Dividend per share 2.00 2.25 6.25 2.75 3.10 
Share prices 31 .07.06 17.50 21.00 30.00 57.00 58.5 

EAAGADS Ltd Turnover ('000') 64,378 82,037 48,852 34,940 64,116 
Net Profit 947 3,861 (4,273) (1,434) 6,802 
Dividend per share 0.50 0.50 - 0 1.25 
Share prices 31 .03.06 20.50 19.00 15.95 17.00 17.00 

Express Kenya Turnover ('000') 3,984,859 3,964,581 1,762,203 1,055,414 822,487 
Ltd Net Profit (56,007) (68,151) 4,610 53,930 66,329 

Dividend per share - 0 0 0 0.40 
Share prices 31 .12. 06 6.80 9.00 7.80 13.80 24.25 

Kapchorua Tea Turnover ('000') 383,334 413,673 416,059 571,853 462,749 
Co Ltd Net Profit (13,830) 34,811 38,643 26,089 (9,793) 

Dividend per share 0.50 3.75 3.75 5.00 0.50 
Share prices 31 .03.06 137.00 137.00 100.00 100.00 150.00 

-:-:-
Kenya Orchards Turnover ('000') 

r-- . 
Net Prof1t 

ISTvidend per share 
< 

Share prices 31.12. 06 

Co- -=- - ~7,654 37,203 - -Limuru Tea Turnover ('000') 57,491 56,277 51,036 
Ltd Net Profit 2,077 8,047 9,659 ~3,159) 4,829 -

- ~00 10.00 -Dividend per share 3.00 10.00 15.00 
1-:::-:-- -

Share prices 31 12 06 394.00 160.00 355.00 347.00 350.00 -
- -Wil liamson Tea Turnover ('000') 1,010,236 837,958 855,610 1,198,588 985,059 

Kenya ltd Net Profit (26,922) 64,354 80,421 88,231 (55,048) -

Dividend per share 0.50 3.75 3.75 5.00 0.50 
Share prices 31 .03.06 51 .00 70.00 80.00 11 9.00 94.50 


