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ABSTRACT

The purpose o f this study was to determine the influence o f  the institutional contexts of 

universities and the phenomenon o f University-Industry Collaboration on the relationship 

between the Human Resource Development Infrastructure and performance of universities in 

Kenya. Ihe study was guided by five objectives, namely to determine: the relationship among 

the various components that constitute the HRD Infrastructure for universities in Kenya; the 

relationship between the HRl) Infrastructure and University-Industry Collaboration; the 

influence o f the University-Industry Collaboration on the strength o f the relationship between the 

HRD Infrastructure and University Performance; the influence o f the Universities' 

responsiveness to institutional contexts on the strength o f  the relationship between University 

HRD Infrastructure and University Industry Collaboration and the influence of the Universities' 

responsiveness to institutional contexts on the strength of the relationship between University 

Industry Collaboration and University Performance. The design o f the study was guided by the 

positivism epistemological orientation and used a descriptive survey design that targeted 180 

respondents from 19 Universities lif t o f them responded from 16 universities The research 

found that the degree of responsiveness to the national culture is just slightly above the level of 

indifference, moderate for the institutional context and high for human capital development 

needs and the HRl) value base. The study reports low scores on responsiveness to the tolerance 

to mistakes, an aspect that was considered to reflect in the design of ihe IIRD Infrastructure with 

low scores on building the ability to solve problems and encouragement o f managers to take 

risks. The reported mean scores show that the universities have a clear picture of the set of OD 

Needs which reflects in the components o f the HRD Infrastructure. However, they rate lowly on 

areas that are critical to building learning systems. Ihe reported score on the motivation to 

pursue collaboration is slightly above the SO-SO chance while the level o f collaboiation is 

relatively moderate with high variation in responses. Ihe types of collaboration programs were 

found to be slightly high for all the items except in technology licensing, research parks and 

technology transfer where low scores and wide variation among the universities were reported 

Die readiness for change performance registered a higher mean score than that of bottom line 

performance. Hypothesis one was partially supported, hypotheses 2, 3 and 4 fully supported 

while hypothesis 5 was not supported. The study found that; there is a significant correlation
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between the University I1RD Infrastructure and University Industry Collaboration; U-I-C 

partially mediates the relationship between HRD Infrastructure and University Performance; 

responsiveness to the institutional context moderates the relationship between the HRD 

Infrastructure and U-I-C and not the relationship between U-I-C and University performance. 

Hie findings of the study provide an insight into the situational positioning o f HRD in 

universities in Kenya whereby it is reported that HRM is yet to become strategic. The findings 

offer some practical and epistemological lessons to managers in this sector and scholars in 

management respectively. The findings provide empirical evidence that strengthens the calls lor 

U-l collaboration and those for the integration o f  the resource based view and the institutional 

theory in research. The findings also confirm the empirical and theoretical underpinnings drawn 

from the multidisciplinary set of theories and provide an epistemological support for research in 

HKD based on a positivist perspective. The study recommended that universities adopt programs 

that will strengthen their learning capability and alignment of the teaming cultures with their set 

of HRD Practices. The study called on future research efforts to replicate the current study from 

the industry side using objective indicators of the variables used and integrate the organization 

theory imperatives o f  size and sirategy.
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CHAPTER ONE 

INTRODUCTION

1.1 Ituckgruuml of the Study
The term Human Resource Development (HRD) was first used by I.eonard Nudlcr in 1969 at the 

Miami Conference o f the American Society for Training and Development (AS'I'D) and later 

provided its definition in 1970. This development was out o f the recognition that 1IRD fed into 

most organizational areas (Galagan, 1986). Prior to this, locus had just been given to the aspects 

of training and development based on the traditional personnel management orientation. Wilson 

(2005) observes that HRD represents the latest evolutionary stage in the long tradition of 

training, educating and developing people for the purpose o f contributing towards the 

achievement o f individual, organizational and societal objectives. HRD lias since then grown to a 

point o f recognition as an area o f professional practice and interdisciplinary body of knowledge 

that has emerged to meet organizational needs (Jacobs. 1990; Kahnweiler, 2009).

There is a general consensus among HRD sehulurs that the most comprehensive definition of 

HRD is that advanced by McLean and McLean (2001. pp 1067). which states that “HRD is any 

process or activity that either initially or over the long term, has the potential to develop adult’s 

work based knowledge, expertise, productivity iuid satisfaction, whether for personal or 

gruup/team gain or for the benefit of an organization, community, nation or ultimately the whole 

humanity". Other approaches provided by Watkins (1989). ChafTosky (1992), Joy-Matthews 

Megginson and Surtees (2004), and Armstrong (2006) have presented IIRD as a discipline build 

on the area ofleam ing, addressing the concerns for the development of organizations through a 

multi level perspective as espoused in the area o f  organizational behavior. Behavioral scientists 

have addressed concerns for the performance o f organizations on the basis o f three levels: the 

individual, the group and the organization (Luthans. 1992; Robbins, 2005; Robbins & Judge, 

2007). HRD has thus embraced a great deal o f  the propositions o f  the behavioral science 

literature in impacting organizational systems as its roots arc strongly grounded in die behavioral 

sciences from which it has grown to address the HRM concerns for the growth and development 

of employees in an organization, which is necessary tor its performance and survival in a rapidly 

changing environment.
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HKD as an integral part o f an organization’s HRM System is set against a background of 

turbulence and change in organizational life (Joy-Matthews et.al, 2004). The change arises from 

developments in business environments, work processes and organizational cultures, which drive 

the need for successful change management strategies. HRM has been associated with change 

management initiatives in organizations in which case it serves as an agent for change 

(Tontkinson, 2005; Jackson & Schuler, 2000; I.opcz, Peon & Ordas. 2005; Dossier, 2003; Joy- 

Matthews et.al. 2004). Some scholars are o f the view that change programs in organizations 

largely depend on an organization’s human resources (Prasad. 1906; Jackson & Schuler, 2000; 

Wcig! et.al. 2008). Prasad (1996) has indeed postulated Organizational Development and change 

programs as part o f  an organization's HRM system. Thus, HRD utilizes the theories o f change 

and their relationship to an organization because change at feels individuals, groups and 

organizations. HRM has been positioned as a strategic partner in many organizations for 

facilitating organizational change (Dessler, 2003; Jackson & Schuler, 2000; Joy-Matthews et.al

2004). This HRD agenda for managing change in organizations embraces a multi-disciplinary 

approach (Galagan, 1986; Nafukho, Hairston & Urooks, 2004; Lincoln. 2004; Iomkinson, 2005; 

Paprock. 2006) and a “levels o f  analysis" perspective in organizations.

From the multi-disciplinary approach. Hates and Chen (2005) note that HR!) roles and functions 

within work systems are based on three distinct paradigms The first one is the learning paradigm 

which focuses on change through learning which is expected to produce development of the 

individual and therefore postulates learning as a critical part o f  an organizational culture. On this 

basis, HRD serves the basic need of facilitating learning and adaptation to a changing work 

environment (Toracco. 2005) and is thus concerned with fostering learning which is aimed at 

enhancing employee learners' efficacy in an organizational setting which ultimately affects 

organizational performance (Frank, 1988; Scully-Russ, 2005). The second paradigm is the 

performance paradigm which presents HRD as an area focused on advancing the performance of 

systems that sponsor HRD by improving the capabilities o f  individuals working in the system 

and improving the system. The third one is the meaning of work paradigm which takes a holistic 

approach to human development and the development o f organizations and focuses on the 

development o f the whole person so as to realize their full potential meaningfully and enhancing 

Organizational health through programs that have a human appeal (Huc/ynski & Buchanan.
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2001. 2007) mul transcend organizational boundaries to improve Quality of life in the 

organization, the society and the world as a whole.

1.1.1 The Organization Infrastructure for Human Resource Development
HRD has been described as strategic in nature (Stewart & McGoldrick, 1996, Joy-Matthews

et.nl, 2004; Balderson. 2005; Wilson. 2005; Garavan. 2007) and as such it takes place in a 

supportive environment characterized by healthy human resource practices, and linkage to the 

strategy o f an organization, in which context it is considered an investment equivalent to 

investments in technology, new product development and entry into new markets (Reardwell & 

Holden. 1997; Garavan, 2007; Balderson, 2005; Wilson. 2005) The emerging aspects o f the 

Strategic Human Resource Management (S11RM) ami Strategic URL) areas call for clear linkages 

between an organization's HRM and HRD programs with the organization's strategy (Balderson. 

2005;Wilson, 2005), creation o f an organization conducive environment supporting the growth 

of healthy HRI) (Stewart & McGoldrick. 1996; Watson.1998). and the adoption o f a stakeholder 

based orientation in both HRM and HRD (Watson, 2007; Torington. Hall & Taylor, 2005; Hall 

& Goodalc, 1986; Armstrong, 2006; Jackson & Schuler. 2000; Clark & Reardwell, 2007; 

Watson. 2007; Garavan. 2007). Menger (2001) refers to these aspects accounting for the HRM 

practice as HRM Infrastructure. This infrastructure is based on the role of the human resource 

component in providing sustainable competitive advantage to the organization.

Garavan (2007) uses the human capital development and resource based theories to indicate that 

IIRD is best achieved through a strategic approach. Prasad (1996) observed that HRD policies, 

plans and actions must commence from business strategy. Watson (1998) noted that HRD gains 

in meaning and significance when its contribution to enhancing the strategic capability and 

intellectual capital o f an organization is clcurly spelt out und understood across the spectrum of 

the organizational membership. Successful SURD depends on the existence o f  a favorable 

learning climate which exists in an organizational setting that supports organizational learning. 

The climate is supported by a number o f characteristics that are central to HRD in organizations 

which are aligned with the organizational developmental needs of an organization that seek to 

increase organizational health in order to attain sustainable levels of competitiveness as 

supported by human resource based competencies (Bcckhard.1969; Bennis, 1969; Burke. 1982 ).

3



SilKD scholars agree lhai the alignment between HRD and organizational strategies is attained 

through organizational development approaches designed to manage strategic change that 

juldress internal knowledge and skills, protection o f core competencies, building strategic 

capability, management o f culture and organizational values, learning organizations and 

sustaining organizational effectiveness (Balderson. 2005: Beardwell. Holden & Claydon. 2004; 

Carnall. 2007; Garavan.1991; Garavun, 2007; Cummings & Worley, 2008; Jackson ct.al, 2009; 

Joy-Matthews et.al, 2004).

Watson (1998) focused on the human resource based competencies to advocate for the 

development o f a suitable organizational paradigm that is accommodative o f global competitive 

and societal influences. On the one hand, kului (1970) considered the term paradigm as u 

constellation of concepts, values, perceptions and practices shared by a community which form a 

particular vision of reality that is the basis o f the way a community organizes itself." A 

community in this case is used to refer to a nation state, a work organization or members of a 

specific discipline /  professional body. Thus u paradigm is a set o f  beliefs taken for granted 

assumptions people make about the world which in time become unchallenged and 

unchallengeable. Another perspective o f thinking about a paradigm treats it as an interpretive 

device intended in order to provide people with a practical route map for making their way in the 

world. The map helps them to sort out complexity, comprehend, evaluate, categorize and filter 

the information that comes to them rapidly and incessantly from all directions. The mental maps 

in organizations arising from the prevailing paradigm dictate a number o f things such as 

acceptable ethical standards, organization o f llic workplace, resource allocation for training and 

development, treating customers, response to competition, and involvement with the community 

outside the workplace.

1.1.2 Organizational Performance
HRM is presented in theory and practice as a core function accounting for the performance ol 

organizations. Performance is understood in terms of the output o f work that is undertaken in 

organizations quantified into objectives the organization wants to achieve (Armstrong. 2006). 

The achievement o f the objectives is ensured through the people factor in organizations. The 

HRM perspective to performance leans towards the behavioral science dimension that links 

organizational performance with human behavior. One approach employed by the behavioral

4



scientists considers organizational behavior as what people do in the place o f work (Robbins,

2005)- Thus the behaviors resulting from the performer lead into actions that transform from an 

abstract to action state. The behavioral science perspective is of the view that performance of 

organizations is attained through various levels starting at the individual employee level through 

the departmental to the organizational. Ihe Organizational Behavior (OB) approach observes 

that under the performance orientation the concern is the productivity o f an individual within the 

organization and how it can be improved. Individual performance contributes to group 

performance, which in turn contributes to organizational performance. It is this performance that 

results in the effectiveness of an organization. The cited performance indicators of performance 

at this level are job satisfaction, psychological growth, physical health, and security. In mm, 

these contribute to performance at group and organizational levels that is indicated by efficiency, 

productivity, profitability, innovation, quality o f  life, contribution to culture and adaptation to 

cluinge.

The behavioral science approach is relevant in an HRI) situation in that one of the major 

concerns is that touching on the way in which HRI) influences performance in organizations. 

Some stream o f research has attempted to identify the paths and links that lead from IIRI) to 

organizational performance (Katou. 2009). The analysis provided by the behavioral science 

perspective based on the three levels and the respective indicators o f performance at each level 

highlights the set o f  employee inputs that lead to the attainment o f organizational performance. 

What thus emerges from this analysis is lire fact that performance in organizations relics on 

human factors as the key drivers to organizational performance. The SURD perspective is more 

focused on the human factors that will account for competitiveness and sustainable levels of 

competitive advantage and the organizational conditions suitable to condition employees towards 

attainment of distinctive competence. Scholars in this area identify the role o f  organization 

culture, which in IIRD scholarship is addressed by the learning orientation.

Learning has for long been acknowledged as a major determinant o f organizational success. 

From the behavioral sciences, learning has been studied at the individual level and connected 

with change in behavior. Organization theorists have studied the concept from an organizational 

perspective. In both perspectives, the aspect o f change is a notable ingredient in the learning 

process. Scholars in IIRD borrow from this change perspective to advance a ease for the
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adoption o f n learning orientation in order to respond to environmental dynamics. Morgan (1 ‘>88) 

underscored the role o f learning and advised that Managers need to understand learning and 

development, find ways o f  developing and mobilizing the intelligence, knowledge and creative 

potential o f human beings ul every level of the organization, increasingly become skilled in 

placing quality people in key places and developing their full potential. It therefore becomes 

important to recruit people who enjoy learning and relish change and it) motivate employees to 

be intelligent, flexible and adaptive. Ranter (1992) linked the learning of organizational members 

to die survival and effectiveness o f an organization in a competitive organizational environment 

characterized by rapidly changing technology, in which the organization needs flexibility to add 

or delete products, open or close facilities. Learning plays a developmental role and serves as a 

key lever in HRM dial enables assure that people are employable, implying that they will be

sought out for new jobs within the organization and elsewhere.

HRD scholars have cited learning in organizations as a source o f competitive advantage in the 

context o f  change. Learning in an environment o f change positions people as a source of 

distinctive competence and makes them become the only source o f differentiation and 

sustainable competitive advantage (Kontoghiorghcs, Awbrcy & Fcurig, 2005; Storberg-Walker 

& Gubbins, 2007; Collin, 2007). The resource based view to competitive advantage based on 

human resources identifies the critical conditions that bring about this distinctiveness as 

employees who add value, are rare and cannot be copied (Jackson & Schuler, 2000; Golding, 

2007). lopcz. ct.al (2005) indicate that organizational learning constitutes a source of 

competitive advantage, and identify particular HR activities that promote learning such as 

recruitment and selection activities, training programs and design of compensation systems that 

reward knowledge acquisition and learning. Prevailing change demands new ways o f working 

which can only be supported through not only extensive training in new skills but also 

completely new ways o f thinking about work and relating with one another.

6



|  |.3  Human Resource Development and Organizational Performance
HRD influences performance at ihc various levels of analysis. At the individual and

organizational levels, HRD approaches based on the learning orientation are expected to 

positively influence the performance outcomes o f systems tltat support the HRD initiatives and 

thus the concept o f performance has featured prominently in llic HRD literature (Kontoghiorghes 

et al, 2005; Leiponen. 2008; Newbert. 2008; Davis & Daley, 2008, Katou. 2009). Pfeffer (1994) 

indicated that there is a correlation between how workers arc managed on the one hand and 

sustained organizational performance on the other. Huselid (1995) found that HR practices 

impact turnover, productivity, and corporate financial performance. Delaney and Huselid (19%) 

found HR practices impact perceptions o f  organizational performance. Barbuto ct.al (2003) 

noted that innovation thinking has been in the past considered as extra role behavior. Joy- 

Matthews ct.al (2004) presented performance as one of the areas in the approaches to HRD and 

identified tluee levels o f performance: implementing, improving and innovating. Greve (2009) 

notes that organizational performance and survival result from competitive advantage and call 

for the identification o f competitive advantage through its consequences for performance I has. 

Lilly ct.al (2008) support the position that the HR function in many organizations serves as the 

voice of management in the sense that HR policies and procedures indicate how the organization 

views its employees and that the way employees are treated directly impacts organizational 

performance.

From the perspective ol the resource based view widely espoused in HKM, IIRI) contributes to 

the development o f employees whose performance and contribution in an organization leads to 

the attainment o f sustainable competitive advantage. I Ins competitive advantage from human 

resources results from employees who add value, are inimitable, are rare and organization- 

specific (Jackson & Schuler, 2000; Golding, 2007). HRD shares the same value orientations to 

the strategic role o f the human resource in organizations by recognizing that the only true unique 

resource for business firms is their human capital (Armstrong, 1999; Ardichvili Dirani, 2005) 

and that human resources are the most important contributors to an organization’s competitive 

advantage. HRD therefore has a distinctive and defining nature that focuses on how these human 

resources (capital) should be developed. I he benefits obtained from HRD at the individual and 

organizational levels contribute toward performance o f national systems. A number o f scholars 

point at the role of HRD at the national level in enhancing competitiveness at the regional and
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global levels (Porter. 1995; Stead & Ice . 1996; Beard well & Holden, 1997). Other performance 

areas include the development of national innovation systems, quality o f educational institutions 

and international reputation. Using this evidence, a number o f scholars have recommended the 

adoption of HRD in implementing national policies and standards for human capital 

development (Murphy & Garavan, 2009; McLean, 2006; Paprock. 2006; Garavan. McGuire 

g O ’Donnell, 2004; Stead & I.ee, 1996) especially hy institutions involved in the development of 

human capital at higher education levels.

It is on this basis that at the national level o f the HRD-Performance linkage. HRD proponents 

advocate for the development of a National Human Resource Development (NHRD) Policy to 

facilitate the implementation o f national policies on human capital development (McLean, 2006; 

Paprock. 2006; Garavan ct.al. 2004; Stead & Lee. 1996). A major component of HRD at this 

level is the concept o f Education and Training which is considered us the primary means by 

which a nation’s human capital is preserved and increased to ensure workforce competence, 

competitiveness o f firms and nations and the welfare o f social groups (Xiao &Tsnng. 2004). litis 

education has been placed at the center of the effective functioning o f  an economy as well as the 

competitiveness o f firms through workforce development (Bcardwell & Holden, 1997). HRD 

thus enhances a nation's Vocational Education and Training (V L I) Programs whose major focus 

is the role played by Universities in achieving a nation’s HRD requirements. Sohn (2005) 

indicutes that universities were established in most countries as part of educational systems to 

develop manpower to maintain existing industrial facilities and therefore play the significant role 

of contributing to the expansion o f the nations’ science and teclmicul human resources. Kapinoja 

and Soinincn (2005) observe that Universities lie in the core o f successful leading economies in 

the world and continue to push industrial development through the commercialization o f their 

inventions. Wu (2005) points that Universities can play a significant role in changing a country’s 

economic situation from that o f a labor intensive to that of knowledge intensive economy.
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I | 4 Institutional Contexts and Hum an Resource Development
URL) as par* an organization’s IIRM system is embedded in the context o f each organization 

and thus HRD experts in many organizations practice within the constraints of institutional 

contexts (Watson. 1998). Collin (2007) underscores the importance o f understanding the 

complex context of 11RM in any setting at three levels namely: the organization; the 

environment; the historical, national and global so as to obtain the language to understand it and 

its meanings. Katz and Kahn (1966)’$ approach to the context is o f the view that all systems 

function within five elements, namely cultural, political, economic, technological and ecological 

out of which the cultural element has been associated with variations in IIRD Practices and 

systems among countries and regions in the world (Dirani, 2006). Iho institutional context 

constitutes the rules o f the game both formal and informal that structure the economic, political 

and social relationships in a society or country (Chan et.al, 2008) and is composed o f norms and 

values from stakeholders (customers, investors, associations, government, collaborating 

organizations), reflects what the greater society views as correct ways o f  organizing and 

behaving (Dafl. 2007) and considers organizations to he operating in a highly interconnected 

manner.

Scholars in Organization Theory use the Institutional Theory to explain how organizations 

survive in their institutional contexts (Jones, 200-1; Dafl, 2007) and indicate that organizations 

survive and succeed through congruence between an organization and the expectations from its 

environment. It argues that organizations need legitimacy from their stakeholders and that 

organizations perform well when they are perceived by the larger environment to have a 

legitimate right to exisL Thus the institutional view believes that organizations adopt structures 

and processes to please outsiders and these activities come ro take on rule-dike status in 

organizations. Hie institutional perspective bus been used to explain the importance o f social and 

cultural influences on strategic decisions because organizations respond differently to common 

institutional pressures (Dolmas & OfTcl, 2008). Kirsdv, (ioldfarb and Azigern (2009) have used 

the cognitive decision making theory to indicate that decision makers rely on cues from the 

institutional context to determine the strategic behavior of their firms. Nadkami and Barr (2008) 

suggest that lop managers develop two major forms ol subjective representations about 

environments in order to drive the organization’s strategic behavior, namely attention focus and
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environment strategy causal logics describing those institutional factors managers pay attention 

jo and therefore considered in the strategic decision making process.

Using both the ecological and institutional perspectives, Daft (2007) demonstrates how the 

strategic behaviors arc reflected in the basic configurations used by organizations to support their 

value creation processes, This is through the administrative support function that is responsible 

for die smooth operation and upkeep o f the organization, including its physical and human 

elements. This includes human resource activities such as recruiting and hiring, establishing 

compensation and benefits and employee training and development as well as maintenance 

activities such as leasing o f  buildings and service and repair o f  machines. Thus the consideration 

of die institutional context influences decisions regarding the basic infrastructure adopted by an 

organization in response to the institutional pressures. Hoffman (2001) described the importance 

of organization's functional structure and culture in explaining heterogeneous responses to 

institutional pressures and noted that the t'omi of organizational responses is significantly 

influenced by the institutional pressures that emerge from outside the organization. Daft (2007) 

presents the phenomenon o f establishing interorganizational networks supported by HRD factors 

as a suitable base for building collaborations with other institutions as part o f an organization's 

strategic behavior.

1.1.5 C o llab o ra tio n
Inter-organizational networks are discussed along the strategic considerations for Inter- 

organization collaboration (Minizberg, Lambcl & Quinn, 2003). Collaboration is a recursive 

process where two or more people or organizations work together toward an intersection of 

common goals. Structured methods o f  collaboration encourage introspection o f  behavior and 

communication. These methods specifically aim to increase the success o f teams as they engage 

in collaborative problem solving. In the post-industrial era. this collaboration is considered as a 

condition o f learning in the work place in which workers learn how to think, leant and apply 

information to a task. Workers need to engage in activities that allow them to approach problems 

from different vantage points, testing out assumptions, and redefining meanings. Workers need 

to engage in the social, collaborative exchange of ideas to pose hypothetical problems, general 

hypotheses, conduct experiments and reflect on outcomes. By facilitating collaborative methods
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of learning, organizations could help workers acquire individually and collectively the rapidly, 

changing knowledge required in the high-tech workplace.

The collaboration across organizations is considered as part o f the mechanisms for attaining a fit 

between internal and external conditions. The justification lor these pursuits towards 

interorganizulional networks has received varying explanations. Beer (1980) offered an 

explanation that leaned more towards the need for an internal alignment aimed at establishing 

congruence between internal resources and the external environment. He indicated that an 

organization’s capacity to achieve its goals and fulfill its members’ needs is a function of the 

extent to which there exists congruence between its people, processes and structures ami its 

environment. Beer’s approach used the contingency perspective of management to indicate that 

an organization needs to build congruence or fit between its social structures and processes with 

the individuals being recruited and the environment being served and identified four components 

that must be congnient as: people through their abilities, needs, values and expectations; process 

through the behaviors, attitudes, and interactions within the organization at the individual, group 

and intergroup levels; structures through the formal mechanisms and systems o f  the organization 

that are designed to channel behavior toward organizational goals and fulfill member needs; and 

the Environment through the external conditions with which the organization must deal including 

its markets, customers, technology, stakeholders, government regulations and tire social culture 

and values in which it operates.

Other perspectives lu collaboration are based on the views held by organizational theorists on 

organizations as social inventions and those that rely on resource dependence by organizations. 

Ihe social invention view of organizations considers organizations as entities that arc designed 

to achieve economic or other purposes while at the same time fulfilling member needs and to this 

extent agree with that officer (Hicks & Gullet, 1975; Jones. 2004). Hicks and (Juliet (1975) used 

a stakeholder perspective to indicate that the survival o f an organization is based on satisfaction 

of stakeholder needs. Those leaning towards resource dependence perspectives to the pursuit of 

intcrorganizational collaboration raise the need for access to and control o f economic resources 

us the basis for pursuing intcrorganizational collaboration as a driving consideration for relevant 

strategic choices (Jones. 2004).
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These diverse perspectives towards intcrorgani/ational collaboration and inter-organization 

relationships point at the potential opportunities that exist for the development o f human 

resources of an organization There are inherent learning opportunities, intensive use o f human 

intellect, knowledge transfer and constant updating, management development and career 

development Through these, organizations are able to adapt aggressively to changing external 

conditions und particularly to innovations that obsolcscc their earlier skills. Den Rerg, Meijcrs 

and Spengcrs (2006) advocate for strategic knowledge development, investment in education, 

retraining and professional development as part of their IIRD practices as a prerequisite for 

surviving in the knowledge economy. Ihcse combined with the needs for survival are expected 

to provide the motivating factors for an IIRD based inter-organization network.

1.1.6 U n iv ers ity -In d u stry  C o llab o ra tio n  and  H u m an  R esource D evelopm ent
Ihc strategic approach to IIRD embraces a stakeholder perspective to employee development in

which several aspects are identified for both individual and organizational development. Die 

stakeholder approach has received support from a broad spectrum o f  literanire (Watson. 2007; 

Jones, 2004; Jackson & Schuler, 2000, Hicks & Gullet, 1975). The driving factor for this 

stakeholder approach appears to be the aspect o f learning grounded in the learning paradigm of 

IIRD. Van Der Sluis (2007) approach to IIRD considers the development o f human resources 

and the increase o f human capital o f organizations a perspective that depicts HR!) as a 

development process for employees related to belter performance and personal growth at the 

individual level. The scope o f activities necessary to support this learning will extend beyond the 

boundaries o f an organization and thus inviting a stakeholder based approach to IIRD. Thus 

Hawley and l aylor (2006) and Weigl ct.al (2008) have proposed the adoption of an IIRD based 

approach to the establishment o f interorganizattonal networks. Jackson and Schuler (2000) had 

similar propositions in their call for the formation of partnerships with educational institutions to 

develop employees or to help ensure the future supply of well prepared employees. In the case of 

national systems for human capital development, these inter-organizational networks are 

established through the collaboration between institutions of higher learning and the Industry 

through the phenomenon ofUnivcrsity-lndustry Collaboration.

12



In view o f the emerging challenges faced by institutions o f higher learning, HRD is deemed 

relevant for these organizations in managing change in order to enhance their performance. 

Bcardwcll and Holden (1997) thus proposed a stakeholder based approach in applying HRD to 

build Nationwide VLl programs by national human capital development institutions. Chang. 

Yang & Chen (2006) consider entrepreneurship as the main component around which 

University-Industry (U-I) collaboration revolves Entrepreneurship is responsible as a key drive 

for socio-economic growth and development for providing millions o f job opportunities, offer a 

variety o f customer goods and services and generally increase prosperity and competitiveness 

(Zahran. 1999). Entrepreneurs accelerate llie generation, dissemination and application of 

innovative ideas. Entrepreneurship however exists under conditions o f  uncertainty mid risk 

where innovation oriented opportunities are being developed and exploited. Internal 

entrepreneurship is important for organizational renewal, the creation o f new business and 

ini proved performance. Learning lies at the heart of the strategic renewal process that enables a 

firm to adapt and respond to challenges in their markets and so pointing at the critical role of 

HRD (Zahru, Nclscn & Bogncr, 1999).

Hie entrepreneurial perspective considers the role o f Science as an alternative engine for 

economic growth. Higher education institutions arc considered as the knowledge foundation of 

science and tecluiology. They are therefore no longer simply considered as the location of 

education and research. Under the development o f a knowledge based economy the academia 

especially those research universities are being asked to be responsible actors for regional 

economic development and employment creation. Chang ct.al (2006) therefore advocate lor the 

adoption o f  a market model to analyze academic institutions which regards academic institutions 

as one o f the major actors in the process o f economic development. Under this analysis, the 

functions o f the university have shifted from scholar training and theoretical endless knowledge 

frontier to the application relevant to wealth creation and Knowledge seeking activities. 

Universities are therefore transitioning to educating individuals to shape organizations. McNeill 

(2004) suggests that the university should seek to embrace faculty mentoring, establishment of 

U-I partnership goals, encouragement o f the industry to slay current with culling edge research 

by exploring, developing and backing business ideas and establish an intellectual mission of 

research aimed at creating knowledge and therefore embrace customer service.
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I he u -l Collaboration analyzed from the strategic perspective o f interorganizational networks is 

likely to influence the relationship between the 11RL> Infrastructure adopted by an organization 

and its overall performance. The collaboration provides opportunities for the learning of 

organizational members as well as embracing a stakeholder orientation that promotes a market 

orientation to management (Kohli & Jnworski, 1990; Mavondo. Chimhanzi & Stewart, 2005; 

Hafer & Gresham, 2008). These arc anchored on an organizational culture that orients employees 

towards customer focus, relationship management, long-term orientation and a higher degree of 

proactivity in response to environmental change. At the three levels o f analysis, the effect may 

be experienced through the aspects o f management of human intellect, development o f human 

capital through education and training, development of national human resource development 

policies, and knowledge transfer to the industry (Quinn. Anderson & Finkelstcin.1996; Xiao & 

Tsang, 2004; Scully-Russ, 2005) which are likely to influence performance through public 

rating, level o f funding, quality o f publications, knowledge creation and transfer to the industry 

while at the national level it wall contribute to national and regional competitiveness (Porter, 

1985). Ihis University-Industry collaboration has been cited as a major contributor to live 

performance o f systems at the University and National levels through competitiveness and 

transition of economics from labor intensive to knowledge based economics (Wu, 2005; Tamada 

ct.al. 2004; Rapinoja & Soininen. 2005; Nelson, 1993).

1.1.7 U niversities in K enya
The University Education System in Kenya started way back in the colonial period with a 

significant influence at the initial stages from the colonial history. Initially, there was only one 

state university chartered in 1970, but over time the system has expanded with a rise in the 

number o f both public and private universities. Currently, there arc 7 Public Universities, 13 

Public University Constituent Colleges. 13 Chartered Private Universities and 9 Private 

Universities operating with a Letter o f Interim Authority (Commission for Higher Education. 

2011). rhe historical experience of Lite development o f the university system in Kenya bears 

resemblance to the situations faced in most developing countries with regard to the basic 

orientation reflecting the influence of the colonial forces (Mwiria & Njuguna, 2007; Oanda ct.al, 

2007; Wesonga et.al, 2007). Chituis (1999), Eshiwani (1999) and Sohn (2005) pointed that 

universities were established under such settings as part of education systems on the premise of
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supplying manpower to maintain existing industrial facilities developed during the colonial

lienee  and technical human resources, an aspect that concurs with Rao (1995)'s indication that 

universities in most parts o f the world are established to ensure achievement of IIRD goals. In 

line with this, the Institutions o f Higher [.earning are therefore expected to serve as innovation 

actors (Motohashi, 2004; Rnpinoja & Soininen, 2005; Fontana, Guenu & Matt, 2001; I.apina, 

2005; Mulholland & Shakespeare, 2005) that should embed themselves in their respective 

regions' economic bases (Sohn. 2005) by developing Human Capital suitable to ensure national 

competitiveness (Xiao & 1 sang, 20(H).

It has however been indicated that this background gives a relatively weak URL) philosophy that 

renders the universities incapable o f  sustaining national or regional competitiveness in a rapidly 

changing environment (F.shiwani, 1999; Chiluis, 1999). Most developing countries adopted HRD 

systems under the influence o f  colonial inclinations (Faproek. 2006). Thus, AIHEPS (2005) 

points out that Universities in developing countries need to perceive their expanded role in 

economic development as going beyond the formation o f human manpower to aim at 

strengthening their national firms* competitiveness as a way to authenticate their contribution to 

their national economies. Al-Dosary, Rahman and Aina, (2006) point that higher education is 

expected to support a country's national development strategies. From the Viewpoint of 

enhancing vocational education and training (Vl£T), Den Derg et.al (2006) observe that VL1 is 

considered a strategic policy in the eyes of many countries and is a central element in a strategy 

to enhance the competitiveness of the economy. Higher education plays this strategic role by 

building the base o f engineering and scientific skills needed to make the country 's  products and 

services competitive; providing researchers to generate, adapt and apply new knowledge and 

lecltnologies; and producing manpower for higher and medium skill industries and services. 

However, this remains a major challenge in Kenya given the different set o f numerous laws 

regulating tin: Public universities and the private ones and the lack of decision making authority 

among the public funded institutions in the country.
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I'ltcrc urc significant changes in the developing countries that tend towards embracing the culture 

of learning societies (Pi I lay, Maasen & Cloelc. 2005; Scullv-Russ. 2005; (iaravan ct.al, 2004: 

Beardwell & Holden, 1007; Stead & Lee, 1996). Advocates o f learning societies call for the 

establishment <uid expansion of public policies, educational programs and work place based 

learning initiatives, a development which may require a change in the underlying expectations on 

the roles o f different players in the learning institutions and members of the industry as well 

(Scully-Russ 2005). Pillay ct.al (2005) further indicate that the move towards a learning society 

brings with itself the emergence o f  a knowledge and information society that exerts pressure on 

higher education, fhis pressure arises from the need for flexible and versatile workers, constant 

learning and updating o f  skills on a lifelong basis and retraining. The Kenyan society has 

particularly been categorized as a fast changing one and emerging as a formidable knowledge 

based, a fact that has resulted in increased enrolment rate in universities (Mwiria & Njuguna, 

2007). Looking at these developments in the last twenty years, Albatch and Davis (1999), Juma 

(undated) and Kiamba (2005) agree that HE has been going through crisis with increasing 

enrolment levels that have continued to exert pressure on several fronts. Included among the 

factors accounting for increased enrolment arc adult smdents renirning to colleges and 

universities to enhance their qualifications. Morgan (1988) explains that this phenomenon is 

brought about by the realization by many organizations that they have to develop the knowledge, 

creative potential and become increasingly skilled in placing quality people in key places and 

developing their full potential.

Ihus HE Institutions have to meet the changing demands of the industry (Summerville, 2005). 

Segcn, Raveh and Eorjoun. (1999) pointed that these industry demands place greater emphasis 

on human factors as well as challenging the ways in which managers have been traditionally 

developed and educated. This is further complicated by the findings o f Merriam and Cafiarella’s 

(1991) research that found that job related reasons were die most cited for engaging in education 

training. Summerville (2005) further advises that post-secondary education should be generally 

available to all those who desire it. as higher education symbolizes and embodies the aspirations 

of modem times by igniting imaginations and grounding individual and collective goals. Mwiria 

and Njuguna (2007) identify some concerns that are affecting this sector in Kenya to revolve 

around concerns lor quality and relevance, need tor expansion and integration, access and equity,
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financial management, community service and engagement. Concerns have therefore been raised 

with regard to the relevance o f the curriculum, access and delivery models being used.

Several scholars conclude that most Universities' products arc at dissonance with the 

expectations o f the general society (Ruben, 2006; Hatala & Ciumm, 2006; Eshiwani, 1999). 

Segen ct.nl (1999) for example, report that studies on die stale o f management education in the 

U.S had indicated that the M B A programs on offer were not consistent with the new 

management paradigm and therefore required a major rethinking and redesign. Other research by 

Pfeffer and Fong (2002) supported this position. Junta (undated) reports o f a 1999 survey that 

found that corporations in Kenya arc generally dissatisfied with local providers o f  training, rhe 

survey indicated that even though the private sector has huge needs lor training their staff, they 

cite poor quality o f trainers as the cause of their dissatisfaction. The Sessional Paper Number 

One (2005) agrees that there is a mismatch between the skills acquired by university graduates 

and the demands o f  the industry in Kenya. Further, it notes that Research and Development in 

Kenya has been delinked from development. Ruben (2006) further concludes that the 

experienced dissonance emanates from the tension between the traditional values of the academy 

and the values o f the market place that calls for a thoughtful review of the purposes and the 

aspirations o f higher education.

Some areas liavc therefore been identified lor reforms in the HE sector to ensure survival in the 

face o f adversity and respond to pressure from stakeholders targeting Strategic Planning. Human 

Resource Management and Income Generating activities (Mwiria & Njuguna, 2007). Individual 

Universities have also embarked on a number of programs to enhance their relevance in a more 

market driven manner. Some have initiated performance based management systems, quality 

management systems for ISO 9000 Standard series certification, review o f curriculum and 

creation o f boundary spanning administrative positions for facilitating information How to and 

from the universities. These responses have implications on the existing organizational cultures 

among the universities and thus, Turnbull and Edwards (2006) suggest a cultural change in the 

HE Institutions to enable them compete in an increasingly unpredictable sector and increase their 

effectiveness. I-apina and Slaidin (2005) propose a development towards cooperation between 

die universities and the industry anchored on their key role ol developing human capital. Other 

Scholars and policy makers have called for Universities in developing countries to adopt a
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slrflicgic re-orientation embracing an HRD approach to Organizational Development to achieve u 

transformation that will promote university-based cntreprencurialism ( lorraco. 2005; 

Summerville, 2005; Kiamba. 2005; Chang ct.al. 2006; Kihas. 2009).

1.2 Statement of the Problem
HRP Infrastructures are expected to influence the performance o f  universities within the 

contexts in which they support national initiatives for development. The influence may arise 

from the nature o f URL) that leads to the establishment o f interorgani/ational networks in the 

form o f University-Industry Collaboration. Both the design o f the 11RD Infrastructure and 

pursuit of University-Industry Collaborations may be constrained by the existing national 

cultural contexts in which the universities operate. It is in this reasoning that the situational 

positioning of HRD and its influence on the strategic behavior of organizations in the HE sector 

through University Industry Collaboration in Kenya requires empirical attention. Fshiwani 

(1999) noted that few universities in Africa have taken initiatives to intensify links with the 

private sector. Cheltc (2001) also reports that research has shown that limited work has been 

done across institutions on collaboration involving stakeholders in higher education. Here in 

Kenya the need for this collaboration has often been cued in several Government Publications 

(Government o f Kenya Development Plan 1994-1998; Report of the National Conference on 

Education, 2004; KESSP. 2005; Sessional Paper No. I 2005; Kenya Vision 2030, 2007). There 

are also growing concerns from the corporate sector for Universities in Kenya to lead the way in 

identifying and building synergies between HF Institutions and the Industry (Ciano, 2009).

Tlx: design of HRD Infrastructures in organizations remains largely unexplored. Hie set of 

studies focusing on HRD within organizations indicate that there are clear gaps with regard to 

the linkage between the HRD Infrastructures and organizational strategies. Even tltough the 

SHRD literature is clear that the linkage between HRD Infrastructures and the strategics is 

attained through Organizational Development (OD) activities for managing strategic change 

(Caravan, 1991; Joy-Mailhcws et.al. 2004; Balderson. 2005; Garavan. 2007), the basic 

components of this infrastructure mid their linkage with the OD concerns arising from the 

strategics is yet to be demonstrated. Ibis position is supported by empirical studies focusing on 

Processes for doing OD and change in organizations that do not show the situational positioning
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ofSHRD and the corresponding components for managing strategic change (McLean, 2005; 

Toracco & Hoover, 2005; Turnbull &. Edwards, 2005; 1 cy & l uru. 2008). I he study by Menger 

(2001) focusing on the role of firm HRM Infrastructure in firm innovation and strategic 

competitiveness pointed at the need for further research to show the linkage between the firm’s 

JIRD Infrastructure and the OD needs implied by the strategics pursued by organizations.

The empirical studies focusing on HRD and interorganizational networks also point at possible 

gaps with regard to the relationship between the IIRD Infrastructure and U-I Collaboration. The 

SHRD approach advocates a  stakeholder orientation as the basis for U-I Collaboration programs, 

an aspect yet to he integrated in IIRD Research. The study by Hawley and Taylor (2006) 

focusing on how business associations use interorganizational networks to achieve workforce 

development goals did not consider the relationship between interorganizational networks and 

the HRD Infrastructure. The Study done by Worasinchai. Ribierc and Amtzcn, (2008) did not 

explain the relationship between IIRI) and U-I Collaboration. The study by Martin (2000) which 

is considered the most comprehensive in die U-I series used qualitative statistical approaches and 

did not show the relationship between U-I and HRD infrastructure. Pelagidis (2008) study 

focusing on HRD within Greek Science and technology parks spinoffs also relied on qualitative 

approaches and did not show the relationship between the spinoff phenomenon and the state of 

IIRD. Hie study done by Chang el.al (2006) on factors affecting academic entrepreneurship did 

not show the role o f  U-l Collaboration in influencing organizational performance. The findings 

of these studies point at the need to demonstrate clearly the process through which IJ-I-C 

influences organizational performance as well as the need for the application ol a relatively 

higher level of statistical rigor to enhance the gcncralizability o f  findings on this area.

The relationship between the IIRD Infrastructure and organizational performance is yet to be 

hilly explained in empirical research. The study by Kontoghiorghcs et.al (2005) examined the 

relationship between learning organization characteristics and adaptation to change, innovation 

and organizational performance. It grouped performance into two categories, bottom line and 

organizational readiness for change but did not identify the types o f  organizational learning 

dimensions affecting performance. 1 he study by Song. Joo and Chcmarck (2009) seeking to 

validate the learning organization questionnaire in the Korean context did not relate the 

Perceptions o f the learning culture to some of the performance indicators proposed by
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IContoghiorghts. The specific performance measures for the outcomes o f  the work o f  HE 

Institutions reflecting the defining nature o f 11RD have also been largely ignored by most studies 

due to their focus on performance indicators drawn from the industrial and commercial sectors 

that may not be entirely applicable in the ease o f universities (Pclagidis, 2008; Nakamura & 

Ueda, 2006; Koka & Prescott. 2008).

The influence o f the context o f  HRO practice on the relationship between IIKI > Infrastructures 

and the organizational behaviors uffeeting performance has not been fully explained. Even 

though some evidence shows that this influence is experienced through the managerial 

cognitions o f the context, extant research is yet to incorporate them in HRD. The study done by 

Dclmas and OlTcl (2008) on organizational response to environmental demands did not show the 

impact of the managerial cognitions of the context on the strategic behavior o f  organizations. 

Meyer (2009)'s study that used an RBV approach to the management o f knowledge in foreign 

entry strategies did not account for the moderating effects o f the local contexts. Scant attention 

has also been paid to the situational factois o f culture and its effect on organizational behavior as 

well as in HRD research (Erez & Early, 199.1). Jorgensen and Keller (2008) confirm this position 

in their observation that there hus been lack o f theoretical rigor and research related to the impact 

of cultural issues in the field of HRD. Sydhagen and Cunningham (2007) point to the existence 

of a rich cultural content in the Sub-Saharan African region suitable to constitute an African 

management philosophy yet to be responded to through a country specific research reflecting the 

uniqueness of each country and thus indicating that HRD Initiatives in many developing 

countries have scarcely been documented. Some evidence from Paprock (2006) indicates that so 

far. there could he only one publication that has brought together the experiences of some 

developing countries and their attempts to National Human Resource Development (NHRD). 

Even though the HRD Initiatives in Kenya have been argued to be relatively advanced compared 

to initiatives elsewhere in Africa (Wulumbwu, ct.al 2005), {Q) experiences miss in this 

publication (Lynham ct.al. 2004).

In view o f  the foregoing analysis, this research sought to answer the question "What is the 

influence o f  the Institutional Context o f Universities and University-Industry Collaboration on 

the relationship between HRD Inf rastructure and the Performance o f  Universities in Kenya?"
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U  Research Objectives
■fhc main objective o f this study was to determine the influence of the Institutional Context and 

University-Industry Collaboration on the relationship between University IIRD Infrastructure 

and the Performance o f  Universities in Kenya. Fite specific objectives for the study were: 

j To determine the relationship among tire various components that constitute the HRD 

Infrastructure for universities in Kenya.

ii. To determine the relationship between the HRD Infrastructure and University-Industry 

Collaboration.

jjj. To determine the influence o f University-Industry Collaboration on the strength of the 

relationship between University HR1) Infrastructure and University Performance.

jv. To determine the influence o f flic Universities' responsiveness to institutional contexts on 

the strength o f the relationship between University HRD Infrastructure and University 

Industry Collaboration.

v. To determine the influence o f the Universities' responsiveness to institutional contexts on 

the strength o f the relationship between University Industry Collaboration and University 

Performance.

1.4 Research Hypotheses
The Research sought to answer several hypotheses in line with the identified objcclives:- 

llypothesis 1„:
There is a relationship between the Organizational Development Needs identified by Universities 
and their Organizational l earning Orientation. HRD Practices and Values.

Hypothesis 11(;
There is a relationship between the prevailing Organizational I earning Orientation adopted by 
Universities and the IIRD values they have embraced.

Hypothesis 1,;
There is a relationship between the HRD Values and the HRD Practices adopted by the 
Universities.

Hypothesis l j :
There is a relationship between the Universities' Organizational Learning Orientation and tlieii 
HRD Practices.

Hypothesis 2:
There is a positive relationship between University HRD infrastructure and University-Industry 
Collaboration.
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Hypothesis 3:
University-Industry Collaboration mediates the relationship between University HRD 
lnfrasm,clure and University Performance.

Hypothesis 4:
The University’s responsiveness to the Institutional Context moderates the relationship between 
the University HRD infrastructure and the University-Industry Collaboration.

Hypothesis 5:
The University’s  responsiveness to the Institutional context moderates the relationship between 
the University-Industry Collaboration and University performance.

1.5 Justificatiun of the Study
Relevant studies that have shaped the focus o f this study tend to share similar circumstances with 

those prevailing in Kenya. The Kenyan situation is currently depicted to be in a transitioning 

state in pursuit of the attainment ol'the goals suited in Vision 2030. Vision 2030 is Kenya’s new 

development strategy blue print covering the period 2008 to 2030 which aims to transform 

Kenya into a newly industrializing, middle-income country providing a high quality life to all its 

citizens. As Kenya undertakes the journey towards Vision 2030. a series o f activities have been 

put in motion that have triggered system change that is descriptive o f social change. Under such 

a setting. HRD is expected to play a leading role in shaping major decisions that will result in 

national competitiveness accounted for by the competitiveness of her national organizations 

(Porter. 1985) and is anchored on people factors as strategic resources. Ihc quality of education 

as supported by HE institutions is critical in this process for sustaining human resource based 

competitiveness of national firms at home and abroad. A study on the orientation towards HRD 

of the locally based organizations was considered appropriate to highlight the state o f the art of 

HRD and the appropriate corrective mechanisms required for enlianccd national competitiveness. 

This study connected with Porter’s work to highlight the Kenyan national situation on her path to 

enhancing national competitiveness in order to attain the status o f  a middle income economy 

through industrialization.

Ihc HRD situation in most developing countries remains undocumented. The development of 

HRD has been influenced by developments in the U.S that have witnessed its extension to other 

parts of the world (Brewster. 2004). lliis research paradigm however faces ihc problem of 

generalization. Stead and Lee (1996) warned that HRD should not be imposed on any nation



from outside but must evolve from the needs and the values o f a nation. The sustainability of 

I4RD is associated with the sense o f  ownership that results from its relevance to national needs 

ond values. Paprock (2006) indicated that most developing countries may have adopted HRD 

systems under the influence o f colonial inclinations. Ihe HRD situation in developing countries 

thus needs an exploration to demonstrate how it is currently designed and how this design 

reflects the influence o f the attendant competing institutional forces. I his study has contributed 

towards bridging flic gap by studying the Kenyan national institutional context that influences 

and shapes HRD decisions at the HE level.

The experiences o f interorgani/ational networks on the direction o f  U-I collaboration largely 

remain undocumented in most developing countries, a situation which is also applicable in 

Kenya. The existing research done on the area o f  University-Industry collaboration has mostly 

been done in Asia, Europe and America. Only one case reflects one university in an African 

country (Martin. 2000). I his study has contributed to this concern by extending the already 

existing HRD knowledge into the area o f inlcrorganizational networks. HRD scholars arc 

interested in understanding the exact role played by HRD in these settings as well as the HRD 

related outcomes arising from the networks. The findings o f this study therefore provide 

knowledge that is crucial in advancing the stream of scholarship supporting the adoption of both 

SHRM and SHRD in organizations in which a major concern is justification o f investments in 

HRD and the real links to both tangible and intangible performance o f organizations. Within the 

HE institutions the study contributes towards helping managers' understanding o f the real 

indicators mid levers to sustained performance that need to be included in ihe performance 

contracts at various levels o f the analysis o f these institutions.

Previous scholarship on related research confirms that a multidisciplinary approach is required 

for the area of interorganizational networks. This research was based on an integrated 

multidisciplinary conceptual framework upon which several hypotheses were stated and tested. 

Scholarship in management therefore stands to gain from the findings of the study. Multiple 

variables and their interrelationships emerge for study from the complex settings o f organizations 

•n a strategic setting explaining the strategic behavior of firms that calls for a multidisciplinary 

“Pproach. Ihe specific variables that emerge and their relationships raise interest to management 

scholars. A number o f hypotheses drawn from an integrated theoretical framework were tested in
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(his study und thus the findings go along way to illustrate how this multidisciplinary literature 

contributes to understanding o f  the strategic behavior of organizations in the HE sector.

1 6 Organization of the Thesis
jlic thesis has been organized into six chapters. The first chapter has presented both the 

background o f die study and the research problem together vvidi the accompanying research 

questions. The chapter has put together several subtopics: background, the organization 

infrastructure for HRD, Organizational Performance, HRD and organizational performance. 

Institutional contexts and HRD. Collaboration. U-l C and HRD. Universities in Kenya, statement 

of the problem. Research objectives, research hypotheses and justification for the study.

The second chapter presents the review o f the relevant literature for answering the research 

questions implied in chapter one. 1 he chapter first reviews the theoretical literature followed by 

the empirical one that leads to the identification of research gaps that this research responds to. 

Hie chapter ends with a discussion on the conceptual framework that provides the conceptual 

model guiding the research hypotheses, l'he contents of the chapter arc organized as: 

introduction, human resource development Infrastructure, HRD Paradigms, the learning 

orientation to HRD, learning and organizational performance, components o f HRD 

Infrastructure, emerging issues in the design o f IIRD Infrastructure, the supporting theories, the 

organizational HRD Infrastructure, organizational performance, university performance, 

interorganizational collaboration the institutional context, state of IIRD research in Kenya and 

tlte conceptual framework.

The third chapter discusses the methodology of the study. I he chapter begins with an 

introduction then presents the epistemological orientation the study subscribes to, the research 

design, population, sampling, data collection, measurement of variables, reliability and validity, 

data analysis, controlling for multicollincurily and autocorrelation and controlling for type I and 

type II errors. Chapter four presents the findings o f the research through descriptive analysis of 

the field data based on measures o f ccntrul tendency and dispersion. The chapter presents the 

contents as: introduction, biodata lor respondent universities, organizational responses to 

institutional contexts, responses on the HRD Infrastructure, responses on University-Industry 

Collaboration, and responses on university performance.
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Chapter five o f the report presents the research findings on the test of hypotheses. ITic chapter 

first provides a general introduction and presents the contents as: lest o f hypothesis 1,2,3,4 and 5 

and the chapter summary. The last chapter, six presents the discussion, summary, conclusions 

and recommendations o f the study. The chapter first presents an introduction then breaks the 

contents into the following sequence: summary o f findings on objectives 1-5; conclusions and 

recommendations. The reference section is presented after chapter six followed by the appendix 

section.

1.7 Chapter Sum m ary
This first chapter o f the study has explored the background o f the research and the problem under 

investigation. The background has considered the phenomenon under investigation involving the 

relationships among the variables in the study. The theoretical roots underlying the phenomenon 

have been extensively analyzed so as to highlight the state of the art in the relevant theory. The 

research problem being investigated has been approached from a comparison of the described 

phenomenon with emerging trends in the context of higher education in Kenya. Hie various 

research gaps were identified through a comparative analysis o f the theoretical phenomenon 

described and the findings o f relevant empirical work preceding the current study. Five gaps 

were identified and thus the chapter presented five objectives and hypotheses, lo  justify the 

umlcrtaking of this research, several points have been cited using contributions drawn from calls 

in relevant theoretical literature as well as those arising from previous empirical work. The 

chapter ends by indicating how the contents of the thesis are organized and presented.
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CHAPTER TWO 

LITERATURE REV IEW

i . |  Introduction
This chapter explores tlic related theoretical and empirical literature suitable to answer the 

research questions for this study. The chapter begins by providing a theoretical background to 

the main theories the study relies on to build the framework for the research. The background 

discusses the concept o f HK1) Infrastructure and its accompanying consequences to 

organizational behavior exhibited by Universities in pursuing University-Industry 

Collaborations. I he relevant paradigms arc discussed to highlight die defining nature o f  HKD 

and how this informs the 1IRD Infrastructure for positioning an organization for success in the 

context o f a turbulent environment. The supporting theories to establishing a framework for 

survival in the context are then presented. The chapter next discusses the specific literature for 

the study with a focus on the main variables whose relationships are being investigated. The 

main components proposed for a suitable University HKD Infrastructure are discussed and the 

respective variables that axe likely to explain the emerging strategic behavior of the Universities 

in their contexts. An attempt is made to consider both theoretical perspectives and appropriate 

empirical review so as to generate the existing knowledge gaps the study proposes to fill.

2.2 Human Resource Development Infrastructure
This study uses the aspect o f Human Resource Development Infrastructure to understand the 

strategic behavior o f organizations. The term Human Resource Development Infrastructure has 

been used in the IIRD literature in the context o f strategic aspects of HKD that seek to link HRD 

programs in organizations with the strategic intents of the organizations. Scholars are pointing at 

the unique role played by HRD in managing strategic cluuigc and creating un agile organizational 

environment that facilitates flexibility for change and adaptability to changing environmental 

conditions. The organization IIRD Infrastructure has thus been presented in terms o f its 

philosophical orientation, focus and constituent elements that contribute to this strategic role 

(Bratton & Gold. 2001; Rnthwcll & Sullivan. 2005, Swanson & Holton 111. 2009). Wluit appears 

front the literature is a clear indication that it is based on the defining philosophy o f  HRD that 

seeks to create a learning environment as the basis for sustaining change and building sustainable 

Competitive advantage.
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(Wenger (2001) used the term IIRM Infrastructure to refer to the organizational system for 

managing human resources with regard to operating policies and procedures. HRM Practices and 

compensation strategy and the attitudes of its leaders. The study found that a firm’s infrastructure 

plays a critical role in determining whether or not innovation will occur in firms and thereby 

contribute to organizational competitiveness, The aspect o f innovation is at the core o f the 

organizational learning literature and it is indicated to be an outcome that accounts for die extent 

ro which the HR component contributes to sustained competitive advantage in the market. The 

organization HKD Infrastructure has thus been presented in the context o f organizational 

development and change to refer to the set of processes and organizational practices that derive 

from the identified organizational development needs on the development o f workforce to create 

a flexible organization capable o f coping with the forces of environmental change. It therefore 

underscores the role o f  learning that supports continuous innovation and thus puts the learning 

orientation at the centre o f the HRD Philosophy upon which die infrastructure is established.

The HRD philosophy is part of the organization’s HRM philosophy contributing to SHRM 

expectations of an organization (Schuler & Jackson, 1087; Torrington. et.al. 2005; Dossier, 

2003). The HRD Philosophy contributes to tire achievement o f SHRM goals of organizations 

(Torrington. et.al. 2005; Schuler & Jackson, 1987; Dessler, 2003). Thus, an appropriate HRM 

philosophy is necessary during times o f  organizational change to sustain any change program. 

Some scholars bring out several aspects that must constitute that philosophy as: focus on human 

resources as the most important contributor to the organization’s resource based competitive 

advantage, a distinct approach to people management based on strategic HRM. immitability of 

human resources, employee development, linkage of HRM with business strategy, the need for 

collaboration between line und staff managers, team building, a partnership perspective to the 

management o f human resources, clear vision and core values, culture o f  mutuality, openness 

and trust, direct relationship between human resource practices and customer satisfaction, 

improvement o f business performance through organization cultures that foster innovation and 

flexibility (Prasad,1996; Jackson & Schuler, 2000; Tomkinson. 2005; Wilson, 2005; Baldcrson, 

2005; Torrington, et.al, 2005; Ardichvili & Dirani, 2005).
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VWiccIock and Callahan (2006) provide the picture o f the relevant HRD philosophy espoused by 

many HRD Scholars and practitioners with the key underlying assumptions and beliefs held by 

me scholars and practitioners as well as the common ground among the various paradigms of 

HRJ"). They identify five aspects o f this philosophy as: a strong belief in learning and 

development as avenues to individual growth; a belief that organizations can be improved 

through learning and development activities; a commitment to people and human potential; a 

deep desire to see people grow as individuals and; a passion for learning. Gillay et.al (2002) add 

tltcir claim that indicates that HRD is about the development o f people within organizations, and 

that this development generally takes place through learning activities. On this basis HRD is 

distinguished by focus on three areas o f people, learning and organizations as is evident through 

the HRD literature. This aspect o f  learning forms a major component o f the main paradigms that 

shape HRD decisions.

2.2.1 Human Resource Development Paradigms
In line with the espoused HRD Philosophy, three paradigms have been suggested in the study of 

HRD (Bates & Chen. 2004. 2005). fhey were first identified in the process o f studying HRD 

rclulcd values among managers and aimed to describe the role and functions of 1IRD in work 

systems (Bates & Chen. 2004,2005). The paradigms are the learning paradigm, the performance 

paradigm and the meaning o f  work paradigm. The learning paradigm emphasizes change through 

learning tiiat should contribute to individual development and considers learning as a critical part 

of organizational culture. It uses the levels o f analysis approach to consider HRD as a field o f 

study and practice responsible for fostering long-term, work related learning capacity at the 

individual, group and organizational levels in organizations. The paradigm has two dimensions, 

fhe first argues that the real value o f  learning lies in its ability to contribute to individual 

development. Individual development in turn is framed to include not simply the accumulation of 

knowledge or skills but the development o f  cognitive schemes and ways o f thinking that can 

enlighten and transform personal experience.

Hjc second dimension recognizes the need to move to a broader, more transformative definition 

of workplace learning that allows learning t<» be a critical part of organizational culnire. It is 

linked to interest in learning organization strategics and specifically those strategies for 

developing learning systems in organizations facilitating an organization's ability to
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continuously cxpnnd the capacity to create a future and change in response to new realities. 

HRlVs role is thus to weave a continuous and enhanced capacity to learn, adapt, and change into

taHvidoal experience and organizational culture. An appropriate understanding o f this learning 

relied upon in IIRD borrows front Ribeaux and Popplcton (1978). They describe learning as a 

process within the organism, which results in the capacity for changed performance which can be 

related to experience rather than maturation. From this definition, they identify several features 

of learning suitable to HRD practice in organizations that depict learning as a cognitive process

involving assimilation o f  information; affective involving emotions and attitudes; involves 

physical process o f muscles and nerves; leads to change whether positive or negative for the 

learner and; involves an experience after which an individual is qualitatively changed the way 

hc/shc conceived something.

Ihc performance paradigm advances its arguments through the role HRD should play in work 

systems where it is being applied. It posits that the purpose o f IIRD is to advance the mission of 

the performance system that sponsors the HRD efforts by improving the capabilities of 

individuals working in the system and improving the system in which they perform their work. 

Advocates o f this paradigm focus on HRD's efforts on achieving the core performance outcomes 

that organizations wish to achieve by facilitating individual mid system performance 

improvement. Proponents o f this paradigm point that HRD goals and activities have value only 

to the extent that they contribute directly to the mission and goals o f the sponsoring organization. 

The meaning o f work paradigm is developmental in nature, It takes a holistic approach to human 

development and the development of an organization and is reflected in two dimensions. I he 

first dimension focuses on the development o f the whole person so that they can realize their full 

potential meaningfully. 1 he second dimension is of the view that work transcends individual mid 

organizational boundaries. HRD then should have responsibility beyond issues o f work 

objectives, task structure, productivity and performance to exercise concern for the health and 

humanness of organizations, society and the world as a w hole.

An evaluation of these paradigms against the work of some scholars within the relevant HRD 

supporting literature displays some outstanding aspects (Argyris. 1982; Huezynski & Buchanan, 

2001; Pcdlcr ct.al, 1996; Pocll, 2005; Robbins &. Judge, 2007; Senge. 1990; Wilson & Cattel, 

2005). The main areas o f focus o f  the paradigms display an interwoven nature o f the paradigms
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in that there arc linkages among the paradigms themselves, ihe learning orientation brings ovit 

strong indications o f the role o f learning, learning and knowledge creation through creativity and 

innovation and that o f supportive learning organizational systems. Ihe performance paradigm 

relics on the learning paradigm to deliver organizational results and that learning can only be 

judged to have taken place if  and when there is a change in behavior. It is this behavior that 

affects tangible organizational performance results. This study therefore leans towards the 

learning paradigm on the premise that learning is at the center o f I IKi> initiatives at the various 

levels of analysis,

2.2.2 The Learning O rientation to Human Resource Development
The theoretical perspective on llK l) and learning is based on the connection between learning, 

development and competitive advantage. The organizational studies involving both OB and 0.1 

have focused on learning as an aspect o f change. HR1) Scholars borrow from this change 

perspective to advance a case for the adoption of a learning orientation in order to respond to 

environmental dynamics. Morgan (1988) underscored the role of this learning in developing 

employee full potential at the various levels of organizational analysis. Ranter (1992) linked this 

learning o f organizational members to the survival and effectiveness o f an organization in a 

competitive organizational environment characterized by rapidly changing technology, in which 

the oiganization needs flexibility to add to or delete products, open or close facilities. Learning 

plays a developmental role and serves as a key lever in IIRM that enables assure that people are 

employable, i.c. sought out for new jobs here and elsewhere.

HRD scholars have cited this learning as a source of competitive advantage in the context of 

change. Learning in an environment of change positions people ns a source o f distinctive 

competence and makes them become the only source o f differentiation and sustainable 

competitive advantage (Kontoghiorghes ct.nl. 2005; Storherg-Walker & nubbins. 2007; Collin. 

2007), a position that is also supported by proponents o f  the resource based view and has 

identified the contributing factors (Jackson & Schuler, 2000; Golding, 2007; Lopez ct.nl, 2005). 

Reese and Overton (I970)’s and Watson (2007)’s approach connected the learning with 

organizational development at individual and organizational levels, In this context, Watson 

(2007) observed that “there is no development without learning". Holton (1995) indicates that 

development occurs when a gain in experience is effectively combined with the conceptual
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ulMjcrstanding that can illuminate it giving increased confidence hotli to net and to perceive how 

such action results to its context. Thus, development indicates movement to an improved 

siiuati0n that for the individual means advancing towards the physical and mental potential. 

Reese and Overton (1970) viewed development as the process of becoming increasingly 

complex* more elaborate and differentiated, by virtue o f learning and maturation. In an organism, 

greater complexity, differentiation among the parts leads to changes in the structure o f the whole 

and to the way in which the whole functions. Their view has a strong insight into the link 

between learning and organization development. They point that in the individual this greater 

complexity opens up the potential for new ways of acting and responding to the environment, 

leads to opportunity for even further learning and contributes to development.

Scholars cite several aspects o f  learning that arc relevant to the development and growth of 

HKD. Van Dcr Sluis (2007) connects HRD with ail organization’s human capital development 

initiatives and depicts HRD as a development process o f employees that relates to better 

performance and personal growth at the individual level which in turn relates to organizational 

development at the organizational level of analysis. It is this personal and organizational 

development that raises the need for learning in organizations in view o f  developments in 

globalization, changing economic conditions, technological change, emerging education and 

disciplines that impose pressure on organizations to adapt This Learning in the HRD process is 

used to acquire new skills, knowledge, world views and behaviors as employees are exposed to 

learning situations through interactions on the level o f the individual, projects or teams on the 

organizational level and even on the broader level of stakeholders like clients, suppliers, and 

trade unions.

The HRD approach to learning has thus considered learning at various levels o f the organization, 

namely individual, collective and organizational, lhc organizational learning level considers 

organizations as continuous learning systems. Marsick (1994) viewed the concept as a process of 

coordinated systems o f change, with mechanisms built in for individuals and groups to access, 

build and use organizational memory, structure, and culture to develop long-term organizational 

capacity. Hodge, Wiliams and Gales (1996) consider it as an attempt to crenie an organization 

that is able to monitor continually the environment and adapt to changing conditions. Caravan 

and McCarthy (2008)’s approach has conceptualized learning as an iterative process that
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involves action, reflection, change and the creation of new knowledge. They view organizational 

learning as the process o f  enhancing actions of organizations through better knowledge and 

understanding. Slotte. Tynjnla and Ilytonen (2004)*s view indicates that learning at the 

organizational level embraces the activities of an organization that is continuously expanding it* 

capacity to create its future. This capacity is grounded on the ability o f employees and 

organizations (as a collective o f individuals) to change and become more effective and on the 

fact that change requires not only open communication and the empowerment o f members of the 

work community but also a culture o f collaboration.

At the collective learning level, scholars are o f the view that the capacity for organizations to 

learn is grounded in the collective learning of individuals. Caravan and McCarthy (2008) note 

that Collective learning processes have emerged at a theoretical level out o f the recognition that 

the sum of individual learning does not equate with the collective level o f analysis. Collectives 

arc viewed as open, learning systems that continually interact with their environments. Ihcsc 

systems exist to do work but as they work they learn. Organizational survival arising from 

adaptive, generative and transformational learning requires collective learning. Storberg-Walkcr 

anil Gubbins (2007) build their argument for collective learning based on organizational survival 

which is dependent on collective learning which occurs lirst at the individual level and extends 

to the group level. They observe that knowledge o f the group is greater than the sum o f the 

individual members' knowledge. Collective learning processes are more adaptive, generative and 

transformative depending on the characteristics o f the external environment and the internal 

readiness for change. Practitioners are expected to use more novel interventions in order to 

enable organizations cope in many learning situations.

fhesc aspects give rise to the notion of the learning organization. Caravan and McCarthy’s 

(2008) approach traces the origin o f  the term learning organization to the strategic aspects of 

learning. They distinguish two interpretations to the concept o f strategic organizational learning, 

rhe first is the Strategic aspect that deals with organizational learning as a retrospective sense 

•nuking and social learning process. Ihe second is the proactive, intentional, targeted process 

emphasizing retrieval of real time, specific knowledge from ongoing strategic initiatives. The 

strategic organizational learning may be considered part o f organizational learning but with some 

distinctive nature that fosters continuous radical innovation, intra-organizational. ecological
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pjoccsses. integrating various levels o f learning in organizations and including processes o f  both 

stIIJtcgjc knowledge creation and strategic knowledge distillation. Organizations that arc more 

facilitating o f learning arc better able to respond to the challenges o f  the external environment. 

Their characteristics are open communication, communication and dialogue, team working, 

empowerment, participation in decision making, visionary and idealized notions of 

ojganizations. Thus Learning organizations exist because o f the existence of shared learning and 

collective mental models. Herarty and Morlcy (2008) consider the learning organization as one 

based on the system o f  shared values and beliefs that shape how organizational members think, 

feel and behave.

A central theme o f the learning organization literature is that learning is intentional and that the 

organization, through its structures, culture and systems is designed to Icam. This expression 

compares favorably with those o f early writers on the concept o f the learning organization. 

Senge (1990) described it as an organization that is continuously expanding to create its future. 

Wick and Lean (1995) defined it as one that continually improves by rapidly creating and 

refining the capabilities required for future success. I’edler. Durgoyno and Boydell (1989) viewed 

it as an organization that facilitates the learning of all its members and continually transforms 

itself. Hence Learning organizations have to be able to adapt to their context and develop their 

people to match the context. Garvin (1993) considered it as an organization that is skilled at 

meeting, acquiring, and transferring knowledge and at modifying its behavior to relied new 

knowledge and insights. Accordingly they do five things as: systematic problem solving; 

experimentation; learning from past experience; learning from others through benchmarking; 

transferring knowledge quickly and efficiently throughout the organization by seconding people 

with new expertise or by educating and training programs, as long us the latter arc linked 

explicitly with implementation. HRD is thus a key component o f the learning organization 

concept that contributes to its performance.
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i  2  t Learning ami O rganizational Performance
l i n i n g  has been recognized os a key contributor to organizational performance. The literature 

jyu focused on the area o f knowledge as the point o f connection which points at two aspects of 

(jjjs performance, namely objective performance and organizational readiness for change 

(Kontoghiorghes et.al, 2005). Knowledge is at the center ol' these two dimensions of 

performance. In the objective aspect, the focus is on tangible performance reflected through new 

products, competitiveness and corporate reputation. Knowledge becomes the source from wiiich 

these indicators o f objective performance result. The organizational readiness for change arises 

from the kind o f environments and climates required in organizations to support continual 

knowledge generation, dissemination and its conversion into useful products and or sen  ices.

Slotte et. al’s (2004) approach to stages o f  organizational learning directly points at the link 

between learning and knowledge. The last stage o f improvement is closely connected with the 

ability to manage knowledge. Hcraty and Morlcy (2008)'s view o f knowledge indicates that 

organization knowledge is understood as the conflux o f three essential elements, namely skills, 

cognitions and systems. Skills represent die technical, professional, and social expertise of 

organizational members which constitutes the know-how or explicit knowledge o f the 

organization. The cognitions comprise of information, ideas, attitudes, norms, and values shared 

by organization members including the know-why or tacit knowledge o f the organization. The 

system aspect refers to the structures, procedures and policies related to performing tasks, 

coordinating resources and managing external resources. Knowledge is thus regarded as a 

cultural construction within communities o f practice and hence essentially pragmatic, partial, 

tentative and always open to revision. In this context then, it highlights the significance of 

organizational culture, meaning making, narrative, context and system thinking.

Knowledge is a key factor in competition in organizations today and is a major currency for 

competitive success (Egan,Yang & Bartlett, 2004). URL) therefore needs to understand the 

factors that contribute to organizational learning and the transfer o f  knowledge to the workplace 

environment. Gnrnvan and McCarthy (2008) note that knowledge is expressed in information 

and know-how. They describe collective knowledge to he concerned with knowledge that is 

constituted by the collective ways of thinking and or acting and not with knowledge that is 

Possessed by an individual. The collective learning process regulates how individuals cooperate
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to 0 collective. Both collective memory and collective mind emphasize interdependence, shared 

memory and the reconstruction among a group o f individuals. Collective memory is defined as 

being concerned with the distribution of stored knowledge across group members and the 

interactions among group members in the acquisition, storage and retrieval o f memory. 

Collective mind focuses on the collective interdependence between individuals. Organizations 

arc therefore fast becoming knowledge communities where knowledge is created, shared and 

stored, thus compelling organizations to build continuous learning into their operating systems.

The contribution o f knowledge towards an organization’s competitiveness arises from the 

organization's ability to learn faster than rivals, create and disseminate knowledge throughout 

the organization (I leratv A  Morlcy, 2008). litis ability requires an organization led learning 

which seeks to establish some specification on how to understand, facilitate and perhaps manage 

learning in the organization's operating environment. Organization led learning gives expression 

of the range of the collective, networked and collaborative learning that form the conceptual 

building blocks. An architecture metaphor has been used ns a mechanism for understanding the 

theoretical underpinnings and design constructs of effective collective learning workplaces. 

When applied to collective organization led learning, this architecture represents the consciously 

constructed systems and practices Ural arc put in place to facilitate learning at work. 

Organizational learning leads to innovation which is considered a key drive in productivity 

improvement as well as being crucial in developing new products mid services (Van Dcr Sluis. 

2007).

Innovation is a result of a creative, learning and development processes, which means an HRD 

process as it results from a creative process. Creativity, learning and performance are all 

inJluenccd positively by diversity o f teams, the vitality o f team members, and professionalism of 

a project team. The prominent process behind innovation is learning. HRD is therefore called 

upon to focus on learning processes in relation to innovation. Organizational innovativeness is 

based on the creativity and drive for renewal o f employees. I inc managers and IIRI) managers 

could stimulate and develop these aspects of the workforce in line with llie organization's goals 

which presents several challenges to organizations. Pocll (2005) indicated that innovation related 

learning requires the development o f systems to capture and share individual learning before 

Organizations can learn which is a key feature of a system o f  knowledge creation companies.
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This agree* wil^  lhc v*ew ° f  J«ckson and Schuler (2000) in their list o f steps to developing 

0(j gni7Jitional readiness for change that underscores the role o f  building the architecture to 

jynport a change initiative which is accomplished through developing a means for recording 

lessons learned from change efforts and ensuring that these lessons are used to guide future 

change efforts.

I earning related to innovation has implications for a number o f HRD related activities In this 

kind of learning, people develop their own expertise by broadening and deepening their current 

skills and knowledge, new areas o f application, or new disciplines. I.earning that leads to 

innovation also hus several characteristics such as: being integrative, experiential, self- 

awareness. reflective, developmental, interactive, collaborative, iranstcrable to new situations, 

cxponsivcncss and purposeful. It therefore encompasses such skills as communication, analytical 

abilities, problem solving, decision-making, social interaction, global perspectives, citizenship 

and aesthetic responsiveness and requires response to environmental changes and calls 

organizations to become more flexible, innovative, quality conscious, customer oriented and 

constantly improve their performance to remain competitive (Collin. 2007). Ihe environmental 

response mechanisms have brought about new tusks, new ways o f  working, new roles, 

relationships and skills so that lifelong learning and human resources development are now 

central to the effectiveness of the organization. It is the contention o f this study that this learning 

forms an integral part o f the components for establishing the organization’s 1IRD Infrastructure.

2.2.4 Components of the Organization Human Resource Development In frastructure 
Developing n suitable organization infrastructure for IIRD requires an understanding o f  the

complex nature o f organizations. The Organizational studies approach to organizational behavior

encompasses the study of organizations from multiple viewpoints, methods, and levels of

analysis. One traditional approach uses the micro, macro and incso level perspectives. The micro

organizational behavior refers to individual and group dynamics in an organizational setting, the

macro organizational theory studies whole organizations, how they adapt, and the strategics and

structures that guide them. The meso is primarily interested in power, culture, and the networks

uf individuals and units in organizations and field level analysis which study how whole

Populations o f organizations interact (Hatch. 2006). Jackson and Morgan (1982)’s approach uses

toe micro and macro perspectives to indicate that the micro focuses on the individual and
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^jjjjgiatcd small group phenomena and considers human beings as the point o f study and 

concerns itself with each individual’s psychological make up and with other individual group 

f a b l e s  that determine how a person is likely to react in a given situation. The major point of 

footf in this approach is the contribution towards value creation activities in organizations as 

acCounted for by the human resource component.

■pje realization o f the value creation concerns by organizations depends on how the organization 

oscs its human resources and technology to transform inputs into outputs (Jones. 2004). The way 

the organization uses the resources determines how much value is created as human resources 

arc the key distinguishing factor on the amount o f value created as reflected by the quality of 

human skills that include ability to learn from and respond to the environment. An organization 

that continues to satisfy people’s needs will be able to create more and more value as it adds to 

its stock o f its skills and capabilities, lh is points to the need for the creation of an organizational 

setting that supports innovation on a continuous basis, an aspect considered a critical factor in the 

survival of an organization. Monger (2001) argued that even though innovation is perceived to be 

externally imposed by the environment rather than being internally generated, the firm 

infrastructure is a potential barrier to innovation based on the traditional compensation systems, 

interdepartmental cooperation, market definitions and product standards, linn processes that may 

penalize unsuccessful innovation efforts, management practices and organization's culture. The 

firm infrastructure was operationalized in their study to consider operating policies and 

procedures. HRM practices, compensation strategy as supported by the firm's leadership on the 

firm's ability to encourage and support an atmosphere o f entrepreneurship and innovation.

IIRD as a facilitating factor for this innovation is set against a background o f turbulence and 

change in organizational life which arise from changes in business environments, work processes 

and organizational cultures, and drive a need for successful change management strategies (Joy- 

Matthews et.al, 2004). HRM has been associated with change management initiatives in 

organizations. Some scholars arc o f the view that change programs in organizations largely 

depend on an organization's human resources (Prasad, 1996; Jackson & Schuler, 2000). Prasad 

(19%) hus indeed postulated Organizational Development and change as part o f  an 

organization's 1IRM system and so HRM is currently practiced as a strategic partner in many 

organizations for facilitating change (Dcsslcr. 2003; Jackson A Schuler, 2000; Joy-Maithcws
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2004). The change require*: organizational preparedness and readiness among 

Rggjlxauonal members and HRD practices serve a facilitating role through the aspect of 

learning- Some scholars have reported some experiences by organizations implementing change 

develop a strong ease for healthy 1IRD practice in organizations when implementing change, 

for example: Gilley et.al (2008) report that the rate o f  failure in delivering sustainable change 

reaches 80%-90% at times, a situation which is so because o f  an organization's inability to 

remain flexible and adaptive to a business environment due to failure to incorporate some highly 

valued HRD concerns such as leadership. Thus the HRD perspective employed in any given 

setting needs to position the organizations HRM to function as a change agent, an aspect that 

should inform the HRD philosophy.

Based on these arguments, a number o f areas have been suggested by various scholars on what 

should constitute the organization HRD Infrastructure (Bratton & Gold, 2001; Rothwell & 

Sullivan. 2005; Swanson & Holton 111. 2009). lhcy derive from the nature taken by I IRD altar 

the transition from focus on training to the strategic orientation embraced in HRD aimed at 

supporting organizational systems for the management ot strategic change and the focus on HRD 

its a strategic partner in the organizations strategic behavior The main areas suggested have 

focused on: training and development as pivotal points; investment in skills for change; taking a 

long-term view; learning as part o f the strategic orientation and a strategy to cope with change; 

HRM practices such as recruitment, rewarding; full individual development; consideration of the 

organization as a total learning system; finding core competences that reveal collective 

knowledge management and development o f intellectual capital; potential o f  learning between 

organizations; information sharing; creating a leaning company; keeping with change; 

innovation and creativity; learning and innovation as the key to the organizations survival and 

success; building sustainable competitive advantage; developing employee expertise at all levels 

of the organization; linkage o f  strategy to HRD and u consideration on how HRD can help the 

organization fulfill its mission; adoption o f organization employee-oriented values.
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components present a picture o f u concept that derives from the core of the nature o f HRD 

in which it functions as an intervention that shapes an organization’s strategic behavior. HRD us 

gD intervention provides the climate within which individual and organizational learning is 

jypported for the maintenance o f  an organization’s human resources. I'hus, HRD encompasses 

activities and processes which arc intended to have impact on individual and organizational 

learning which is achieved through appropriate interventions. Some relevant interventions used 

in HR1> have included education, training and development, performance management, learning, 

and career development. These interventions have some common characteristics in that they are 

strategic, organizational, long-term, cultural, organic and involve change and arc thus intended to 

change organizational behavior in which ease, HRD is implied to be a deliberate purpose of 

changing behavior o f  organizations or improving die capability o f organizations to change. Thus 

the defining nature o f  HRD is the extent to which interventions in the learning process arc- 

intended to bring about organizational change. Out of this observation, some scholars indicate 

that a multidisciplinary based approach will be required to demonstrate the relationships among 

the various components and how they explain the organizations strategic behavior (Stewart & 

McGoldrick. IW>; Faprock. 2006; Lincoln. 2004; Nalukho ct.al, 2004). A number of issues 

however have to be considered.

2.2.5 Emerging Issues in the Design of IIUI) infrastructure
A keen look at the relevant literature on the HRD Infrastructure highlights a number o f issues 

that HRD scholarship needs to take up. First, it is emerging that the areas that comprise the 

Organization HRD Infrastructure need integration to indicate die nature o f their relationship in 

bodi real life and empirical situations. Of great concern is the linkage between HRD activities in 

organizations and organizational strategies. An emerging stream o f scholarship is o f the view 

that the integration is achieved through organizational development and change activities for 

managing strategic change. A multidisciplinary approach will be required to model the espoused 

relationships among variables that are considered elements o f the HRD Infrastructure (Galagan. 

1986; Nafukho ct.al, 2004; Lincoln, 2004; Tomkinson, 2005; Faprock, 2006).

Second, dierc is the emerging concern on how to manage and sustain innovation since innovation 

requires leadership Learning that leads to innovation involves change which takes die nature of 

continuous and transformational change (Gilley ct.al. 2008). Change and innovation have been
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as
associated with some dimensions of organizational success such as market share leadership. This 

jpnd o f change is anchored by the leadership system in the organization. Leadership is required 

in this context because o f the type o f learning required to support innovation. IIRI) scholars 

suggest double loop learning that is considered transformational, as opposed to single loop 

learning- Double loop learning involves change efforts that reject current paradigms or question 

fundamental assumptions while single loop learning is regarded as change that is incremental 

working within a current organizational paradigm. Innovation necessitates disruptive change, i.c

changing to the extent o f clearly differentiating itself in the market. Successful execution of 

transformational change has been identified as a factor leading to innovation and subsequently to 

increased competitiveness. Leadership has been cited as a major determinant o f the ability o f the 

organiz.ition to change by reducing resistance to change mid influencing employee behavior that 

promotes the emergence of novel ideas through creativity. Some scholars have demonstrated 

very clear links between leadership skills and abilities and effectiveness at implementing change 

and driving innovation.

Thirdly, the innovation suggested requires a systems approach to the management o f an 

organization. Innovation has a direct linkage with creativity (Watson, 2007). Creativity is 

increasingly understood as a social phenomenon especially in organizational contexts. Creativity 

as a social as well as an individual and intrapsychic phenomenon requires a systems approach to 

allow for feedback cycles among persons and situations. It is also regarded as an issue of 

attribution (Amabile, 1995). Ibis thus identifies the role o f groups within organizations and the 

Organizations themselves as sites o f engagement in the process o f creativity. Watson (2007) 

considers the learning organization as a systematic approach o f seeing everything as 

interconnected rather than simple cause and effect. A strand o f this theory that is relevant to 

stakeholder theory was pioneered by Ackoff and Churchman and their ideas were applied to 

organizational systems in the early 1970’s (Ackoff 1970.1974) and still continue to he applied in 

organizations (Hu.se, 1980; Hodge et.al, 19%; Jaffce, 2001; Robbins, 1990). Systems theory 

emphasizes the external links that are pan of every organization. Thus, organizations described 

‘open systems’ are prut of a much larger network rather being independent self-standing 

entities.
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- 00̂ 11 the organization needs a strategic orientation that drives the core values it embraces for 

fp workforce The need to adopt an SURD approach has been occasioned by changes tiiat have 

shifts in focus from Training to learning and from HRD to SURD (Watson 2007). 

0*lderson (2005) is o f the view that a link should exist between the Training and Development 

lhat an organization undertakes and its business strategy. An alignment between strategy and 

HRD is therefore needed. SURM and SURD should be activities of management rather than of 

ftinctional specialists and should be aligned to the business strategies o f organizations. Joy- 

Matthews ct.al (2004) are o f the view that in the context o f environmental turbulence, there is 

need for explicit links between business strategy and any management priority including the 

development o f people. Human resources are finite and need to be managed and valued in the 

context of organizational strategics and policies. Such integration is necessary to develop 

strategic capability, i.e achieve alignments o f tangible and intangible assets and appropriate 

resource usage, determine competitive position and maintain stakeholder commitment. Pfcflfer 

(1994) pointed that there is a correlation between how workers are managed on the one hand and 

sustained organizational performance on the other. According to Claravan (2007), HRD is best 

achieved through a strategic approach, a position that is consistent with the resource based and 

human capital theories. Golding (2007) supports this SURD approach on the basis o f  the need for 

increased flexibility or "agility" in organizational structures and relationships in attempts to 

identify organizational forms that foster creativity but avoid chaos.

Fifth, the SHRD approach invites a stakeholder orientation to workforce development. The need 

for the adoption o f the stakeholder approach in 11RD has been connected with the same changes 

that have occasioned the adoption of SHRD, notably shifts from training to learning and from 

HRD to SHRD (Watson. 2007). lhe shifts have brought about an increased role of stakeholders 

in the process. The stakeholders are characterized by their varying degrees o f power and 

influence, roles, different values, use o f different tactics to achieve their aims, engagement in 

different learning experiences, different aims, objectives and structures in dilTercnt contexts and 

cultures with different expectations. Dowling (2001) identified four types o f  stakeholders as: 

normative groups, functional groups, diffuse groups, customers. A cross section o f  both the 

IIRM und HRD Literatures point at a growing concern for the stakeholder approach in theory 

and practice (Hall & Goodale. 1986; Armstrong. 2006; Jackson <fe Schuler. 2000: Clark & 

Bcardwell. 2007; Watson, 2007; Garavan. 2007).
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ly tjK. stakeholder orientation in IIRD leads organizations to consider establishment of 

Hpgggniz&tional networks for enhancing workforce development. The learning orientation and 

u  implications for HKD paves the way for organizations to pursue IIRD based interftmi 

petworhs. Intcr-organizutional networks have previously been considered essential elements of 

Strategic HRM models especially among multinational organizations (Dowling cl.al. 2008). I he 

0 PC for these inter firm networks can be established along considerations that arise from several 

observations connected with the changed perspective to competition embracing collaboration, 

the need to build social networks and capital, the transition to a learning society, the need to 

establish competence based IIRD Practices and consideration o f the environment in building 

competencies (Mintzbcrg et.al. 2003: Park A Kwon. 2004; Ardichvili A Dirani, 2005; Ozcelik & 

Herman- 2006; Porter, 1990; Pearce A Robinson, 1997; Roller, 1997; Cullen A Parbotecah, 

2008).

ITtese issues raised advance a strong case for a strategic approach to IIRD in organizations. 

Brutton and Cold (2001) however identified an important consideration that managers need to be 

oriented to. They indicated that the extent to which HRD becomes a feature o f strategy depends 

on the ability o f senior managers to sense important environmental trends and signals in HRD 

terms. In essence since HRD is built on learning, external forces o f the environment arc critical 

to identifying the factors that trigger and drive the process for employee development. The role 

of the environment in this process needs to be established. Scholarship is therefore invited to 

juggest the relevant theoretical considerations that should form the basis for a framework for 

responding to the strategic orientation that positions HRD in organizations us a key determinant 

of its strategic behavior.
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Theories
ubovc discourse is the fuel that in turbulent environments where HRD is 

cXpected (0 support organizational change, there is the need to link 11RD with the strategic 

intents of organizations because of its orientation to learning. The organization theory literature 

identifies key functions in organizations played by different subsystems of an organization 

ihrough which HKD can be integrated. Daft (2007) thus uses the concept o f organizational 

configuration to indicate dial various parts of an organization are designed to perform the key 

subsystem functions o f technical core, administrative support, technical support, and

management.

The Technical core includes people who do the basic work o f the organizations and performs the 

production subsystem function and actually produces the product and service outputs o f the 

organization. It is this function that helps the organization to adapt to the environment as 

technical support employees such as engineers and researchers scan the environment for 

problems, opportunities and technological developments and so is responsible for creating 

innovations in technical core, helping the organization to change and adapt. I lie administrative 

support function is responsible for the smooth operation and upkeep o f the organization, 

including its physical and human elements and includes human resource activities such as 

recruiting and hiring, establishing compensation and benefits and employee training and 

development as well as maintenance activities such us leasing of buildings and service and repair 

of machines. The Management function is a distinct subsystem, responsible for directing and 

coordinating other parts of the organization through the efforts o f  top management that provides 

direction, strategy, goals and policies for the entire organization o f major divisions (Daft. 2007).

An integrated framework is required to demonstrate how an organization may configure its basic 

HRD Infrastructure in view o f the unique setting of its environment. Such a framework will 

enable scholars and managers to identify the relevant variables and relationships among the 

components o f  an organizational HRD Infrastructure and how they explain the organization’s 

strategic behavior. HRD scholarship has advocated a multidisciplinary based approach for theory 

nnd empirical work. The current study proposes the adoption of the contributions o f six theories 

namely the Resource Rased View (RBV), The Resource Dependence Theory (RDT), Hie 

Institutional Theory. I he Culture Representation Theory, The Strategic Human Resource

2J  The Supporting 
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development (SURD) Framework and the Organic Theory to IIRD (Golding, 2007; Jackson & 

j^hulcr. 2000; Newbert. 2008; JafFec, 2001; Crook cl.al, 2008; Lee & Stead. 1096; Caravan, 

2007; Ercz & Early. 1993; Freeman & MeVen. 2001; Daft. 2007; PfefTcr & Salancik 1978; 

powell & DiMaggio, 1991).

2J.1 The Resource Based View of the Firm
The Resource-Based View (RBV) is an economic tool used to determine the strategic resources 

available to a firm. It attempts to explain how organizations build sustainable levels o f 

competitive advantage and is based on the fundamental principle that the basis for a competitive 

advantage o f a firm lies primarily in the application o f the bundle o f  valuable resources at the 

firm’s disposal (Wernerfclt, 1984; Rumelt. 1984). It explains a firm’s ability to reach sustainable 

competitive advantage when different resources are employed and these resources can not be 

imitated by competitors which ultimately creates a competitive barrier (Mahoney Pandian, 

1992; Smith & Rupp. 2002). RBV argues that a firm's sustainable competitive advantage is 

reached by virtue o f unique characteristics which these resources have o f being rare, valuable, 

inimitable, non-tradable, non-suhstitutablc as well as firm specific (Barney, 2001; Mukadok. 

2001). Varying performance between firms is a result o f heterogeneity of assets < I lei fat & 

Peteref. 2003) and the factors that cause these differences to prevail (Grant 1991; Mahoney & 

Pandian 1992; Amit & Schocmukcr, 1993).

fhis theory is o f the view that short run competitive advantage needs to be transformed into a 

sustained competitive advantage, lo  do tins the strategic resources need to be heterogeneous in 

nature and not perfectly mobile (Barney, 1991; Peteraf, 1993). Effectively, this translates into 

valuable resources that are neither perfectly imitablc nor substitutable without great effort 

(Hoopes, 2003; Barney, 1991). If these conditions hold, the firm’s bundle of resources can assist 

the firm in sustaining above average returns. Thus, using this basic understanding of the RBV. 

the theory seeks to help strategic decision makers by addressing four key concerns: What 

constitutes a resource? What constitutes competitive advantage? What are the harriers to 

imitation of resources? How do we develop resources for the future?
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2*2 The Resource Dependence Theory
yjg Resource Dependence Theory (HDD is bused on the notion that environments are the source 

of scarce resources and organizations are dependent on these finite resources for survival (Pfeffer 

£  Salancik 1978). A lack o f  control over these resources thus acts to create uncertainty for firms 

operating in that environment. Organizations must develop ways to exploit these resources, 

which ore also being sought by other firms, in order to ensure their own survival. Thus the 

procurement o f external resources is an important tenet of boll) the strategic and tactical 

management o f any company.

Hf)T rests on some five assumptions, that organizations are assumed to be comprised of internal 

and external coalitions which emerge from social exchanges that are formed to influence and 

control behavior, the environment is assumed to contain scarce and valued resources essential to 

jrgunizutiona! survival and as such, the environment poses the problem o f organizations facing 

uncertainty in resource acquisition; organizations are assumed to work toward two related 

objectives: acquiring control over resources that minimize their dependence on other 

organizations and control over resources that maximize the dependence of Other organizations on 

themselves (Jones. 2004). Attaining cither objective is thought to affect the exchange between 

organizations, thereby affecting an organization's power; although RD1 was originally 

formulated to discuss relationships between organizations, it is applicable to relationships among 

units within organizations; RDI is consistent with ecological and institutional theories of 

organizations where organizations are seen as persistent structures o f order under constant 

reinterpretation and negotiation, interacting with mi indeterminate environment o f turbulence mid 

a multitude of competing interests (Daft, 2007)

23.3 The Institutional Theory
The Institutional Perspective describes how organizations survive and succeed through 

congruence between an organization and the expectations from its environment. The institutional 

environment is composed o f  norms and values from stakeholders (customers, investors, 

nssocialions, government, collaborating organizations). The institutional view argues tluit 

organizations need legitimacy from their stakeholders. Legitimacy is defined as the general 

Perspective dial an organization’s actions arc desirable, proper and appropriate within the 

environment’s system o f  norms, values and beliefs. Companies perform w-ell when they are 

perceived by die huger environment to have a legitimate right to exist. Organizations therefore
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have

their

to invest in areas that increase both the perceived and actual legitimacy they command in 

respective micro and macro environments.

Thus the institutional view believes that the organizations adopt structures and processes to 

please outsiders and these activities come to take on rule-like status in organizations. The 

institutional environment reflects what the greater society views as correct ways o f organizing 

and behaving. Organizations are highly interconnected. Institutional theory focuses on the deeper 

gnd wore resilient aspects o f  social structure. It considers the processes by which structures, 

including schemas, rules, norms, and routines, become established as authoritative guidelines for 

social behavior. Different components o f institutional theory explain how these elements arc 

created, diffused, adopted, and adapted over space and time; and how they fall into decline and 

disuse (Jnfl'cc, 2001; Jones. 2004; Daft, 2007; Powell & DiMaggio, 1991).

2J.4 The Culture Representation Theory
lire Culture Representation Theory developed out of the need for a theory o f  work behavior in 

organizations that utilizes a cultural perspective on work behavior premised on a person’s 

psychological experience of self identified as a fundamental building block (F.rcz & Early, 

1993). It focuses on the individual as the unit of analysis with the major focus being on the self. 

The main argument is that the self is a product o f the social system, shaped by the shared 

Understanding o f  members o f a particular culture of what it is to be human and so the role of 

interpersonal relations in shaping self identity and transmitted ucross generations through 

socialization. ITiis proposition further argues that the focus on the self bridges the gap between 

the micro level behavior and macro level contextual factors through focus on the organizational 

level o f analysis as a midpoint on the macro-micro continuum. It is in this reasoning that 

Metacognitive models of self regulation provide the conceptual framework for understanding the 

relationship between culture and work motivation. Adaptation to changes in these complex 

environments requires an analysis of the cognitive mechanisms o f information processing to 

explain how employees interpret ;md evaluate the situation and how their work motivation and 

work behavior is affected by these processes.

46



There is therefore ihc need for cognitive models of information processing to explain how 

information from the external environment is selectively recogni/od. evaluated and interpreted in 

jgnns o f its meaning to the individual and how it affects behavior. The source o f the influence on 

tbc self regulatory processes is the ' ’s e l f ’. The self processes information interprets it in line 

with internalized criteria and activates the response patterns accordingly. The proponents support 

the above call through the concept o f motivation and its role in the work context through the area 

0f  needs. They indicate that there is a relationship among needs, values and culture. I hc link 

between needs and values occurs at the level o f cognitive representation in which Values arc 

considered as the cognitive representations and transformations o f needs. The functions o f values 

arc to give expression to human needs and to guide action. The cultural self representation theory- 

consists o f four variables: cultural values and norms as the criteria used to evaluate managerial 

techniques; managerial and motivational techniques; the self ns an information processor and 

interpreter o f  organizational stimuli in line with cultural values; and consequent work behavior 

(Ercz St Early, 1993).

2.3.5 The Organic Theory
The Organic Theory to HRD was developed through an analysis o f  intcrcullural perspectives on 

HRD with an historical framew ork o f analysis that took the position that events o f  different eras 

generate new ideas o f  the time whose impact is the development o f human resources ut a 

national, organizational and individual level and the emergence o f new needs (Lee & Stead. 

19%). T he cyclical nature o f one era, needs and means of satisfying the needs o f each eru leads 

to the need to evolve, adapt and transform to develop and survive. Recognition of this rather than 

leading to change gave birth to the idea o f organizational transformation and growing interest in 

the learning company concept. Transformation is defined as the shill from one stage of existence 

to another which is entirely different, is particularly in dealing with the era. This should embrace 

an integrated perspective to make sense o f  the world around an organization. When the concept 

of integration is combined with that o f transformation into the vision o f the learning company , 

this produces a strategy for sustainable development. Tlius they provide two perspectives of 

learning, integration and continuous learning.
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Continuous learning lakes two faces: survival / adaptive learning and generative learning thru 

gnhancc the capacity to create (Gilley & Gilley, 2002). These are applied to motivation and 

learning at various levels o f analysis. I he proponents concluded that URL) is an overarching 

concept which recognizes national trends, global influences, social values and shilling needs. 

They presented HRD as a holistic concept that focuses by necessity on the interplay o f global, 

national, organizational and individual needs. In this reasoning, HRD can only be developed if it 

shifts to accommodate new world views and thus is by nature cyclical and dynamic. To remain 

relevant it must evolve. Value systems which recognize motivational needs lay the foundation 

for the growth or hindrance o f  HRD, and thus HRD is organic and can only grow and evolve if 

certain principles are in place and that it may not be imposed but must evolve from the needs and 

values of u nation.

2J.6 The Strategic Human Resource Development Fram ework
The Strategic Human Resource Development (SHRD) Framework is based on the work of 

Gnravan (2007) who has built the SHRD Framework on the premise that HRD is best achieved 

through a strategic approach, a position that is consistent with the resource based and human 

capital theories. Tlius SHRD contributes to the creation o f firm specific knowledge and skill 

when it is aligned with the strategic goals o f the organization. SHRD as a multilevel concept 

contributes to the organization in enhancing its performance in the long term. Caravan's 

approach makes reference to the resource based theory of the firm and the human capital theory. 

The resource based theory postulates that internal knowledge and skill represent important 

sources o f competitive advantage. 1 he human capital theory argues that firms should protect core 

competences through investment in training and development.

Thus the value o f  employees to the firm is related to their uniqueness and value of the 

capabilities and skills that are unique, difficult to replicate and imitate by competitors. Jackson 

and Schuler's (2000) HRM based approach to gaining competitive advantage suggests that a firm 

has competitive advantage when all or part o f the market prefers the firm's products and 

services. Because competition is the name of the game, companies seek ways to compete that 

can last a long time and cannot easily be imitated by competitors. This sends an implication to 

both practitioners and scholars that an alignment between Strategy and HRD is needed. SHRM 

*nd SURD should be activities of management rather than o f functional specialists and should be
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' gjjgncd 10 lbe bus*ncss strategics o f organizations. Such integration is necessary to develop 

IjHiWfP0 caPabili,y’ ' c- achieve alignments of tangible and intangible assets and appropriate 

j^sourec usage, determine competitive position and maintain stakeholder commitment (Joy- 

Matthews et.al. 2004).

Ibe six theories relied on in the study provide several lessons for scholarship in the area of 

interorganizalional networks for human capital development organizations. They also underscore 

the manner in which these networks are associated with the strategic resources in the category of 

human resources and the likely influence on the performance o f organizations. Thus the 

contributions of the theories depict a phenomenon in which several variables are at play. The 

summary of each o f the theories, and areas in which they are applied in building the conceptual 

framework arc used in this study is shown in table 2.1 Using the contributions o f these theories, 

this study proposes four variables that emerge for consideration in the context of Universities, 

namely the University IIRD Infrastructure, University Performance, University-Industry 

Collaboration and Responsiveness to Institutional Contexts. The study considers each o f these 

variables in the light of the supporting theoretical and empirical literatures. I he ensuing sections 

of this chapter highlight the theoretical and empirical slate of each us well as the identification of 

the existing knowledge gaps.

2.4 The University Hum an Resource Development In frastructure
Universities by their very nature of origin and design are human capital development institutions. 

Within the context o f  organizational learning, Lciponcn (2008) has classified them in the 

category of knowledge intensive business service organizations. These arc organizations dial are 

knowledge intensive as their operations rely on professional knowledge and either generate new 

knowledge themselves or act as knowledge intermediaries for their clients. In their research, they 

found that on average. 33% o f  employees in the Arms in this category have higher education 

degrees and that firms service development investments average 3% o f sales revenue. They will 

therefore be expected to cultivate organizational learning cultures through which knowledge is 

continuously generated and disseminated (Watkins. 2005) by the largely predominant 

knowledge workers forming a significant part of their workforce, and develop appropriate
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jystems for best managing human resources bearing the defining characteristics o f the 

jjpowlcdge worker (Awad & Ghaziri, 2004).

fable 2.1: Sum m ary on the Contributions of the Theories

bz& itc  Based View of
dufinn

Postulates Area* of
Compliinentaritv

Application in the Conceptual 
Framework

-Characteristics of strategic 
resources
•The VRION Framework

-1 he design of HRD 
Infrastructure 
•Relationship between 
HRD Infrastructure and 
university performance

•The Design HRD Infrastructure 
Organizational Performance

Framework -Strategic approach to HRD 
•Alignment of firm's strategics 
and HKD

• Hie HKD Infrastructure 
•Relationship with 
performance based on 
strategic resources

-1 he 1IRD Infrastructure 
•Link between HRD 
Infrastructure und Performance

teReiourcc 
D ep en d en ce  Theory

-The environment as the 
source of rare and scarce 
tcsourccs
•Need for strategies to access 
the resources 
-Adoption of
interorgamzaoonal strategics 
to access resources

-Relationship between 
HRD Infrastructure and 
University Pctlormantc

-IntcrorganizatioTuI Networks 
-U-l Collaboration

r -Survival through congruence 
between organizations and 
expectation* of llie 
cnvironmciil 
-1 he role of legitimacy

•HRD Infrastructure 
•Intcrorganirational networks 
through IJ-IC

The Culture
Representation theory

•Adoption of a cultural 
perspective on work behavior
(OB)
- The role of the self 
Integration of cognitive 
models in information 
processing and managerial 
perception of the environment

■Managerial Perception of 
the institutional context

-Responsiveness to the 
instimtional context

The Organic Theory -The use of an intcrculturai 
perspective on HKL)
-The organic nature on Use 
development of HKD 
•Growth of HRD in relevance 
to national needs

Source: Author. 2012

Due to the changing nature o f the operating environment for these institutions, a suggestion has 

been made for these institutions to udopt HRT) based approaches to respond to these changes. 

The study is of the view that the HRD based approach will require each university to establish an 

HR1) Infrastructure suitable to provide a strategic posture lor attaining HR based distinctive 

competence, in which HRD should significantly contribute to. To create this posture, the study
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P^ulates thiit the universities will need to address their organizational development needs, 

gjjopt an appropriate organizational learning orientation, embrace values that promote 11R1 ) and 

rnip̂ cfTien* re'evan* HRD practices that enhance these considerations o f  the infrastructure 

(Barney. 1991; Rumclt, 1984; Pcdlcr, et.al, 19%; Pmhalad & Hamel, 1990; Ley & Furu, 2008).

2 j  | Organization Developmental Needs
Organization Development (OD) is the process through which an organization develops the 

internal capacity to most efficiently and effectively provide its mission work and to sustain itself 

over the long term. Beckhard (1969) considered it in the light o f planned organization-wide 

effort, managed from the top, to increase organization effectiveness and health, through 

interventions in the organization's processes, using behavioral science knowledge. Bennis (1969) 

considered it as a complex strategy intended to change the beliefs, attitudes, values, and structure 

of organizations so that they can better adapt to new technologies, markets, and challenges. 

Burke (1982) emphasized the inherent change process designed to bring about a particular kind 

of end result attained through organizational reflection, system improvement, planning, and self- 

analysis.

These expressions o f organization development bring out a set of needs that OD programs are 

initiated to satisfy such as organizational effectiveness, employee development, increased 

professionalism and human resource based competitive advantage. Several scholars identify the 

respective areas along which the required competencies can be established and sustained and are 

considered major points o f concern to constitute organizational developmental needs. This study 

summarizes these OD needs under the headings o f sustainable competitive advantage, building 

managerial ability, building core competencies, building a knowledge based learning company, 

and attaining organizational effectiveness (Bcardwcll & Holden,1997; Pedler et.al.1996; 

Pruhalad & Hamel, 1990; Balderson, 2005; Beardwcll et.al, 2004; Carnall, 2007; Ciaravan,1991; 

Caravan, 2007; Cummings & Worley, 2008; Jackson et.al, 2009; Joy-Matthews et.al, 2004).

Within the realms o f the value creation process. SHRM seeks to achieve an HR based 

competitive advantage an aspect considered to be at the center o f the resource based view o f the 

firm (Holding, 2007; Jackson & Schuler. 2000). Jones (2004) considers competitive advantage as 

*bc ability of one company to outperform another because its managers are able to create more
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gom the resources at their disposal. Competitive advantage springs from core 

comPctencicS ‘ e’ mana8ers’ ski,ls abilities in value creation activities and is attained if a 

fl|tfieat strategy is value-creating, and not currently being implemented by present or possible 

^ iurc competitors (Barney, 1991). When the imitative actions have come to an end without 

disrupt'"** the firm’s competitive advantage, the linn’s strategy can be called sustainable. Unique 

value creating resources will generate a sustainable competitive advantage to the extent no 

competitor has the ability to use the same type o f resources either through acquisition or 

imitation. Grove (2009) notes that resources give sustainable competitive advantage if they are 

difficult to transfer or require prior investment to utilize. Major technological innovations fulfill 

these conditions because they tend to spread slowly and to be adopted more rapidly by firms with 

high technological capabilities.

fhe management o f the universities is key to establishing this sustainable competitive advantage 

and so the need for managerial ability as a major OD need. Managerial ability is defined as the 

knowledge, skills and experience which are often tacit, residing with and utilized by managers. 

The managerial ability exists in several forms: firm specific which is least mobile and unique to a 

context; industry specific which is somewhat transferable because o f its relevance to the firms in 

the industry; general components referring to knowledge, skills, experience lliat produce value 

foi any firm that makes use o f  them and has the greatest mobility and is less unique to a given 

context. The managerial ability derives from two sources: domain expertise and resource 

expertise.

Domain expertise refers to the managers’ understanding o f the industry context and the firm’s 

strategics, products, markets, task environments and routines and captures the breadth of 

knowledge that managers accumulate through formal education in a particular field and through 

learning by doing, liven though managers hung explicit knowledge derived through formal 

education into their firms, they build specific (tacit) knowledge about the firm and industry 

domain through their experiences and rely on this experience when making decisions about the 

appropriateness and sequence o f  actions. As managers acquire domain expertise, they develop 

proficiencies and become more effective at aligning firm strategies with the industry context in 

ways that enhance organizational performance, because they understand better the opportunities 

‘o pursue and the threats that require response. The more specific the ability is embedded in
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;crs, the more likely it is to be imperfectly transferable to other firms and particularly 

difficult for rivals to imitate making it a potential source o f superior performance. The Resource

gjqjertise manifests through experience with resource management processes Specifically it 

jgp^sents the ability of managers to select and configure a firm 's resource portfolio, bundle

p u r e e s  into distinctive combinations and deploy them to exploit opportunities in specific 

contexts (Holcomb cl.al, 2009).

The key tenets o f the managerial ability constitute the core competence o f  a firm. Prahalad and 

llanicl (1990) introduced this concept as a point of concern for organizations and used several 

cases of the performance o f  major corporations to show how it accounts for growth. They 

juggested that corporations need to identify, cultivate and develop their core competencies lor 

the expected long-term sustainability and stability o f a business. Core competencies arc 

described as the collective learning in die organization especially diosc that regard how to 

coordinate diverse production skills and integrate multiple streams o f technology. Prahalad and 

Hamel's approach indicates that competencies unlike physical assets do not deteriorate as they 

an* applied and shared and instead they grow: they arc about harmonizing streams o f technology 

and the organization o f work and delivery o f value; entail the shared understanding o f customers 

needs and of the technological possibilities that is shared among technologists, engineers and 

marketers; and that these dimensions arc of concern to both services and manufacturing 

organizations.

The key defining characteristics o f  core competencies are that they involve communication, 

involvement and a deep commitment to working across organizational boundaries; they do not 

diminish with use as is the case with physical assets and instead arc enhanced as they are applied 

and shared; they require to be nurtured and protected because knowledge fades if it is not used; 

they serve as the glue that binds existing businesses as well us the engine that drives new 

business development; core competencies should be difficult for competitors to imitate. This will 

be so if it is a complex harmonization o f individual technologies o f production skills. Rivals that 

Way acquire some o f  the technologies that comprise the core competence will find it more 

difficult to duplicate the more or levs comprehensive pattern o f  internal coordination and 

learning.
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I V  s*1 ° f  corc competencies are developed through a knowledge based orientation towards 

learning. Huts the concept o f  a  learning and creation o f a knowledge based company constitute a 

major theme for a wide range o f organizations. Fey and Furu (2008) cite this development as a 

major source o f competitive advantage as the focus has moved from the capacity to produce 

efficiently to the utilization and leverage of organizational knowledge and intellectual capital. In 

the emerging era, Govindarajan and Gupta (2001) observed that every industry and every 

business must he considered a global industry and every business a knowledge business 1'hus in 

strategic management a widespread notion is to perceive tlie linn as a bundle o f knowledge. In 

this view knowledge is the key source of competitive advantage. It is thus critical that different 

parts of the organization share knowledge with each other to experience maximum performance.

The knowledge based approach requires a learning orientation and thus creating a learning 

organization is u major concern for universities. Pedlar ct.al (1996) offer several stages to the 

publishment o f a learning company that paint the picture of the vision of the learning 

organization as an efficient adaptive unit taking advantage o f  environmental change. 1 hey 

proposed a three stage process o f the evolution o f the learning company as surviving, adapting 

and sustaining. The third stage o f  sustaining depicts a state in which companies create their 

contexts as much as they arc created by them, who achieve a sustainable, through adaptive 

position in a symbiotic relationship with the environment displaying the characteristics o f a 

company capable o f changing, developing, and transforming themselves in response to the needs 

and aspirations o f people inside and outside the company and that enrich and sustain the wider 

world of which they are a part. The breakthrough to this stage is part o f the emergent evolution 

of work organizations where the principal concern for all stakeholders becomes the production of 

meaning. Titus it embraces a stakeholder orientation mid has its defining characteristics as a 

learning approach to strategy, participative policy making, informating. formative accounting 

and control, internal exchange, reward flexibility, enabling structures, boundary workers as 

environmental scanners, inter-company learning, a learning climate, and self development 

Opportunities for all.

Tb® essence o f initiating the organizational development interventions satisfying these needs is 

,0 Increase organizational health that ultimately improves the organizational performance and 

ByChvcness. Effectiveness is a broad term referring to the degree to which an organization
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achieves its goals. To be effective organizations need clear, focused goals and appropriate 

R e g ie s  for achieving them. Achieving effectiveness is not easy because of diverse stakeholder 

demands Managers therefore need a stakeholder approach to balance the needs and interests of 

stakeholders in setting goals and striving for effectiveness. I hc stakeholder approach integrates 

diverse organizational activities by looking at various organizational stakeholders and what they 

want from the organization. Hie satisfaction of each group can be assessed as an indication of 

the organization's performance and effectiveness (Daft. 2007; Jones. 2004)

2.4.2 Organizational Learning C ulture
Universities by virtue o f  their work orientation arc expected to embrace a learning culture. The 

organizational learning litcranire considers organizations us continuous learning systems. 

Marsiek (1994) viewed the concept ns a process of coordinated systems o f change, with 

mechanisms built in for individuals and groups to access, build and use organizational memory, 

Structure, ami culture to develop long-term organizational capacity. Hodge et.al (1996) consider 

it as an attempt to create an organization that is able to monitor continually the environment and 

adapt to changing conditions. Garavan and McCarthy (2008)*s approach has conceptualized 

learning as an iterative process that involves action, reflection, change and the creation o f  new 

knowledge. They view organizational learning as the process o f  enhancing actions of 

organizations through better knowledge and understanding. Slottc et.al (2004)’s view indicates 

that learning at the organizational level embraces the activities o f an organization that is 

continuously expanding its capacity to create its future. This capacity is grounded on the ability 

of employees and organizations (as a collective of individuals) to change and become more 

effective and on the fact that change requires not only open communication and the 

empowerment of members of the work community but also a culture o f collaboration.

Learning organizations arc expected to create conducive environments for employees to learn 

(Beardwell & Holden. 1997; Clarke, 2005) as it is the learning o f employees that seems to 

sustain individual and organizational learning. Slotte et.al (2004) indicate that this organizational 

learning places demands on organizations continuous efforts to provide employees with learning 

opportunities. In view o f a competitive world cliaraeterizcd by globalization, rapidly changing 

technology, Kanter (1992) noted that it is only through the continuous learning of an individual 

employee that the organization is able to achieve effectiveness and ultimate survival. Jones
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j i0O4) notes that to be effective, an organization needs a structure and culture that foster 

adaptability and quick response to changing conditions in the environment The organization 

to be flexible so that it can speed up decision making and rapidly create products and 

services

2J J  Human Resource Development Values
Some aspects o f learning arc soeial in nature. The stakeholder approach embraced in both HRM 

and strategic management emphasizes investment in relationships based on a set o f  core 

principles or values (Freeman & MeVea, 200I). The values indicate what the organization stands 

for (Scbendcl & llofer, 1979) and therefore an integral part o f the strategy formulation and 

implementation process (Freeman. 1984). Values have been studied from lwth the organizational 

behavior and theory disciplines. Jones (2004) approach to the study o f values connects them with 

an organization’s culture and thus defines values as general criteria, standards or guiding 

principles that people use to determine which types of behaviors, events, situations and 

outcomes arc desirable or undesirable. Organizational values are divided into two: terminal and 

instrumental. Terminal values represent desired end states or outcomes that people seek to 

achieve (eg. excellence, responsibility, reliability, profitability, innovativeness, economy, 

morality, quality) while instrumental values represent a desired mode or pattern o f  behavior (c.g. 

working hard, respecting traditions and authority, being conservative and cautious, being creative 

and courageous, being honest, taking risks, maintaining high standards).

The terminal values are reflected in the organization mission statements and official goals which 

tell organizations members and other stakeholders that the company values excellence and has 

high ethical standards. An organization develops specific norms, rules and standard operating 

procedures tluit embrace instrumental values so that members understand the modes of behavior 

that they arc expected to follow as they pursue desired end states. Joy-Matthews et.al (2004) 

consider values as part o f an organizations mission expressed tlirough its vision and core values 

dial assist in the formulation o f focused strategy and specific goals. Strategic goals need to he 

translated into plans and objectives at operational level with specific uctions and feedback 

Pathways that allow assessments o f the contribution o f development and should therefore capture 

•nnovation. empowerment, and employment security.
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•pH: values iire relevant lo the development of HRD. Lee and Stead (1996) use the concept of the 

emergence o f needs at the individual, organizational and national levels based on motivation as 

the basis tor the transformation that leads to the emergence and development o f 1IRD. Rrez and 

liarly (1 ̂ ^3) relate the concept o f  values to needs at the cognitive levels o f the individual. They 

indicate that nt the cognitive level, values become the cognitive representation o f needs at the 

individual, societal and cultural demands Further, they indicate that differences in cultural 

values reflect differences in motivation. Value orientations have therefore been studied with a 

view to understanding their influence on IIRD decision-making. Rates and ('hen (2004) arc of 

the view that since the HRD profession is a goal oriented Held dedicated to helping diverse work 

systems solve problems and improve, defining and measuring HRD value orientations is 

important because the orientations help to determine how IIRD professionals perceive and make 

decisions about HRD activities and outcomes. From a corporate level of analysis. Collins and 

Porras (1996) argue that companies that enjoy enduring success have core values and a core 

purpose that remain fixed while their business strategies and practices endlessly adapt to a 

changing world.

Joy-Matthews ei.al (2004) note that in the context o f environmental turbulence, there is need for 

explicit links between business strategy and any management priority including die development 

of people. Pfeffer, (1994) concluded that there is a correlation between how workers are 

managed on the one hand and sustained organizational performance on the other. From the 

behavioral science perspective, the values are described as the variables that lay the 

understanding of employee behavior and so determine ones attitudes and behavior (Robbins, 

2005; Robbins & Judge, 2007). It is expected that the values that managers m universities attach 

to the development o f employees as well as their strategic role will play u significant role in 

shaping the strategic behavior o f  each university

2.4.4 Human Resource Development Practices 
Joy•Matthews ct.al (2004) indicate that HRD is closely allied with organizational strategy and 

'be management o f change. Ericson (2006) notes that HRD plays an important role in 

organizational solutions to strategic issues through developing human expertise, employee 

•lining, work design and structure. In strategic HRD the manager becomes a strategic actor, 

ra n g in g  change in a planned way using rational calculations Swanson (1995) noted that the
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jjusincss environment requires that HRD not only supports the business strategies or 

^ggfljTations but that it assumes a pivotal role in the shaping o f  business strategy As a primary 

ipegns o f sustaining an organization's competitive edge, IIRD serves a strategic role by assuring 

the competence of employees to meet the organization's present performance needs. Along with 

^  HRD also serves a vitul role in shaping strategy and enabling organizations to take full 

ajvantagc o f  emergent business strategy.

The relevant HRD ureas in each organization have been argued to be connected with the strategy 

formulation orientation employed in each organization. Golding (2007) agreed with the position 

of Quinn (1978) who observed that in practice, a strategy formation tends to be fragmented, 

evolutionary and largely intuitive. Mintzberg ( |9 8 7 )‘s approach recognizes that planned 

strategies are not always realized strategics and that strategies can often emerge and evolve. The 

logical instrumentalist view acknowledges the value o f the rational analytical approach and 

identifies the need to take account o f the psychological political and behavioral relationships 

which influence and contribute to strategy. It considers organizations as sticky, messy 

phenomena from which strategics emerge with much confusion and in small steps. I he 

foundations o f the school arc die cognitive limits of human actions recognizing that human 

beings are influenced by bounded rationality Thus most scholars have suggested that 

organizations need to adopt a learning open systems perspective and provide a list o f areas of 

practice that seem to agree with this and suggest organizational learning, individual learning and 

development, blended learning, training, management development, knowledge management, 

learning organization, coaching, mentoring, total quality management, performance management 

and project management (Armstrong, 2006; Heard well & Claydon, 2007; Joy-Matthews et.al, 

2004).

ffsing the learning orientation, Barbuto et.al (2003) present innovating thinking as part o f  extra 

n>le behavior that requires suitable leadership that leans towards the transformational style. They 

identify several leadership behaviors consisting of: laisez laire; contingent reward; individualized 

consideration; idealized influence; inspirational motivation; intellectual stimulation, fhese last 

four nrc called as the VA o f transformational leadership that have been shown to be most 

effective and essential for leaders to leant and practice to achieve desired outcomes. They argue 

intellectual stimulation is the most challenging to learn and develop. It is the process o f
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cl,al|cnging workers and colleagues lo solve old problems in new ways and to think outside the 

^»x when developing strategic and operational plans Participants in on organization or group 

practicing intellectual stimulation will be strongly encouraged lo use creativity and innovative 

dunking to optimize options and strategic scope Creativity in Strategic planning maximizes idea 

generation and creates thoughtful energy.

Menger (2001) thus concludes that to sustain innovation, firms must develop and implement HR 

practices that encourage innovation and entrepreneurial behavior. Firm’s leadership must 

develop and implement an infrastructure that actively encourages and supports innovation. Gillav 

ct.al (2008) identify six factors that positively influence the organizational success rate and 

therefore incorporated as elements into numerous change models: ability to coach, reward, 

communicate, motivate, involve and support others and promote teamwork and collaboration. 

Fey and Furu (2008) advocate the development o f incentive structures that promote knowledge 

sharing and creation at the organizational and sub-organizational level. They content dial 

knowledge is the most important source o f  competitive advantage and sustained superior 

performance.

Tceec (2000) contends that the essence o f the Arm is its ability to create, transfer, assemble, 

integrate, protect and exploit knowledge assets. By intensifying and expanding new knowledge 

creation and shaping not only can a company develop new tangible product and services tluit 

improve its market position, but it can also form the basis for organizational change and reward. 

From a strategic point o f  view, therefore, the focus is creating inimitable knowledge and sharing 

it within the corporation. In line with this, some incentives proposed arc: financial incentives; 

feedback on performance; straightforward procedures for creating solutions; demanding 

performance standards; difficult goals; task interdependence; incentives and compensation 

systems based on collective performance, enhancing knowledge creation and sharing shared 

vision (common vision), social interaction, trust in facilitating knowledge sharing and supporting 

•he creation o f social networks that engage in knowledge sharing
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2 4 5 Empirical Studies on the H um an Resource Development Infrastructure
^  number o f studies have been done on dilTcrcnt aspects o f this URL) infrastructure and there

appears io be no clear indication on how the various components of this infrastructure may be 

integrated to form part of organizational systems for value creation, Those so far done have 

tnduded studies by Pelagidis (2008), Hawley and Taylor (2006), l ey and Furu (2008). and 

yfenger (2001). Pelagidis (2008) conducted his study within Greek Science and Technology 

parks. The focus o f this study was URL) within Greek Science and I ethnology Parks Spin-offs. 

The study found a relatively weak HRM situation among the spinoffs. The recommendations 

were not possible to validate given that the study only used descriptive statistics. Hawley and 

Taylor (2006)’s study focused on understanding how business associations use 

HjBOrganizalional networks to achieve workforce development goals and their implications for 

HRL> Hs findings touched on the nature o f alliances and the challenges faced by the networks 

and led to the conclusion that engagement in networks produces better outcomes for individuals. 

The study did not however explain how this outcome is attained as well as the paths that would 

lead to organizational performance.

Attempts to explain how the HRD philosophy is integrated into work systems seems not to have 

been comprehensively explained. F.xtant research has incorporated the influence of the diverse 

paradigms through the value orientations o f URL) practitioners. Bates and Chen. (2004, 2005)’s 

study is the only one that has focused on URL) Value orientations. It studied the value priorities 

of HRD professionals across various HRD occupational specialties hut failed to include line 

managers who are crucial in providing the appropriate climate within which HRD succeeds as 

"ell as in the implementation o f  the major HRD Programs under the partnership approach 

suggested by IIR scholars (Jackson & Schuler, 2000).

In spite o f  these attempts, there seems to be a complete lack o f  empirical effort to show linkages 

between the learning orientation and the aspect o f organizational development. The theory so far 

developed has attempted to demonstrate the possible links between learning and development at 

both individual and organizational levels. There seems to he lack of empirical efforts to extend 

this identified theoretical link into the level of development at the organizational level. OD 

scholars have cited this link also in their call for a human centered approach to OD and change, 

h is however clear from empirical work that research is yet to demonstrate the clear linkages of
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individual learning and organizational development. Katou (2009)*s research attempted to 

j^ i i t 'y  the paths leading 11RI) to organizational performance, liven though this study attempted 

to explain the mediating factors between resourcing and organizational performance, the role of 

the learning process in the relationship was not explained and thus the theoretical conclusion on 

ti* relationship between individual learning and OL) remains unconvincing.

Within the concept o f learning itself, there are several dimensions facilitating learning at the 

organizational level that need explanation touching on collective learning. Along this stream, 

scholars have missed to point out that the eoilcctivc learning concept grows out o f the 

characteristics o f  the learning organization concept in which learning organizations exist because 

of the existence of shared learning and collective mental models. Ihus collective learning is an 

integral element of the learning organization culture providing the needed infrastructure for open 

communication, communication and dialogue, team working, empowerment, participation in 

decision making, visionary and idealized notions o f organizations, t his culture is sustained by 

HRD practices that arc consistent with the learning organization concept where knowledge 

sharing is n key ingredient. Jackson and Schuler (20<)0) allude to this in their identification of 

necessary IIRM activities for sustaining organizational change. Little research has been done on 

these activities that sustain organizational change and facilitate knowledge sharing.

One recent attempt by Fey and l-uru (2008) identifies one o f  these ingredients as top 

management compensation. I he study focused on the relationship between top management 

incentive compensation and knowledge shining in MNCs and sought to identify those 

Organizational policies tliat lead to knowledge sharing between MNF units and so the link 

between compensation mechanisms and knowledge sliaring. The study found that compensation 

based oil knowledge influences knowledge transfer and supported the hypothesis that indicated 

that national culture will have an influence in knowledge sharing. Even though these findings 

confirm some theoretical propositions on some of the supporting IIRM Practices for successful 

change management (Jackson & Schuler, 2000) there is a possibility that other factors may also 

enhance knowledge sharing especially based on Herzberg’s motivation theory'. I lius. more 

factors affecting the extent of knowledge sharing need to be identified.
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Overall- 5c“n' a,,en,'0J1 h®* been Bivcn lo *he understanding o f the HRD infrastructure in 

^jgimizations. Menger (2001 )’s study stands out on its adoption o f  an HRM perspective to 

investigate the role o f firm HRM infrastructure in the relationship between small firm innovation 

,ind Strategic competitiveness. The findings o f the study pointed at the relationship between 

0jgflni/J('‘,na* infrastructure for HRM and innovation. The study did not provide the set of the 

espoused contents o f the HRM infrastructure as intluenced by an appropriate HRM philosophy 

ajiinblc to contribute to HRD designs in organizations since it paid more attention to contextual 

factors. This infrastructure should also reflect the influence o f the context in which URL) is 

practiced, a position reinforced by the study o f Joy and Kolb (2009) that has established that the 

dimensions o f culture impact learning styles in organizations.

2.5 Organizational Perform ance
HRD analyzed from the perspective o f organizational smdies is considered an independent 

variable in empirical studies (Luthans, 1992; Organ & Bateman, 1991; Robbins, 2005). Hie OB 

model recognizes three levels o f analysis, namely individual, group and organizational for the 

application o f the various independent variables. The individual level considers biographical 

characteristics, ability, values, attitudes, perception, learning, individual decision-making, 

motivation, experience, personality, and intelligence while tlte group level considers 

communication, group structure, leadership, power and politics and group decision-making. Ihe 

Oiganizational level considers HR policies and practices, cultural systems, work stress and 

organization structure. OB is concerned with the pcrlbrmance outcomes of individuals since 

individual performance contributes to group performance, which in turn contributes to 

organizational performance. It is this performance tluit results in tlte effectiveness o f an 

organization. Managers focus on this effectiveness at the three levels with performance outcomes 

being reflected through job satisfaction, psychological growth, physical health, economic benefits, 

security, efficiency, innovation, profitability, productivity, quality o f  life, contribution to culture 

and adaptation to change.

Learning has also been associated with organizational development Watson (2007) links the 

development o f the individual lo the development of the company as a whole and notes that 

"toere is no development without learning". He emphasizes the importance o f organizational 

profitability, responsiveness, adaptability and conscious approach to change and underlines the
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.parlance of breaking down outmoded ideas, attitudes and practices before building new skills, 

j^yctures and values. According to Wilson (2005) development programs usually include 

elements P*anne^ study and experience and are frequently supported by a coaching or 

coun ting  facility. Dolton (1995) indicates that development occurs when a gain in experience is 

effectively combined with the conceptual understanding that cun illuminate it giving increased 

eonlidencc both to act and to perceive how such action results to its context.

rhus. it is clear that development indicates movement to an improved situation that for the 

individual means advancing towards the physical and mental potential. Reese and Overton 

(1970) viewed development ns the process of becoming increasingly complex, more elaborate 

and differentiated, by virtue ol learning and maturation. In an organism, greater complexity, 

differentiation among the parts leads to changes in the structure o f the whole and to the way in 

which the whole functions. 1 heir view has a very strong insight into the link between learning 

and organization development. They point that in the individual this greater complexity opens up 

the potential for new ways ol acting and responding to the environment, leads to opportunity for 

even further learning and contributes to development

Scholars cite several aspects o f learning that are relevant to the development and growth of 

HRi). Van Dcr Sluis (2007) connects URL) with an organization’s human capital development 

initiatives and depicts I1RD as a development process o f employees that relates to better 

performance and personal growth at the individual level which in turn relates to organizational 

development at the organizational level of analysis. It is this personal and organizational 

development that raises the need for learning in organizations in view o f developments in 

globalization, changing economic conditions, technological change, emerging education and 

disciplines that impose pressure on organizations to adapt This Learning in the I1RD process is 

used to acquire new skills, knowledge, world views and behaviors as employees arc exposed to 

learning situations through interactions on the level of the individual, projects or teams or on the 

organizational level and even on the broader level of shareholders like clients, suppliers, trade 

unions and stakeholders.

Naming that is development oriented has been considered part o f TIRD (London & Sessa, 

2007). HRD scholars propose adaptive, generative and transformative learning (London & Sessa.
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200?; Lee & Stead. 1996). Adaptive learning happens when a group line tunes existing behavior 

^ |crns through trial and error. Adaptability enhances long-term performance in light o f rapidly 

cjl5Iiging external conditions. Generative learning arises when groups seek and discover 

K jg t t io n  proactively, acquire new knowledge and skills and then apply the information, 

knowledge and skills. The group gathers information, seeks alternatives, reflects on the work 

pj^xsses. tests assumptions, obtains different opinions and adopts new routines. Transformative 

learning recreates the group, altering its purpose, goals and/or structure. Transformational 

learning occurs when people within groups critically examine core values, assumptions and or 

beliefs hosed on that critical analysis. It transforms the way group members perceive their roles, 

jesponsibililies and relationships. Organizations are therefore called upon to invest in continuous

learning.

Continuous learning is needed by both the individual and the organizations to do their jobs well 

and to increase their chances o f advancement and professional development under changing 

conditions, while at the organizational is needed to master uncertain and unambiguous 

environments and to sustain competitive advantage. Both individuals and organizations have an 

active role to play in this context o f continuous learning. Ihe organizations undertake to invest in 

learning while employees take control o f their own learning. HRD in view o f this advises 

organizations to facilitate the learning o f  organizational members within a learning culture and 

develop a learning organization. This should also extend to create a learning society in which 

there is a life long learning in order to provide the skills required for competitiveness in a global 

economy. This learning and development takes place in a complex environment where many 

different factors internet with each other. I his raises a challenge to HRD scholars and 

practitioners on how to use various resources to improve the learning. HRD advises that if 

Organizations want to invest in the development o f their employees, they should start stimulating 

or building social networks among employees. Such networks are based on the recognition of the 

totalities o f each member o f  the social network which becomes the starting point o f the 

individual and organizational learning and development.
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1 1  University Perform ance
f , U n i v e r s i t y  Performance is assessed within the context o f the natuie of human capital 

j^glopmcnt institutions. Komoghioghes et.al (2005)’s study categorizes the performance of the 

institutions into two perspectives namely objective performance and HR reluted subjective 

performance Jackson and Schuler (2000) considered the same in the context o f  organizational 

development and change and referred to those subjective indicators as relating to organizational 

p.adiness for change. Ihe objective measures of performance reflect financial aspects o f  revenue, 

student enrolment levels, number o f academic programs and the amounts o f research grants won. 

The subjective performance indicators reflecting the work o f human capital development 

institutions are innovation, knowledge creation, adaptation to change, market mid public rating, 

corporate reputation and quality, f  rom an organizational point o f analysis. HRM addresses these 

areas of concern for performance o f universities in order to make them effective, productive, 

efficient and competitive. In view of emerging developments facing organizations, the kind of 

performance expected is one that creates sustainable levels o f competitive advantage.

Diverse streams o f scholarship support this position o f  a link between HRM and organizational 

performance. Pfefter (1994) indicated that there is u correlation between how workers are 

managed on the one hand and sustained organizational performance on the other. Bosse, Robert 

and Harrison (2009) have identified performance as a dependent variable in organizational 

studies. Joy Matthews et.al (2004) presented performance as one o f the areas in the approaches 

to HR!) and identified three levels o f performance: implementing, improving and innovuting. 

Grevc (2009) notes that organizational performance and survival results from competitive 

advantage and call for the identification o f  competitive advantage through its consequences for 

performance. Lilly et.al (2008) concluded that the way employees arc treated directly impacts 

organizational performance. Notable among the work o f scholars and (he various studies linking 

HRD to performance is the inclusion of non objective traditional measures o f performance that 

ate qualitative in nature. Included are the dimensions that are associated with the HRD learning 

orientation that facilitates change. These studies arc of the view that readiness to change 

indicators are suitable measures for organizational preparedness to interact with and respond to 

turbulent environments. The strategic management literature supports this in its call for 

organizations to create flexible /  agile systems for facilitating ease of response to environmental
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chans*-'
(2005).

. Included in this category arc studies done by Kontoghiorghes ct.al (2005), Lopez ct.al 

Davis and Daley (2008). and Song ct.al (2009).

I^e study by Kontoghiorghes et.al (2005) examined the relationship between learning 

organization characteristics and change adaptation and organizational performance. I he study 

findings grouped performance into two broad categories, namely quantitative bottom line 

performance and qualitative aspects o f  organizational readiness for change. Hie findings were 

however limited by the fact that the research included only a subset o f possible data. Lopez et.al 

(2005)’s study had some departures from that o f  Kontoghiorghes ct.al. Its focus was the 

relationship between high performance HR practices, organizational learning and business 

performance and hypothesized that organizational learning would mediate the relationship 

between high performance HR systems und business performance. It found that organizational 

learning mediates the relationship between high performance HR systems and performance 

systems. Its findings however arc not gencralizable to other cultures due to the non random 

sample selected and also a limitation arising from the cross sectional data.

Davis and Daley (20U8)*s study was similar to that of Lopez et.al on its focus on learning 

organizations They studied the learning organization and its dimensions as key factors in firms' 

performance. It found that behaviors measured by llie learning organization score arc positively 

and statistically significantly related to certain performance measures. Ihc question o f which of 

the organizational learning dimensions had the most effect on the various performance variables 

could not be answered. The findings implied that other performance measures suitable for other 

sectors such as public institutions and educational institutions need to be further researched on. 

Song ct.al (2009)*$ study is to a great extent similar to that o f Davis and Daley. This study 

Sought to validate the Dimensions o f l earning Organization Questionnaire (Dl-OQ) in the 

Korean context. Ihe study found that the tool is relevant to measure learning organization 

culture in the Korean context and concluded that this finding enables the theory of the learning 

organization to be applied in HRD practices. It suggested the need to link the perceptions o f the 

learning culture to some o f the dependent variables as performance, change, satisfaction. 

Productivity mid effectiveness.



^ (Jv c ra ll-  it clear from these empirical attempts tluit further research is needed specifically to: 

identify performance measures suitable to a diversity o f sectors in non manufacturing activities 

-fld particularly in hum mi capital development undertakings such as those o f  the institutions of 

h ig ^  learning; account for the learning dimensions that affect performance as well as the 

jpflucncc of the context o f  practice, the relationship between the learning culture to some o f the 

dgpendent variables as performance, change, satisfaction, productivity and effectiveness; 

dcmonstnite the clear linkages between HRD and the stakeholder outcomes of 

■^organizational networks; and reflect the qualitative performance dimensions of HRD that 

take the nature o f  organizational readiness for change and knowledge management.

2.7 Interorgani/atiom il Collaboration
■^•organizational networks are discussed along the strategic considerations for Inter

organization collaboration (Mintzberg et.al. 20(D). Using the resource dependence perspective, 

organirations adopt strategies for inlcrorgani/ational collaboration to either access or control 

externally controlled valuable resources required for the firm’s survival. The supply o f the 

resources however is dependent on the complexity, dynamism and richness of the environment. 

The goal of the organization is to minimize its dependence on other organizations for the supply 

of scarce resources in its environment and to find ways of influencing them to make resources 

available. The choice o f Intcrorganizational strategies for managing resource dependencies is 

dependent on the environmental conditions. Resource dependence theory points that the flow of 

resources among organizations is uncertain mid problematic. To reduce uncertainty, an 

organization needs to devise inter-organizational strategies to manage the resource 

interdependencies in its specific mid general environment. Managing these interdependencies 

allows an organization to protect and enlarge its domain. In the specific environment, an 

Organization needs to manage its relationships with forces such as suppliers, unions and 

consumer interest groups.

The institutional theory proposes a legitimacy building mechanism for organizations to increase 

Iheir ability to grow and survive in u competitive environment in the eyes o f their stakeholders 

(Jaflec, 2001). New organizations suffer from the liability o f newness and may die because they 

d° not develop the com m ences they need to attract customers and obtain scarce resources, To 

increase their survival chances as they grow, organizations must gain acceptability and
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Icj^itimucy front their stakeholders by satisfying the latter's needs. Ihe theory argues that it is 

important to study how organizations develop skills that increase their technical efficiency. It 

.{so argues that to increase their chances o f survival, new organizations adopt many of the rules 

jad codes of conduct found in the institutional environment surrounding them. The institutional 

gnviionment is the set o f values and norms that govern the behavior of a population of 

organizations. Weigl ct.nl (2008)’s approach focused on identifying the dimensions along which 

level ofinterorganizational networks may be understood and offered five dimensions o f  inter- 

organizational structures, formalization, standardization, frequency, intensity and reciprocity 

which are associated with the flexibility and case o f  information exchange.

2.7.1 University-Industry Collaboration
HKD plays a central role in intcrorganizalional networks that focus on University-Industry (U-I) 

Collaboration. Through its orientation towards change, creativity and innovation, IIRD is 

considered a core aspect o f the business of University Systems. Universities and the entire HE 

have been placed at the center o f technological change. 1 his technological change has its source 

in science. Scholars agree that science is one o f the factors that bring about technological change 

alongside other factors such as the input of labor and capital. Universities host the academia 

whose impact on the development o f science is significant. Carrin ct.al (2003) using experiences 

gained from biotccluiology show how the academia can contribute to technological change that 

will have profound effects on industrial development. Using ease studies on biotechnology in 

Swiss firms and universities, they connect the academia with the concept o f  innovation and 

demonstrate that such innovation can lead to university spin-offs that result from collaboration 

between scientists in universities and managers in the industry. The collaboration bringing the 

two parties together mobilizes fundamental knowledge created in universities to transform it into 

commercially useful techniques and products. This calls for the establishment o f u systematic 

way of facilitating formal relationships between universities and the industry and thus the need 

for University-Industry Collaboration

Sohn (2005) is o f the opinion that the role o f universities stems from the need to develop hi-tech 

industries. Hi-tech industries development depends on the quality and quantity o f accessible 

knowledge and information. ITiis implies that the quality o f the universities is expected to be a 

8°od indicator o f whether a region is innovative. Ihe importance o f the universities is seen
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uh: factors contributing to the genesis and evolution of innovative regions such as 

universities, skilled labor, entrepreneurial culture, venture capitals and rapid diffusion 

0{  technology transfer; the role o f universities in tltc development o f hi-tech clusters by 

attracting the types o f  technological talent that can generate economically viable knowledge and; 

ibe obstacle to the localized knowledge spillovers from universities such as historical factors 

accounting for U-l cooperation and incentive structures that influence knowledge spillovers. 

Dasher (2004) identifies the role o f the university in U-l collaboration in the innovation system- 

logical flow comprising of demands for innovation and implementation of new ideas through

commercialization.

2.7.2 Strategies lor University-Industry Collaboration
Sustainable U-I collaboration programs require a strategic response by the collaborating 

institutions. Two alternative approaches have emerged from the relevant literature on this 

strategic response as cluster building and strategic alliance building approaches. Carrin et.al 

(2003) identified factors arising from the role o f the government in clustering. Even though 

clusters arc business driven and begin to grow naturally, governments arc however able to create 

the necessary conditions which encourage the formation and growth o f clusters through policies 

that include nationul and non sectoral policies and programs that support innovation and 

competitiveness. Porter (1990) defines clusters as geographic concentrations o f interconnected 

companies, specialized suppliers, service providers, firms in related industries and associated 

institutions (for example universities, standards agencies and trade associations) in particular 

fields that compete but also cooperate. He observed that governments can effectively play a role 

in reinforcing clusters through investments to create specialized factors such as University 

technical institutes, training centers, data banks and specialized infrastructure.

fhe clusters are seen as pan o f innovation systems approaches and should therefore reflect the 

systemic character o f modern innovation and interactive innovation processes. The interactions 

among the various actors in the value chain are based on trade linkages, innovation linkages, 

knowledge flows or the sharing o f a common knowledge or factor conditions (OECD, 1999). It 

in this reasoning that AIHEPS (2005) identified several factors that determine the U-l 

Collaboration as existing along the barriers to U-I collaboration such as weakly defined property 

rights, lack of incentives, bureaucratic structures operating in both firms and universities and the
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Ljjonal climate consisting of sufficient mechanisms to encourage U-l collaboration and 

n e u tra l arrangements that allow sophisticated forms o f U-l technological transference to take 

‘ This nu,'onn' climate may he detennined by local conditions such us level o f  economic 

development, historic conditions and the ethos o f a region. These combine with other elements 

jych as the responses o f  the local HE systems to policy reforms, the characteristics o f individual 

p e n i l e  institutions such as mission, funding sources or the ability to balance research and 

teaching activities.

The stream o f scholarship advocating a strategic alliance approach identifies several points of 

consideration (C'arrin cl.al, 2003) which revolve around: the challenge faced by major players 

involved in the creation, diffusion and commercialization of RAD activities in financing the 

transformation, organization and performance of innovations (Jankowski. 2001); the several risks 

associated with conducting scientific research and commercializing its results arising from the 

increased speed and multidisciplinary nature o f technological developments in which ease 

strategic alliances between institutions oiler an important tool in achieving sustainable 

competitive advantage allowing partners to share RAD costs, pool risks and benefit from firm- 

specific know-how und commercialization of resources (llagedoorn. Link & Vornotas, 2000; 

Vomotas. 1997) and; changes in policy and market trends in all advanced economics bringing 

about national and global economics that arc increasingly dependent on knowledge based 

competition and networking and so the need for collaborative research. Strategic alliances are 

therefore proposed as a viable option for U-l collaboration.

Gulati (1998) defines strategic alliance as "voluntary arrangements between firms involving 

exchange, sharing, or co-dcvclopmcnt of products, technologies or services. They can occur as a 

result o f a wide range o f  motives and goals, take a vuriely o f forms and occur across vertical und 

horizontal boundaries. Singh (2002) and Cullen and Parboteeah (2008) identify two types o f 

alliances: equity based alliances which include minority stock investments, joint ventures and at 

the extreme end majority investments and non-equity based alliances which tend to be governed 

mainly by a contractual arrangement that specifics the responsibilities o f each party, the mode o f 

°f*rotion o f  the alliance and considerations involved in expansion or termination. Even though 

(he Alliances involve huge investments, there are convincing arguments in their favor in view of 

high costs involved and high degrees of failure (Gulati & Singh. 1998; Contractor &
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llygnge, 1988; Hndgcdoom, 1993) that cut across sharing costs and risks, access to financial 

Rgyices, sharing complimentary technology, reducing the time span o f  innovation, joint 

<jeveIopnicnt of new technology, uccess to new markets, access to new products and sharing 

pjpjfuction technologies. Alliances also facilitate the emergence o f  innovation clusters which is 

considered key in knowledge based economies. Innovation through the creation, diffusion and 

use of knowledge presents a key driver of economic growth, the reason as to why interactions are 

increasingly being realized at the local, national and world levels among individuals, firms and 

dher knowledge institutions and aim at enhancing the growth o f  knowledge economics along 

which the innovation clusters form.

Some stream o f  scholarship in the U-I area has focused on explaining what motivates universities 

to develop collaborative ties with the productive sector. AIIILPS (2005) lias identified some of 

these motivating factors to include the limitation experienced in lack o f public 

framcwork/infraslrueturc through limited funding and failure by policy makers to embrace a 

market oriented approach and a combination o f locally determined factors such as level of 

economic development in a region, cultural and historical characteristics, internal mechanisms 

(e.g. institutional mission, form o f governance, sources of funding etc.). These have been 

accompanied by the implementation o f internal long-term strategic planning strategies, flexible 

management practices and evaluation mechanisms.

This broad literature on IJ-I Collaboration has already identified the concepts at play in U-l 

collaboration and the various types of influences both from within and the external contexts of 

firms. What still remains unexplained is how the U-l Collaboration accounts for the performance 

of organizations. Even though it may be implied that this would be the major point o f focus, the 

literature has not directly mentioned this as u focal point o f concern judging from the scholarship 

on the motivating factors for U-l Collaboration. The empirical attempts as well have repeated the 

same and have not accounted for differences in collaboration patterns and how they may explain 

variaiions in performance outcomes of organizations in the alliance partnerships. In addition the 

fcsearches fail to account for the influence of both the internal and external contexts of the 

collaborating organizations on the variables at play as well as their interrelationships. Researches 

«Wl have been done on the area of the influence of the external context on the patterns and 

deigns o f interorgunizational networks have underscored the role of the internal systems in
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B in d in g  co environmental contingencies (AIHF.PS, 2005; Harris & Williams, 2001; Carrin 

l^ y d t 2003: Sohn. 2005; Koka & Prescot. 2008; Meyer, 2009).

A IHH PS study sought to answer the question: “what motivates U-l collaboration?” Ihe 

jiody found that IJ-I Collaboration is the result of locally determined factors, public policies and 

universities own initiatives. The exact influence o f each was however not ascertained. Harris and 

Williams (2001) study in contrast was specific to a program for collaboration and sought to gain 

understanding of critical factors influencing university collaborations on joint doctoral programs. 

The study established that the set of factors affecting 1>-l Collaboration arc university missions, 

university cultures, faculty interest and collaborations and university resources. Ihe statistical 

approaches used and the findings raise the need for a more rigorous statistical analysis so as to 

account for the empirical contribution o f  the identified components to the strategic posture and 

validate the claims and conclusions arrived at.

Carrin et.al (2003)'s study was an exploratory research to assess the stale o f innovation and 

production systems o f  Swiss biotechnology firms and sought to study whether how R&D 

activities are organized in the industry are interrelated among the firms themselves. Its findings 

underscored the role o f  uncertainty in alliance building and identified firm and industry level 

factors that drive firms to enter alliances. Sohn (2005)*s study focused on U-l linkage and hi-tech 

development o f Seoul. Its findings underscored the role o f  Ihe institutional context through the 

government, innovation policy, research environment, and identified besides external 

environmental factors, internal HR related obstacles to localized knowledge spillovers through 

the of internal the incentive structure. Hie findings o f the studies indicated tliat the empirical 

influence o f the context needs to be ascertained.

Koka and Prescott (2008) focused on collaboration formation in technology intensive firms. The 

Ptscarch sought to study the impact o f competitive intensity on a firm’s collaboration incidence 

*nd how industry technology intensity moderates this relationship. I he study found an inverted 

• U-shaped relationship between collaboration and competitive intensity and has led to the 

development o f a strong case for the contingency approach. I he conditions under which the 

ttfucturc o f network position arc likely to enhance or detract firm performance as well as how 

%  explain the relationship between collaboration and growth needs investigation. Meyer et.al
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, ,(>09) sought to explain how foreign firms adapt entry strategies when entering emerging 

<oonomie$. Ihc study found complimcntarity between the RBV and the institutional theory and 

^hU shcd  that strong explanatory and predictive power o f the institution is enhanced when it is 

integrated with the RBV and provided a strong case for the integration of the Institutional and 

gpV theories in alliance research.

yitf outcome o f  these arguments demonstrates clear calls for linkages between the organizational 

strategic and HRD programs. The HRD literature misses an essential component in its 

proposition for an IIRD based Interorganization network, namely the strategic orientation. 

IntcWganizational networks arc strategic choices an organization must consider. I hus. critical 

questions emerge: Under what conditions is the learning orientation utilized to enhance interfirm 

linkages for strategic purposes? How may the stakeholder approach embraced in both strategic 

management and HRM be applied in enhancing inter-firm linkages? These concerns invite a 

multidisciplinary response to address the empirical challenges implied as has been suggested in 

the related empirical research. While the efforts already made advocate for this approach, yet 

they demonstrate the clear absence o f the existence o f an integrated framework to guide research 

in this area as prescribed by the cntpiricul calls.

Fontana ct.al (2003)'s attempt studied the role of firm size and openness in driving U-l 

Collaboration and examined two issues: the contribution made by Public Research Organizations 

(PROs) to the innovative process and the extent o f cooperative R i t  L) projects between firms 

and PROs. I he findings were: reliance on publications for acquiring know ledge aflccts the 

probability o f entering into collaboration with a PRO but not the level o f  collaboration 

developed; U-I relationships are cliaracterized by heterogeneity: firms that patent have a higher 

probability o f  collaboration and higher level o f collaboration. The study may be credited as the 

only one in the U-l research that has attempted to take an orientation towards organization theory 

imperative o f s i/c  and thus an indication that this OT theory is relevant in the U-I Research. 

Philbin (2008)’s approach underscored the role of knowledge in U-l collaboration and proposed 

* model for U-l Research. I he findings confirmed the lack o f  an integrative framework for the 

■mmagement o f research collaborations and proposed a model suitable lor U-l research, liven 

towgh the model underscored the role o f  knowledge in U-l collaboration, it did not delineate 

j**8* lines o f  relationships and influence. Worasinchai ct.al (2008)'s study focused on presenting
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I  general framework for fostering collaboration and knowledge transfer between university and 

jj^jutfry *n rhailand. The proposed framework considered two levels: individual level in which 

gfliphasis is on HR activities o f  learning and motivation; organizational level whose emphasis is 

on *fm iw rt'on culture, leadership, training and knowledge management.

VVhile these attempts have strong connotations about the role o f  HRD in interorganizational 

net*wfcSi •hey fail to demonstrate how its multidisciplinary nature may be applied in empirical 

analysis o f the relationships among the emerging variables. liven where 0 1 imperatives have 

jxxn directly implied, no attempt seems to have been made to indicate the specific aspects o f the 

OT Literature that are applicable and how they may be applied. However it is the contention of 

this study that scholarship needs to show how an HRD approach may he adopted in universities 

since there are indications that the market for the universities will be best served llirough such an 

approach providing the bedrock for U-J Collaboration.

2 .7J Human Resource Development Based University-Industry Collaboration
Dasher (2004) in support o f the approach for the adoption o f an IIRD perspective for universities

observed that the society for universities has new needs which require better innovation systems 

ot the early stages which create room for I IRD to occupy a significant place at the societal level 

of analysis. The demand for better innovation systems arises out o f several reasons: prerequisite 

tor advanced economy; dawn o f a new era o f revolutionary technology, technology and sudden 

markets; severe economic conditions; shills from production based to knowledge based 

competitiveness; enduring protection o f inefficient industries; rising government deficits and; the 

population getting older. The nature o f  demands for better innovation system requires; shift of 

focus to earlier stages o f innovation and quicker, more flexible, more responsive, more practical 

output, better knowledge, better knowledge acquisition identification and development o f new 

business ideas. Lapina and Slaidins (2004) identify the challenge in last developing technology 

fields as inability to harmonize the university study programs to respond to the rapidly changing 

ttquircntcnts of die labor market, thus Universities as instruments for human capital 

development require the input o f HRD in their core business undertakings. From the Resource 

f i^ d  View of the firm, the ability o f the universities to adequately respond to their expected 

*°ttctal and national goals depends on their ability to create human capital whose characteristics
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ition the institutions and the industries they work for on a human resource based

litiveness.

Universities have therefore been advised to initiate change so as to address the challenge faced 

ty Higher Education (HE) (Chclte. 2001; Chcltc A Hess, 2001; Kiainba, 2005). This change 

should be undertaken in terms o f  the purpose and relevance of the university to societal needs 

(Torraco, 2005). The change is to ensure organizational development that is HRD rooted in its 

focus on issues such as transformation, building competencies and human capital and ensuring 

workforce competence, competitiveness o f firms and nations through vocational education and 

training (Ozcclik & Fcrinan, 2006; Watkins, 2005). Several scholars (Sohn, 2005; Wu. 2005; 

Beard well & Holden. 1997) establish that HRD is relevant to the University in this setting for 

accomplishing these VET Goals through: establishment o f  National Human Resource 

Development (NI1RD) Policies; adoption of innovation in universities; transformation of the 

economy into the knowledge based economy status; facilitation o f  projects that ensure chnngc in 

organizations and communities.

Pnptock (2006) tlirough analysis of early definitions o f HRD notes that HRD has been placed as 

a major component o f  national development and competitiveness. Ayres (1995) considers 

development as concerned with creation of the conditions for die realization o f human 

personality and the true fulfillment o f human potential. A UNDP approach to development relied 

upon by HRD scholars (Paprock, 2006) indicates that the basic objective o f development is to 

create an enabling environment for people to enjoy long, healthy and creative lives. Quinn et.al 

(19%), Xiao and I sang (2004) and Stully-Russ (2005) identify the several aspects o f HRD that 

contribute to national competitiveness: management o f human intellect; development o f human 

capital through education and training; development o f National Human Resource Development 

(NURD) Policies; and knowledge transfer to industry.

Empirical attempts from several scholars provide evidence that seems to support these 

poclusions. Lapina and Slaidins (2005) focused on innovation oriented U-I Collaboration 

mndels in Electronics Engineering as a case study of the Electronics field in Latvia and was done 

ro the background o f developments towards a knowledge society. The study found that the 

eurriciilurn satisfied industrial companies, underscored the role o f creativity and innovativeness,
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^  need to sustain environments for organizational learning througli project management, team 

^ork. research and innovation and proposed an integrated U-l Collaboration for Latvia. Chang 

cta! (2006)’s research studied factors affecting academic entrepreneurship in Taiwan. The study 

that: six factors from the internal process and the external entrepreneurial environment 

jjjvc an impact on the external environment of the academic entrepreneurs, and three of which 

tre important in influencing the internal entrepreneurial process o f  academic entrepreneurship,

Dooley and Kirk (2007)’s study focused on identify ing the requisite attributes and organizations 

to be displayed by a research university in order to engage successfully in collaborative research 

with industry partners. I he study found that the development of key enabling capabilities by the 

university, allied with routines for academic industry researches interface are essential elements 

of the partnering design. Its conclusion underscored the two key measures o f  innovative 

development that drive knowledge exchange between university research centers and industry': 

the rate o f knowledge development and the speed o f  knowledge transfer and exploitation. It 

suggested the role o f  research reputation, the need for organizational designs tailored for each 

alliance and production o f tangible benefits to all parties. ITtc study did not however explain the 

organizational factors that account for the knowledge based U-l linkage among institutions. 

Walton and Guarisco (2008)’s study focused on the collaboration between II.E Institutions in 

Britain and Russia. Ilic findings underscored the role o f the climate suitable for collaboration 

characterized by trust, partnering skills and power relationships. It proposed a model for 

knowledge migration.

Arcnd (2009)’s study focused on determining the factors that can increase cooperation in alliance 

in strategy and organizational research. It specifically sought to understand the role o f  reputation 

in interfinn relationships. Ihc study found that reputation data influences cooperation and that 

critical levels o f reputation are needed to induce cooperation. Ihis conclusion is considered 

important in view o f some arguments by HRD theorists tluit have considered reputation ns n 

Antral HRD issue (McGuire, et.al, 2007; Glardy, 2005; Jones, 200*1). The study however failed 

incorporate the cognitive processes involved in the relevant decision making leading to the 

C00Pcration such as information processing.
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The Institutional Context
^  existence und survival o f  organizations has been associated with the needs o f the society that

^ u if*  satisfaction through products and services (Penrose, 1959; Hicks & Gullet, 1975; Jones.

->004; Haft. 2007). Jones (200-4) connects the emergence of organizations in this context with 

R gveneu rsh ip  activities that create value for delivery to the organization’s stakeholders. I he 

Lotion and deliver) o f this value requires the recognition of opportunities to satisfy needs and 

0̂ 0 gather and use resources to meet those needs. Thus the value creation process requires 

sources, an observation that is consistent with Penrose (19S9)*s definition o f firms as well as 

0UI adopted by the Resource Based Theory (RBT) which looks 3t firms ns the collections of 

productive resources. Crook ct.al (2008) define the resources as the inputs into an organizational 

process. Within the sphere o f  the RB I , strategic resources are the focus for the value creation 

process. Resources included in this category arc patents, unique knowledge and reputation. Key 

,takcholdcrs compete to capture the economic value created by the strategic resources which 

explain performance only to the extent that organizations capture the economic vuluc that they 

create

Forces in the environment however cause uncertainty and make it more difficult for 

organizations to control the flow o f resources they need to protect and enlarge their 

organizational domains (Jones. 2004; Daft, 2007). The concerns for survival require that the 

organizaiions continuously adapt to their environments in order to find and obtain needed 

resources, interpret and act on environmental changes, dispose o f outputs and coordinate internal 

activities in the face of environmental disturbances and uncertainty. It is therefore argued that 

universities being keen on survival will take initiatives to identify and understand the relevant 

components o f their environments and the demands they place on them. In view of the respective 

natuic of the industry for this research, the consideration o f the above arguments requires 

■Mention to four institutional factors that arc considered relevant in shaping the organizational 

infrastructure and climate for IIRD Practice in the academic institutions (Fre/ & tarly , 1993; 

Stead & Lee. 1996; Jones, 2001; Dirani. 2006). numcly the prevailing national culture, national 

i ^ a n  capital needs, the IIRD value base and the characteristic o f the institutional context
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j j .1  Tlic Prevailing; National C ulture
£0̂  scholars advise that an examination to understand the emergence o f HRD in any context 

jjj^uld inquire into the historical and present contexts o f a country’s political, economic. 

e(j|>ca!ionnl, labor resources and employment factors (K.c et.al, 2006; Paprock et.al. 2006; Cox 

ctjl. 2006). Stead and l ee (1996) have used a cultural perspective in their model to trace the 

Jggfgencc of HRD within a national context. Paprock (2006) has also used an intercultural 

perspective to define HRD in a way that points at its contribution in helping people lead fuller 

and richer lives that arc less bound by tradition und thus unlocking the door for people to 

modernization. Culture according to Hofstede (1985) represents the collective programming of 

the mind which distinguishes one human group from another Mugambi (1996)*$ definition of 

culture considers it as both an individual and collective allair and observes that culture is the 

visible achievement o f  human beings in their endeavor to improve their past experience. His 

approach further indicates that the activities associated with culture involve the modification of 

the natural and social environment. A value system is a set o f conceptions o f the desirable or 

preferable ends sliarcd by a group of people. A beliel system consists o f those conceptions that 

have been viewed as true representation o f reality. A social norm is a habit or behavior of 

individuals or groups explicitly existing in their daily lives. At the national or country levels, u 

value system is something socially preferred or desired. 1 he value system is critical in guiding 

action and in regulating human beings learning process.

The cultural Values are relevant to the development o f HRD. Lee and Stead (I996)’s model uses 

the concept o f  the emergence o f  needs at the individual, organizational and national levels based 

on the content perspective to motivation theories as the basis for the transformation that leads to 

the emergence and development o f HRD. Frez and Larly (1993) relate the concept o f values to 

°ecds at the cognitive levels o f the individual and indicate that at the cognitive level, values 

become the cognitive representation of needs at the individual, societal and cultural demands. In 

addition, they note that differences in cultural values reflect differences in motivation. Iloecklin 

(*996) uses this concept o f values at the various layers o f culture o f corporate, professional and 

rational cultures to indicate that across all the three levels, culture lias been shown to comprise 

values that lead to the existence of corporate practices, professional ethics, religious beliefs 

“Hd basic descriptions, lhus. Culture within a national setting seems to provide a worldview 

H^ugh which people in that culture look at issues which is relevant to the development of

78



B f c p  Craig ct.al (2006) observe that HRD decisions and actions arc made on the basis of a 

Hggophy whose foundations arc beliefs. It is this philosophy that gives a worldview by which 

K  looks through HRD related issues. Ruona and Lynhain (2004) state that this worldview 

jhipes and directs how one thinks about the world, acts in the world and consequently sees the 

world. This world view has been used to demonstrate how HRD related activities such us 

jLjrfng have been variously understood in different parts o f the world. Some more recent 

studies support this position.

j'ey and Fum (2008) identify the role o f national culture in knowledge sharing using the ease of 

China to demonstrate the relationship between the prevailing national culture and information 

glaring. They quote the work o f House et.al (2004) who in their recent GLOBE project have 

identified nine cultural dimensions which differentiate countries. One notable dimension is that 

of “in-group collectivism" which is defined by Jarridan and House (2001) as the extent to which 

members o f  a society take pride in membership in small groups such as their family and circle of 

friends and the organizations in which they are employed. China scored the fifth highest and on 

this basis it was argued that the Chinese will be more willing to share knowledge with other parts 

of the company (ingroup) as they tend to feel fiercely loyal to their companies because o f their 

high in-group collectivism. The hypothesis that the Chinese would be more willing to share 

knowledge with oilier parts o f the company than their counterparts in Europe was supported in 

this study.

2.8.2 The Value Rase for Human Resource Development
P*prock (2006) proposed the adoption o f an 1IK1) perspective that adapts HRD programs to the 

specific country contexts in order to ensure its effective development. This organic approach to 

HRD is based on the needs and values o f the respective nation. Cox ct.al, (2005) pointed that the 

study of HRD within national contexts has been approached from a comparative practices and 

Phonal policy perspectives. Mel.can and McLean's (2001) approach to HRD based on these 

,w° perspectives proposed two dimensions in which national definitions of HRD seem to vary: 

scope o f  activities and the perceived beneficiaries o f activities. The scope o f activities range 

from solely focusing on training to the inclusion o f activities such as career development, 

ization development, process improvement, social development and manpower planning
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Die perceived beneficiaries o f activities include the individual, group/team, work process. 

“  K ^ a l i o n ,  community and nation.

•p,e Value Base is thus based on needs and depicts a nation's value base for URL) as touching on 

activities that arc strategic in nature, in that they address the felt needs for the future of a 

Igogctivc nation. It is in this connection that a nation’s HRD value base will provide the general 

gonosphere within which HRD policies are developed. Frez and Early (1003) indicate that the 

values provide a sense o f purpose, direction and clarity concerning performance expectations. 

Kuhl (1992) used McClelland’s theory o f  motivation to link the concept of values with 

motivation through the cognitive representation o f needs. lire/, and liarly (1903) used the 

motivation sequence that starts with needs and ends with their satisfaction to show that these 

needs may not he translated into goals unless they have a cognitive representation in the form of 

values. Using Maslow’s hierarchy o f needs approach, they posit that the emergence o f needs at 

the individual, organizational and national levels is the basis for the emergence of IIRD. They 

cite the most prominent need as that connected with transformation from one era to another, a 

phenomenon that recognizes the need to develop and survive. They stale that in view of u 

changing environment, HRD should recognize national trends, global influences, social values 

and shifting needs.

From a National Human resource Development (NHRD) perspective, it appears that central to 

this National Chosen Value Base for HRD is the role of education. Beardwcll and Holden (1997) 

and Al-Dosary et.al (200b) are o f  the view that a national strategy o f HRD has the objective of 

building the skills and knowledge required for economic, social, cultural and political growth 

through Vocational Education and Training (VET) Policies and systems that facilitate their 

development They further point that these strategies focus on the achievement o f national 

competitiveness, national wealth creation which ultimately become important aspects o f the 

context of individual learning and organizational HRD. Given that Higher Education (HE) 

ItWitutions are an integral jvart o f this Strategy through VET, Spurn (1999) notes that University 

systcms and Institutions need to think global and act local in order to enhance 

tionalization while taking regional needs and differences in consideration, l rom the global 

^■odpoint, Albatch and Davis (1999) identify some themes that are central to the current 

ipments in I ILi revolving around linking education with work, continuing professional



incut beyond the bachelors degree, influence of technology, international mobility of 

its and the need to internationalize the curriculum.

pillay et.al (2003) further indicate that a common trend in HF. is that o f  changing objectives to 

jhift from the traditional focus on social and cultural concerns to address economic issues such 

g  employability o f graduates and accommodation o f the private sector. In the case o f Kenya, 

gjhivvani (2009) observed that the country seems to have a poorly developed national philosophy 

j0r education. In view o f the prevailing situation, such a philosophy dial forms the basis lor the 

chosen value base for HRD in Kenya is found to be scattered across several documents essential 

to the policy framework for 111: thut provide the picture o f  the nature o f an HRD Chosen Value 

Base for HRD for the 2000's for Kenya (KL1SS. 2005; Report o f the National Conference on 

Education and Training, 2003; Sessional Paper No.I. 2005). These documents capture several 

aspects that provide the espoused national philosophy o f education that underscores the role 

HRD is expected to play for the development o f the country.

2&3 .National Human Capital Needs
It has been indicated by several scholars that Universities by their very nature and origin arc 

instruments for human capital development (Rao. 1995; Wu, 2005; Beardwcll, 1997; Rapinoja & 

Soininen, 2005). They arc therefore an integral part of the nation's system for attaining national 

human capital needs. Human capital has been described as the knowledge, skill, competencies 

and other attributes embodied in individuals that are relevant to economic activity (Paprock,

2006). The duration o f  schooling and levels o f qualification are the standard measures o f such 

attributes. Paprock (2006) points that some early definitions o f HRD proposed by Rolhwcll and 

Sredl (1992) and Swanson and Holton (2001) have been expounded to define HRD in economic 

and socio-cultural terms. The economic perspective has considered HRD as the accumulation of 

human cupital and its effective investment in the development o f  the economy. From the social 

and cultural point of view, HRD has been associated with helping people to lead fuller and richer 

lives less bound by tradition and thus unlocking the door to modernization.

Nafukho ct.nl (2004) have reviewed and summarized the main tenets of the Human Capital 

Tb°ory. They indicate that the Human capital theory is build on the fundamental principle o f the 

k lie f that peoples' learning capacities are o f comparable value to other resources involved in the
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tion o f goods and services. The theory seeks to explain the gains o f education and training 

35 a form of investment in human resources. I he main proposition is that people arc considered 

33 a form of capital development. On the busis o f this, education and schooling are seen as 

deliberate investments that prepare the labor force and increase productivity o f individuals and

organizati°ns <1S wcl1 as encouraging growth and development ul the international level. A link 

been identified between human capital and 11RD through the definitions o f HRD that 

emphasize the role ot HKD in national productivity and performance. This link extends to the 

way human capital development theory has been defined over the years to bring out knowledge 

and skills, education and training, human capabilities and performance

Some developments have taken place that help to deline the human capital needs in most parts of 

the world. Pillay et.al, (2003) cite the evolving nature o f the society dial leans towards 

knowledge society by becoming knowledge based entities. They indicate that an important 

assumption that economic productivity and wealth is increasingly dependent on the production 

and application o f new knowledge by highly trained knowledge workers and thus a nation’s 

economic development is its capability to apply new knowledge to existing knowledge. This 

raises new pressures to HF and points at the need Tor flexible and versatile workforce, constant 

learning and updating o f skills, retraining and updating on a lifelong basis. Wcifnng (1999) 

basing arguments on this emerging knowledge society trend advised that if knowledge and 

information arc the electricity o f  the new world economy, then universities are the power sources 

on which the development process o f the 21“ century lias to rcly. He thus pointed at the need to 

formulate systematic policies *uid strategies to assist universities in playing a more significant 

rule in the development process of the new world economy o f the 2 1'1.century amidst the concern 

whether universities have realized their role in the current national and international contexts.

Albatch and Davis (1999) reinforce the concern and are o f the view that academic institutions 

have an international orientation, even though they may function in a national environment, as 

Ihe nature o f  challenges they face places them on n glolial scale. Some literature captures some 

•8  of human capital needs specific for Kenya in addition to those associated with international 

concerns. The Report of the National Conference on Lducation and t raining (2003) cites the 

••od for Providing opportunities for all Kenyans to productively participate in national growth, 

Kiainba (2005) cites the need for Curbing emigration of human capital (brain drain). KLSSP
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(2005)

i ocreu' 

(2007)

identifies factors associated with the context of H.li in Kenya such ns constant change, 

sing challenges and pursuit of the Millennium Development Goals, while Vision 2030 

identifies industrialisation and economic growth.

,  4 The Institutional Characteristics
The characteristics o f the environment o f each organization affect the llow o f resources to the 

organiziition through uncertainty. Jones (2004) points that an organization likes to have a steady 

gyl abundant supply o f resources so that it can easily manage its domain and satisfy its 

beho lders. All the environmental forces however cause uncertainty for organizations and 

it more difficult for managers to control the flow o f resources they need to protect and 

enlarge their organizational domains. The organization domain is the chosen environmental field 

of action. It is the territory an organization stakes out for itself with respect to products, services 

and markets served. Domain defines the organization's niche and defines those external sectors 

with which the organization will interact to accomplish goals (Jones, 2004; Daft, 2007).! he 

resource dependence theory indicates that organizations arc dependent on their environments lor 

the resources they need to survive and grow. The supply o f these resources is however dependent 

on the complexity, dynamism and rictincss o f the environment. The goal of an organization is to 

minimize its dependence on other organizations for the supply o f  scarce resources in its 

environment and to find ways o f influencing them to make resources available.

Environmental uncertainty pertains to primarily those sectors that an organization deals with on a 

regular day to day basis. Although sectors o f the general environment can create uncertainty for 

organizations, determining an organization's external uncertainty generally means focusing on 

sector of the task environment, lo  assess uncertainty, each sector o f the organization’s task 

environment can be analy zed along dimensions such as stability and degree o f complexity. The 

total amount o f uncertainty felt by an organization is the uncertainty accumulated across 

environmental sectors. Uncertainty means that decision makers do not have sufficient 

information about environmental factors and they have a difficult time predicting external 

c*'anges. Uncertainty increases the risk o f  failure for organizational responses and makes it 

difficult to compute costs mid probabilities associated with decision alternatives (Daft, 2007),
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WpeA on these observations, it is expected that III- institutions will configure their systems in 

, to position themselves in the complex context o f their operation. Thus the context is 

K ^ g e d  to influence the IIRI) design and its relationship with the outcomes o f this 

^ js truc tu re  o f alliances and performance. The influence is expected through the managerial 

c0gnitions of the components o f the context. The cognitions are key to organizational 

management as has been underscored in multiple streams o f literature (Nadkami & Barr, 2008; 

Pelmas & Offel, 2008; Zigarmi. et.al. 2009). The literature supports the position that the 

cognitions influence strategic behavior o f organizations through the choices that managers make. 

At the HRD level however, this connection has been omitted from extant research as the role of 

the cognitions is yet to lie incorporated in HRD studies and especially on their influence on the 

design of SURD systems. Delmas and Offel (2008)*s study used the institutional perspective in 

an attempt to answer the question “why do organizations facing common institutional pressures 

adopt different management practices?" I he study's findings underscored the role o f  individual 

managers’ characteristics that explain corporate responses to environmental pressures.

Nadkami and Barr (2008)’s study was designed from the premise that industry cognition 

variables are crucial in developing explanations o f strategic actions. 1 his researcli studied the 

role o f managerial cognitions in driving strategic action and sought to answer two questions: 

docs industry context affect managerial cognition? Docs managerial cognition mediate the 

relationship between industry context and strategic responses to environmental changes? The 

study found the mediating role o f management cognition based on quantitative data and 

concluded that industry and cognition variables arc crucial in developing explanations to 

strategic actions. The findings o f the study raised implications on the understanding o f the 

development o f lop managers' belief's, the relationship between beliefs and actions and the nature 

of the complex relationship between industry context, managerial cognition and strategic action. 

This outcome is however yet to he incorporated in HRD research that focuses on HRD within 

organizational contexts.
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2.9$t*<c of llum itn Resource Development Research in Kenya
HRD situation in Kenya like in many other developing countries is largely unexplored. Most

pfwhat has been done has reflected a disintegrated theoretical description o f the HRD situation. 

(kloL®*0 ;U1̂  ^ amau (1^99) focused on HRD and Vocational and technical Education at a micro 

level pay*11? atlcnfion to the situation o f Kenyatta University and reviewed the state o f  VET in 

view of changing African values. I.uttn-Mukhehi (2001) looked at the 1UU) Policy in Kenya and 

paid attention to the macro conditions that shape the HRD framework. Angote (2009) analyzed 

^  HRD needs situation in the country and identified the relevant HRD activities that have 

j)CCn used in the country. Hie paper paid attention to policy issues and the various levels at 

which the analysis is done. Overall, all these attempts lack un empirical attempt to validate the 

conclusions that have been arrived ut. Even though their conclusions agree with those findings 

from studies done elsewhere, it is evident that they have not clearly indicated how HRD is 

currently situated in the country and have also adopted an HRD orientation that has leaned more

towards the traditional personnel management perspective and ignored the strategic aspects of 

HRD Only one empirical study seems to have been done on an HKD related topic by 

Walumbwa et.al (2005).

Ihc research carried out a comparative study of Kenyan and U.S financial firms with a focus on 

the relationship between leadership, organizational commitment and job satisfaction. The study 

relied on a sample o f seven foreign and local bonks in Kenya and five in the U.S. The 

participants were bank tellers and clerks and done as a survey. Ihc study found some significant 

levels of transformational leadership practice as well as differences in these levels based on 

cultural differences. The study did not however measure the cultural orientations likely to 

influence the HRD situation in the country. In addition, the study used data from only a single 

industry and relatively very junior levels of staff as respondents. From the findings, it is clear 

Itol a significant percentage o f the elements influencing HRD are yet to be studied such as 

managerial factors, organizational strategics, institutional contexts and national cultural systems.

An overall assessment o f the stale o f the art of the theoretical and empirical position of the 

literature review points at several knowledge gaps. The studies on HRD and its context have not 

demonstrated the impact o f the context on the design o f HRD in organizations and have not 

E luded the micro level o f analysis Those done on HRD in the organizational setting do not
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nstratc the linkage o f HRD with organizations strategy while those on HRD and 

■»ance do not use performance indicators reflecting the situations suitable for human 

^ppital development institutions. Those done on HRD and interorganizalional networks have not 

shown the empirical relationship between HRD and the networks as well as organizational 

performance while those on U*1 Collaboration suffer from lack o f statistical ngor and none has 

pled to hnk U-l with HRD in spite o f the clear indication that it is an integral part o f the 

phenomenon They have not focused on I '- l as an area o f  academic concern whose research 

needs to benefit from and be guided by the contribution o f the relevant multidisciplinary 

theoretical literature. Studies on the influence o f  the context indicate that managerial cognitions 

have just begun to be incorporated in this research stream and arc producing contradictory results 

to those obtained from the influence o f the institutional context factors on strategic choices. 

Overall, there ts lack o f a multidisciplinary focus w hich leads to a persistent lack of an integrated 

framework for guiding research in this area These gaps arc summarized in Table 2.1
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and organizational induce cooperation decision making making for Infrastructure and U-
research and rolo of Interorganizational reading to the cooperation. I e la b o ra tio n  and
repo lotion n  m tortrm communities aro cooperation. Influence of national Performance H4.
relationships interdependent which Did not prow te for cultural systems on H5.

has a significant impact cross country Ihe performance
on community growth comparisons to outcomes of

evaluate variations interorganizational
In national networks
economics

THE INFLUENCE OF U- COLLABORATION
Marlin,?D03 Empirical evidence on Institutional factors alfect Did not account for The relationship The influence o f Iho

innovative mechanisms U-l Cofloboratxin, Ihe impact of between institutional institutional context
through which internal dimate rrslilu lionaf fadors contexts and on the relationship
universities worldwide established on 0  D and on U-l; strategic deosmns between HRD
manage Ihctr relations HRD influences the Methodology for U-l Intrastructure and U-
with industry from 12 process of U l. lacked statistical Collaboration 1 Collaboration and
dfterent countries 0  T theory is relevant In rtgor. Did not show The relationship Pcrfcrmanco-W .

tho U-l Research the relationship between HRD and H5,
between U-l and the U-l
performance Did 
not account tor ihe 
relationship 
between U-l C and

Colaboratwn.

Hams 4

Sr
organizational HRD 
infrastructures

Factors influencing Rote of institutional Did nof account for The relationship The nSuence ot U-l
unrvervty co*aborat»ons strategy in Iho Iho relationship between U-l C and e la b o ra tio n  on the
on joint docloral development of U-l between Ihe University relationship between
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programs Programs The internal internal performance HRD Infrastructure
components within the organizational The relatxxiship and Unrversty
university that provide systems and U-l C between Perform ance-fit
the stratoga: posture tor organizational
U-l CoHaborabon systems and U-l C

fo r Wn3 3,1 The contribution made Rekanco on publications & d  not account for A snfable The HRD Based
by Public Research lor acqonng knowledge the relationship framework using the model tor
Organizations {PROs) to affects probability of between U-l and O.T literature to nterorgamzabonal
mo innovative procoss onloring r to performance, Did oxplanm o networks
and tho extent of collaboration with a PRO not show how the relabonshp H1-H5
cooperative R&D but not the level of 0  T  theory implied between U-l and
proiocts between firms collaboration may be applied in performance
a id  PROS U-l Research

Sohn.2C05 A m icro and m x ro Role of uncertainty in Did nol explain The rote o f U-l in The influence of U -l
perspective to me alliance buildng; how U-l alliance the relationship Coflaborabon on the
relationship between identified firm and influences the between relationship between
now technology and industry level factors that relationship organizational HRD Infrastructure
industrial corporations' drive firm s to onto# between systems and and University
competitiveness through afcances orgamzatcnal performance Performance-H4
projects for transitioning systems and Iher
the economy from labor 
intensive to knowledge

performance

economy
OungeOl Factors affecting internal systems for HRD Did nol relate HRD Tho influence o f the
2C06 academe account for with performance context on U-l C
O e d e y iK rt onlropreneurship * i onlropreneurship No rote o f U -l on and the relationship
200T Taiwan the performance between The influence o f U-l

organt/abonai Collaboration on the
systems and U-IC i elation ship between 

HRD Infrastructure
Walton 4 The requisite attributes The two key measures of Did not explain the The role of U -l C to and University
Ouariscc- and organizations innovative development relationship the relationship Po(forniance-B4
axe. Philfctn displayed by universities that drive knowledge betwoon the type between HRD and
axe far successful exchange between of alliance and Performance

collaborative research university research Performance;Used
with the industry centers and industry me qualitative
International rate of knowledge statistical tools, dd
collaboration ventures dovctopmnnl and the not rotate HRD and
between H E Inslitu lcns speed o f knowtodgn colaboraboniTho
m Britain and Russia transfer and exploitation. model did not

the rote o f research dolneale dear
reputation, the need for lines of
orgamzaUonal designs rdatcnships
taiorod for each affiance 
and production of 
tangible te n e ts  to  all

among variables

Worasnchai Presentation of a
parties.
Tho role of tho tamale Dd not explain tho Tho lefalionstvf) The relationship

«U 2008 general framework lor suitable for collaboration relationship botweon HRO and between HRD
fostering collaboration characterized by Inist. between HRD and colaboralions at infrastructure and U-
and knowledge transfer partnenng skills and U-IC : Did not H E level IC -H 3
between university and power relationships explan the
industry in  Thailand Proposed a model lor relationship

knowledge rmgraticn between
organizational
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systems and HRD

INFLUENCE OF THE MRD CONTEXT
•Why do organizations ^onip iin ics reapCfiu io Did not account Tho impact ot

o w !*308
facing common porcotvnd institutional for the factors organizational
rstitu tionaf pressures pressures n  different that may cognitions on
adopt Afferent ways depending on influence or alter strategic deosaons
management practices?* w hcti constituent ;5 organizations

exerting pressure perceptions ol The intuencs of
institutional insMutonat Contexts
pressures Did on the reiationshp
not explain how between HRD
the ccflabcr aoon infrastructure and
rotates to firm University
growth Performance-H4,5

K c i.ii Impact o f competitive Inverted U-shaped Did not Influence of
preset* 2038 intensity on a firm 's relationship between incorporate the contingency factors

coSaborabon incidence cctlabcration and use of a on the relationship
and how industry competitive intensity contingency between U-IC and
technology intensity perspective to tho performance
moderates the choice of
refationsivp strategic afcance

HxJkiunii The complex Management Cognition Study done using The nfkjcnco of the the  influence of
Bin. 2003, relationship between lias a mediating large firms and management institutional Contexts
Cw S xidustry context. influence on the generalirabftty of cognitions and on the rotation ship
WangiCO-' managerial cognition reiaftonshp between findings strategic response between HRD
W w n and stratogic action; industry context and limited by its across diverse Infrastructure and

H ll,2009, Effect o f stakeholder stratogic responses. focus on equity mdustnal sectors. University
Mo)V relations on tho industry and cognition based firms; Did Porformance-H4. 5
«Ul2009.Jo> persistence of a firm 's variables are crucial n not account for
4Kofc,20C9 superior financial developing explanations the impact arising Tho role o f human

performance lo strategy actions. from knowledge resources in
Stakeholder perspective sources sustaining
moro critical m helping a competitive
poor porformng firm 
recover than in a

advantage

Cba«WanQ.

superior firms sustamng 
the»r performance 
advantage

Relationship belween a Proposod a model for Did not Influence o f tho Tho influence of the
2009.
Harwcri e ta l. 
2009.

particular type of 
stakeholder treatment 
and competitive

stakeholder Ink with 
competitive advantage 
through the value

incorporate tho 
human resource 
component Did

institutional 
environment on the 
relationship between

Kenyan Institutional 
Contexts on tho
f<W0Oft$Tkp DCiWOOn

U tyva ta f. advantage.adaptation to creation process not account (or stakeholder type and HRD Infrastructure
2009 institutional contexts and Tho local environment tho moderating performance end University
JoyiK o ib , role o f culture m teaming moderates strategic effects from local The impact o f Porform9ncB-H4.fi
2009 choice. Tho dimensions contexts o l the mdividual cognitions

ol culture m pact learning institutional on organizational
styles liainewocks Od teaming, impact ol

nol nefod* developing country
samples from cultures on teaming
other countries 
and particularly 
Africa

styles
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HRO RESEARCH IN KENYA
The relationship Significant levels of Data was HRD situatonal The des*gn of HRD
between transformational cofected from a positioning t \  Kenya infrastructure in a
transformational leadership. Differences in single industry. m viow of the Kenyan conlext-H1
leadership. the levels resulting from the hanking provailng national
organizational cultural differences sector; Did not wistitubonal context Influence o f the
commitment and |ob 
satisfaction

across Ihe countries account for the 
key factors 
influencing HRD 
such os 
organizational 
strategies, 
managerial 
factors, and 
national cultural 
factors

context on the 
relationship between 
Ihe HRD
rfrastructuro and IM  
Collaboration and 
Pertormance-H4. H5

Source: Author, 2011

2.10 The Conceptual Fram ew ork
An integrated framework is required to respond to the identified gaps in this study. Using the 

contributions o f the six analytical frameworks discussed in section 2.3. an integrative framework 

that responds to the knowledge gaps identified in the literature review in this study is proposed. 

It if referred to as the HRD-Based Model for Inter-Organizational Networks. It constitutes the 

Conceptual Framework for the study. It consists o f  four main components: The University IIRD 

lnfiastructure; The Institutional Context likely to shape the design o f  University processes lor 

IIRD Practice through managerial cognitions. University*Industry Collaboration; and The 

Performance Outcomes for each University. These four components constitute the major 

variables whose relationships will be studied.

The University HRD Infrastructure is the independent variable. It comprises o f  four dimensions: 

the Organizational Development Needs, Organizational Learning Orientation, HRD Values and 

Practices. Performance of the Universities is the dependent variable. The study uses both 

objective performance indicators and 11RM related indicators o f readiness for change. I he 

University-Industry collaboration is the mediating variable, and is studied on the basis o f  three 

wPcct.s. motivation for. the type and the level of collaboration. The Institutional Context is the 

moderating variable. Ihe dimensions o f this variable are the responsiveness to the national 

Culture, national human capital needs, HRD value base and the institutional characteristics The 

Model appears as shown in Figure 1.

92



FIGURE 1: The HRD-Based Model for Inter-Organizational Networks
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Ljog the contributions o f several scholars in the multidisciplinary literature related to HRD, the 

teiversity HRD Infrastructure is build on the central pillar o f the organizational development 

faced by universities as they seek to confront the future in the context of u turbulent 

jflvironmeni. In an HKD setting, the optimal climate suitable to pursue the achievement of these 

ggeis is established on the basis o f elements conceived to support value creation activities in the 

Universities. Innovation is key to the process and an environment o f learning is required to 

continually offer support for the required degree of innovation. The learning has been connected 

with organizational development at both individual and organizational levels and leads to the 

performance o f systems that support HRD in organizations. Thus it is expected that the 

University HRD Infrastructure will influence the University Performance.

The HRD Infrastructure is based on the strategic nature of HRD which embraces a stakeholder 

orientation to ensure congruence between organizational systems and the external environmental 

conditions. In the case o f universities, the stakeholder orientation will lead to the phenomenon of 

University-Industry Collaboration and is likely to influence the relationship between the HRD 

Infrastructure and the corresponding University Performance. I he whole process is moderated 

by the context o f HRD practice, in this ease the context o f Universities in Kenya. Using the 

cognitive upproach, managerial cognitions o f the context o f practice are likely to influence the 

emergent strategic organizational behavior o f the Universities.

2.11 Chapter Summ ary
The second chapter o f the thesis has presented a lengthy discussion on both theoretical and 

empirical literatures explaining the phenomenon involving the variables o f the study. The 

theoretical roots underpinning the phenomenon being investigated in this study have been 

explored to highlight the nature of HRI) Infrastructure and how it is likely to influence the 

strategic behavior o f  organizations. Six theories underlying the variables have been presented 

and a sununary of their postulates, their relationships and how they have l>een utilized in 

Conceptualizing the theoretical model o f  the study presented. The chapter considered the 

theoretical perspective on each variable und the empirical state on the level o f research so far 

d°ne. The emerging research gaps that form the basis o f the lines o f  hypotheses were presented 

•od a summary o f all the gaps presented. The contents of the chapter lay the ground for an 

understanding o f the state o f the art and the direction required in empirical research.
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CHAPTER THREE 

RESEARCH METHODOLOGY

* |  introduction
previous chapter has extensively presented discussions on the state of the art in the relevant 

(jiis study focuses on. According to the deductive approach to research, scientific research 

is about moving firom a more generally known state to reach a logically certain conclusion (Aquil 

Burney & Mohamood, 2006). The transition to this conclusion will involve appropriate 

methodological approaches for investigating a phenomenon imd report on findings. This chapter 

presents a discussion on the methodology used in this research to be able to answer the research 

questions. The research methodology chapter has considered the cpistemologieul approach the 

research subscribed to, the research design, population and sampling, data collection and 

analysis. The contents o f the chapter connect the contents of the previous chapters with the 

statistical approaches that move the state o f empirical research forw ard.

3.2 Kpistvmological O rientation
There arc three basic paradigms that guide scientific research, namely positivism, interpretism 

and the critical theory (Guba & Lincoln, 1994). The positivism paradigm is of the view that 

knowledge can be described in a systematic way and consists of verified hypotheses that can be 

regarded as facts or law, is probabilistic, accurate and certain. According to this paradigm, the 

role of theory is to present models and general propositions explaining causal relationships 

between variables. The researcher therefore postulates theories dial can be tested in order to 

confirm or reject. The paradigm uses survey studies, verification o f hypotheses, statistical 

analysis and quantitative descriptive studies.

I"hc interpretism paradigm on the other hand is of the view that knowledge is based not only on 

observable phenomenon but also on subjective beliefs, values, reasons and understandings. 

Accordingly, theories are rcvisablc and arc built from multiple realities und are shaped by social 

‘Uid cultural phenomenon to grasp the meaning o f phenomenon. Research based on this paradigm 

uses unstructured observations, open interviewing and discourse analysis to capture insider 

knowledge and executed as field research conducted in natural settings in order to collect 

substantial situational information. The critical theory paradigm is based on the belief that 

knowledge is dispersed and distributed and that theories arc constructed in the act o f critique in a
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iicul process or deconstructing and reconstructing the world and from analyzing power 

vships. The role o f die researcher is to promote critical consciousness and to address social 

fhc researcher adopts the role o f a facilitator and uses participatory action research and 

dialogic3! methods.

flris research adopted the positivist paradigm which considers the cumulative nature of science 

^  js closely related to the rcductionism view that considers social processes as reducible 

jglnljonships between individual actions (Collin, 2007). liuezynski and Buchanan (2001) 

describe the positivism approach as a broad social scientific perspective which assumes that the 

jutial world and its properties can be studied using objective methods and not through the use of 

subjective inference; the organization in this perspective possesses an objective reality or truth 

that exists independently o f any one’s attitudes towards or interpretations o f  it. The positivism 

orientation was considered relevant for this study tor a number o f reasons.

Collin (2007) underscores the importance o f understanding the complex context of IIRM in any 

setting at three levels namely, the organization, the environment, the historical, national and 

global so as to obtain the language to understand it and meanings. 11RM is embedded in the 

context and any attempt to understand it may not meaningfully examine it in isolation and 

separately. The positivist’s view in this ease considers the context o f  HRD practice and 

fragments the relevant factors in order to establish the relationships among them through several 

hypotheses. Conceptualizing and representing the IIRM context requires conceptual tools that 

examine IlRM ’s interconnectedness and interdependence with other known phenomena in the 

context. Ibis is facilitated by incorporation of hoth the concrete world and the world o f  abstract 

ideas by which we generate the language to be used in conceptualizing the practice o f HRM.
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,j» Research Design
^  positivist research relies on taking large samples. The study used a descriptive design as the 

jggjc design which was a cross sectional survey m nature. A survey research studies large and 

populations by selecting and studying samples chosen from the population to discover the 

fflitive incidence, distribution and interrelations o f sociological and psychological variables 

(jkjlingct & Lee, 2000). A survey type o f design relics on a structured questionnaire given to ft 

sample of population and designed to elicit specific information from respondents (Malhotra, 

1996). The study relied on data gathered from a population sample of organi7ntional units in 

Public and Private Universities in Kenya through the use of a predetermined questionnaire.

3.4 Population
The population o f the study comprised all Public and Private Universities operating in Kenya 

Currently there are 26 Universities in Kenya: 7 Public Universities, 13 Chartered Private 

Universities and 9 Universities operating with a Letter o f Interim Authority. The status of the 

various universities is shown in Appendix 4 (Commission for Higher Education, 2011). Ihe 

study selected universities that had operated in Kenya at least live years before the date o f this 

study This criterion provided 19 universities for study as shown in appendix 5. This was 

considered necessary to come up with a list o f  universities that had well established 

administrative structures mid HR Systems suitable to support strategic pursuits for U-I 

Collaboration. Similar studies have suggested the need lor consistency in sectors o f a particular 

industry selected for research in interorgonizational networks (Menger. 2001). The study 

followed this guideline to identify 7 Public and 12 Private universities from which data was 

collected.

3.S Sampling
The primary data for the research was obtained from representatives o f administrative units at 

several levels in each university. To identify the respective respondents from each university, a 

multi stage sampling technique was applied in this research to select the respondents from whom 

primary data was collected This sampling approach involved using a combination o f several 

probability sampling techniques at several steps (Zikuiund, 2003). Joy and Kolb (2009) used a 

®niilar approach in their study on cultural differences in learning styles. Hie Multi stage 

technique was applied in this study at three stages.
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I  ^ 5* S(agc involved the .selection o f the respective Universities from which respondents were 

based on the criteria shown under section 3.4. The second stage involved selection of 

wjthin each university selected. The respondent units for the study were selected from the 

vtft°us *eve*s l*’e performance of the universities, specifically, the academic and 

jjministrative. The academic level was used to select the various schools or faculties on the 

1*51$ of areas of specialization. The administrative level focused on administrative support 

sections in universities responsible for liaison with external stakeholders and those responsible 

for university wide policy decisions. Using these levels, an estimated number o f 300 respondents 

identified as shown in appendix 6. I his approach provided respondents that share a 

similarity with other studies in this series as well as compliance with the strategic management 

theory on establishment o f interorganizalionai networks indicating the role of functional 

departments in the initiation and sustenance o f collaborations (Rosenkopf ct.al, 2001; Daft, 2007; 

Biglan. 1973; Kolb. 1984; Ismail & Rasdi, 2007; Joy & Kolb. 2009).

The third stage involved use o f  stratified sampling to obtuin at least 60% o f the respondents from 

the universities. The various strata were identified from the areas o f  academic specialization of 

schools/facultics and the basic orientation for decision making by the administrative units. Hie 

various strata that emerged on the basis of the levels o f the university performance and the 

respective number for each selected arc shown in appendix 6. The administrators in the category 

of vice chancellors were excluded from the study due to the nature o f  their work that would have 

inconvenienced timely data collection

3.6 Data Collection
Data was obtained using a questionnaire structured on a 5-point Interval I.ikert type scale to 

measure the four categories o f  variables from the respondents as shown under section 3.6 The 

ntuin items in the questionnaire were grouped into five main parts as shown in appcndences 1-3. 

To facilitate field work, a research permit was obtained from the National Council for Science 

and Technology and an introductory letter obtained from the Doctoral Studies Office of the 

School of Business explaining the purpose of the research. Initiatives were made through the 

office o f the vice chancellor o f  each university to get authority to collect data and an office 

identified for liaison and research assistance. In most of the universities a forma! letter o f request



r
K 0  required and the researcher was given an official written authority to facilitate movement 

I S frjn ihe universities.

L - U  questionnaire was administered to respondents by the researcher. This method was 

H ^ je re d  suitable for the study because o f the various levels of analysis involved and their 

K g c tjv e  respondents, the technical nature of items in the scale and the need to ensure reliability 

©fitsponscs from the relevant respondents. To each respondent, the purpose of the research was 

explained and they were taken tlirough all the items o f the questionnaire and then given time to 

examine documents where such a case was required and the questionnaire collected later at some 

agrccJ date. This was the case in the offices for research, collaboration and students' placement 

offices. The respondents in the level of deputy vice chancellors and registrars were personally 

interviewed by the researcher and the responses coded directly in the research instrument.

3.7 Measurement of Variables
The study had four main types o f variables ns captured in the conceptual framework. The 

variables were operationalized in this study for measurement as shown in tabic 3.5.

Table 3.1: O perationalization and M easurement of Variablesjr VARIABLE NATURE OPERATIONAL DEFINITION MEASUREMENT 
CRITERIA IN 
QUESTIONNAIRE

w o  is a relationship between 
»e organizational development 
■»* identified by tho 
'Jrwerstes and the 
ugmizabonai teaming 

j ariantaftoo. HRD practices and
iWtGS

0 0  Needs independent Trie major concerns d ia l the 
management ot each university 
considers internal priority 
developmental areas in view of the 
prevaling national and titem abonal 
circumstances

Sections 1-4.1-6 
Q uestions M 3

^  «  a relationship between 
provatfini-; organizational 

* ^ * 9  Orientation adopted by 
and the HRD values 

tyhae embraced
t e - r -

Organizational 
Learning 
Orien taboo

independent The existence o f an organizational 
environment that has both tangible 
and intangibto elements for 
supporting teaming m each 
University

Sections 1-4,1-5,1-7 
Q uostions 1-22

c a relationship botwoon 
wlhos and tho HRD 

adopted try tho

HRD Values Independent Important pldosophcal inclinations 1 
orientations and or oonvicboos that 
managers considor vrportanl In the 
development o f employees in the 
universities

Section 1-8 
Q uestions 1-16
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E ju fe n s ty  between  
t i t le s . t ie s ' o rg a n i7 .n ^ a i 
J J jT S f l t e t t x t  ^  " * ' r

HRD Prances independent HRM activities that management 
considers necessary and applies to 
support the development ol staff m 
the universities

Section 1-6 
Q uestions 1-18

1 tnftostnjcturo has 
j j j j *  on Unventy-lndostry

8 5 j *
B K E r t fo s f r y  C ollaboration  
\J J L s  the re/otJonsJup 
K J g j U niversity HRD  
J J J it fo ro  end Perform ance

Motrvat.cn for U- 
1 Collaboration

Mediating The liKothood o f each manager 
initiating acbor.s that w fl result in a 
collaborative undertaking either 
within or without the* universities

Section 1-9 
Q uestions 1-15

The Nature of U- 
1 Cotaborabon

Mediating The respective type of program that 
the university has or curronBy is 
partnering with an external 
stakeholder

Sections 1-5. 
M O

Q uestions M 2

The Level of U-l 
Coaatxxabon

Medwmg The level of involvement o f the 
parties in each collaborative 
undortakng between tho university 
and an external stakeholder

Section 1-6, M l 
Q uestions M 3

university's responsiveness
v fie  institutional context 
ra tif ie s  the re la tionsh ip  
yc*>&) the U niversity HRD  
itestnxturo  arid  the U niversity-
ntostryCoSaboiditoo

National culture Moderating The famikanty wilh tho basic 
cha'actenstes o f the prevaiing 
national cultural dimensens rLevant 
to Seartvng in organizabons

Section 1-2 
Q uestions M 4

Human Capital
Development
Needs

Moderating Tho perceived Importance of 
nabonaf considerations (priority 
developmental) concerns that tho 
university needs to lector m 
busxiess planning (or the country's 
human resources

Section 1-3 
Q uestions 1-16

itfio th is is  5: i
(Mvere/fy's respryw /vew ss 

B the institu tiona l context 
noderates the re la tionsh ip  
txtween the U niversity Industry

HRD Value 
Base

Moderating Preferred national concoms upon 
which HE in Kenya is anchored to 
which msbtubons ol higher learning 
must help to achieve m the country

Sections 1-2.14 
Q uestions 1-9

Cctobcratm and U niversity  
p u km u xe

insvtutional
characteristics

Modorabng The porcorvod state of tho macro 
envronmontaf corvjtbons for HE in 
Kcny3 withm tho conbnuum of 
stability and turbulence of the 
environment

Section 1-3.1-5 
Q uestions 1-20

Bottom Ime 
Performance

Oepcndont Indicators o f measuiabio objective / 
Quantitative performance of tho 
university

Soction 1-7 
Q uestions 1-14

Readiness for 
Change

Dependent Indicators of qualitative dimensions 
o l performance associated with 
organizational culture rcsulbng from 
change activities

Section 1-8 
Q uestions M 2

Source: Author, 2012.
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• gl'cslinR for Reliability and Validity
E L e  arc two methods o f testing the reliability o f research instruments that were used in this 

RLjfy; tests for equivalence (consistency o f the results by different investigators or similar tests at 

jjgsanK time) and Internal consistency (the measurement of the concept is consistent in all parts 

0ftbe test), l est o f equivalence was ensured through questionnaire pretesting with a sample of 

jpjfaiicallv equivalent respondents not participating in the study. The questionnaire was pretested 

ijpough officers in the offices for coordination o f  programs and heads of departments and some 

^ s te re d  doctoral students in the school o f business o f the University o f Nairobi. Fditorial 

jjjycs were addressed and the structure of questions as well as the overall design of the 

questionnaire. As a result, some questions that were duplicated were deleted from the original 

questionnaire thus reducing the number o f questions from 210 to 185. The version of the 

questionnaire administered for the field survey contained the 185 items in all the four variables 

being measured.

Internal consistency o f the research instrument was measured through the Coefficient Alpha 

According to Nachmias and Nachmias (2004), CTonhach alpha is used to measure the reliability 

of a research in which a likert scale with multiple answers is used to collect data, This research 

adopted the likert type scale as the instrument for data gathering. I he reliability o f  the instrument 

was computed from the composite indices of all the 4 variables used in the study. Fach index 

was computed as the harmonic mean obtained from all the respondents answering each part of 

the questionnaire.

Validity in research is concerned with whether a research is measuring what is intended for 

measurement It arises due to the fact that measurements in social sciences arc indirect 

(Nachmias & Nnclunias, 2004).Three kinds of validity were considered relevant for this 

i*search: face validity, sampling validity and constnict validity. Face validity dealt with the 

mseurchcr's subjective evaluation o f the validity o f the measuring instrument, and so the extent 

K> which the researcher believed the instrument was appropriate. The current research relied on 

P*trumcnts developed in oilier related studies, as well as concepts generated from a broad range 

uf appropriate literature (see Table 3.1). Sampling validity deals with whether a given population 

; ** adequately sampled by the measuring instrument so as to answer the question **do the 

’Ptostions. statements or indicators adequately represent the property being measured?" The

101



top  main types of variables. Construct validity was ensured through the Operationalization of 

iiont*5- Th® variables in the study were operationalized to reflect the theoretical assumptions that 

underpinned the conceptual framework for the study.

3.9 Data Analysis
Descriptive statistics were calculated to describe the main characteristics of the population under 

jiudy using the mean and the standard deviation for each item in the questionnaire. Correlation 

coefficients were computed and cross tabulated to determine the relationship amongst variables, 

parameter estimation and strength of relationships was determined by multivariate analysis. 

Correlation coefficients were computed to test hypotheses 1-3. A series o f Regression analyses 

were employed to lest hypotheses 4 and 5. To facilitate the test o f the hypotheses, an index for 

each variable was constructed for all the universities participating in the study. The adopted 

approach for the computation o f this index relied on the Harmonic Mean. According to Gupta 

(2008). the Harmonic Mean is based on the reciprocals of numbers averaged, and is defined as 

the reciprocal of the arithmetic mean of the reciprocals of the individual observations. The 

respective formula for the computation o f the various Variable Indices is shown below:

University HRD Infrastructure. University Performance. University-Industry 

Collaboration and Responsiveness to the Institutional Context.

Total Number of Components that comprised the specific Variable. 

n= Total Number of Respondents who res|>ondcd to the respective section of the 

Questionnaire.

Xi-Pcrcentage Mean Score lor each Component for each organization, computed as a ratio 

of the Actual score to the Maximum possible score on the statements for each Variable. 

W,«The Relative Weight given to each Component in a particular Variable

Source: G upta, (2008) and adapted for this study.

W here:

Ci Composite Index for Variable i. The variables for which indices were computed arc
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3.2: Sum m ary o f Tests of Hypotheses for Mach Research Objective

ECTIVE

i f f i f r i c r n  u o ^C T IV E  1
tho relations*?

J L qWSWOws
mat constitute 

idrastructi. re for 
J J ^ b w  in Kenya

OBJECTIVE 2
Todetermne the relationship 
between fie  University HRD 
tnt-atfucture and Univorsily- 
WJusbyCollaborabon

[  RESEARCH OBJECTIVE 3
Todetemir.e the influence of 
fteUnwersity-lndustry 
Cobboratan on tho strength 
^  the relationship between 
the HRD Infrastructure and 
Ufw» 5ity Performance

HYPOTHESIS

H ypo tho tls  1,:
There is a relationship totween 
the organizational development 
needs identified by the 
Universities and the organizational 
learning onentabon, HRD 
practices and values 
H ypothesis 1»;
There is a relationship between 
the prevailing organizational 
learning orientation adopted by 
Universities and the HRD values 
they have embraced.
H ypothesis 1c:
There is a relabonsfiip between
the HRD values and tho HRD
practices adopted by tho
Universities
Hypothesis V
There is a relationship between
tho Universities' organizational
teaming orientation and thar HRO
practices.

H ypothesis 2;
University HRD Infrastructure has 
flfc jcnce  on University-Industry 
Collaboration

H ypothosis 3:
University-Industry Collaboration 
mediates the relationship between 
university HRD Infrastructure and 
University Performance

TYPE O f ANALYSIS

Correlation Analysis- 
Pearson Correlation 
coe ffic ien t!r)

Pearson C orrelation 
coeffic ien t(r)

Two regression analysis
models
Model 1:
Y = J}0| + t  X + e t.

M odel 2:
Y -  p . • t*  X  ♦ P M  ♦ c ,, 
where
Y is the Performance,
X is the independent variable 
{HRD Infrastructure), M is 
tho mediator, t  codes tho 
relatonship between HRD 
and Performance in the first 
equation, t*  is the coefficient 
relating the HRD to the 
Performance adjusted tar the

INTERPRETATION OF
RESULTS________  _
franges horn ♦ 1 to -1 rvalues 
o f 0 7 or above show strong 
correlation wMe those below 
0  3 show weak correlation 
Measurement of effect as: 
r *±  01 represent a smal 
effoct
r =10 3 represent a medium 
effect
r =±05 represonl a large effect 
(Andy. 2005)

r ranges from * f l o - 1. rvalues 
o f 0 7  or above show strong 
correlation while those betow 
0.3 show weak correlation 
Measurement of effect a9. 
r - t  0 1 represent a sm al 
effect
r  =±0 3 represent a medrum 
effect
r *±0 5 represent a large sheet
R*
(x) is the nonmodiatad or direct 
effect
(x  - 1')  «s the mediated cc 
indirect effect
tf foe treatment coefficient (x1) 
is zero whon the mediator is 
included in Iho model, thon tho 
relabonship is onteely mediated 
by the mediating variable 
H. however, the absolute size 
of the direct cffoct between the 
independent variable and the 
dependent variabto is reduced 
after controbng for foe 
mediator variable, but the direct 
effect is sbll significantly
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effects of Iho mediator. c ,
and c ; code unoxpfavwd 
vanabftty, and the intercepts 
arePoi and

different from zero. the 
mediation effect is s»d to be 
partial
(MacKnnon et al ,1995)

P 02-

L ^ K S C H  OBJECTIVE 4
^ S a rm t'e  the influence of

Universities' 
W L & e t*S S  to institutional 

on the le n g th  of tho
^gonship between
\ jx r r *1 HRD infrastructure 
^  University Industry

H ypothesis 4:
The U n ivers ity 's  responsiveness to 
the  institu tiona l context m oderates 
the re la tionsh ip  between the 
U n iversity HRD infrastructure  and 
tho U niversity-Industry
C ollaboration

Two Mulbpio regression
models
Model f :
Y-effcxt.,. P.x.-s,
whoro
Y-Perform ance 
a  in te rce p t of the Ime 
X ,...X ,= regression  
coelfioenls
p , ft, gradient or the slope

R>
Change in iho Beta coefficient 
when the moderator 'variable «s 
introduced n to  the relationship 
between preddor vanabte and 
Performance

RESEARCH OBJECTIVE 5
To determine the rhuence of 
w  Uruversbes'
njponsivencii to institutional 
grunts  on the strength of the 
fljrtc rsh p  between
Unwersity Industry
ColaboratKin and University 
Mxnwoce

H ypothesis 5:
T lie  U niversity’s responsiveness to 
the Institu tiona l context m oderates 
tho re la tionsh ip  between the 
U niversity Industry C ollaboration 
and U niversity perform ance

Model 2:
Y * b + ( 1 X + tM *
ijX M  f  e
Where:
p the e ffod of tho predictor 
variable when Moderator 
variable ts zero 
r  -  the effect of tho 
Moderator variable when the
prodclcr variable is zero 
t| how much tho e ffo rt of 
predictor variable changes 
as the Moderator variable 
goes from 0 to 1

Source: Author, 2011

3.10 ("outrolling For M ulticollinrarity and Auto Correlation

To test the hypotheses using the regression analysis, the study ensured that the basic conditions 

for the application and interpretation o f the results were complied with. I he use o f regression 

analysis assumes that the data is normally distributed and that there is independence of errors. It 

"'as necessary to control for mullicollincarity and autocorrelation.

The research controlled for autocorrelation using the approach provided by Levine ct.al (2008) 

approuch requires the computation of the Durbin-Watson statistic (D) which measures the 

R e la tio n  between each residual and the residual for the time period immediately preceding the 

one of interest. When the successive residuals positively autocorrelate, the value o f D approaches 

0- If the residuals are not auto correlated the value of D will be close to 2. If there is a negative
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lation. D will be greater than 2 and could approach its maximum value o f 4. For each of 

tests performed, the study carried out a test for the autocorrelation and the value of D

jrfen**
the results

ted according to this criterion to determine whether autocorrelation could be invalidating

concept of muhicollinearily is based on the basic assumption that in regression modeling the 

^ p e n d e n t variables in the model arc not linearly related, lhe existence o f a linear relationship 

some o f the independent variables is called multicollincarity (Wang. 19%) which affects 

,hc stability o f the parameter estimates calculated in multiple regression and discriminant 

analysis models. The study relied on the approach provided by Bowerman and O ’Connell 

(|Q90). Myers (1990) and Andy (2005) to control for multicollincarity. Accordingly, the study 

computed the Variance Inflation Factor (VII ) and the Tolerance Statistic which indicate whether 

a predictor has a strong linear relationship with the other prcdictor(s). For the VIF, a value 

greater than 10 is a good value at which to worry while values substantially greater than 1 imply 

that muhicollinearily may he biasing the regression model. The Tolerance Statistic is computed 

as the reciprocal o f the VIF (1/V1F). Tolerance Statistics values below 0.1 indicate a serious 

probl. ;m while those below 0.2 indicate a potential problem. I he test of hypotheses 3. 4 and 5 

were accompanied by a computation o f VIF score and the results interpreted according to this 

criterion.

3.11 Controlling fo r Type I and Type II Errors
Empirical research may be affected by the wrong interpretation arising out o f the testing of 

hypotheses due to the influence o f  type 1 and type 11 errors. Type I error in research occurs 

when the null hypothesis is rejected when infact the null is true. Type II error on the other hand 

occurs when die researcher accepts a false null hypothesis when they should have rejected it 

(Zikmund, 2003; Nachmias & Nachmias. 2004; Cooper & Schindler, 2006). Scholars agree that 

*1*  type I errors are considered more serious tlnui die type II errors and that reducing the 

probability of a type II error increases the probability o f  a type I error (Cooper & Schindler, 

2006)
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j 0 control this type 1 error, researchers and statisticians agree that it lurgely depends on the 

kvel o f statistical significance that the researcher has set up for testing the hypotheses. The 

Epvcntional levels arc p<0.00l. p<0.01 and p<0.05 (Nachmias & Nachmias, 2004). I he various 

jjypotheses tested by this research were tested within the threshold o f the conventional 

jjgnillcancc levels to ensure that the probability o f  committing this type 1 error was very low and 

(jiai practical decisions made out o f the recommendations o f the tested hypotheses stand a 

relative low chance o f being misleading.

Zikmund (2003) suggested that the type II error is addressed through the sample size by ensuring 

that the sample size is relatively large. This study obtained data from a population estimated at 

300 respondents. While statisticians agree that a sample size o f  30 respondents is the cut off 

point for determining whether the sample is large, this study increased the targeted sample size to 

!70 to whom questionnaires were distributed. The actual response was from 130 respondents 

which is considered relatively large to control for the chances o f  committing type II error. A 

number o f scholars have used a similar approach to control for the type II error (Muathe. 2010).

3.12 Summ ary of C hapter Three

The contents o f  this chapter Itave provided a comprehensive description on the methodology 

applied by this research to enhancing the existing level o f research. The chapter contents detail 

how the current level o f  knowledge in the relevant field o f  study o f 11RD will be moved forward 

through generation of new knowledge. The chapter contents have managed to connect between 

what exists and the focus o f  the future direction by presenting objectives tltat are matched with 

research hypotheses. In addition, the type o f data required, methods o f analysis, interpretation 

«>d reporting have been discussed. The chapter findings now lay the ground for the research to 

repott on how this study moves the current level o f knowledge to a new frontier.



C HAPTER FOUR

FINDINGS: DESCRIPTIVE STATISTICS

4 j introduction
This chapter presents the results of the field data collected. The data was collected between the 

jnonth of May and July 2011. I he study targeted 180 respondents from 19 universities in Kenya, 

jhe field data presented in this chapter was obtained from 16 universities representing 84 % 

^ycccss rate from the participating universities and 130 respondents representing 72% success 

pile on the part o f  the respondents. A total o f  180 questionnaires were distributed to identifiable 

respondent offices in th e l6 universities out o f which 50 did not respond. While most scholars do 

oot seem to agree on the acceptable level o f  response rate to form the basis for data analysis, 

Nlachmias and Nachmias (2004) have pointed out that survey researches face a challenge of low- 

response rate that rarely goes above 50%. Accordingly, they suggest that a response rate o f 50% 

and above is satisfactory and represents a good basis for data analysis. I his study was a 

descriptive survey in design, and the response rate registered is interpreted using this simple rule 

of response rate that is higher than 50% o f  the targeted sample size for the study.

4.2 Reliability of Research Instrum ent
The research tested the reliability o f the research instrument by computing the cronhach alpha 

score for each variable measured. The research instrument measured four variables each with 

differing number o f items to measure the variable. The results o f the reliability lest are shown in 

the table below:

Table 4.1: Test of Reliability of the Questionnaires

Questionnaire section .Number of Questionnaire 
items

Alpha score Comment

institutional context 55 0.9396 Reliable
iiKfMnfrastructure 68 0.7970 Reliable

Collaboration 36 0.9489 Reliable
University Performance 26 0.9819 Reliable
ii^ ra ll Reliability Coefficient 185 0.9617 Reliable

Source: Survey Data, 2012

107

y



ig  to the data obtained from the survey, the reliability score measured through the 

efficien t alpha score was 0.9617. This reliability score obtained indicates the degree to which 

00 finding* o f a research are internally consistent and free from error (Mulholtra, 1996).

I '^cording to Malhoira (1996) Coefficient Alpha varies from 0 to 1 and a value o f 0.6 or less 

ggjKrally indicates unsatisfactory internal consistency reliability whereas those scores o f 0.6 and 

^ove indicate high levels o f internal consistency reliability of the instrument. 1 he reliability of 

ilv instrument used for this research thus stands at approximately 96%.

4_t Biodata of the Respondent Universities
The data presented was obtained from 16 universities operating in Kenya in both the public and 

private category, from  each university, data was obtained from respondents in the categories of 

members of academic and administrative staff. The summary of the profiles o f the universities 

and respective set o f respondents is presented in table 4.2. The table shows the frequency of the 

different types o f respondent categories from the participating universities as well as their 

biographic data on the years o f  experience, level o f administrative responsibility and the category 

of respondent. The data is obtained from a relatively diverse range o f respondents in terms of 

academic backgrounds, administrative levels and years o f experience considered suitable to 

reflect in the kind of input they account l'or through their responses.
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WcsPon,,cn,s’
Percent of

Eipcctcd Total Response
^_a*l«s»lin« l "IvenitV Respondents Frequency Respondents Rale (%)

27 20 154 74

||B» TJKLAT
15 9 6.9 60
15 13 10.0 86

tOERTON 13 6 46 46
I MO* 13 2 1.5 23
HASENO 10 7 5.4 70
tfMLSI 10 5 J.8 50

lOBAB 10 8 62 80
cdea 15 10 7.7 67
daystar 12 10 7.7 83
sc o n 05 5 3.8 100
B ia x a k 10 8 62 80
STrAIHMORE 10 7 54 70
klRIKI 05 5 3.1 100
ST PAUL’S 12 9 69 75
kemu 12 7 54 58

ISO 130 1000 73
IDlitribulinn of respondents by Administrative

Frequency Percent
ID V.C 5 3.8
K egtorir II 8.5
I Dearv Director 29 22.3
I Head of Department 14 10.8
1 Administrator 8 6.2
I Dean of Students 7 5.4
I Placement Officer 3 2.3

Director of Linluige 3 2.3
I Director of Research 4 3.1
Other 45 34.6
Total 129 99.2

I Missing System 1 8
I Total 130 100.0
1 Diitribution of Respondents bv Administrative
1 Category Frequency Percent
1 Administrator 29 22.3
I School Head 

Boundary Spanner 
I Total

67
34

51.5
26.2

130 100.0
1 Frequency of the Respondents Duration in the
1 C um in  position Frequency Percent
10-2 Years 44 33.8
2-4 Years 

14-6 Years
25 19.2

|6-7 Years 20 15.4

Over 8 Years 12 9.2
Total 20 15.4
Missing system 121 93.1
Total 9 6.9

130 m oo

109
Source: S urvey Dsitu, 2012



4 4 Orsan '/ a , ' on:** KesPonscs to the Institutional Context
E j  section of the questionnaire had items that required respondents to show how die 

gnjversitics have responded to the contexts o f die universities in Kenya. Since the study was 

Interested in understanding the relationship between a concept that is an integral part o f this 

Kjlflgunition, four main variables were included in the questionnaire for the respondents to 

express their opinions on how the management o f  each university has responded. Thus the main 

variables considered in this section were Responsiveness to the National Culture, Human Capital 

Needs. Human Resource Development Value base and the Institutional Environment 

C ta n .«  ristics. The responses on each area .ire shown and discussed in the four sections o f  this 

part of the chapter.

4.4.1 Universities’ Responsiveness to National Culture
This section o f the questionnaire measured how the participating universities have responded to 

the national culture o f the Kenyan context in which they operate. Respondents were required to 

express their opinions through an attitude measurement scale with a scale ranging from 1 to 5. 

Ihis section o f the questionnaire targeted respondents in the categories o f the deans and 

administrators. In total, the section was responded to by 96 o f the respondents. The mean score 

foi each item in the respective section o f  the questionnaire was computed and the accompanying 

measure of standard deviation. Ihe results presenting the descriptive statistics on the items 

measuring responsiveness to national culture arc shown in Table 4.3.
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f*l>,c 4J  Descriptive Statistics on Universities' Responsiveness to Nutiouul Culture

g0,|v«act« To:- N Minimum M axim um , , , Mean
Sid.

Deviation
w<! consistency

L*ew sw '« *ss » ,hc * * * * *
lying In planning ahead

a acrwn5 in flucncc based on ooc* ̂ ility a*1'1 
B gfen iion  te society

gruup loyalty even U*individual
-S ta ffe r
'cu ttu f'- of children liking pride in accomplishments of

95
95
9f>

95

%

1.00 
1 00 
1.00 

100 

1.00

500
500
500

500

500

316 00 
JOS 00 
373 00

335.00 

305 00

3 3263 
3 2421 
3 8854

3 5263 

3 1771

1.01523
XU550 

1 03486

109973 

1 16975

95 100 500 32400 34105 1 04672
« rfn f teen aged students In strive lot

ê mkx,iiy improved performance
yjpd people lead highly structural lives with fewer
uoespcctcd cvctitv
f^ is io n  of sufficient work information fur citiecm to
^o^mpcctationv

96

1 00 

too

500

.5.00

378 (X) 

315.00

3.9375

3.2813

1 01372 

1.09259

% too 500 342 00 3 5625 1 13149

Rmk «nd position attracting special privileges 96 too 5.00 .17000 3.8542 1.17857
gepK ivi on live importance of being accepted by Other 

—1 rtf work croup % 100 5 00 361 00 3 7601 85526

People being tolerant of mistaken
Valuing group cohesion more than unlivMluaiism

%
96 i 

i 500
500

272.00
347.00

28333
16146

1 04294 
1 10853

Aggregate Scores
•wli-1 n (listw uc) 93

4373.00 3.4931 1.OS270

Source: Survey Dal*. 2012.

The overall aggregate mean score for this section stands at 3.4931 and u standard deviation of 

1.05270. These scores show that the perceptions of the respondents on how the universities have 

tesponded to the country’s national culture within the universities is one just slightly above the 

level of indifference. However, six o f the items have been well responded to as the mean scores 

rounded off to the nearest w hole number may come close to 4 indicating that respondents agree 

that the universities have adequately responded. O f particular concern is the mean score on the 

item measuring tolerance to mistakes with a mean score o f 2.8 and a relatively low standard 

deviation of 1.04. Seven o f the areas have been well responded to that covered responsiveness to 

planning ahead, ones influence being based on ability and contribution to society, encouraging 

to pursue continuous improvement, provision o f information to remove uncertainty, 

rank and position attracting special privileges, importance of being accepted by others and 

valuing group cohesion. Ihcse areas that have been highly responded to seem to depict key- 

defining characteristics of the country’s national culture. Most of the items included in this 

fostrunient were obtained from those of the research by Hofstede (1985) and House et. al (2004) 

m which most African countries are expected to lie within a high score in terms o f collectivism
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low in uncertainty avoidance. Much more recent approaches have introduced another 

r  f R g g sjo n  with regard to future orientation in which the universities appear to have well 

“ H e d  to judging from the scores on the item on success lying in planning ahead (x*3.885J. 

id * 1-03486.).

j.4.2 Universities’ Responsiveness to Human Capital Needs
jive statements in this part o f the questionnaire measured the responsiveness by universities to 

^  prevailing human capital development needs of the country. The instrument measured the 

responsiveness in a scale ranging from 1-5. The results are shown in Table 4.4.

I able 4.4 Descriptive Statistics on Universities' Responsiveness to Hum an Capital Needs

- Std.
K(\|lOn5l>Hltll 10. il Minimum M aiimum Sum Mean Deviation

■^hievrnuv.1 oflheMiXh 96 1.00 5.00 318 00 3 3125 8861()
Often"*' lifelong learning and education opportunities 
■ Kenya
Supporting innovative research lor sustainable 
development

96 100 5 00 183 00 3 9896 91185

96 2.00 5.00 364 00 3.7917 .91939
Building ■ strong science ami technology haw 96 1 00 5.00 354 00 36875 1 12683
Unking ILE to workforce needs in the industry 91 2.00 5.00 363.00 3.8617 91111
Producing globally competitive human resoutcc* 90 2.00 500 386 00 4 0208 91742
Providing opportunities for all Kenyans to participate 
in notional development 96 200 5.00 171.00 3.8616 .94724
Curbing emigration of human cupital 96 1.00 5.00 28000 2.9167 1 17578
Coping with increasing challenges 96 2.00 5.00 332.00 3.4583 9724J
Meed lor industrialisation ui line with vision 20.10 96 1 00 500 137 00 3 5101 1 03611
Developing an adaptive liumon resource base for an 
bdaWiali/ing economy 96 100 5 00 34300 3 5729 1 09299
Enhancing collaboration between the industry and 
taming institutions 96 1.00 5.00 36200 3 7708 1 01025
Providing globally competitive lughci education 96 200 500 400.00 4 1667 81660
Providing training and research ro Kenyan citizen* for 
development 96 2.00 5.00 380 00 39583 92812
Dutlding a globally competitive and prosperous Kenya 96 1 00 500 372 Oft 3 8750 95422
Aggregate mean score* 
Valid Nlliitwivc) •*

5.U5.00 3.717| .97462

Source: Survey Data. 2012.

As demonstrated in table 4.4, the aggregate mean score for the statements is 3.7171 and the 

•tondord deviation 0.97462 which indicate that in terms o f the scale used, universities can 

generally be said to have highly responded to the country’s human capital development needs. 

, Most of the statements have a mean score that ranks close to or slightly above the level o f high 

TOponse o f 4. However, it is noticeable from the contents of table 4.4 that two of the items 

^ t e d  relatively low. namely attainment of the millennium development goals (x=3.3125, 

|  .88630) and curbing the emigration of human capital (x -  2 9167; s.d 1.17578). lhose items
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H Lrfitg the highest in response slightly above 4 are on the areas o f producing globally 

^ p e ti t iv e  human resources and providing globally competitive higher education. This 

Kppgrcd against the score for the statement on curbing emigration o f human capital may lead to 

f  ̂  fizzling question as to whether the aspect of brain drain is considered a real problem by 

fljanagers and scholars in the higher education industry in Kenya. Theoretically, some scholars 

P^tave presented this as a major point of concern that universities in developing countries need to 

gjdftss iKiamba. 2005).

While this finding confirms some o f the points identified in the liternrure with regard to the 

possible set o f human capital development needs in the country, it also presents u contrast on 

jome of the needs that would have been expected to rate relatively high. The theory had 

identified areas such as the need for curbing emigration o f human capital (brain drain), and the 

Pursuit o f the Millennium Development Goals (The Report of die National Conference on 

Education and Training, 2003; Kiambu. 2005; KKSSP. 2005; Vision 2030. 2007; Pillay et.al, 

2003; Bcardwcll & Holden, 1997; Al-Dosary et.al, 2006; Sporn, 1999; Albutch & Davis, 1999). 

In this study, they register relatively lower mean scores as compared to the other items in the 

scale. This may he explained through the mean scores obtained on the areas o f  providing 

global I y competitive higher education and producing globally competitive human resources that 

have registered relatively high mean scores sending the message thnt globalization is more 

preferred by the universities and that the issue o f brain drain could be on the converse a good 

sign of the international quality o f  their graduates and educational programs.

M.3 Universities’ Responsiveness (o the C ountry’s Human Resource Development Value 
Base

This section o f the questionnaire was to provide information on the general situation on the basic 

philosophy that provides the basis for the nation’s value base for education that will inform 

national human resource development. Ihe study generated 9 items that were presented to 

rcspondenis to express rheir opinions in a scale o f 1-5 ranging from not important at all to most 

•roportam. The respondents were required to indicate the degree o f responsiveness in terms o f the 

Perceived importance o f the items in the questionnaire as priority developmental concerns for the 

COUntr>. The section o f  the questionnaire was responded to by those in the category o f deans.
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ry span roles and the administrators. The results on the scores for each statement arc 

uted in Table 4.5.

fable T5: Descriptive Statistics on Universities* Responsiveness to the C ountry’s HRI)

Value base

. . .  importance of:- N Minimum MMlmu.il Sum Mean
Sid.

Deviation
1—— (ducation wtth work 101 too son •127 00 4.2277 82318

professional Development beyond ihe 101 1.00 500 428 00 •1 2376 .80185
j  the influence ol technology 101 1.00 500 •121 00 4 1681 82546
1 U.i__ilntwHyarioti o f Ihe cumculum 101 1.00 5.00 415.00 4 1089 85908
I sblU’f  H I  B"al'  f,oni uwHi-culiurtl to economic 101 100 500 104 00 1 00*10 92716
L tP IH
I BoOdNl k lo w M p  o*8*o economy 101 too 500 ■117.00 4 1287 83263
I tnuning is an investment for the future 101 1.00 5.00 422.00 « 1782 .74022
1 as the primary means for presen in* .md
1 amusing the nation'* human capital 101 1 00 500 MS 00 4.4059 .72358
I Mutation » the means for ensuring workforce
I oW cU-ikc and national competitiveness 101 1.00 500 440 00 1 3564 .74275

I 40r*81,c S eom M l 9.00 4.20IJ .81030
I Valid N(listvtise) 101

Some*: Survey Data. 2012.

The study found that the universities have highly responded to the country’s human resource 

development value base. The aggregate mean score shows that the responsiveness is above the 

, level of important (x=4.20I3; s.d 0 8103(f). The highest ranked items in this section touched on 

considering education as the primary means for preserving and increasing the nation's human 

capital (x=4.4059, sd=0 72339); education as the means for ensuring workforce competence and 

national competitiveness (.t 4.3564, s.d 0.74275); continuing professional development beyond 

the bachelors degree (x=4.2376, s.d=0.80I85) and linking education with work (x ̂ 4.2277; 

i-d-0.823/8). This finding may be confirming some o f the latest moves undertaken by the 

universities in which they have opened and expanded doors to give access to more learners 

through more flexible modes o f  study.

Even though it had been argued by the theory that Kenya does not have a well articulated set o f 

Philosophy to guide the HRD Value base (Eshiwani, 2009). the relatively high response by the 

^ ^ g e r s  participating in the research shows that there is a well formed idea as to what HF 

Plication in Kenya should achieve as iui aspect of its National Human Resource Development 

fhesc findings on the aspect o f the value base send a strong message towards the understanding
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^ L p  systems in Kenya. The study had observed that HRD systems in most developing

could*
es have not been well studied and documented. One theoretical observation that leads

cf
u
p*ards understanding of the 1IRD situation in Kenya from the HRD value base arises from 

^  observations o f Cox et.al. (2005) who pointed that the study of HRD within national contexts 

been approached from a comparative practices and national policy perspectives. McLean and 

^L ean 's  (2001) approach to 11KD based on these two perspectives identified two dimensions in 

^juch national definitions o f  HRD seem to vary: the scope o f activities and the perceived 

fv-icliciarics o f  activities. I he scope o f activities range from solely focusing on training to the 

illusion of activities such as career development, organization development, process 

improvement, social development and manpower planning. The Perceived beneficiaries of 

activities include the individual, group/tcam. work process, organization, community and nation. 

From the set o f items and responses obtained, a clear picture emerges as to the range o f activities 

considered important for HRD in Kenya, the justification lor the same and the implied set of 

stakeholders likely to benefit.

4.4.4 Universities' Responsiveness to the Institutional Characteristics
The statements in this section sought to measure responsiveness to die conditions o f the macro

economic conditions of the environment for HE in Kenya. The theory presented one o f the issues 

that managers have to pay attention in this context as the real as well as the perceived degree of 

uncertainty in the context o f the work of universities in Kenya. I he theoretical argument from 

the organization theory literature was that this understanding guides in the system organizations 

configure their basic infrastructures for doing work to facilitate value creation. The items in this 

pan of the questionnaire focused on the level of turbulence in the industry for higher education 

and was measured in a scale from 1-5 from no response at all to very high response. Table 4.6 

presents the results.
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r*M‘-4.6 Descriptive Statistics on Universities' Responsiveness to the Institutional

f l-p o n s b e n c*4 T o :- N M in im u m M a x im u m Sum M ean
Sid.

Dev in  l io n

r a p i d l y  changing customer preferences 
L ,  frequency o f  customers look ing  fo r new 
L « n i  a ll the lim e
I C i l f i r — ** u f  a 'c r y  price sensitive market

100

101

1.00 

1 00

5.00

5.00

380.00 

394 00

3.8000

3.9010

,82878

.83072

101 1.00 5 00 361 00 3 5743 .90916
n o tify  changing set o f  needs o f  learners from  
jhose o f  previous learners 90 1.00 5.00 369.00 3.7273 .79306

T V  degree o f  unpred ictab ility  in  the m arket for
H-E
The degree o f  rapid change in technology in the
industry
H0w d ifficu lt it is to  pred ict where the technology 
w ill be in the next 2-3 years

100 1 00 5.00 345.00 3.4500 .79614

100 1.00 5.00 384.00 3.8400 80050

101 1.00 5.00 337 00 3.3366 .95160

C u t th ro a t  com petition in th is industry 101 1.00 5 00 366 00 3 6238 .96800
p ro m o tio n a l wars in the industry 
R ela tiv e  ease in wh ich  programs arc easily 
matched by others
Frequency in  wh ich  new com petitive moves ore 
experienced almost every day

101
101

100

1.00
1.00

1.00

5.00

5.00

5.00

343.00 

348 00

146.00

33960

3.4455

3.4600

1.03033

98463

.91475

The pressure from  g loba liza tion  mid com petition 
Declining state funds

101
100

2.00
1.00

5.00
5.00

369.(8)
352.00

3.6535
3.5200

.94272
1.05868

Increasing, demand fo r a un ivers ity  degree 100 1.00 5.00 401.00 4.0100 1.04924
Emergence o f  a learning society u> Kenya 100 1.00 5.00 423 00 4.2300 87450
Extent o f  enforcement o f  patents and copyrights 
protection 101 1.00 5,00 368.00 3.6436 1.05436

The volatile p o litica l am) economic conditions in 
the country 101 1 00 5.00 340 00 3 3661 .95627
Aggregate scores 
Valid N  ( lis t w ise) 94

6226.00 3.4198 .92609

Source: Survey Data, 2011
Hie aggregate mean score o f 3.4198 and standard deviation of 0.92609 shows that the managers 

are of the opinion that universities have moderately responded to the institutional context 

characteristics. The standard deviation is relatively low compared to those o f other items in the 

part of the questionnaire. The organization theory literature justifies this observation tlirough the 

argument that managers form cognitions about the context and select those elements o f the 

external environment they will respond to. The most highly responded to items arc the

emergence of a learning society (x 4.230, s.d 0 87450). increasing demand for a university 

degree (x=4OI0. \  <1-1.04924), frequency o f  customers looking for new programs (x~3.46. 

s <l *0.9147), rapid change in tcclmology in the industry (a 3.8400. s.d=0.80050), and the 

ptaiigmg nature o f learners needs from those of previous learners (xm3.7273, s d  0 79306).
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jhis Bioy 'n( '̂cate that these areas constitute the institutional context elements managers have 

Ifattoed cognitions about and have selected as relevant for responsiveness in order to configure 

iheir internal structures for value creation. The universities have moderately responded to the 

^mnnds o f a price sensitive market, unpredictability in the market for H.F., difficulties in 

■ j$cting where the technology will be in the next 2-3 years, promotional wars in the industry, 

relative case of imitation by others, the degree o f volatility in politics and economic conditions in 

the country .

The theory had offered an appropriate argument that may explain this situation o f this finding 

using the work of Nadkami and Barr. (2008), Dclmas and Offcl, (2008) and Zigarmi, et.al, 

(2(KW)- They indicated that the managers develop cognitions o f the context based on two 

approaches and argued that the cognitions influence strategic behavior o f  organizations through 

the choices that managers make. Using this line of reasoning, it may be argued that the 

respondent managers in this case have developed strong cognitions o f the items touching on 

changing customer preferences and so the demand for new programs, changing customers' 

needs, change in technology pressure from globalization, demand for a university degree driven 

by the emergence o f a learning society in Kenya.

4.5 Universities’ Responses on the 11RD Infrastructure
rhis section o f the qucstioimairc addressed areas that constitute the I1RD infrastructure for 

universities in Kenya from the background that it has not been studied and so is less understood. 

The study employed assertions from the strategic human resource development and management 

literature that support the argument that HRD grows out of an organization’s strategy that 

becomes the basis for the organizational development needs that need to be satisfied for the 

present and future growth o f each university. Change was presented as a key element o f this 

process in line with the expected role o f  1IRM in managing strategic change. Ihe research 

tlwrcfore developed items drawn from the strategic HRM and HRD fields for managing strategic 

changc and identified four main areas along which respondents were required to respond in a 5- 

Point likerl type scale with regard to the degree o f importance o f each item, Ihe areas art- 

organization developmental needs, organizational learning culture. IIRL) Values and Practices. 

The results o f responses analyzed are presented in the four subsections o f  this part o f the chapter.
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^$.1 Responses on Universities’ Organizational Development Needs
E g  organisation development needs emerging from the strategy being pursued by an

I  flJgani/aI*on was ingned to form the basis for the HRD Infrastructure for organizations in the HF

/
T L jjto r-  The questionnaire had 13 items to be responded to by the senior administrators and 

jean^directors o f schools. The results are shown in table 4.7. 1 lie overall mean score for the 

m o ments on the HRD Infrastructure stood .it 3.9533 and the standard deviation at 0.98795. The 

overall picture is that these universities seem to have a clear understanding as to the priority 

Lggnization development areas that need to be addressed in order to sustain their current and 

future growth prospects. This is evident from the individual item mean scores that arc either at or 

dose to the level o f important standing at 4. The areas that have emerged us o f importance arc 

creative thinking about the future, quality and continuous improvement, high level of 

professionalism, building professional intellect among employees, high level o f education, 

developing ability to adapt to changing circumstances, ability to manage relationships with 

internal and external customers, being the employer o f choice, being a world class university, 

undertaking marketable research and developing programs that lead to the development o f  a 

knowledge based economy.

Table 4.7: Descriptive Statistics oil Universities' Organizational Development Needs

The im portance o f: N M in . M ax. Sum M ean
Sid.

D eviation
% 1.00 5.00 353.00 3.4950 1.05474

96 1.00 5.00 367.00 3.8229 .95140

96 1 00 5.00 332.00 4.0000 ,92394

96 1.00 5 00 386 00 4.0208 .88233
96 1.00 5.00 385.00 4.0104 .96785
96 1 00 5.00 383.00 3.9896 .99995
96 1.00 5.00 381.00 3.96X8 1.00998

96 1.00 5 0 0 380 00 3.9583 .99384

96 100 5.00 380 00 3.9583 1 04546

96 1.00 5 0 0 405.00 4.2632 .96987
96 1.00 5.00 398 00 4.145* .97310
96 1.00 5.00 359 00 3.73% 1.09779

96 1.00 5.00 386.00 4.0208 .97310

4895.00 3.9533 .98795
67

the a b ility  o f  problem  so lv ing  among employees 
Creative th ink ing  about the future and contribution  o f  unique

Quality and continuous im provem ent

High level o f  professionalism

Building professional in te llect among employees 
High level o f  education

Ability  to team new sk ills  to  adopt to  changing circumstances
Ability  to manage relationships w ith  customers and between 
departments
Being the employer o f  choice fo r creative, innovative people 
® d  development focused employees 
Becoming a prestigious w o rld  class un ivers ity

Building un entrepreneurial un ivers ity  culture 
Undertaking marketable research 
Building a university whose programs lead to  the 
development o l a know ledge based economy
Aggregate scores
Valid N (Hstwisc)_________________________________________

Source: Survey Data. 2012.
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fau lts  o f this section on the items compare favorably with the findings on the area of 

K gjpnnsisenc-^ to national culture, human capital development needs and chosen value base for 

M p  for Kenya as reported under part 4.2 o f this chapter. One item however scored a mean 

rtluc ranging at the level of just relative importance. 1 he item is that on building the ability of 

p^blcm solving among employees (x~3.4950;s.d=l 05474), an aspect that might appear 

jjHjeking given that these are learning institutions where employee empowerment is expected to 

p ts u re  relatively highly. This may be presenting a relatively different scenario o f the prevailing 

situation in I IF institutions that may he inconsistent w ith the basic characteristics o f learning 

■Hems and organizations. The prominent scholars on this area underscore the role of 

participation in decision making and problem solving as key to sustaining learning organizations 

(Pedlcr. ct.al. 19%; Garvin, 1993).

1
4.5.2 Responses on Universities' O rganizational l earning C ulture
Under the HRD Infrastructure, the literature argued that a suitable organizational learning 

environment would he required to sustain strategic change. Thus, this section o f the 

questionnaire developed items that would measure the existence o f that environment in 

universities in Kenya. The statements were replicated from those reported by Brown (1998) and 

used the same approach in which respondents would give their opinions in a range o f definitely 

Use to definitely true. The section had 20 items for respondents to give opinions in a scale o f  1- 

5. Ihe results arc shown in table 4.8.



, 4.8: Descriptive Statistics on Universities' O rganizational Learning Culture.

:Of:- N M in . M ax. Sum Mean S id . Deviation
97 1.00 5.00 365.00 3.7629 1.11592
97 1.00 4.1.00 413.00 42577 4.11369
97 1.00 5(H) 179.00 3.9072 1 02146

97 too 5.00 171.00 3.8454 95022
97 1.00 3.00 345.00 3.5567 1.04052
97 1.00 5.00 367.00 3.7835 .99191
97 100 5.00 366.00 3.7732 1.02576

96 1.00 5.00 348.00 3.6250 1.11686

97 1 00 5.00 377 00 3.8866 1.02953
97 1.00 5.00 378 00 3.8969 .91838

97 1.00 5.00 386 00 3.9794 82890

97 100 5.00 373.00 3.8454 98256

97 1.00 5.00 353.00 3.6392 102251

97 1.00 5.00 356.00 3.6701 .95439

97 1.00 5.00 348 00 3.5876 97631

97 1.00 5.00 342.00 3.5258 1 04176
97 1.00 5.00 329.00 3.3918 1.09503
97 1.00 son 329.00 3.3918 1 06611

97 1.00 5.00 34800 3.5876 .97631

97

%

1.00 5.00 342.00
7217.00

3.5258
3.7219

106157
1.01648

I cu liu ic  o f  employee empowerment

ting a culture o f  continuous learning 
'L nse  o f  team work and networking among 
*ofsutT

&0 0 Q  fo r lo i'S  ten® customer service

{practice o f  constant environm ental scanning 
> out evaluation o f  tasks accomplished
I system o f  sharing problems and solutions to the 

(onmuinicatiun system w ith in  and w ithout the

ling d ivers ity  in  team work 

l lp jg e r functions as a Tncilitator 

niivnJuals receive regular review  o f  performance and
m m
^h id ia ls  receive tim e ly  feedback nn both performance 
id achieved learning

Mnuger encouraged to  identify  the ir own learning needs 
encouraged to  set challenging learning goals 

themselves
assisted in iden tify ing  learning opportun ities in

lair jot*
Nluutgem neck to provide new experiences from  others 
■ to n

itics arc offered fo r the o ff-the  jo b  tra in ing  
rs arc encouraged to take risks so long as they 

ton from mistakes
arc encouraged to review , conclude and plan 

activities
i arc encouraged to  challenge the trad itiona l way 

[th ings 
I Aggregate scores 
[Valid N (listw ise)

Source: Survey Data. 2012.
11* overall mean score for the section measuring organizational learning culture and the 

standard deviation are 1.7219 and 1.016485 respectively. Except for two items with a mean score 

of less than 3.5, the rest of the statements measure at a mean score above 3.5 with the appropriate 

fesponse being mostly true. The items in which the respondents scores tended towards false were 

offering opportunities for the olT the job  training and encouraging managers to take risks as long 

M they try to learn from their mistakes. This may be explained from the fact that the universities 

■rc training institutions and may not seriously consider off the job training with other 

^Banizations as a priority. The aspect o f  encouraging managers to take risks as long as they 

tarn from their mistakes may he culturally explained from the finding on the responsiveness to
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oal cultural issues where one o f lire statements was on the degree ol tolerance to mistakes inI
■ L g } , the institutions scored low on the item. Given the scenario o f the clear understanding of 

H yjgganinational development needs among the universities, it becomes clear there could be a 

p^ ib le  link between this clear set of OL) needs and development of the accompanying 

jzational learning climate for supporting the identified needs.

A S J  Ke45J  Kespouses on Universities* Human Resource Development Values
fh- theoretical literature supported the inclusion o f this component on the strength that managers

make LfR decisions on the basis o f  key guiding beliefs that are considered important from a 

human point as well as organizational point of view. The value systems were argued to he an 

integral part of the IIRD Philosophy that touches on work performance, meaning o f work and 

learning of individuals us constituting the main paradigms that underpin HRI). The research 

generated 15 statements from both HRM and HRD literatures for respondents to indicate their 

opinion on the degree o f  importance o r  each. A number of other studies have supported this 

approach for the measurement o f values. The strategic management literature also supported the 

need o f strong values that are integral to mission o f each organization. I Tie results o f  the scores 

on each statement are presented in table 4.9.

T a b le  4 .9 ; D e s c r ip t iv e  S ta t is t ic s  o n  U n iv e r s i t ie s *  H u m a n  R e s o u rc e  D e v e lo p m e n t  V a lu e s

Tbe Im portance o f:- N M in . M ax . Sum Mean
S id .

D ev ia tion
Helping indivuluals create w ork  that energizes tlte tr inner sp in l 96 1.00 5.00 341.00 3.5521 1.13202
Fmbitng individuals to  create work that is personally meaningful 96 1.00 5.00 347.00 3.6)46 1.21716
Responsibility foe H K I) and O l)  go ing  beyond o iga iiiza tion  goals 96 1.00 5.00 359 00 3.7396 1.14473
g ild in g  socially responsible organizations 96 1.00 5.00 37600 3.9167 1.04294
Offering learning systems in organizations 96 1.00 5.00 380.00 3.9583 .9.3939
Transforming organizations in to  continuous learning systems 96 2.00 5.00 386.00 4.0208 .95122
fo-ibltog individuals to im prove  jo b  related performance 96 1.00 5.00 396.00 4.1250 .98675
Improving organizational performance us the central task o f  H K D 96 2.00 5.00 390.00 4.0625 .86830
Focusing on meeting organizational performance goals 95 2.00 5.00 40000 4.2105 .83659
fcmployees taking charge over their ow n lives 96 1.00 5.00 395.00 4,1146 .88103
Facilitating employees in developing sk ills  that arc preferable in the 
labor market 96 1.00 5.00 377.00 3.9271 1.01820
Uabling individuals create w ork that is personally meaningful ‘>6 1.00 5.00 357.00 3.7188 1.10218
Recognizing responsib ility fo r human imd <)l> going beyond 
'*p*oizAtioual goals % 200 5.00 370.00 3.8542 1.00503
me quality o f  human resources representing a c ritica l success factor 67 1.00 5 00 259.00 3.8657 98312
lltc success o f  corporations ly in g  m ore on intellectual systems and 
c*p ih i|itics than in physical assets 96 1.00 5 00 371.00 3.8646 1.09179

' Margate scores 5504.00 J.90J0 1.01353
i i i i f L N  Oistwisc) 67

Source: Survey Data, 2012.
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pv-cral n»cu» score for the statements in this section is 3.90300 and u standard deviation of

-

I
glSHRl’

^  jjRM especially in creating and sustaining flexible work environments for managing

This score indicates that managers responding to the questionnaire have a strong value 

t>0 towards URL), an aspect that is consistent with the emerging concerns of the SHRM 

literature calling lor a partnership role among line managers and their staff colleagues

ic change (Jackson & Schuler, 2000). It is worthy noting that all the statements in this

^ ion measured at a mean score above o f 3.5 tending towards the level o f importance. The one 

^  seems to measure relatively lower derives from the meaning of work paradigm, 

^ifically  helping individuals create wnrk that energizes their inner spirit (.t 3.551; 

,j>1.13-02) Under the section on OD Needs and organizational learning orientations of the 

llgl) Infrastructure, there was a notably low score among respondents on the area o f  building 

jjnlitj among workers for problem solving and encouragement o f risk taking as long as 

managers learn from their mistakes. I hcsc aspects may be interpreted to lean more towards the 

p i ping o f work paradigm which under the section o f  HRD Values seems to score relatively low 

compared to the other HRD related paradigm items. The statements derived front the 

performance and learning paradigms seem to be rated highly by the respondents. This finding

registers well for organizations in this sector classified in the category o f  human capital 

development institutions as well as knowledge intensive organizations. As argued earlier, there 

keitw to be a common thread dial is cutting across the clear picture o f  the identified set ol'OD 

reeds and the accompanying HRD Infrastructural elements and more specifically on this area of 

HRD Values.

4.5.4 Responses on Universities’ Human Resource Development Practices
The HRD Infrastructure is operationalized through the set o f practices carried out to ensure the

performance and survival o f organizations. The SURD literature is o f the view that 1IRD is not 

an isolated function but one dial is closely connected with the HRM functions of organizations. 

This section of the questionnaire developed items that were considered to be closely connected 

with the other proposed elements o f the HRD Infrastructure for respondents in the category of 

“dministrators to indicate the extent to which these areas are considered necessary and therefore 

encouraged and practiced. 19 items were developed mid each expressed in a simple statement 

respondents required to rate each in a scale o f 1-5 ranging from not practiced at ail to very 

highly encouraged and practiced. In total 29 respondents in the category of administrators who
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rtjblc for most HRM issues in universities responded to the statements and their scoresI
I , * ’*1'

4.|0: Descriptive Statistics on Universities* Human Resource Development Practices

in table 4.10.

> Practice of:- N Mia. Mas. Mean Sid. Deviation
of the best aJulu. 29 1 00 5 00 3.3790 1.11939

development of employees 29 100 500 3.8966 93903
«sfanksnal challenges for employees 29 1 00 5 00 3.5517 1 05513

\ p %r ^ t  nr..l weeding employees 29 1.00 5 00 3.6552 1 00980
fartr lleimal wel>» 28 i no 500 3.1429 1 20844

u U i iw i tM n l 29 1 00 5 00 2 8966 1 0169.3
.^^development 29 1 00 500 3 0315 1 05162

u  pledge management 29 too 5.00 3.6207 86246
1 n"d l'*nif»niiaiionul leadership 29 1.00 5.00 3.6352 81398
■jjUT‘“urt professional development 2*1 1 00 $.00 3.6352 .76005

i r - , , „ r ample learning opportunities 2* 1 00 5.00 3 8929 1 03062
1 challenging 28 too 5.00 3.8571 .80343
IlcaDion of assignments thul allow growlh 29 1.00 5.00 3.6552 .85673
Ircmw’ teaming and updating dolls on lifelong basts 29 1.00 500 3.1724 1 ID4I8
liningdcmaniling performance standards 29 1.00 $00 3.6207 82001
Jennif challenging goals 29 1 00 500 3 6897 96745

1 fxairigi iK taxk interdependence 29 100 500 3.9310 84223
1 DeignirK incentives and compensation systems bated on 29 1 00 5.00 .31183 1 05513
opllcctive performance

1 Designing incentive and c<impcn»ation system* to enhance 2V 1 00 5.00 2.8276 1.22675
lliuiwledge creation and sharing 
Agrtgstr scores 

| Viini N (tislwiic) 26
3.5043 0.97800

The overall mean score and standard deviation stand at 3.5043 and 0.97800 respectively. The 

mean score indicates that most o f the items arc moderately practiced in the universities. The 

items that are ranked highly by the respondents seem to be consistent with the emerging trend 

from the other elements o f  the IIRD infrastructure reflecting the nature of the industry for HL. 

These scores arc in the areas o f encouraging task interdependence (x 3 9310, s.d- 0.84223), 

providing challenging jobs (x=3.857I, s.d 0.80343), providing ample learning opportunities 

(*'3.8929, s.d-'1.03062) and intensive early development o f  employees (x 3.8966. 

sd=0.93903). Those with relatively lower scores tending towards just somewhat practiced arc 

L‘leni management (.r=2.8966, s d 1.04693) and the design o f incentives and compensation 

*y«ems to enhance knowledge creation and sharing (x 2.8276. s.d-1 22615). These two areas 

toay be said to have a close connection with those items found to have low scores on the 

nsoizational learning and IIRD Values section reported before considered to be at the bean of 

■•'learning organization whose characteristics define the work o f universities.
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finding on the low scores arising from the area o f incentives and talent management may 

serious concerns as they arc connected with teaming systems considered key to 

j / ^ pTAtional competitiveness through knowledge generation and sharing. This concern is 

due to the emerging concerns on the role o f knowledge management in sustaining 

r ^ n t i v e n e s s  in the knowledge based economy. According to the resource based view o f the 

human resources are considered in this context as strategic assets dial need to be managed 

u  a way that they can continually generate knowledge and upgrade themselves. This will 

Ipvucvcr not occur without considering their motivation to update, generate and transfer 

knowledge. Universities arc knowledge intensive industries and that knowledge has to be created 

by a highly motivated workforce and so pointing at the need for relevant incentives to support 

knowledge generation and sharing.

4.6 Responses on University -  Industry Collaboration
This section o f the questionnaire dealt with issues o f interorganizational networks among 

universities that take the nature o f university industry collaboration programs. I he key focus was 

on how they are initiated and sustained. The theoretical basis was that these would follow the 

b*sk orientation o f the work o f universities that revolves uround learning. The study had 

proposed three areas that needed investigation, namely the motivation to pursue collaboration, 

the type of collaboration and the level o f  collaboration. The statements in this section were 

responded to by the three types of respondents. Ihc deans o f schools were required to respond to 

the three areas while the administrators responded only to the level o f collaboration and the 

bewndary unit respondents responded to the type and level of collaboration. This section reports 

on the findings from the respondents from all the three categories

*•6.1 Responses on Motivation for Collaboration
section intended to obtain responses from the dcans/directors o f schools on their likelihood 

10 initiate collaboration programs with external stakeholders. The theory behind this section 

Gained from the organization theory literature had argued that collaborations are initiated and 

Attained at the functional levels by technical personnel using their professional networks. Thus. 

^  Motivation of the deans o f schools supported by the members o f academic staff in their 

C ities would be critical to initiating and sustaining university-industry linkages. The 

^ io n n a ire  used a 5-point scale ranging from extremely unlikely to extremely likely. Table 

presents a summary o f the scores for each statement.
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,4.11 Descriptive Statistics un Motivation for Collaboration
— Std.

livelihood that one will:- N M in . M m . Sum M ean Deviation
interd isciplinary project 67 1.00 5.00 377.00 3.9271 .96513

,  personal development plan 67 1 00 5.00 253.00 3.7761 .81317
^^jjjvtlopnient o f  king-term  strategies 67 1.00 5.00 267.00 3.9851 .92920

collaboration w ith  private organizations 67 1.00 5.00 273.00 4.0746 .90977
consultation svith pub lic  bodies 67 1.00 5.00 256.00 3.8209 .81511

creation o f  intellectual webs internally 67 1.00 5.00 245.00 3.6567 .93017
knowledge updating activities 67 1.00 5.00 271.00 4.0448 .80590

I'luved knowledge in to  useful products 67 1 00 5.00 262 00 3.9104 .949 IK
(knvefluci fo r adapting to  external volutions 67 1.00 5 00 254.00 3.7910 .87969

. ^knowledge transfer to c x tc iu j l  stakeholders 67 1 00 5.00 251.00 3.7461 .8228-1
‘/ratio* of intellectual webs externally 67 1.00 5.00 254.00 3.7910 .87969
UiUfacrcased knowledge .iva il.ib lc  to provis ion o f  products 67 1.00 5.00 250.00 3.7313 .94680
Vra*e innovation and organizational leaning to  increase 

connectivity 67 1.00 5.00 255.00 3.8060 .92505
yjaaee business environm ents mid allow employees to  obtain 
(errant insights
litsugs intellectual capilu l and assets in the w orkforce

67

67

1.00 

1 00

5.00

5.00

249.00 3.7164 .86700

247 00 3.6866 .95678

tgregate scores 
VC.vJ SI (listw isc) - i l l

3964.00 4.0966 0.8930

S ource Survey Duta. 2012.

A total o f 15 statements were presented to respondents and the aggregate mean score and 

««dard deviation stand at •1.0%6 and 0.8930 respectively. This indicates that generally the 

dan* and directors of the schools motivation level to pursue collaboration stands at a level 

*tove the 50-50 chance likelihood. The items that scored relatively higher arc those touching on 

pursuing collaboration with private organizations (x*M4.0746,.x.d=. 90977,) and pursuing knowledge 

updating activities (x 4.0448. x.da.80590). Given the nature o f this industry and the 

avironment for survival and career progression, it is prudent to point that this finding is 

ttwisicnt with the defining characteristics o f the work o f professionals in the industry for higher 

N a tio n  where knowledge generation, constant updating and networking for research, 

•wifercnces and publications are key requirements. Thus the deans seem to have well mastered 

45 an of survival in this industry.
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l*s on N ature of Collnhonitiun. Rciponsc-i
E je c tio n  intended to understand the various forms in which universities arc collaborating
flu*
^  industry. Hie section was responded to by the deans o f schools and those in boundary

1*
roles, The respondents were required to express their opinion to each statement in a scale of

15 r*ngm£ fr°m nonc al 10 cxceHenl slate m die partnership for each program listed in the 

1 ^ .  Twelve items were generated from the literature review based on previous research and 

thfortficul writings so that the respondents would be well versed with the nature of each. 

UtJp0ndents were relatively well knowledgeable about the areas as was evident from their 

fesp0ft^cs during the interviews. The actual scores for each item o f collaboration arc shown in 

able 4.12.

j jblf 4.12: Respondents Descriptive Statistics on the nature  of collaboration

f  C o llabora tion  P rogram N M in im u m M a x im u m Sum M ean
Std.

Deviation
67 1.00 5.00 236.00 3.5224 1 00541
98 1 00 5.00 339.00 3.4592 .99658

100 1.00 5.00 341,00 3.4 l(K) 1.05500
100 1.00 5.00 32X 00 3.2800 1.08321
99 1.00 5.00 315.00 3.1818 1.14610

101 1.00 5 00 286 00 2.8317 1 26546
99 1.00 5.00 315.00 3.1X18 1.31214

100 1.00 5.00 291 00 2.9100 1 27995
100 1.00 5.00 264 00 2 6 4 0 0 1,32207

l(M) 1.00 5.00 312.00 3.1200 123321

too 1.00 5.00 317.00 3.1700 1.24766
98

67

1 00 5.00 327.00
4272.00

3 J3 6 7
3.1703

1.21794 
1.18039

Iw ppo it 
! research

eh centers and im titu tex 
;h consortia

sponsored contract research 
_  licensing

[research and development 
taearih parks
laAnology transfer o ffices 
'iculiy consulting on personal 
taium diips
Vrlnsors As recruitment agents 
hdeat practice and exchange model 
ttS rrs jtc  scores 
'ilU  N (listwi.se)

Source: Survey Data, 2012.

N* different items listed in the scale on this section received mixed responses. Those that 

weaved tlic lowest mean scores were technology licensing (X^ 2.8317; s.d**1.26546), research 

P®*8 (X  2 91: n d  1.27995), technology transfer offices (Xm2.64. s.d-1.32207), showing that 

•°oording to the scale used, these areas have only experienced some slight degree of 

tollaboration The remaining items have mean scores that show that universities have 

Elaborated at a moderate level and that there is none o f the areas in which the mean score is 

tt,cdat a good or excellent level. It is also worthy noting that the standard deviation is relatively 

^  implying that tliis is an area in which the responses across the universities varied widely.
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Is nw.v un(*ers,0°^  ff0m *hc diversity o f responses, differences in the nature of programs 

sen at each school and university as well the possible influences o f the size o f each 

|ty. This however may present a worrying situation given the calls for collaboration and 

jfiealion for it that may enhance the relevance and quality o f academic work output.

^  3 Respftnscs on Level of Collaboration
just section o f  this part o f  the questionnaire focused on understanding the level of 

(0Uaboration between universities and external stakeholders. This section sought responses from 

jl! the three types o f respondents included in the study. The study relied on 9 areas that were 

jjjacxatcd front the work of Wcigl ct.al (2008) on intcrorganizational networks. The respondents 

^  required to demonstrate understanding of the level o f collaboration that the universities 

hive been engaged in a scale o f 1 -5 ranging from very low to very high. The scores for the 

oiemcnts are shown in table 4.13.

Table 4.13: Respondent*’ Descriptive Statistic* on the level of collaboration

r Std.
1 D«rrc of Collaboration based on:- N Minimum Maximum Sum Mean Dev union
M/td oftruM based interaction* 129 too 5.00 360.00 3 6364 85062
I Kaifnxal contact* 129 too 3.00 47600 3.6899 94206
iMuctinio for rule*, procedures governing 
Umtsaciions

129 1.00 3 00 475.00 3.7109 .91190

l&aibrity of resources 129 1.00 5.00 •17600 3.7187 88680
lOMkpmc'n of Information systems links 129 1.00 33.00 472.00 3.7460 2.79123
I Vim.ni <if contact* between organirations 129 1 00 5.00 296.00 3.3238 89814
Vnosnt of resource* in the relationship 129 1 00 5.00 46100 3 6299 83184

kdM resource* flow to both panic* 129 1 00 500 430 00 3.4127 87882
tarn term* of ogreenvem arc mutually 129

1.00 5.00 445.00 3.5039 .88975

•'ttrtgate scores 5891.00 .3.6191 1.09846
|'  ud N llutwiw) 71

Source: Survey Data. 2012.

The overall mean and standard deviation for the l evel o f Collaboration stands at 3.6191 and 

1.09846 respectively. This sends the message that the level o f  collaboration in the universities 

PWicipating in the study is slightly low since the scores are relatively below 4. Since the 

standard deviation on the scores o f most o f  the items is relatively low, it implies that the 

. tapondents are generally agreeing that across the schools and universities, the level of 

collaboration is low. a finding that is consistent with the theory and empirical findings o f the 

• ‘•dies cited as laying precedence for the current study. One area is however outstanding, namely 

of development o f  information system links (X  J  7460; s J^-2.79l 23), sending the message
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jjj,! even though the mean score falls within the range o f close to high, some institutions have 

“  ily  very low and very high levels o f linkages in this area.

pus finding documents an important phenomenon on the operations of universities in Kenya 

ft*  study had operated from the background observation that little work has been done on 

iting experiences o f University-Industry collaborations in Africa and Kenya in 

tJculur. This finding makes a contribution towards an understanding o f the level at which 

sides are engaged with external stakeholders as well as the dimensions in which the 

rnicnts evolve. The finding also moves the level o f scholarship on this area forward by 

virtue of having empirically tested an instrument whose contents had not been tested before by 

its proponents (Wcigl, 2008). This section o f the questionnaire relied on a theoretically proposed 

set of dimensioas of the levels of collaboration in intcrorganizational networks. This scale has 

produced satisfactory empirical results since it was proposed by the authors in their theoretical 

work.

4.7 Responses on University Perform ance
The last part ol the questionnaire focused on the performance o f universities in the Kenyan 

context. The main argument behind adoption o f this part in the research was that university 

industry collaboration is an area o f strategic choice whose adoption by universities needs 

justification on the basis of its contribution to the performance o f universities. Previous research 

had not shown the possible links and the exact manner in which the performance o f the 

universities may be linked to this phenomenon. Using the SHRM literature and empirical 

findings (Jackson & Schuler. 2000; Kontoghiorghes ct.aJ, 2005). it was argued that due to the 

nature o f institutions o f higher learning, performance needs to be measured comprehensively to 

capture both objective and subjective performance Thus, two main areas were identified as 

indicators o f performance for universities, namely bottom line and organi7ational readiness for 

change. Respondents in die categories ol administrators and boundary span units were required 

respond to both areas while the dcans/directors were required to respond only to the 

°ntaniAUioiuil readiness to change. Both sections required respondents to express their opinion 

B*thc level of performance attained within a planning period o f  the last live years from the date 

°fthe interview in a scale o f 1-5 ranging from very low to very high.
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j  j Responses on Bottom line Perform ance
line performance indicators relied on areas that reflect the nature o f the work of 

ties connected with knowledge development The instrument generated 14 items for 

P e n d e n ts  to express their opinions drawn from previous research and academic writings. The 

^jults on each are o f  performance are shown in table 4.14.

fj^ fn erfo rm an ce N Min. Mm . Sum Mean Std. Deviation
61 1.00 5.00 230.00 3.7705 .86197

L^BlWersit) * international rating 63 1.00 5.00 248.00 19365 94822
<*a*nbci of new academic programs initiated 63 too 3.00 200  00 3.3175 1.16155
It! number of curriculum changes effected 62 1.00 5.00 256.00 4.1290 81951
nieumhr* of scientific conference* participated ut 
gj^onsored 63 100 500 246 00 19048 .73428

|V nunber of refereed journal article* published 61 1.00 5.00 214.00 1 5082 1 04280
IV Matnt>c> of bootee and chapter* in hooka auihorcJ

62 1 00 500 203 00 3.2742 105843

IV number of research grants w oo 61 1 00 5.00 186.00 3.0492 1 21691
IV kvel of success in financial perfunixuu.e 62 100 500 20100 3 2419 1.16908
Hu awnbci of self sponsored students 62 1.00 500 218 00 3)161 1.12704
lie sunt of research spending by academic staff 62 100 3.00 270 00 4.3548 88885
TV tout number of patents granted to researchers 62 1.00 5.00 209.00 3 3710 1.05*14
TV number of new businesses developed 62 too 500 149.00 74032 1.193*9
TV number of new technologic* developed 62 1.00 5.00 162 00 26129 1 17842
*Brtf «tr wore* 3001.00 3.45*4 1.03301
Valid N (lltfwrsc) 57

Source: Survey Data, 2012.

Tie overall mean score and the standard deviation for the bottom line performance stand at 

1.4564 and 1.03301 respectively showing that the level of performance is moderate. Ilic 

deviation for some o f the areas show a relatively wide variation to imply that some 

■Ktrsuics have registered relatively high performance while others have registered extremely 

P*performance. Areas that seem to register this wide range are the number of new academic 

initiated (s.d I 16155), number o f  refereed journal articles published (s.d=l 0428), 

•onber of books and chapters of books published (.v d 1 05848), number o f research grants won 

1*4*1.216191), level o f success in financial performance (s d =1.16908), the total number of 

IHsn* granted (s.d =1.09544), new businesses developed (s d~ l 19569), and the number of new 

ics developed (.?.</=/ 17842). The best well performed area is that of research spending

129



K p rc h c rs  (.r 4.3548; s d~8885) and the number of curriculum changes effected 

1 1290. s.dm.SI95J). The worst performed area is that touching on the number o f  new 

j^poJogies developed (x=*2.6/29; s.dm 1.71842). This may be understood from the earlier 

K j jg g  on the section on the responsiveness to the country’s national culture and institutional 

f gjflicxt. The sc01'00 reported low scores on responsiveness to tolerance for mistakes considered 

jritical *° innovation. Also on the area o f OL) Needs and organizational learning, the study 

TCp0rtcd relatively low scores on building the ability for problem solving and encouragement of 

gjilirr to take risks respectively. The same was noted on the area o f design o f incentives and 

Amortisation systems that enable knowledge creation and sharing under HRD Practices all o f 

tttiich are considered key supporting innovations that lead to new technology development.

1.7,2 Responses on Readiness for Change
flus section o f the questionnaire was adopted in response to the reasoning that HRD leads to 

b o n a n c e  in other dimensions that arc qualitative in nature and arc associated with the degree 

;.f readiness for change attained. This is in line with the postulates o f the SHRM and SHRM 

literature that argues that in turbulent business environments, organizations require an inbuilt 

capability for change entrenched in internal systems to sustain agile conditions to absorb and 

«pond to change. In the context o f universities, the argument was that they will need to adopt 

jji organizational development program anchored on IIRD to build the required flexibility for 

change sustained by a culture that supports learning. One o f the leading paradigms in IIRD 

tubscribes to this school and was used as the basis for this section mid the set o f  items along 

which respondents were expected to express knowledge in performance for the past planning 

period of five years. The scale required the respondents to express their knowledge in a scale of 

1-5 ranging from very low to very high. 12 statements were presented in the questionnaire 

obtained from relevant theoretical literature in HRM. OD. and IIRD. Tabic 4.15 presents a 

•untmary o f the scores on each area in this section of the questionnaire.



4. 15: Descriptive Statistics on O rgani/alioiial Readiness for Change

P e r f o r m a n c e N Min. Mat. Sum Mean Std.
Deviation

K5Epm^nl a culture of continuous learning 129 1.00 5.00 151.00 2.4754 1.20563
|  ^ . p m e n t  of a stlong vensc of teamwork 129 1 .0 0 5.00 496.00 3.8750 .93067
1 tl^nu-r.i of a strategy lor long-term customer 129 1 .0 0 5.00 479.00 3.7132 ,95356

rl^cuip benchmarking piatliccs within and 129 1.00 5.00 507.00 3.9302 .89-131
r ^ u i  the university

' ICTf̂ -nt of programs for enabling employees 129 1.00 5.00 493 00 3.8217 .86105
I y^ity a**1s0,vc Prohfcnw

collaboration ol managers in administration 129 1 .0 0 5 00 459.00 3.5859 t.00806
Lyjodemics
1(to*communication system providing feedback to 129 1 .0 0 5.00 476.00 3.6899 .91684
I -rpkiyco
I Well d e v e lo p e d  systems for recording !cvu»n\ 129 1 00 5.00 464.00 3 5969 .99624

lo rn cd  from change efforts
core values that support customer service 129 1 .0 0 5.00 •135 00 3.3721 .97684

Devdopmcni of a strong mission and core values 129 1 oo 5.00 516.00 ■i 0000 .87500
l[^iiubk provision of training programs and 129 1 .0 0 500 562 00 4.3566 .73738
ifpormnities to all employees
Cons'int environmental scanning 
t t t r r g * * *  s c o r e s

129 1 00 5,00 •16800
5506.00

3.6279
3.6704

1.02370
0.95077

Source: Survey Data, 2012.

Hk overall mean score and standard deviation for this section are 3.6704 and 0.95077 

twpcvt ively. Hm  score may he interpreted to imply that generally the universities have achieved 

i relatively satisfactory level o f performance that ranges between slightly low and high. The 

'an;iiion among the individual statements is relatively low among the items whereby it 

measuring at less than 1 for majority o f the items with an exception o f only th ax  having a 

standard deviation nbove 1. The worst performed area is that on the development of a culture o f 

continuous learning (x=2 .4754; s.ii=l.20563) which confirms some previous theoretical and 

ttipirical observations on the prevailing conditions on cultures umong most universities. While 

the aggregate mean score on this area remains satisfactory, from an URL) standpoint the culture 

continuous learning commands more attention for the institutions o f HE than these other areas 

“ which the universities are rated well. It will thus remain a worrying observation and finding 

the level o f performance on such an essential component for survival in the knowledge 

wtensivc industries where HE operates in has registered such a low measure o f  performance. 

®Ve°thc  emerging trend in the findings observed from responsiveness to tolerance to mistakes, 

PCOUrngcmcnt lor risk and incentives for knowledge creation, the low performance on the 

of continuous learning may he understood.



jy ,finding presented on this section make an important contribution on the continuing scries 

^  the dimensions o f the performance o f organizations. As compared to other functions of an

ition. the HR function finds itself faced with challenges on how to justify its contribution 

v  the performance o f  organizations. While in the case reported in this study for bottom line

nee the score is at the level o f  moderate, that on readiness for change registers at the

^ d o f  high HKD has u reason to justify existence and continued investment in that some of the 

^  bottom line performance areas require a satisfactory good level o f performance in readiness 

gjr change in order for the bottom line performance to arise. Using the aspect learning and the 

c00iributions o f the resource based view, it is logical to point at some items through which the 

ladincss for change contributes directly to as innovations, new products, number of 

jyhlications. new academic programs initiated, number o f grants won. reputation o f institutions, 

gid level of customer satisfaction.

4.8 Summary of the Aggregate Mean Scores for the Main Variables
border to demonstrate the emerging phenomena among the various variables being measured, 

be aggregate mean scores for each variable and its components were summarized and presented 

s table 4.16.

Table 4.16: Summ ary o f the Variable Aggregate Mean Scores

tirfaWr A g g re g a te  M ea n AI d  D eviation Correlations
jlgkatioful ( onli'tl 3.7078 0.94092
• Sahonal Culture 3.4931 1 05270 i ooo
• Human Capital 3.7171 0.97462 0 987 1.000
Dewlopmciit Needs

• HR!) value Base •1.2013 081030 0X94 .914 1.000
• tattionul Characteristics 3 4198 0.92609 0.839 . 864 .910 1 000
WD Infrastructure 3.7706 0.99899
■ODIteeds 3.9533 0.98705 1.000
'wptiational Learning 3.7219 1.01648 0.785 1 000
' HRD Values 3.9030 1.01353 0.789 700 1.000
.’ WDPrtctkcs 3.5043 0.97800 II S I .761 .855 1.000
W( OtlahorationIt *” — — -- 3.74552 1.0409
■ Wwivaiion 
11 ?■ 4.0966 0.8930 1 OOO

T>pe »|. , 3.1703 1.18039 492 1.000—ifvrt
[ g — -  - 3.6191 1.09846 -096 .131 1000

-it,«i»*erf.)riiiancr 3.5634 0.99189
3.4564 1.03301 1.000

for chanuc 3.6704 0.95077 .391 1.000
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I SaB,ai.,r> of Chapter Four
rt^tenti o f chapter four have discussed die descriptive findings of this research. Fach

IK 1
that was measured in the research has been reported on alongside the elements that 

each. I he descriptive results summarize the data so as tu show the general picture of 

' Me situation obtaining on each variable in the context o f the study, the Kenyan higher education 

fgetoj. The last section o f the chapter presents a table that summarizes the descriptive scores so 

r *  illustrate the emerging phenomena on the behavior of the variables in the context o f the 

I _ jy  This description provides a strong basis for the inferential analysis that is presented in the 

next chapter o f the thesis.
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CHAPTER FIVE

FINDINGS ON TEST OF HYPOTHESES

j j  introduction
chapter undertakes to perform several statistical analyses to lest the hypotheses regarding 

^expected  relationships and provide appropriate explanations lo the findings on each. To 

EgUdte this process, several indices were computed for each component o f a variable the 

investigated. The components o f the variables whose indices were computed for 

jjvpotbesisl were OD Needs, Organizational Learning Culture, MRD Values and 11RD Practices. 

in addition a composite index for each o f  the four main variables the study investigated was 

computed for each o f  the sixteen universities that participated in the study. The indices computed 

gd used for the analysis for the hypotheses testing appear in appendices Vll-Xi

|he test o f hypotheses 3 to 5 required the use o f  multiple regression analyses. This was 

performed using the field data and the results interpreted according to the K‘ values and the 

dues of t and F at the 95% level o f significance. Regression analysis requires that certain 

conditions are satisfied in the interpretation o f the results so that they arc not invalidated by the 

nflucnce of autocorrelation and multicollineariiy. For each test of hypothesis that used a 

regression model, the study provides the measures of multicollineariiy and autocorrelation 

trough the values o f  Durbin-Watson (D) score and the Variance Inllation Factor (VIF). The 

atapretniions arc given for each as obtained and presented in the corresponding table.

5-2 Hypothesis 111
Hit hypothesis sought lo understand the design o f the MRD Infrastructure in universities in 

Katya. Using evidence from the theoretical literature on the strategic nature o f IIRI), it was 

Propped that this IIRD Infrastructure comprises four elements: Organizational development 

Organizational learning culture. HRD Values and HRD Practices. The hypothesis was 

^^Kkd to bring out an understanding of the nature o f  the relationship among these components 

** make up the HRD Infrastructure. Using the strategic IIRD orientation, the study proposed 

the O.D Needs that arise from the strategies pursued by organizations will shape the design 

p th e relevant components necessary to operationalize these 0.1) Needs in the areas of 

l^toizational learning, IIRD Values and practices. The hypothesis was split into four parts and 

I ̂  Was tested accordingly.
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ijicsc hypotheses. Pearson's product moment correlation was used. The hypotheses were
T#*1

K p l  using the indices computed on each of die four variables that were considered as elements 

E fp H R D  Infrastructure for universities in Kenya A Bivariate Correlation test was performed 

(jie indices on each o f the variables from the 16 universities participating in the study 

1 / 0 .  The study considered it necessary to use an index for each variable since the data was 

in qualitative form through n 5-poinl likert type scale. I he Index for each variable was 

{fl#lputed using the approach for computing the Harmonic mean for each variable multiplied by 

Hjjfctivc weight given to the components that make up each variable, lire study relied on a 

«mplc formula from (iupta (2008) that was adjusted for the purposes o f the study as presented in 

97 o f chapter three of this study. The Indices for the components o f the HRD Infrastructure 

ac shown in appendix VIII.

[V results o f the statistical analysis were interpreted using the measure o f the strength o f  the

-lationship as indicated by the value o f r which ranges from '1 to -1. The interpretation o f the r

vilue* is made in terms o f the strength o f the correlation and measurement o f effect. I he

correlation is interpreted such that r values o f 0.7 show strong correlation while those below 0.3

thow weak correlation. The Measurement o f  effect is interpreted as: r - t  0.1 represents a small

effect, r =*0.3 represent a medium cll'cct; r =±0.5 represent a large effect (.Andy. 2005). The

results of the statistical test for the whole o f  hypothesis I are presented in tabic 5.1.

Tihlc 5.1 Correlations Coefficients for the relationship between O.D Needs and organizational 
HRD Values and IIRD Practices

1 O.D Need* Org. 1 .earning HRD Values HRD Practices
O.D Need* Pearson |

C orrela tion 1

Sig (2-ta iledt
N 16
Pearson AAA

Org. learn ing  Correlation .456 1

Sig. (2 -ta iled) .076
N 16 16

HR1) Value* Pearson
Correlation ,794(**) 492 1

S ig  (2-ta iled) 000 053 •

N 16 16 16
HRI) Pearson
Practices Correlation .202 -.0% .131 1

Sig. (2 -ta iled) 508 .755 .670 •
N 13 13 » 13

** Correlation is significant at the 0.01 level (2-tailed)
Source: Surve> Data, 2012.
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M Hypothesis 111 :i: There is :i Relationship between the O rganizational Development 
Needs identified by the Universities and the O rganizational I.earning Orientation, 
j-jRI) Practices and Values.

RfSullb of the test o f hypothesis la  are presented in table 5.1. As shown in table 5.1. there is a

K g g  positive and significant correlation between 01) Needs and HRD Values (r 0.794, 

pO.Ol)- The correlation between OD Needs and organizational learning is positive and

tcly strong but insignificant (r-0.46. p<0.076) while OD Needs and HRD Practices arc

but positively correlated at r-0.202. p<0.508. Thus hypothesis lu is partly supported and 

study concludes that the set o f  OD needs among universities in Kenya have a significant 

^{relation and effect on the IFRD Values embraced by managers in the universities and a 

l iv e ly  moderate effect on the Universities learning orientations and their HRD Practices.

phis finding is a significant step in understanding the design ol HRD systems in organizations 

since most of the theory lias so far considered the HR!) Infrastructure and its components from a 

theoretical standpoint (Bratton & Gold, 2001; Kothwcll & Sullivan, 2005; Swanson & Holton HI. 

2009). The finding extends tltis theoretical understanding by providing empirical evidence on 

what may constitute the basic elements along which HRD Infrastructures are configured, lhat 

the HRD values have a strong correlation with the OD needs requires both managers and 

scholars' attention. According to the behavioral scientists, values lay the foundation for the 

understanding o f organizational behavior. HRD has captured these values as key ingredients of 

!hc HRD paradigms under which IIRD Programs in organizations are designed and implemented 

(Bates & Chen, 2005). Other streams o f I IRD theory had argued on the basis o f the need of a 

P«adigm on matters dealing with human resources lhat enables each organization to determine 

it* best approach for survival in its environment (Kuhn, 1977). This paradigm will position HRD 

to link with the strategy o f an organization in line with the postulates o f  the SlfRD and SHRM 
theory

from the findings on this hypothesis, it is important to make an observation biased towards the 

“̂ ure o f organizations in this industry as learning organizations. While the correlation between 

Needs and HRD Vulues was shown to be high, those o f the other elements were low and 

l o c a l l y  not significant. One approach that may explain this situation from the viewpoint of 

^*hing organizations is that o f Pedlcr et.al (1996) using the resource based view to create
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*jng systems or organizations. They offer several steps through which a learning 

ition emerges characterized by a vision o f  the learning organization as an efficient 

ive unit taking advantage o f environmental change.

Ihey Pr0P0SCl* a l*ucc Stage process o f  the evolution of the learning company as surviving,

; Opting and sustaining. The third stage o f sustaining depicts a state in which companies create 

contexts as much as they arc created by them, who achieve a sustainable, through adaptive 

Lilian in a symbiotic relationship with the environment displaying the characteristics o f a 

■Lptny capable o f changing, developing, and transforming themselves in response to the needs 

0g| aspirations o f people inside and outside the company and that enrich and sustain the wider 

jorid o f which they are a part. The breakthrough to this stage is part o f  the emergent evolution 

,,l work organizations where the principal concern for nil stakeholders becomes the production of 

meaning. That the score on organizational learning culture is low hut the effect large may be 

indicative o f a situation in which the cultures of the HU institutions arc still evolving to the full 

status of a learning organization. It is this connection that will extend to explain the contents that 

will bring about and sustain that culture

5.2.2 Hy pothesis III b: T here is a Relationship between the Prevailing Organization

Learning O rientation adopted by Universities and the set of IIRI) Values they have 

embraced

This hypothesis was theoretically based on the aspects of the IIRD Philosophy drawn from the 

three paradigms o f  learning, performance and the meaning o f work. The statistical test was 

perfunned jointly with that o f  hypothesis la. From the output obtained in table 5.1 the results 

show that there is a positive and moderately strong correlation between the learning organization 

culture and HKD values which is significant at r= 0.492, p<0.05. Hypothesis lb  is therefore 

*ipportcd and thus the study concludes tluit on the basis o f the data obtained, there is a 

significant correlation between the prevailing Organizational learning Culture in universities in 

Kenya and the set o f  HRD Values that managers in those universities huve embraced. The 

Organization Learning Culture has u relatively high effect on the HRD Values.

137



I. jfrms of the concerns o f this study, this finding sheds some light on the role o f  the learning

^  ■frarion culture. In this case, there is some influence emanating from the culture on the 

I^UfSthat managers in an organizational setting will embrace on the management o f  employees. 

Ljjl js considered key in influencing the perceptions of managers especially in a setting where 

itics operate, under the context of knowledge intensive settings where the culture needs to 

uuially support the environment suitublc to generate und disseminate knowledge and 

ialization of the same through products and services. Ihc theoretical connection 

yjwcen these two areas raises some concerns for both theory and practice. Ihc learning 

jzation concept and culture represents a coordinated system of change, culture to develop 

[0̂ ..term organizational capacity, monitoring continually the environment to adapt to the 

eternal environment and its conditions, building the capacity to create the future and 

empowerment o f employees. Most o f  the issues that characterize this learning organization 

depict human resource activities carried out by organizations within the strategic realms o f the 

management o f  firms. In addition, they seem to play an important role in shaping the cognitions 

that managers develop about their organizational contexts in order to select survival techniques 

in the identified contexts of the organizations. This is an observation that seems to support the 

theoretical postulates relied upon by the study from the culture representation theory and the 

SHRD Framework (Lrez& liarly, 1993; Caravan et.al. 2007).

$23 Hypothesis H ie: There is a Relationship between the .Set of HKD Values and the HRD 

Practices adopted by the Universities

The results o f table 5.1 show that there is a weakly positive but insignificant correlation 

(r 0.131, p<0.670) between the set o f IIRD Values und Practices adopted by Universities in 

Kenya. However in terms o f the effect, it is interpreted to imply that there is a relatively small 

effect between the set o f HRD Values and the IIRD Practices by universities in Kenya. On the 

basis of these statistics, the study concludes that there is no significant correlation between the 

of HRD Values and HRD Practices among universities in Kenya. There is however some 

*®all effect. Hypothesis Ic is therefore not supported by the data obtained.

This finding seems to contrast the theoretical underpinning of die espoused relationship between 

'■alues and practices from the viewpoint o f  the behavioral science approach. While the argument 

's that values will lay the foundation for the understanding o f behavior as depicted by what



[ ^ 1 0  actually do. ill this case the behavioral science proposition seems not to be upheld. The 

p ^ j 0Us strands to the understanding of the design and functioning of HRM in organizations may 

an explanation as to why the current situation holds The contingency school of thought for 

jjlgyi addressing the links between strategic management and HRM in organizations uses 

jJpfCts o f vertical and horizontal integration to explain the extent to which an organization's 

fits with HRM policies and practices (Golding, 2007). The horizontal integration 

g^resses the link between HR policies and line managers while the vertical addresses linkages 

yjtttcn HRM and business strategy an aspect that enables HRM to become strategic. Hie set of 

rtlucs that are used for IIRD rcllect the set o f core values that are espoused within the realms of 

^development of the mission o f each organization (Quinn et.al. 1996). To the extent that the 

URL) values and practices have a low correlation, it is pointing at a situation in which HRM is 

jet to become strategic in universities in Kenya.

Jackson and Schuler (2000) further raised the need for a partnership between line managers and 

itafl" managers responsible for HRM issues in organizations in the context of organizational 

change. In the case of universities, the line managers are the heads o f academic sections while 

the staff role employees are those in the mainstream administrative support units where HR 

akninisiraiivc activities are implemented. While these administrators may have strong and 

positive values on the management o f  human resources, their views may not be integrated in the 

major decisions on the management o f employees in this sector arid thus their positive values 

miy have little impact on the set of HRD practices that characterize the work environment of 

universities in Kenya. This observation is important for the success o f institutions in this sector. 

»bich need to position knowledge as their primary means for sustaining competitive advantage. 

This knowledge is generated by human resources and this raises a strong ease for the need lor 

IIRM to move to a more strategic point in universities in Kenya.

S>2.4 liypotli csis H id : 1 here is a Relationship between the Hniversilies' Organizational 

Learning O rientation and their HRD Practices

results o f table 5.1 show that there is a very weak negative and insignificant correlation 

ktfween the universities organizational learning orientation and their HRD Practices (r -0.096, 

|™ 755). The study concludes that there is no significant relationship between the prevailing 

ization learning culture in universities in Kenya and their HRD Practices. There is also a



vcly very small negative clicet between the organizational culture ami the HRD Practices.

I fr  i°versc re*ationship appears to confinn the trend that emerged in the last chapter reporting

_ the descriptive scores on the items that comprised each variable. It was noted that the All
diversities registered low levels on their responsiveness to areas that will deal with learning, 

p ra n c e  to mistakes. x ’=2.8) while inside the organization, the OD needs, HRD Practices and 

^jaizalional learning culture orientation recorded low scores on those areas that enhance 

l^ in g  (building the ability o f problem solving. x=S 495; encouraging manager? to take risks. 

1*3.3918). This learning is critical to the nature o f the work o f  universities.

Pun low und converse relationship may be explained from the characteristics o f the learning 

jfganization concept and the kind of practical activities organizations will be expected to put into 

plate Herarty and Mnrley (2008) consider the learning organization as one based on the system 

of shared values and beliefs that shape how organizational members think, feel and behave. 

Sengc (1990)’s approach considered the learning organization as an organization that is 

continuously expanding to create its future. Wick and Lean (1995) defined it as one that 

continually improves by rapidly creating and refining the capabilities required for future success. 

Wilier cl.ul (1989) viewed it is  an organization ilut facilitates the learning of all its members 

■d continually transforms itself. I lence Learning organizations have to he able to adapt to their 

context and develop their people to match the context. Garvin (1993) considered it as un 

organization that is skilled at meeting, acquiring, and transferring knowledge and at modifying 

it* behavior to reflect new knowledge and insights. Accordingly they do five things as: 

ivstemaiic problem solving, experimentation, learning from past experience, learning from 

«bcrs through benchmarking and transferring knowledge quickly and efficiently tliroughoul the 

Kgani/ation by seconding people with new expertise or by educating and training programs, as 

as the latter arc linked explicitly with implementation. The reported mean scores on the 

*S»ctivc areas suitable to support learning showed relatively low scores on the relevant areas 

«oong the universities that are suitable to support learning, innovation and creativity.



y  Hypothesis H2: There is a Positive Relationship between University HKD 

■Vggfiiicture and U-l Collaboration

k i t  hypothesis was designed to test the relationship between the HRD Infrastructure for 

diversities and the phenomenon of interorganizational networks taking the form of university- 

fiSnsiry collaboration. The study leaned towards the learning paradigm of HRD to postulate that 

aj learning orientation embraced in organizations will lead to interorganizalional networks 

jnjong organizations. The hypothesis was tested using the composite indites for HRD 

^ ^ in it tu rc  and that o f University-Industry collaboration. Bivariate correlation test wns 

gjoductcd to test this hypothesis using the composite indices for all the universities on the two 

vjnablcs of HRD Infrastructure and that o f University-industry Collaboration. The results o f the 

test are shown on table 5.2.

T a b le  5 .2  R e s u lts  o f  th e  C o r r e la t io n  a n a ly s is  fo r  th e  re la t io n s h ip  b e tw e e n  U n iv e rs ity  11UD 

In f r a s t r u c tu r e  a n d  U - l  C o l la b o ra t io n

H K D
In fra s tru c tu re

U - l
C o lla b o ra tio n

H R D
In fra s tru c tu re

Pearson
Correlation

1 .8 8 0 C )

Sig. (2 -ta iled) 000
16 IA

• •  Correlation is s ign ificant at the 0 01 level (2 -ia ilcd).
Source: Survey Data. 2012.

The results o f this statistical test show that the r value stands at .880 and is significant at p- 0.01. 

The interpretation is that there is a significant positive correlation between the University HRD 

lathsiructurc in Kcnyn and the phenomenon o f University Industry Collaboration. This effect is 

relatively large. I hus hypothesis two is supported and it is concluded that there is a significant 

positive correlation between the University HRD Infrastructure in Kenya as currently designed 

•mi the phenomenon o f University-Industry Collaboration. This conclusion is important for 

itics in Kenya, in terms o f the understanding o f the key drivers o f collaborations in the 

silies. the orientation HRD needs to take and the path tiirougli which 1IRD contributes to 

ancc.
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BL.[b to l*lc key drivers o f  collaborations in the universities, an explanation may be

* ^genrd in terms o f the key items that were used to measure the U-l Collaboration reflecting the 

H L p  of HKD The components that were measured under the U-I Collaboration carry a 

cant message for managers in this sector. Besides measuring the level and type of 

lion, the study also measured the motivation umong heads o f schools to pursue 

tion with external stakeholders. This aspect of motivation is purely an IIRD area 

ially looked at from the standpoint o f the learning paradigm that is the basis for continuous 

jjaflung and knowledge sharing in organiAitions. It is this learning that is argued to support 

jpaicgic choices for interorganizational networks aimed at disseminating this knowledge and 

iali/.ing it. Some stream o f  the HRD research has focused on this aspect o f the 

Activation to transfer learning and this current study contributes to this stream in the ease of 

itics in Kenya.

5.4 Hypothesis H3: University -In d u stry  Collaboration mediates the Relationship between 

University IIRD Infrastructure  and University Perform ance

This hypothesis sought to understand the role of the phenomenon o f University-Industry 

Collaboration in the performance o f universities in view o f  the growing concerns for universities 

to intensify links with the productive sectors o f  the economy. The study tested the possibility of a 

mediating effect o f this variable on the relationship between the HRD Infrastructure and the 

Imvcrsity Performance. The theoretical reasoning guiding this hypothesis relied on the nature of 

HRD that links with the work o f universities leaning towards learning that becomes the basis of 

lion o f knowledge thut needs to be shined with external stakeholders for 

ialization purposes. The study relied on the approach proposed by McKinnon el.al 

' W95) to test this hypothesis through a simple linear regression model. The approach requires 

formulation of two regression models at two stages to measure the direct effect and the 

mediated effect. Two regression models were therefore constructed at two stages. In the first 

the regression analysis was performed using die composite index for University IIRD 

^stru c tu re  as the independent variable and the composite index for University Performance as 

^dependent variable. The study used die regression model o f the form shown in model I to 

the direct effect of HRD Infrastructure on University Performance:

Y •  p (,i ' x X * e i . ..............Model 1.
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W h e re  t is the direct effect, p 0i the constant, X Predictor variable, URD Infrastructure and 

Y  is the dependent variable, University Performance.

statistical output o f  the computation is presented in table 5.3.

f.b* ^ R e s u lts of Regression Analysis for HUI) Infrastructure nnd Performance

Model suim uun

R R Square Adjusted K 
Square

Std. E rror o f  the Estimate Durhin-W ntson

.857(a) .734 715 195 1.818
Regression coeffic ients

_ ------ -----------------

U nslnndurd i/cd
Coeffic ients

Standardized
Coefficients

t Sig C o llin ca rity  Statistics

H Std. E rror Bela Tolerance V1F

i655mj 21.8 11.2 1.941 073

HRP
itfrjstructurc

.938 .151 .857 6.217 .000 1.000 1.000

Aoovu

Model Sum o f Squares d f Mean Square F Sig

1477.37 1 1477.37 38 653 .000(a)

fe S M
5.350 14 3822

T«*l
2012.47 15

Source: Survey Data, 2012.

Model I is thus expressed in terms o f the actual statistical output as:

University Performance^! /.£+ 0.857 (HUD Infr.)

In the second stage, regression analysis was performed with the index o f the mediator variable, 

■mcly University-Industry Collaboration. The general regression model guiding this second 

“mlysis in order to test for the mediating effect was:

Y - p o j + x ' X f  pM Mij, Model 2

Where t  is the direct effect, p ig the constant, p the intercept of the mediating variable. X 
the Predictor variable HRD Infrastructure, M the mediating variable U-l-C and Y is the 
dependent variable. University Performance



Statistical output for this is shown in tables 5.4.

•fjblc Hesults of Regression Analysis for HRD Infrastructure, II- I-C' and Perform ance

r M ode l sum m ary

£5* R R Square Adjusted R 
Square

Sid. H ire r o f  the 
Estimate

D u r b in - W a t^ j

r 868(a) .754 .716 19.53 1.904
Regression coeffic ients

Unstandardi/ed Coefficients Standardized
Coefficients

t Sig. C o l linearity  S ta t is t ^

1) Std F-tror Beta tolerance V I|? —

;cS5am» 18.68 11.64 1 606 .132 ’

HRI>
tnfMtruCturc

.656 3 1 7 .599 2.066 050 .226 ~ 4^430*

l i f e .242 .239 .293 1.012 .330 .226 •’ •430"
1-----------------------

A  n ova

VtrtJcl 1 Sum o f Squares d f Mean Square F S ig . '

fcjresjon 1516.42 75821.2* 19871
te tfw t 496.046 13 381 5? ■—
Iflttl 2012.47 1$

Source: Survey Dal#. 2012.

Hr regression Model 2 show ing the mediating effect o f U-l-C on the relationship between 

University Performance and HR1) Infrastructure was expressed as:

U n i v e r s i t y  P e r f o r m a n c e * * 1 8 . 6 + 0 . 5 9 9  ( H K D  h t f r . ) + 0 . 2 9 3  ( U - l - C )

*
Hie re su lts  o f the two regression models are summarized in the table 5.5.
Table 5.5: Sum m ary of Regression Results for the M ediating Effect

e l
Model 1
(BeforeMediation)

Modcl2 (After 
Mediation)

Change in 
statistics

Significance of 
change

Infrastructure 0.857* 0.599** ( t  • t') -0.258 Change is 
significant at 
t-2.066. p<0.05

0.754* 0.754** 0.02
[Adjusted R- 0.715* 0.716** 0.001
EH. 0.857* 2.066** 1.509

38.653*** 19.871 ••* -18.782 Change is 
significant at 
pcO.OOl

Source: .Survey Data, 2U12.
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In the first output under the regression model 1 the non mediated or direct effect shown by the 

cient o f HKD Infrastructure is 0.857. The squared R2 value is 0.734 and the statistics arc 

ificant (I 6.217, p<0.00). When the mediating variable is introduced under the second 

^odcl. the coefficient o f the HRD Infrastrucnire is 0.599 and the squared R2 value is 0.754 and 

^  statistics are significant (t~2.066, p<0.050). According to McKinnon et.al (1995) the results 

the two regression models are interpreted using the coefficient o f the predictor variable before 

jnd after mediation to confirm whether the data supports the hypothesis using the R? and the 

difference between the beta coefficients o f the predictor variable. I hey observe that the 

grterprctation is done as: (x) is the nonmediated or direct effect, while ( t * x') is the mediated or 

indirect effect If the treatment coefficient (x') is zero when the mediator is included in the model, 

then the relationship is entirely mediated by the mediating variable. If, however, the absolute 

are of the direct effect between the independent variable and the dependent variable is reduced 

iftcr controlling for the mediator variable, but the direct effect is still significantly different from 

;cro, the mediation effect is said to be partial.

According to the above rule therefore, the direct effect is 0.676 while the mediated effect (0.857- 

0.599) is 0.258 and is significant at t 2.066, p<0.05. Thus, the study concludes that University- 

Mustry Collaboration has a significant partial mediating inllucnce on the relationship between 

the University URL) Infrastructure and University Performance. Considering the R*' value in the 

two models, in the non mediated relationship between IIRD Infrastructure and the University 

Performance, the R* value is 0.734 while under the mediated relationship, the r2 value increases 

® 0.754. This indicates a stronger empirical explanatory power on the relationship between 

University IIRD Infrastructure and University Performance when the mediating variable o f 

University -Industry' Collaboration is introduced The regression models at the two stages arc 

ificant at F-38.653, p<0.001 and F 19.871, pO.OOl for the non mediated and mediated 

***■00$ respectively. The D and VII- values show that the results are not invalidated by 

lation and multicollincarity effects. Thus on the basis o f these statistics, hypothesis 3 is 

led. Hie study concludes that the phenomenon o f University-Industry Collaboration 

the strength o f  the relationship between University HRD Infrastructure and the 

nee o f Universities.



ftis  finding is important and reinforces the strongly emerging calls lor U-l-C especially given 

ftlS tyP0 o f performance indicators used here and those used to measure the mediating variable. 

A* study used performance indicators that arc specific to the work o f the HF. sector o f two 

jypes The bottom line performance indicators were on the areas o f  national and international 

academic programs developed, scientific conferences participated and sponsored, research 

pants won, research spending by academic staff and the number o f curriculum changes effected, 

fl* organization readiness for change performance indicators used were considered as part of 

jlrt learning environment suitable to support the bottom line performance aspects touching on 

upecis o f cultures for continuous learning, strategy of long-term customer service, collaboration 

*nong administrators and the faculty, constant environmental scanning and benchmarking 

Lattices- Considering these findings and implications, a strong ease emerges for universities to 

consider pursuits for 1M-C due to its contribution to the performance o f  the institutions.

55 Hypothesis 114: O rganizational Responsiveness to the Institutional Context M oderates 

the Relationship between the University HRD Infrastructure and the U-I Collaboration

This hypothesis was based on the need to understand the influence o f  the context of universities 

on the relationship between the university HRD Infrastructure and the phenomenon o f U-I 

Collaboration. Theoretically the study proposed that the responsiveness to the context of 

universities will depend on the cognitions that managers in this industry form about the context. 

These cognitions were proposed to inlluence the strategic behavior o f organizations tlirough the 

watcgic decisions made to respond to the requirements o f the external context. I lie hypothesis 

*** tested using two regression models in order to obtain different coefficients o f the 

explanatory variable before and after introducing the moderator variable. In the fust stage the 

*8rcssion analysis was conducted to determine the relationship between tl>e Index for University 

Infrastructure as the independent variable and that for University Industry Collaboration 

*> the dependent variable under the model:

Y=u + p X + e,.......................Model 3
Where:

Y-U-l-C
u  ^Intercept o f the line
X“ Regrcssion coefficient (HRD Infrastructure)
(^Gradient or the slope

^ s t i c a l  output is shown by the data in tables 5.6.
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fable 5.6 Results of Regression Analysis for IIRD Infrastructure  and U-l-C

ildrl

M ode l summary

R R Square Adjusted R Square Std. G rro ro f the Gttimntc D urb in-\V  titum

880(a) .774 .758 21 83 1.865
Regression coefficients

I'niUmliinlimt CoctTlcicnii Standard! red
Coefficients

t Stg. Collmcanty Statistics

B Std brror Beta Tolerance VTF

(Constant) 12 84 12 51 1.028 .321
IIRD
Inlhoiniclun:

1 168 160 880 6.930 000 1 two 1 000

Utxki Sum of Squares d f Mean Square F S.X-

T ’ Regression 2290.39 1 2290.39 18 022 000(a)
Rcudual 667.72 M 476. .91
Totnl 2958.11 15

Source: Survey Dau. 2012.

The non moderated regression miulysis for the relationship between IIRD Infrastructure mid 

University-Industry Collaboration derived from the guideline o f model 3 is expressed as:

U -l-C -12.89+0.880 (HKD Infr.)

The regression approach proposed also performed an analysis for the relationship when the

composite index for HRD Infrastructure is ?ero as model 4 o f the analysis series. The analysis

was done to satisfy the requirement for model 4 as shown below:

Y=u+|JX+r,........................ Model 4
Where:

Y U-l-C
a in te rcep t o f  the line 
X Regression Coefficient (I J-l-C)
{^Gradient or the slope

output is shown below in table 5.7.
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T*l'lc ^,7 ^ tsu ^  Regression Analysis for Institutional Context anil U-l-C

Model Summary

R l< Square
Adjuvted R 

Square
Std. Fm* of the 

Estimate Durbin-Watum
965(a) .951 .926 121.1 2.053

l'ntfiukl.*fdi/ed Coefficient*
Standardized
Coelllcicnts t Six. Coll meanly Stati«ics

B Std. Frror Beta tolerance VIF
J  (Con-.tA.it i 87.88 67 34 1 305 213

liutnutioiul
cootoi

OM 077 .965 13 700 000 1.000 1 000

— Source: Survcj Date, 2012.

foe regression model based on model 4 drawn from this output is expressed as:

U -1-O 87M + 0.965(Inst.C ontext)

foe final stage was running the regression analysis when both the explanatory variable and 

Moderator variable are introduced. I he analysis was treated as the regression model 5 that look 

the form o f model 5 shown below.

Y = « + P X + rM  + ijXM + e.................. Model 5

Where:

«=Con$tanl

M The effect o f the predictor variable (1IRD Infrastructure) when Moderator variable is 7ero 

t*  The effect o f the Moderator variable (Institutional Context) when the predictor variable is 

itio

1u How much the effect of predictor variable changes as the Moderator variable goes from 0 to 

1

^ou tpu t is shown below in table 5.8.
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Source: Survey l>*tii, 2012.

5.8 Results of Kegrexftion Analysis for HRD Infrastructure, Institutional Context anti U-I-C

K R Square Adjusted R 
Square

Std 1 rror of the Estimate Durtmi-Watson

%S(n) .932 .921 121.79 2.149
Kegrettion rocfllclcnu

t liuiimdurdircd Coefficients Stit»djr<li/c<!
Coefficient*

t Slg. Collincuntv Suimtcc

It Sul trror Beta Tolerance VIF
,Coburn) 9.6 7.1% 1.335 205
IIR1)
Infrastructure

-.109 .25? • 08? -.431 .67? .145 6 8X4

Cento t
1.061 .194 1 Oil 5.466 .000 145 6.881

A novi
Sum of Squares df Mean Square K Sig

RcgrevNNxi 275567 2 13778? 88 478 "00(a)
Residual 202.44 13 155.72
Tout 2958 11 15

The results o f  the three regression analyses and their major indications on the moderating effect 

are summarized in table 5.9.

l'-l-C=9.60+ 0M0(HRD lnfr.)+ 0.965 (Inst. Context) -0.082 (HRD In/r.) (Inst. Context)

Table 5.9: Sum m ary of Regression Results for the M oderating F.ffcct of the Institutional

Context

Variable
Parameter

| L

Model 
3( lie fore 
Moderation)

Model
-((Moderator
variable
alone)

Model
5(Aftcr
Moderation)

Change Significance 
of change

hfrav'ructurc 
I (Predictor)

0.880* -0.082* * -0.798 Change not 
significant at 
p<0.673

' Institutional
Context
'Moderator)

0.965* 1.041 0.076 Change 
significant at 
p<0.00l

0.774* 0.931* 0.932* * 0.158 Change is 
significant at 
p<0.00l

R u s te d  R*' 0.758* 0.926* 0.921 *♦
6.930 13.70* -0.431** [5.884

* iKf? n n  i • •
48.00* 88.478* 40.478

Source: Survey Data, 2012
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potest of the hypothesis is done using the R values and the change in the coefficients of the 

lory and moderator variables, l rom the output contained in tables 5.6-5.9, we observe 

; When the index for the variable institutional context is zero, the beta coefficient for HRD 

icture is 0.880 while the R is 0.774. The values are significant at 1=6.930 p<0.00. When 

is zero, the effect o f  institutional context is 0.965 while the R* is 0.932. The values for the 

Effect of the moderator variable arc significant at t 13.70. p<0.001. When the moderator variable 

^jves from zero when the explanatory variable is present, the effect o f the index for the 

jetor variable HRD Infrastructure is -0.082 and is not significant at t -.431 p<0.673. The 

icient o f the moderator variable is 1.041. and is significant at 1=5.466. p<0.00, and the R: 

value is 0.932,

Based on these statistics, the moderating effect is assessed in terms of how the effect of the 

explanatory variable changes when the moderator variable is introduced. The coefficient of the 

index for HRD Infrastructure changes from '0.880 to -0.082 as the index lor the moderator 

variable moves from zero to I . The R value for this moderated relationship is 0.932 indicating 

m upward change in the strength o f the relationship by 0.158. Hypothesis 4 is therefore 

Supported. Ihe study thus concludes that the organizational responsiveness to institutional 

context by universities moderates tlw relationship between the university HRD Infrastructure and 

the phenomenon of University-Industry Collaboration. Ihe moderated relationship has a stronger 

explanatory power rising from the R* value of 0.774 in the non moderated relationship to R 

value of 0.932 in the moderated relationship. Hie regression models used at the various stages 

all significant at p<0.001. Ihe autocorrelation and multicollinearity measures also show that 

<hc scores are at a level in which they do not invalidate the conclusions arrived at. Thus 

hypothesis four is supported and the study concludes that the degree o f  responsiveness to the 

institutional context bused on the managerial cognitions o f the context has u moderating effect on 

®c relationship between the university HRI) Infrastructure and the phenomenon of university 

industry collaboration.

»
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[jy support o f  this hypothesis may be explained from some o f  the theoretical underpinnings that 

ie the development of the managerial cognitions. The study had relied on the input o f the 

jonal theory’ based on the need to attain legitimacy so as to gain acceptance in ones 

y. One study relied upon by the current study had raised the need to integrate the 

jonal theory with the resource based view (Meyer et.nl, 2000). In the current study, when 

^  moderator variable is introduced, the HKD coefficient takes a negative value, an aspect that 

guy help explain why the universities had scored poorly on areas that were considered critical to 

<BjWJu ing learning as a defining nature o f the operations o f the industry . The theory had argued 

^at the managerial cognitions o f the context will be crucial to explaining an organization’s 

jBatcgic behavior through the responses they make in view o f what is considered as important in 

the context mid demanding attention. Kirsdy cl.al (2009)’s work was relied upon by this study to 

advance this position. They used the cognitive decision making theory to indicate that decision 

nuxers rely on cues from the institutional context to determine the strategic behavior o f their 

firms. Nadkami and Harr (2008) suggested that top managers develop two major forms o f 

subjective representations about environments in order to drive the organization's strategic 

ivior, namely attention focus and environment strategy causal logics describing those 

institutional factors managers pay attention to and therefore considered in the strategic decision 

making process. I his hypothesis strengthens this conclusion, which confirms the findings 

nported on the descriptive statistics reported showing varying responses by different managers 

from different universities on the aspects of the institutional context captured by the research

instrument.

Ihe design o f the IIRD Infrastructure was argued to he integrating the basic postulates o f the 

ttsource based view of the firm that focuses on building and sustaining strategic assets for 

generating and sustaining competitive advantage. Human resources have been argued to bear 

those cliaracteristics that tliis theory advocates as possessed by the strategic resources of firms. In 

knus of the finding on hypothesis 4, it is established that the explanatory power o f the 

onship between the strategic resources mid the strategic choices for U-l Collaboration is 

e®hanccd when the moderator variable is introduced based on the postulates o f the institutional 

*he°ry Tims, the finding makes a significant contribution in terms o f what the study had leaned 

towards on the need to use a multidisciplinary based approach to research on the phenomenon of 

hiterorgani/ulional networks within the HF sector. In addition, the finding strengthens the
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L iv in g  call by scholars in strategic management and organization theory for the integration of 

[ ^  postulates o f  the resource based view with those o f the institutional theory.

t.ti Hypothesis 115: O rganizational Responsiveness Institutional Context moderates the 
Relationship between the U-I Collaboration ami University Perform ance

test for this hypothesis followed the same procedure as that o f hypothesis 4. The first 

egression analysis used the indices for U-l-C and Performance and the results are presented in 

wHc 5.10- rhe  analysis lor the non moderated relationship between U-l-C was expressed in the 

form of model (* shown below. This model was treated as model 6.

Y=a+pX+e,.......................Model 6

Where:
Y=Univer$ity Performance 
u Intercept o f  the line 
X=Regression coefficient (U-I-C) 
P Gradient or the slope

fable 5.10 Results of Regression Analysis for U-l-C and Performance

Model summitry

Model R R Square Adjured K 
Square

Std. Error of the 
F.fllmaic

Durbin-Watton

I 820(h) .673 M9 216..W 1.924
Kegreuiion coefficients

Moil t insrandardized C oeflkienlv Standardized
Coefficients 1 Si*. Collincarity Statistics

It Sid Error Beta tolerance VIF

1 (Constant) 23.00 12.71 1 809 092
( 1 ( .676 .126 .820 5 363 OOO 1 000 1 000

Anovj

Hod.-: Sum of Squares df Mean Square F Stg.

1 Regression 1353.54 1 1353.54 28.758 .000(a)
_______ Residual 658.93 14 470.66

total 2012.47 IS

Source: Survey Mala, 2012.

11011 moderated relationship between University Performance and U-l-C developed using the 

*6*Ual output to express model 6 was expressed us:
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University Perform ance ‘23.0+0.82Q(U-I-C)

flj; second regression analysis tested the effect of the moderator variable. Institutional Context 

alien the predictor variable was zero. It was considered as the regression model 7 which look the 

form shown below:

Y -a+pX +e,.......................Model 7
Where

Y-IJniversity Performance 
a -intercept o f the line
X Regression coeftieient (Institutional Context) 
p-Ciradicnl or the dope

pie results o f this analysis are shown in table 5.11.

Table 5.11 Results of Regression Analysis for Institutional Context

M o d e l N u m m a ry

UcJfl R K Square Adjusted K 
Square

Std Faroe of the estimate Durbin-Watson

r m m 651 627 223 83 2.083

K e g re vM o n  c o e ff ic ie n ts

Hole
1

UnMandardizcd Coefficient:. StaoiUt.il/cil
Coefficient}

1 S«8 Col linearity Statistics

It Std (■ rrur Beta 1 olcrantc VIF

1 (Cnmianl) 27. 82 12.44 2.235 .042
ln.uitution.il
Context

670 .133 .807 5.1 IS 000 1.000 1 000

A nova

Uadd Sum of Squares df Mean Square F Sig.

,1 RcgfCWMWI 1311 019 1 HU 019 26.166 ,0(10(9)
RcNiitii.il 701.45 14 501 03
Total 2012.47 15

Source: Survey Data. 2012.

The effect o f the moderator variable alone is expressed using the guideline o f model 7 as:

U n i v e r s i t y  P e r f o r m a n c e  2 7 . 8 2 + 0 . 8 0 7 ( I n s t C o n t e x t )



L|bc third stage o f the analysis, the moderator variable was introduced when the explanatory 

bk  was present and produced the results shown in table 5.12. This was considered as the 

—ion model 8. The moderated relationship was expresses using the multiple regression

ion of the form shown in model 8.

Y = u + P X + tM + ijXM + e.................. Model 8
Where:
Y=Univcrsity Performance 
a=C'onstant
|1 = 'lhc effect of the Predictor variable (IJ-I-C) when Moderator variable is zero 
r  = The effect o f the Moderator variable (Institutional Context) when the predictor 

variable is zero
t| = How much the effect o f Predictor variable changes as the Moderator variable goes 

from 0 to I

Table 5.12 Results o f Regression Analysis for Institutional Context. U-l-Cand Performance

Model luminary

H M cl

1 .8220!)

K Square

676

Adjusted R Square

626

Sul, I nor of the Ultimate l>urbin-
Wauoo

223.86 1 978
Kcgrrvilon i neincteiil*

Model 1 Inxtaivdordi/cd CocfTicicntx Standardized
Coefficient!

1 Si«. Collincarily Stmixtio

n Std. Error Beta folcrancc VIE

1
{Comur.11

23 48 I t  18 1.781 098

IH-C
493 494 .598 .998 3 3 6 .069 14 4146

lnuitiition.il Context
194 304 .230 .385 707 .069 14 406

Anova

Model Sum of Squarex dr M tn Square l!

1
^session

1360.95 2 6804.77 13.578 001(a)

Kaadual
651 51 13 301 16

lutal
2012 47 15

Source: Survey DaU. 2012.
The moderated linear regression model obtained front the output of table 5.12 is expressed using 

^  guideline o f model 8 as:

Performance 23.48+0.820(U-l-C) H).807(1nst.Context) +0.222(U-I-C) (InsLContexi)
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pljum m ary o f  these regression analyses and the key indicators for assessing the relationship is 

med in table 5.13.

5.13: Sum m ary of Regression Results for the M oderating Effect o f the Institutional 

ite»l

p- ran>**cr
Model 6
(Before
moderation)

Model 7 
Moderator 
variable 
alone

Model 8 (After 
mmleration)

Change Significance of 
change

0.820* 0.598** 0.222 Change not 
significant at 
p<0.336

Institutional 0.807* 0.230*** 0.577 Change not 
significant at 
p<0.7070.673* 0.651* 0.676** 0.003

•Adjusted R* 0.627* 1.781** 0.0054
5.363* 5.115* 14.406** 13.406

•..n iu u  * *

28.758*

•naan *

26.166* 13.578** -15.18 Change is 
significant at 
p=o.ooi

From the summary in table 5.13, it is observed that when the explanatory variable is tested alone 

tbc effect is 0.820 and the R‘ is 0.673 and the relationship is significant at t=5.363, p<0.001. 

When the moderator variable is tested when the index for U-l-C is zero, the coefficient o f  the 

Moderator is 0.807 and the R* value is 0.651 and the relationship is significant at t=5.115. 

jkO.OO. When the moderator moves from zero when tire index for university-industry 

collaboration is present, the effect of the university-industry collaboration is 0.508 and R2 is 

0.676 and the effect is not significant at t-0.998, p<0.336. The effect o f the moderator is 0.230 

tad the beta is not significant at 1-0.385, p<0.707. Ihc F values for the regression models at 

.001 are significant while the D and VIF values show that the results are not invuliduted by 

die influence o f autocorrelation and inullicollinearity. Hypothesis 5 is therefore not supported. 

Ihc study thus concludes that the degree of responsiveness to institutional contexts by 

versifies does not have a significant moderating effect on the relationship between the 

mcnon of university-industry collaboration and the performance o f universities in Kenyu. 

explanatory power of the relationship however only increases marginally under the 

^ c r a te d  relationship.

Soercc: Survey Data, 2012.



K>hilc these observations are expressed in view of the finding on hypothesis 5. it is important to 

B p  that while the managerial cognitions of the context play an important role in making 

JjMtegic choices for organizations, the same may not be extended towards explaining the 

Rations!) i p between those strategic choices and the corresponding performance of organizations, 

■^explanation for this may be offered from the reality o f the nature o f  organizations' strategic 

BLgvior and the paths that lead towards performance. From the strategic management theory 

*̂1 process, strategic choices arc argued to be adopted after analysis of the external environment 

j0 which managers use their cognitions to select those factors that require strategic response and 

([jen select options considered most responsive to the factors. However, when it comes to 

ining actual performance resulting from the strategic choice made, managers may pay little 

lion to the external environmental conditions and probably focus more on internal factors 

tfiat are likely to influence performance. This is an important finding in that debate has raged 

with regard to relating strategics with the performance o f organizations. The finding may lie 

pointing at the need for managers to focus more on internal factors that will account for the 

quality of the results obtained.

5.7 Summary of C hapter Five
Chapter live o f  the thesis has presented the inferential analysis o f the findings o f this research. 

The findings were presented through the test of the five hypotheses along which the study had 

.dcnlilicd objectives. The findings reported on the test of each hypothesis have been presented 

and interpretations provided in terms o f  the message they send from a statistical and theoretical 

point of view. The interpretations have l>ecii made using statistical knowledge and the existing

body of theoretical and empirical literature. I he findings presented have implications for both 

theory and practice in the area o f HRM. The next chapter undertakes to highlight those 

implications and identify the specific contribution to know ledge in the Held o f study.

156



CHAPTER SIX

JCUSSION, SUMMARY, CONCLUSION AND RECOMMENDATIONS

introduction
,̂15 chapter presents a summary o f  the findings o f the study and the set ol hypotheses tested in 

,.fw of the underpinning theoretical and empirical literatures to ascertain the extent to which the 

■eh objectives have been answered, the implications for theory, policy and future research. 

The chapter presents the summary o f the findings logically to highlight the extent to which the 

lings compare with the empirical and theoretical reasoning that defined the problem for the 

irch undertaken. It is from such an analysis where conclusions arc drawn as to whether each 

eh question and objective has been satisfied and the direction for future research suggested, 

flic chapter first presents a summary o f the findings and the accompanying discussions. The 

lusions of the study and recommendations follow next.

( J  Summary of Findings on Descriptive Analysis
The purpose o f  this study was to establish iui understanding on the role o f institutional contexts 

and the phenomenon o f  university-industry collaboration on the relationship between university 

HRL> Infrastructure and University performance. I he study proposed five major objectives to 

answer the research questions that were considered suitable to address the problem o f the study. 

Comprehensive field data that was obtained wax presented in chapter lour and relied upon in 

testing the hypotheses for the study. The field data obtained was presented llirough the 

iptivc statistics along the main variables of the study. The data was obtained from a 

lively diverse set o f  respondents with a wealth of experience and knowledge on the 

gement o f universities in Kenya That the study was able to get the input o f five deputy vice 

ellors and lour registrars and 29 deans/directors of faculties from a pool of 16 universities 

renders the findings o f the study relatively credible from which conclusions about the state o f 

affairs and the direction on the way forward based on the findings can be based. In addition, the 

instrument through which the primary data was obtained registered a relatively high level of 

reliability. I he instrument had items that were developed from other studies in the same urea as 

well as theoretical postulates from prominent scholars in the supporting disciplines that grounded 

Ibc study (Currin ct.al, 2003; Lapina & Slaidins, 2005; Solui, 2005; Wu, 2005; Chang ct.al. 

2006).

157



mean scores o f the items on responsiveness to national culture were just slightly above the 

i  of indifference, implying that managers in this industry may have been ignorant on the key 

s that characterize the context of their institutions. One notable aspect in this area was the 

nsivcncss to the urea o f tolerance to mistakes in which the score was relatively low 

pared to the other items in this section. 1 his is considered a critical area in affecting the 

ign o f work programs for I IF institutions as well as maintaining learning systems. One study 

iflied upon had confirmed that national cultures have influence on knowledge sharing in 

izations (Song ctal. 2009). Thus, this is a matter that would need to be addressed to 

ilitate effective knowledge management in universities in Kenya, lhe  study hud used the 

ings of Song ctal on the role o f  national culture in knowledge sharing and this seems to have 

ucnccd the design o f  the IIKI) systems in which this research reports low scores on those 

geas (hat would support learning systems in human capital development institutions. This 

find mg raises some implications lbr theory nnd practice. In theory, scholars will require to 

interrogate the aspects o f national cultures accounting for the knowledge transfer in the context 

of developing countries whereby empirical studies confirm that little work in this area has been 

ionc (Sydhagen & Cunningham. 2007: Jorgensen & Keller. 2008). In practice, managers of this 

aJustrv will have to respond to the challenges arising from the national cultural constraints 

itTccting knowledge management which is a key component of the work o f the human capital 

development institutions.

The study reported that the nation's human capital development needs have been adequately 

nded to. However two items seemed to register low scores in the area o f attaining the 

nnium development goals and curbing brain drain. This may be contrasted with the 

ively high scores on the need to produce globally competitive human resources supported by 

*  equally globally competitive education. The rcspoasivcncss to the nation’s IIRD Value base 

•bo supports litis position as the respondents scored highly on establishing the nation’s human 

'tyitnl base ensuring workforce competence, continuing professional development and linking 

lion with work. Ihe responsiveness to the institutional characteristics o f  the context 

cred a moderate response. Notably high scores were on the emergence o f a learning society 

1 Kenya, increasing demand for a university degree, frequency o f customers looking for new 

ms, rapid change in technology in the industry and the changing nature of learners who are 

nt from the previous set of learners. I he set o f items registering low scores indicate that



^  industry may not be very competitive. This is evident from the low scores on price 

t j j t i v i iy .  unpredictability to where the technology will be, promotional wars, relative case o f 

citation and volatility in politics and economic conditions. The study had used the organic 

tbeoO' to the development o f  HKD which seems to play a major role in explaining the situation, 

ij^igoding will raise matters with an implication on epistemology on HRM and HKD.

ftje theory relied on for the justification of the study in die Kenyan context had indicated diat 

ll*n: arc competing attendant factors to those items inllucncing design of HRD systems in 

loping countries (Brewster, 2004). The study used die postulates o f the organic theory to 

rstand the development o f HRD in the Kenyan context (I.ee & Stead. 19%). The basic 

ulutes and explanation offered by this organic theory seems to have carried the day. in that 

aspects o f brain drain and MDGs may be seen as foreign elements as compared to those 

prevailing national concerns. Thus, the value base for HRD and the set of priority developmental 

needs upon which HRD is established for universities in Kenya seems to be largely in 

conformity with the postulates o f the organic theory postulated by I ce and Stead (1996). While 

this theory In its focus docs not allude to any epistemological issues, Collin (2007) in his 

approach towards the embeddedness o f HRD in the context supplies a theoretical backing 

accessary to oiler an explanation in this situation. His approach was based on die need to 

understand the broad context of IIRM so as to obtain the language to understand it fully and 

suggested the positivist approach as an appropriate orientation for empirical investigations on 

HRM. The behavioral science approach considers HRM as an applied discipline at the micro 

level o f analysis that uses the epistemological approach o f the behavioral sciences (Luthans, 

1992; Robbins, 2007; Hucnzsky & Buchanan, 2007).

The research leaned more towards die positivism epistemological orientation because o f  the 

embedded nature o f HRM in the context of practice (Collin. 2007). Out o f the Kenyan context, 

>hc research points at the congruence between die HRM programs and the components o f the 

context shaping this design. From a national point o f view, this congruence provides a strong 

haxis for national competitiveness us the theory argued on the basis o f the need to continually 

evolve to respond to trends o f  the context and the needs of one era and transition to other states, 

fitis research extends this field of study to a new frontier in which die past dieorcticul framework 

■s used to demonstrate the epistemological approach for adoption in examining the state o f HRD
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u  nc'v contexts o f practice. Researchers would therefore benefit by applying the postulates of 

org^iic theory to understand the national cultural influences on the design of IIRD at the 

ious levels o f its analysis in new contexts (I.ee & Stead. 1996).

fjie scores on the IIRD Infrastructure show that the universities have a clear picture of the set of 

iggailizational needs considered us priority for the institutions' continued growth. However, 

d)C$c institutions scent to have missed on the most important ingredient that characterizes their 

nvri with regard to learning and knowledge generation. The universities registered a relatively 

low score on building the ability for problem solving among employees. I his is also reflected on 

tbe area of organizational learning in which the score for the statement on encouraging managers 

to take risks ns long us they leurn from their mistakes recorded a low score. Under the IIRD 

Practices, those items that would connect with the aspect o f  learning also recorded low scores on 

the area o f talent management, design o f incentives and compensation systems for enabling 

knowledge creation and sharing. While it has been pointed that HRD at the national level seems 

»  play a strategic role, it may be surprising why it fails to occupy the same role at the 

organizational level at which universities are operating. The management scholarship trying to 

understand and explain the strategic behavior of the organizations in this industry will need to 

explain why this phenomenon holds. This study had employed the input of the cognition theory 

9 enhance the conceptualization that would explain the strategic behavior o f  firms in this 

ndustry. The cognitions approach focus on understanding what the individual managers know 

ibout themselves, the context as well as the conscious process o f  acquiring this knowledge 

itanccvich, et.al, 2008; Gibson ct.ul, 2009).

Vhilc the cognition theory was used to justify strategic choices and responses, research is 

•cxled to explain those aspects o f  the Kenyan context o f the universities that managers in this 

•tostry have their attention drawn to accounting for the disparity between IIRD playing a 

«ntcg ie role at a national level and seemingly failing to attain the same at the organizational 

This in itself has some theoretical and practical implications on the theoretical foundations 

ying this study suitable to enhance management o f organizations. J he study used the 

lates of the institutional theory and the resource dependence perspectives to the 

tiding of organizations and their strategic behaviors. Ihe theories based their argument 

8,1 Ihc need to attain legitimacy and control resources for their value creation. Empirical work



■ j jh o 'vn ,*ial managers develop cues towards the aspects of the environment that they select in 

M p  to program in decision making for strategic response (Kirsdy, ct.al, 2008; Nadkarmi & 

2008). While this may hold, in the Kenyan context, there seems to be a contrast in terms of 

^  jontents o f  the context and the cognitions o f that context. This may provide a fertile ground 

L,further investigation in the Kenyan context for scholarship to offer empirical explanations on 

^ m an ag ers  in Kenyan context develop cues on key macro and micro influences o f the context 

^jtthey use to determine strategic responses that shape the strategic behavior o f the institutions 

g this sector.

*.2.1 Summary of the Findings on Objective I
fhe first hypothesis responding to research objective one sought to understand the current design 

ofthe HRD Infrastructure for universities in Kenya. The study relied on the input of the resource 

itfsed view and the strategic human resource framework (Barney. 2001) to postulate that the 

design is connected with the strategic direction of each organization that lays the basis for 

cfganizalional needs that arise from each strategy. Theoretical work that had attempted to offer 

in explanation seemed to be supportive o f  this reasoning (Garavan, 2007). The hypothesis was 

into four sub hypotheses to test the relationship among the OD needs that arise from the 

entegy and these emerging components o f the infrastructure. The hypothesis testing the 

condition between the OD Needs and the other components o f the infrastructure was partly 

apported in that it found a strong correlation between OD Needs and the HRD Values the 

mivcrsitics luive embraced. Even though the correlation between the OD Needs and the other 

components was not significant, yet the measured effect between the OD Needs and the 

components was relatively large to the extent that u clear picture may be seen emerging as to the 

basic elements o f an organization HRD Infrastructure. Ihc sub hypotheses tested llte 

ionships among the elements that arise from the needs, notably the HRD values, 

ization learning culture and IIRD Practices. The elements have a relatively low correlation 

a range of mild to large effect. Even though the statistical significance is low. yet on the 

•<ais o fth e  effect, it may be concluded that these elements constitute an organizations HRD 

lafras tmeturc.



B g  finding from this hypothesis has a number of implications to theory and research. In theory, 

l y  Study had offered a multidisciplinary based theoretical model that hypothesized the possible 

ftships between the set o f organizational needs and the components that make up the HRD 

ructure in the areas o f organizational learning. URL) Values and practices. The needs 

:atcd here arise from the strategies being pursued by organizations. Thus through this 

icsis, llic theory moves a step ahead to demonstrate the theoretical links between strategies 

of organisations and the human resource levers upon which those strategies depend for their 

operationalization to move an organization forward. Using the postulates o f the resource based 

view, it can be argued that the suggested theoretical model provides a link between 

pggnizational strategies and the set o f strategic assets that provide key levers lor the 

operationalization o f the strategy and establishment of sustainable competitive advantage. From 

this connection, the implication towards empirical research emerges in that on the basis o f the 

jgumenl and the explanation offered, the strategic nature o f  HRD moves to the point that future 

icscarch stands a better position to mount empirical investigation based on this theoretical link. 

The finding strengthens the school of thought based on theory preceding empirical research 

(Cuba & Lincoln. 1994) in which theoretical models arc first developed and then tried in 

empirical work for validation and adoption. Using the conceptualization provided linking die 

various concepts used to display the HR1) Infrastructure, a theory begins to emerge on the nature 

of strategic HRD as a subset of 11RM.

Thus the first objective o f the study is partly answered On the basis o f this observation, the 

study extends the level o f knowledge toward the understanding o f the design of HRD 

Infrastructures a step further and particularly those theoretical mid empirical attempts made 

towards this stream o f research (Cox ct.al, 2006; Re cl.al, 2006; Cunningham et.al, 2006; 

•Vock et.al, 2006). In addition, the study sheds light on the siniational positioning o f HRD in 

'dilutions of higher learning in Kenya through the theoretical explanation that indicated that 

HRM is yet to become strategic in universities in Kenya. Based on the findings on the whole of 

“iPWhcsisl, this research advunccs the slate o f  knowledge with regard to the design o f HRD 

"toastruciures in organizations. The findings show the various elements and what components 

“fcd to be considered for HRD to play a strategic role in organizations. Hie findings seem to be 

rtive o f the theoretical arguments that were generated from the Resource based view, the 

D Framework and that o f the culture representation theory. It is logical to point that in terms



^*hat should comprise an HRD Infrastructure lor organizations, the study offers an important 

yighi from the need to approach it from a strategic stand point. I he strategic management 

^future underscores the role o f a corporate mission in which the uniqueness of each 

^gjitization is captured, its domain determined and the core values embraced identified (Pearce, 

^ 1, 2007; Oakland, 2000). An emerging concern o f the philosophy lotuses on the human 

jpjource dimension as a prime mover o f the desired degrees of competitive advantage 

jzations want to attain and sustain. Thus. 11RD infrastructures need to reflect the strategic 

lives o f each organization.

^2.2 Summary of the Findings on Objective 2
The second objective that sought to understand the relationship between the IIR1) lnfrastrucmre 

tod the phenomenon of University-Industry Collal>oratiou. The results showed u very strong 

correlation between the Universities HRD Infrastructure and the IJ-I Collaboration as well as a 

large effect. The study had leaned towards the stream of scholarship in HRD based on building 

intcrorganizational networks at organizational level (Weigh cl al, 2008). In addition, the study 

awl the posnilates o f  the HRD philosophy based on the learning paradigm to postulate that the 

learning orientation would provide a strong basis for pursuit of intcrorganizational networks. The 

feeoretical argument had been that the very' defining nature o f HRD that reflects in the nature o f 

HE institutions forms a strong basis for the pursuit of intcrorganizationul networks taking the 

aiturc IJ-I Collaboration. ITtc support o f  this hypothesis presents a major step in the way forward 

m theory, practice and research.

In practice, the institutions in this sector will find it useful to understand the key items that were 

measured as the mediating variable. U-l Collaboration. The instrument on the part o f the U-I-C 

Wasured the motivation, level and the nature o f collaboration The motivation aspect had been 

deluded because one o f the streams o f HRD theory and empirical work leaning towards 

•ledge management has this aspect o f motivation to share acquired knowledge. 'Hicrc are 

riant concerns for managers to take note, in terms of how the knowledge is generated, how 

rs shared and the needed atmosphere for this knowledge to be successfully transferred. ITic 

used the input o f the organizational studies and the configuration of organizations to show 

the alliances arc initiated at functional levels based on professional synergies among 

'tagers al that level (Daft. 2007; Jones, 2004). At the university level, this functional level is
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BLyLentcd by the school. This study relied on the deans, directors o f institutes and schools as 

j;Cy respondents. In discussing intcrorganizational networks at university level, the schools 

k ipi! d,c departments working under each arc critical to establishing and sustaining alliances with 

^  productive sector based on knowledge. The other dimensions that the study investigated on 

jjgarca of motivation and level o f  collaboration were based on this premise of the prime movers 

w initialing and sustaining collaborations in universities and the critical factors to address in 

^dancing development and sustainability of collaborations, namely an environment motivating 

form to generate and transfer knowledge. The section o f measurement o f  the level of 

.ration relied on theoretical elements that were proposed by Weigl (2008). The study

Copied these items and to the extent that they have produced desirable empirical results 

validates them for adoption and use m empirical work.

Jo terms of the orientation HRD takes, this finding is consistent with some stream of scholarship 

that has considered entrepreneurship as the main component around which University-Industry 

(U-I) collaboration revolves (Chang ct.ul, 2006). As a result, die call on universities to intensify 

links with the industry is oil the basis that such a move will usher an entrepreneurial culture 

giving room for entrepreneurs to accelerate the generation, dissemination und application of 

innovative ideas. Entrepreneurship however exists under conditions of uncertainty and risk 

•here innovation oriented opportunities arc being developed and exploited. Internal 

ttirepreneurship is important for organizational renewal, the creation of new business and 

improved performance. Teaming lies at the heart o f the strategic renewal process that enables a 

firm to udapt and respond to challenges in their markets and so pointing at the critical role o f 

HRI) (Zahra ct.al. 1999). The main argument from the theory behind the pursuit o f the 

intcrorganizational networks was based on the learning paradigm as the basis that would lead to 

the linkages, an aspect that seems to be supported by the results o f this hypothesis. The scores 

^ported in the findings had shown relatively high mean score values on areas tlmt derived from 

learning orientation to HRD.

results of this hypothesis may also be interpreted as indicative of the path through which 

influences performance. Katou's (2009) research had made some attempts that were 

'"conclusive. However using the theoretical literature from the organization theory stream of 

*8ani7ational studies, the support o f the hypothesis may be taken as an indicator o f  the level of
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jyencss on the part o f  the universities arising from the impact of HR1) ns an intervention in

jzational health that ultimately improves the organizational performance and effectiveness.

I B eho lder demands. The SHRL) approach emphasizes the role o f  the stakeholder orientation 

I which this hypothesis shows the universities are well oriented to. The stakeholder approach 

fhtegrates diverse organizational activities by looking at various organizational stakeholders and 

I what they want front the organization. Hie OT literature is o f the view that the stakeholder 

I perspective benefits organizations through a relatively advantageous position that gives an 

I  ftm ization  a bargaining position enabling the organization to obtain scarce resources; ability 

of decision makers to perceive and correctly interpret the real properties o f  the external 

environment; the abilities of managers to use tangible and intangible resources in day today 

organizational activities to achieve superior performance; the ability o f the organization to 

respond to changes in the environment.

Internally, the approach facilitates the development o f a culture that fosters adaptability and 

quick response to changing conditions in the environment. This may be reflected through 

indicators of an organization's capability for innovation that include: the length o f time needed to 

make a decision, the amount of time needed to gel new products to market and the amount of 

time spent coordinating the activities o f different departments (Daft, 2007). Using the work of

I
Katou (2009). this finding goes along way to offer an explanation on the manner in which HRI) 

influences organizational performance. A major concern on this stream o f research is 

identification of the paths leading from HRD contributing to performance.

The second objective o f the study is therefore well answered. Based on this observation the study 

Dotes that a contribution is made towards understanding the role o f  HRD in intcorganizational 

networks and explaining the strategic behavior o f firms. Previous studies had argued 

theoretically with no empirical evidence. This study extends and strengthens the theoretical 

conclusions earlier made by the stream o f  scholarship on interorganizational networks and U-l 

Collaboration (Hawley & Taylor, 2006; Martin, 2000; Fontana, et.al, 2003; Worasinchai, 2008).
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6,2.4 Sum m ary o f the Findings on Objective 3
Objective three was bused on the need to understand the role o f the phenomenon o f 

interorganizational networks in inlluencing organizational performance. The theoretical 

argument held the position that interurgani/.ational networks are strategic choices for managers 

that require justification due to the implied effects on the current and future prosperity of 

organizations. Under this concern, the hypothesis was formulated to enhance the current 

agitation that calls universities to intensify links with the productive sector. The score showed 

that the U-I-C partially mediates the relationship between HRD Infrastructure and University 

performance and that that die strength o f  the relationship is enhanced when the mediator variable 

is introduced, rhe study relied on the SHRD Framework that advocates a stakeholder based 

approach to management o f employees for enhanced performance o f organizations (Caravan, 

2007; Freeman & McVea. 2001). I he stakeholder upproach is grounded on the organization 

theory stream o f  organisational studies seeking to attain congruence between organization’s 

internal systems and their external environments. However, while in theory the arguments have 

been convincing for this move, the theory needs empirical support to justify decisions towards 

this move. The finding on this hypothesis provides a needed empirical support on the role of 

HRD based U-l Collaboration programs on the performance o f  universities and justifies 

investments for this strategic move in that there is a stronger explanatory power on the 

relationship between the HRD Infrastructure and the level o f  performance when the phenomenon 

of IM-C is introduced ns u mediating factor.

The study observes that this finding is an important move with implications on theory and 

practice in this industry. In practice, the beginning point is at the consideration that the U-I-C 

approach is based on HRD. The HKD Infrastructure for each organizations aims at enhancing 

value creation activities that enhance organizational performance in its markets. One school that 

fits in this explanation was advanced by Deer (1980) that supported the HRD approach for the 

development and sustainability of interorgauizaiional networks by universities, fhis approach 

based support for this phenomenon on the need for organizations to attain some degree of 

congruence between internal systems and the external environment. The congruence requires 

Organizations to focus both internally and externally.
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Internally, the organization seeks to develop n capacity to achieve its goals by fulfilling its 

[ members needs which leads to the need to locus on building a congruence between its people. 

Ipiocesses and structures and its environment. Beer's approach relied on the contingency 

[ perspective o f management (Jones, 2004; Daft. 2007) to propose an HR orientation for 

^ W ish in g  this required congruence or fit between its social structures and processes and the 

environment being served. He identified four components that must be congruent as: people 

through their abilities, needs, values and expectations; process through the behaviors, attitudes, 

and interactions within the organization at the individual, group and intergroup levels; structures 

through the formal mechanisms and systems o f the organization that are designed to channel 

behavior toward organizational goals and fulfill member needs; environment through the 

external conditions with which the organization must deal including its markets, customers, 

technology, stakeholders, government regulations and the social culture and values in which it 

Operates. The support o f this hypothesis is thus interpreted in terms of the role of the degree of 

congruence attained by universities with their external stakeholders towards enhancing 

performance. Murillo*Luna ct.ol (2008) identified the role o f stakeholders as a critical factor 

when studying environmental response patterns by firms. Given the nature o f data relied upon 

and the set o f indicators used, the smdy builds a strong case for universities to pursue U-l 

linkages bused on the types o f  knowledge that they generate. Objective three of the study is well 

. answered by the findings o f the study.

Ihrough this finding and the accompanying explanations provided, this study makes three 

contributions towards the exiting knowledge, f  irst, the study provides an empirical support for 

pursuit o f interorganizational networks by universities as earlier attempts had not made uny 

empirical indication on the manner interorganizational networks influence the performance of 

organizations. ITirough litis, the calls for universities to pursue U-I programs based on their core 

business o f knowledge development has been strengthened. Second, the study advances the level 

of scholarship towards an understanding o f the stakeholder orientation embraced both in strategic 

tnanagemcnr and SHRM. The HRD approach relied on in the study provides strong pillars upon 

which research on the stakeholder approach and its relative contribution to performance stands 

on the key strategic resources o f  organizations. lliirdly, the finding makes an attempt to move 

Ihe stream o f  research on interorganizational networks in general and those specifically focusing 

on U-l Collaboration forward by providing an understanding of the basic strategic imperatives
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justify the networks and those elements o f networks that leud to enhanced performance. In 

particular, the aspects o f Icuming orientation are key to explaining this phenomenon as well as 

the postulates o f the SURD framework relied upon in conceptualizing the model o f the study.

6.2.5 Sum m ary on the Findings on Objectives 4 and 5
flic fourth and fifth objectives focused on understanding the role of the institutional context of 

diversities on the strategic choice for the pursuit of University-Industry collaboration and on the 

relationship between this strategic choice and University Performance. The influence was 

theoretically explained to emanate from the cognitions that managers form about the context in 

which they operate. The study found the evidence o f a strong moderating effect of the 

n the relationship between HRD Infrastructure and the phenomenon o f U-I

corresponding University Performance. This may be explained by the fact

relevance o f their decisions while at the performance level, the focus may be more on internal 

factors. This may well strengthen the argument of the resource based view whose attention is 

turned to building and sustaining performance using the internal resources that possess the 

qualities o f strategic assets. The finding raises some implications with regard to resolving some 

of the dilemmas that the theory of strategic management and that on organizations in general lias 

faced due to the divergent postulates advanced by the institutional perspective o f organizations 

and the resource based view o f  the firm. While these offer differing explanations to the strategic 

behavior o f firms, the differing perspectives lire reconcilable through empirical work. The 

findings on hypothesis four and five lit in this context to offer integration.

While the responsiveness to the institutional context based on the managerial cognitions plays a 

significant role in explaining strategic choice for University-Industry collaboration, its 

explanatory power declines when it comes to relating the strategic choice to the expected 

performance o f  the organization adopting the strategic choice. In the moderated regression, the 

e ffic ien t o f  the moderator variable is not significant in explaining the variation in performance 

** docs the strategic choice o f U-I Collaboration. However, one point is clear, the role o f

[
ngcrial focus on external and internal focus pitting calls from the RBV against those o f the

moderating effect when influencing the relationship between the U-l

that tn making the strategic choice, managers will focus more on the contexts that impact on the
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complimcntarics that may strengthen decision making that accounts for organizational behaviors 

promoting performance. One study that gets confirmed is that o f  Meyer ct.al (2009) that was 

done in response to calls to integrate institutional theory and the RBV. The study found 

complimentarity between the RBV and the institutional theory. Specifically, it established that 

strong explanatory' and predictive power o f  the institution is enhanced when it is integrated with 

the RBV. In their study, they used the case o f equity based firms. The current study using a 

different industrial set up and different aspects ol performance confirms these earlier findings 

•nd strengthens the case for the integration o f the Institutional and RBV theories in alliance 

research as well as supporting die conclusions of the study by N'adkami and Barr (2008)’s study 

that concluded that industry cognition variables are crucial in developing explanations of 

strategic actions o f firms in the respective industry.

Through this finding, this study extends the body o f knowledge in the stream o f organizational 

studies calling for the integration of the postulates o f the resource based view with those o f the 

institutional theory by indicating the scope in which such integration may be initiated. The 

findings o f the study and the explanations offered attempt to show the particular areas of the 

strategic behavior o f firms that both arc better explained by the integrated framework o f the two 

theories as well as those areas in which each offers belter explanation when used independently. 

It would be unnecessary to extend it to explaining relationships between strategic choices and 

performance of institutions. This finding thus contributes towards extending the knowledge on 

the stream o f academic inquiry based on the role of managerial cognitions on the external 

environment. The study had relied on the postulates of the culture representation theory, the 

institutional theory as well as the resource dependence theory. This study illustrates the influence 

of (he cognitions of the context on explaining die strategic behavior o f  organizations using the 

Kenyan cultural context in the case o f human capital development institutions. I his study 

therefore makes a significant contribution towards understanding some o f  the dilemmas the 

theory in strategic management has confronted with regard to balancing between competing 

interests o f  internal and external focus. Objective four and five o f the study nrc thus adequately 

answered.
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0  Conclusion
From the summary of the findings o f the main areas of this study, several conclusions may be 

oiade. The first concent o f the study was on understanding the nature that the HRD Infrastmcture 

(ft organization takes. From the results obtained, it is justified to conclude that this infrastructure 

is build on elements that arc considered strategic in that they derive from the strategy being 

pursued that forms the basis for the Organization development needs considered priority for the 

growth of an orguni/ation. I he areas that make up the elements will revolve around the overall 

philosophy on the management of workers captured through the values managers have. In a real 

life situation, each o f the needs and value orientations will require a supportive organization 

culture and set o f practices to cement the set of values, needs and culture.

The second point the study makes is that this HRD Infrastructure has a significant influence on 

both strategic choices o f organizations for collaboration as well as the emergent performance. 

Thus universities that embrace linkages with external stakeholders register better and well 

explained performance results. This strengthens the call for organizations in the HF. industry to 

enhance collaborations with the industry based on their core business o f knowledge generation 

and dissemination. Hie context o f the universities and how the managers perceive and respond to 

it has a significant influence on the relationship between the HRD Infrastructure und the strategic 

choices for intcrorganizational networks but not that between the strategic choice and the 

performance. While the strategic choice for U-I Collaboration is more influenced by the degree 

of responsiveness to the context based on the managerial cognitions, the study observes that on 

performance aspect it is largely dependent on the internal factors. Thus managers in this context 

need to pay attention to the strategic assets in their human resources that account for the 

performance o f  their organizations.

6.T Limitations of the Study
While the study makes the above conclusions based on the field data, it is important to highlight 

a number o f areas that may limit the extent o f generalization and applicability o f the findings. 

First, the study developed the independent variable based on the theoretical connection between 

HRD Infrastructure and the set o f <)D Needs arising from the strategic choices being pursued. 

While the data reported supports this theoretical proposition, the exact relationship between the 

strategies being pursued and the set of OD Needs emerging were not addressed by this Study. 

This study is of the view that with n focus on the exact set of strategies and the emerging OD

170



s. there may be a likelihood o f a better explanation to the relationship between the strategy 

being pursued and the IIR1) Infrastructure in organizations. To the extent that the specific set of 

tegies pursued by the universities were not considered, the conclusions will need to be 

adopted with some caution.

The study relied on subjective data obtained as opinions in most of the areas in the questionnaire. 

While some stream of research argues that there may be no significant difference in the kind of 

empirical results while using objective data on the one hand and subjective one the other, some- 

dimensions of the phenomenon being measured by this study may highlight a better picture of 

the relationships being explored. Particularly, data on the numerical figures on the bottom line 

indicators o f  performance and that on nature and level o f collaboration would be more desirable 

to measure the level o f  explained variation. This study had used these subjective opinions for 

fear that some o f the data required may be too sensitive for most organizations to allow their 

officers to divulge. In some o f the universities, this was confirmed through the interviews. Thus 

the absence of the objective data to some extent limits the extent o f generalization o f the 

conclusions made.

The study was largely guided by a multidisciplinary based theory to the formulation o f  concepts 

and their relationships. Prominent in this series o f  multidisciplinary literature is that in the area of 

organizational theory. 1 his stream of scholarship has highlighted a number o f imperatives that 

may explain the behavior o f organizations among which intcrorgnnizationnl networks arc 

classified. The imperatives include size, technology, structure and strategy. The study did not 

control for these imperatives so as to be able to explain how they may offer explanations to 

varying degrees o f responses to the issues being measured, f  rom the mean scores and standard 

deviations for the items in the questionnaires, the study registered some wide variation in some 

areas that may be explained by liie O l imperatives. Along the same breath, it is also noted tliat 

the study did not account for the differences between the main categorization o f the universities, 

namely public and private. It is feared that these may have aspects that will account for different 

organizational cultures that may affect the extent o f the generalization o f the current findings.



I 6.5 Recommendation* with Policj Implications
■from the findings o f  this study, it is necessary to point out a number o f areas for management o f

I institutions in the Hli sector to consider. First, these institutions are human capital development 

in nature and thus require the support o f healthy human resource practices. The study has 

reported that HRM is yet to become strategic in universities and that reflects in the universities 

low scores on dimensions that touch on the very nature o f  the institutions on the area of learning, 

fhe study makes a recommendation to the councils und management boards o f the various 

universities in Kenya to redesign their IIKM functions in a more strategically aligned manner. 

Key among the ureas to address in the alignment is the need to strengthen the focus on building 

learning organization systems supported by industry relevant HRM practices. Specific areas are 

those that touch on management o f talent, compensation systems being based on generation and 

sharing o f  knowledge and a high degree o f tolerance for mistakes to allow people to learn. These 

are matters that will need to he integrated in the performance management systems touching on 

targets and the environment for the achievement o f these objectives providing room for 

corrective actions in order to leam through experimentation and accommodate the influence o f 

the learned lessons. Since most of the institutions have embraced the quality culture, within the 

systems for quality management systems on continuous improvement, they need to factor 

relevant provisions for the members of staff to reflect and be evaluated in a more humane 

manner.

The study found a disconnect between the prevailing cultures and the 1IKL) Practices needed to 

jupport competitiveness in their core business, knowledge generation and dissemination. The 

key question that managers need to address is whether flic institutions o f higher learning in 

Kenya have well conceptualized their mandate on a national and international scope. The study 

made the observation tlml this situation prevails because IIRM has not yet become strategic in 

the universities and thus the level o f horizontal integration o f HRM and strategy among 

universities very low. The study recommends that the councils o f the universities invest more on 

improving their strategic management approaches to embrace a greater sense of involvement 

fcnong internal stakeholders. Particularly, management needs to focus on building networks 

within their work systems so that the partnership expected among academicians and 

administrators is enhanced. Through this, the expectations o f  stakeholders will lie understood and 

integrated into work systems and as a result die experienced low scores on talent management,
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tolerance tor mistakes and incentive systems for knowledge development may he better 

addressed.

6.6 Recommendations for Future Research
The Study recommends that future research focuses on a number o f areas that arise from the 

limitations cited und encountered. The study had relied on empirical and theoretical conclusions 

that showed the performance o f the universities was at dissonance with the expectations o f  their 

markets and societies (Ruben. 2006; Matala & Gumm, 2006). According to the findings 

presented in this study, the managers in this industry have painted a different scenario. The study 

recommends that researchers replicate this study undertaken from the industry side or even at 

best integrated with a focus on both sectors. Previous research shows that this series of 

scholarship may be undertaken from either the industry side, from the university or from both 

sides (Chang cl.al, 2006; Dooley & Kirk, 2007). Such attempts could also consider using 

quantitative indicators o f  some of the variables used where the case would apply.

Ih c  study did not provide a complete explanation on the elements o f the organization HRD 

Infrastructure. While this study contributes towards understanding o f  the effects of 

Organizational development needs on the areas o f HRD Values. HRD Practices and 

organizational learning, future research will need to reexamine this set using a wider range of 

items from the theory on SHRM and SHRD. It is suggested that future research may expand the 

set of items in line with the postulates o f the learning organization concept.
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APPENDICES
APPENDIX I: RESEARCH QUESTIONNAIRE -  ADMINISTRATION LEVEL

U n ive rs ity  n a m e ........................................................................................................... SERIAL NUM BER:.......................

INTRODUCTION
The questionnaire is designed to obtain information lo r purely academic research purposes from  respondents In 
various administrative levels *n both private and public universities in Kenya The accuracy o f the responses you 
provide will be crucial to t lie  success o f the research project The quesbonnarro has four mam parts You are Kindly 
requostod to respond to each o f tho questions In the various sections in the provided scale fo r each section

SECTION 1-1: BIOGRAPHIC DATA

ADMINSITRATIVE POSITION
VICE CHANCELLOR a
DEPUTY VICE-CHANCELLOR O
PRINCIPAL Q
REGIS1RAR G
OTHER (SPECIFY) a

DURATION IN THE CURRENT POSITION
0-2 YEARS Q
2-4 YEARS t )
4 -BYEAR S O
0-7 YEARS □
OVER 8 YEARS O

NATIONAL CULTURE
The statements in th is section are about certain dimensions o f tho Kenyan society To what 
extend do you agree or disagree with each o f the foflowing statements'* Irxfccalo your 
response in a scale o f 1 -5 whore

1« Strongly disagree;
J •  Disagroo.
3 ■ Neithor Agroo nor Oisogreo.
< = Agree.
5 *  Strongly Agree

1 Tho doxign o f W ork in th is university has well integrated the extent to wboch orderliness 
and consistency a to  stressed even at tho expense of cxpanmontation and innovation

2 Tho design o f W o ik m th o  university has well integrated the m anner in which People in 
this society are generally aggressive

3 The design o f W ork in th is university has well integrated the m anner in which People in 
this society believe that the way to bo successful i$ to plan ahead for the future

< The design o f W ork in th is university has been done to ollow for a person s induenco to 
be based primarily on ones ability and contribution to society

5 The culture in th is university reflects on in which leaders encourage group loyalty even 
if individual goals sudor

f  The university prom otes a culture comparable to ttio  one m which children toko pnde in 
tho individual accom plishm ents of their parents
The culture promotes societal expectations lo r teen aged students to  be encourage to 
stnve for continuously improved performance

® The design o f W ork in th is university has well integrated tho fact Uuit m ost people load 
;.‘ ily structured lives w ith fewer unexpected events

The university provides suffic ient in line with the societal requirements tlu»t m struclonr. 
*ro  spoiled  out In detail so otrzens know what they arc* expected to do

'0 In this University rank and position in  the hierarchy have special privileges

^  The work culture em phasizes the importance o f being accoplod by other members of a 
work group

** The work cu llurc requires people generally to be very tolerant to mistakes

^  Work performance In th is university values group cohesion moro than irxkvidualism



SECTION 1-3 RESPONSIVENESS TO HUMAN CAPITAl NEEDS
Tho s ta te m en ts  In th is  se c tio n  are a bo u t Hum an C ap ita l Deve lopm ent Needs in 
Kenya. W hat Is th o  e x te n t to  w h ic h  tho  fo llo w in g  hum an  cap ita l deve lopm en t needs 
have been responded  to  by tho  m anagem ent o f th is  un ive rs ity?  ind ica to  your 
responso  in  a sca le  o f  1-5 w here  :

1 ■ No R osponse  a t A l l ;
2 *  Som e S lig h t R osponse ;
3 = M oderate  R esponse.
4 ■ H igh  R esponso.
5 ■ V ory  H igh  R esponso

5
<
s
1
ta: 
o  z

as
K

1
(0

d

2
isoc
B
|

i
&
1
X

I

1K
1
1

1. Achievement o f the millennium development goals CD CD CD GD cri
2 Offering lifelong team ing and education opportunities In Kenya CD CD CD CD on
3 Supporting innovative research for sustainable development CD CD CD CD CD
4 Building a strong science and technology base CD CD CD cn on
5 Unking h igher education to workforco noods in the industry CjJCD CD CD an
6 Producing g lobally competitive human resources CD CD CD CD an
7. Providing opportunities for all Kenyans to p a itiopa tc  x i national development CD CD CD cn on
0 Curbing emigration o f human capital (brain dram) CD GD CD CD on
9 Coping w ith Increasing challenges CD 2 CD CD cn
10 Need for industrialization in line with v rson  2030 CD CD CD CD CD
11. Devetoping an adaptive human resource base for an industrializing economy CD CD CD CD on
12 Enhancing collaboration botwoon the industry and training institutions CD CD CD D ©
13. Providing globally competitive quality education CD CD CD CD an14 Providing tra in ing and research to Konyan citizens for development CD CD CD D CD
15. Building a g lobally competitive and prosperous Kenya CD CD CD D 5
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S E C T IO N  1-4 : O R G A N IZ A T IO N  D E V E L O P M E N T  N E E D S
The s ta te m e n t*  here arc a bo u t the m a jo r areas cons ide red  to  be o f p r io n ty  In  th is  
u n ivo rs ity  fo r  its  cu rro n t and  fu tu re  g ro w th  and deve lopm en t in  v iew  o f tho  p reva iling  
national and  in te rn a tio n a l c ircu m s ta nce s . Ind ica te  the  im portance  o f each In a scale 
o f 1-5. w here:

1 ■ N o t Im portan t a t a ll ;
2 -  S lig h t Im portan t;
3 b M odcra to  Im p o rta n t
4  b  Im p o r ta n t,
5 = M ost Im portan t N

ot
 Im

po
rta

nt
 a

t a
ll

S
lig

ht
 Im

po
rta

nt

M
od

er
at

e 
Im

po
rta

nt

Im
po

rta
nt

M
os

t I
m

po
rta

nt

1. Building the obibty for ptoblorn solving among employees

2. creative thinking about the future and contribute unique ideas
CD CD CD CD CD

3 Quality and continuous Improvement CD CD U) ( 4 . ) CD
4 High level o f professionalism characterized by umployoos with se lf governance, focus 

on gaming developing knowledge, special skills and etNcal behavior CD CD CD CD CD
5. Building professional intellect among employees CD CD (D i 4 ; CD
6 High level of education for employees in order to  operate and lake decisions 

appropriate for the )obs CD CD CD CD CD
7 Ability to learn new skills to adapt to changing circumstance CD (D CD CD CD
8 Ability to  manago relationships w ith customers and bclwoon departments CD CD CD CD CD
9 Being tho employer of choice for creative, innovative poople and employees with a 

development focus CD CD CD CD
10. Bocoming a prestigious world-class university CD CD CD CD CD
11. Building an entrepreneurial university culluro CD CD CD CD'CD
12. Undertaking marketable research CD CD CD CD CD
13 Building a university whose programs w ill lead to tho development o f a knowledge- 

based economy CD CD CD CD CD
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S E C T IO N  1-5 : O R G A N IS A T IO N  L E A R N IN G  C U L T U R E
•"The s ta tem en ts  here are a b o u t the  ex is te n ce  o f  an  o rgan iza tion  e n v iro n m e n t th a t has 

both ta n g ib le  In ta n g lb lo  s tru c tu re s  fo r  s u p p o rtin g  lea rn ing  In each u n ive rs ity  Ind lca to  
your o p in io n  fo r  each  as gu id ed  by tho  fo llo w in g  sca le  w horo :

1 ■ D e fin ite ly  False ;
{■ F a ls e ;
1 •  N o t A pp licab le .
4 = M os tly  True.
5 a D e fin ite ly  True.

Iiu.
>»
| s

AU. N
ot

 A
pp

lic
ab

le

M
os

tly
 T

ru
e 2H •

>*
3

I
t  There is a  well established culluro o f employee empowerment in th is university

1,1 1 ' 1' ............ ............. ......
CD GD J L CD CD)

2 W o oncourage a  culture o f continuous learning in the university CD CD 3 ID CD
3 There is a  strong sense o f teamwork and networking among mombors of Staff CD CD CD D ©
4 W o have n strategy for long-term cuatomor soivtco CD CD CD D CD
5 There Is a  relentless practice o< constant environmental scanning CD 2 CD 4 CD
6 W e  carry out evaluation o f tasks accompfcshed CD CD CD CD ©
7 W o have a  system o f sharing problems and solutions to those problems CD ID CD D ©
8. W o have a it open communication system w ithin and without the university CD CD CD)D ©
9 W o encourage diversity in  team w ork CD CD CD GD ©
10 Each manager hero functions us u fua lila to r CD CD CD CD ©
11 Individuals receive a  tegular review of performance and learning CD CD CD CD ©
12 Individuals receive tim ely feedback on both peilorm ancc and achieved learning CD CDCD CD ©
13 Managers are encouraged to Idontify Iholr own learning needs CD (D CD CD CD
M Managers are encouraged to set challenging learning goals for themselves CD CD CD D ©
15. Managers are encouraged to set challenging learning goals fo r themselves CD CD CD GD 5
16 Managers are assisted in identifying learning opportunities in therr jobs CD CD CD CD ©
17. Manogers seek to provide new experiences from winch otheis can learn CD CD CD GD ©
18 Opportunities are offered fo r the o ff the |Ob training CD CD CD D ©
19 Managers are encouraged to tafco risks so long os they try to learn form their m istakes CD CD CD D ©
20 Managers are encouraged 1o review, conclude and plan learning activities CD CD CD CD ©
21 Managers are encouraged to challenge the traditional way o f doing things CD CD 3 CD ©
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M ES E C T IO N  1 - 6 :  H U M A N  R
th e  s ta tem ents here are a bo u t Hum an R esource M anagem ent a c tiv itie s  that 
m anagem ent ,n th is  u n ivo rs ity  co n s id e rs  nocosaary and  app lios to  s u p p o rt the 
deve lopm ent o f its  s ta ff in  the  u n ive rs ity . R espond  to  each s ta tem en t as gu ided  by 
the sca le  be low  where:

1 ■ Not a t a ll P rac ticed  ;
2 ■ Som e W hat P racticed;
3 = M oderate ly P racticed.
4 » P racticed,
5 ■ Very H igh ly  P racticed  E ncouraged

l0
1  
l
5
o
z

paoijow
d »niM

 ®u*>s
l30
1

1

I

I f
I I

1. Recruitment o f the best young adults CD CD CD CD C D

2 Intensive early development of employees CD CD CD CD CD
3 locreasng professional chaSenges lo r employees CD 2 CD CD CD
4 Evaluating and weeding employoos CD CD CD CD GD
5 Creating intellectual webs CD CD CD CD CD
6 Talent management CD CD CD 4 CD
T Leadership development CD CD CD CD CD
6 Knowledge management j . CD CD CD •
9  Visionary and transformational leadership CD 2 CD 4 CD
10 Continuous professional development CD CDCD CD CD
11.Providing ample learning opportunities CD CD CD CD CD
12. Providing challenging jobs CD CD CD CD CD
13 Rotation o f assignments that allow growth CD CD CD 4 CD
14 Constant learning ad updating skills on lifelong basis ID CD CD ID CD
1$ Setting demanding performance standards CD CD CD D CD
16 Setting challenging goats CD 2 CD CD CD
17. Encouraging tasks Interdependence CD CD CD GD CD
16. Designing incentives and compensation systems based on  collective performance CD CD CD D CD
19 Designing incentives and compensation system s to enhance knowledge creation and 

sharing CD CD CD D CD
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S E C T IO N  1-7 : H U M A N  R E S O U R C E  D E V E L O P M E N T  V A L U E S
th e  s ta tem ents hore are abou t im p o rta n t g u id in g  b e lie fs  su itab le  to  gu ide  m anagors 
In tho m anagom ont o f om p loyoos. In d ica te  tho degree o f im portance  o f each  in  a 
scale o f 1-5. w hore:

1 ■ N o t Im p o rtan t a t a ll ;
2 ■ S lig h t Im portan t;
3 = M oderate  Im p o rta n t
4 ■ Im p o r ta n t.
5 ■ M ost Im portan t

*
c
2
&

I *

1
1
3

e  '
€

E M
os

t I
m

po
rta

nt

1 Helping individuals create work that energizes th a t  inner spmt © © 3 © ©
2 Enabling individuals to croate work that is personally meaningful CD CD (T © ©
3 Recognizing a  responsibility for human and organizational dovolopmenl that goes 

beyond organization goals CD cd © CD
4 Building sooa lly  responsible organizations CD CD © © ©
5 Offering learning systems in organizations CD CD © © ©
6 Transforming organizations into continuous teaming systems CD CD 3 4 ©
7 Enabling individuals to improve job  related performance CD CD © © ©
8 Improving organization performance as tho central task o f Human Resource 

Development CD CD © © ©

9. Focus on meeting organizational performance goals CD © © CD ©
10 Employees should taking charge o f their own lives and Owe desires to contribute to U«o 

economies society at large CD © © © ®

11. Facilitating employees in developing skills that are referable in the labour market CD © © © ©
12 Investing in activities that help individuals create work that energizes their inner spmt CD © © © ©
13. Enabling individuals to create work that is personally meaningful CD © © © ©
14 Recognizing a  responsibility for hum an and organizational development that goes 

beyond its organizational goals. © © © © ©
15 Quality o f organizations human resources ns repiusentmg g critical successful factor © © c©© ©
16 The success o f corporations lying more on  intellectual systems and capabilities than in 

physical assets © © © © ©
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SECTION 1-8 : LEVEL OF COLLABORATION
For co lla b o ra tive  p rog ram s  tho  u n ive rs ity  has been invo lved  in , ind ica te  tho leve l of 
invo lvo m on t o f tho  pa rtio s  In  oach  co lla b o ra tive  u nde rtak ing , whore:

1 = V e ry  Low;
2 ■ Low ;
3 «* S lig h tly  Low .
A *  H igh.
5 = V e ry  H igh

!
i l- i

I
i *
1 * ■C

.2*
X !

1 Tho level o f trust based interactions CD CD © © ©
2 Reciprocal contacts CD CD © ©
3 Instructions lor rulos, norms, procedures and values governing transactions among the 

organisation* CD CD © © ©
4 Similarity of resources fo r procedures used, the develop tho to information systems 

links among other membors CD IT)© © ©
T5. The amount of contact between organizations o r the number of interactions CD CD © © ©
T6 The amount of resource* in the relationship CD CD ( 3 © ©
| 7. The extent to which the resources In the transactions or relationship flow to both parties CD CD © © ©  1
I 8 The extent to which the terms o f tho transactions ore mutually agreed upon with equal 

contributions from  ail organizations concerned CD © © © ©
SECTION 1-9 ; BOTTOM LINE PERFORMANCE

Rato tho  ox ton t to  w h ic h  tho  pe rfo rm ance  o f u n lvo rs ity  has boon ochlovod  In tiro  las t 
I years, w horo:

1 ■ L o w ;
2 » S lig h tly ;
3 ■ M oderate.
4 » G ood.
8- H ig h - i Sl

ig
ht

O
C!
s G

oo
d

H
ig

h

1 Tho university national ruling CDCD © © ©
2. The university's international rating CDCD © © 5

13. New academic program s initiated ICDCD © © CD1 < Tho number o f cum cutum  changes offocted CDCD © © CD1 j 5. The number o f scientific conferences porllcipato dm and sponsored CDCD © © CD! 18- The number of refereed journal article published (D(D f f i © CD1 11 Tho number o f books and chapters in  books authored and published Cl)(D © © CDIII. The number o f research grants won CDCD © CD
1 19 The level of success in the financial performance CD© (© © ©

10 Number of so lf sponsored students CD© © © ©I i 11. Tho sum  o f research spending by academic staff Cl)© © © ©112- The total number o f patents granted to researchers in this university CD © © © ©
1 [13 The number o f now businesses developed CD © © © ©
1 ! H  Tho number o l now technologies developed

i © © 4 ©
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S E C T IO N  1 -1 0  : O R G A N IZ A IT O N A L  R E A D IN E S S  F O R  C H A N G E
Rato tl>o e x te n t to  w h ic h  tho  pe rfo rm ance  o f u n ive rs ity  has been achieved  In the  la s t 5 
y e a rs , w h e re :

1 ■ Low  ; 2  ■ S lig h tly ; 3  =  M oderato. 4  =  G ood, 5  »  High !
I

£

i

*iejapow

l 
- ■ J G

oo
d •COl

X

1. Development o l a culture o l continuous learning in the department and university CD CD 3 CD~CD
2 Development of a strong som o of team work CD 1 CD © CD
3 Oovolopment o f a stratogy fo r long-term customer sorvico CD CD CD © CD
4 Em bracing o f benchmark mg practices withm and without the organization CD CD CD 4 ©
5. Development of programs fo r enabling employees to identity and solve problems CD CD CD © ©
6 High collaboration o f manager in administration and academics CD CD CD © ©
7. Existenco o f an open communication system providing feedback to employees CD 2 CD 6) ©
8. Well developed systems lo r recording lessons Irom change efforts CD CD CD ( 7 ) ©
9 Strong core values that support custom er service CD CD CD © ©
10 Development of a suitable m ission and core values CD CD CD © CD
11. Equitable provrslon o f form al training programs and opportunities to  all employees CD CD CD © CD
12 Constant environmental scanning CD CD CD)© ©

THANK YOU FOR YOUR COOPERATION
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A P P E N D IX  II: R E S E A R C H  Q U E S T IO N N A IR E  -  S C H O O L S /F A C U L T IE S

U n iv e rs ity  n a m e ...........................................................................................................SERIAL NU M BER .................

INTRODUCTION
Tt»e questionnaire is designed to obtain inform ation (or purely academic research purposes from  respondents m 
various administrative levels in both private and public universities in Kenyo The accuracy o f the responses you 
provide w ill be crucial to the success o f the research project Tho questionnaire has four mom ports You aro kindly 
requested to respond to each o f the questions in the various sections in the provided scale fo r each section

SECTION M :  BIOGRAPHIC DATA

ADM INSITRATIVE POSITION DURATION IN THE CURRENT POSITION
DEAN/DIRFCTOR OF SCHOOI /INSTITUTE I 1 0-2 YEARS O
HEAD OF DEPARTMENT a 2-4 YFARS n
OTHER (SPECIFY) a 4-6 YEARS □

6-7 YEARS a
OVER 8 YEARS o

S C H O O L/IN S T IT U TE

The ta te m on ts  in  th is  se c tio n  aro a bo u t ce rta in  d im e ns io ns  o f the K enyan soc ie ty . 
To w h a t ex tend  d o  you  agree o r d isagree  w ith  each  o f the fo llo w in g  s ta tem en ts?  
Ind icate y o u r response  In

SECTION 1-2 : RESPONSIVENESS TO NATIONAL CULTURE

alo o f 1 -5 w he re  :

1 = Strongly disagree,
2 *  Disagree.
3 ■ Neither Agrco nor Disagree
4 = Agree
5 ■ Strongly Agrco

1. The design o f W ork In ttss university has w o * integrated the extent to w tK h  
orderliness and consistency aro stressed even at tho expense ot experimentation 
and ^nova tion

Tho dougn  o f W ork In th is university has w e ll integrated the manner m which People 
in th is socioty are generally aggressive
The design o f W ork in this university hos won mtograted the manner m which Pooplo 
In th is  society believe that the way to  be successful is lo  plan ahead fo r the future
Tho design o f W ork m th is university has been done to allow for a  person s influence 
to  be based primarily on ones ability and contribution to  society
The culture In thts university reflects on m which leaders encourage group loyalty 
oven if individual goals sutler
The university promotes a culture comparable to the one m which children take 
pride in the individual accomplishments o f the ir parents
The culture promotes societal expectations for teen aged students to bo oncourayu 
to stove fo r continuously improved performance
The design of W ork in th is university has well integrated the fact that m ost poopJe 
lead highly structured lives w ith fewer unexpected events

10TT
The university piovides sufficient m line w ith the societal requirements that 
instructions are spelled o u t« i detail so citizens know what they a io  uxpoded to do
In th is University rank and position in the hierarchy liavu special privileges

The work culturo emphasizes the importance of being accepted by other members 
o f a  work group
Tho work culture requires people generally to be very foterant to mistakes12

^ 1 3  W ork performance in th is university values group cohesion more than individualism
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S E C T IO N  1 .3  . R E S P O N S IV E N E S S  T O  H U M A N  C A P I T A L  N E E D S
Tho sta tom onts in  th la  a oc tlo n  a ro  a bo u t Hum an C ap ita l Dovo lopm ont Needs In 
Kenya. W hat Is tho o x to n t to  w h ic h  tho  fo llo w in g  hum an cap ita l dovo lopm on t noeda 
havo boon responded to  by the  m anagem ent o f th is  u n ive rs ity?  ind ica te  yo u r 
roaponae in  a acalo o f 1-5 w hore  :

1 » No Response at A l l ;
2 ■ Somo S lig h t Response;
J  ■ M oderate Roaponao.
4 a H igh Response,
5  ■ Very H igh Response

No
 R

es
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ns
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At
 A

ll 11
i

i
a
sCE
a 1

£
2

|
*X
£

1. Achievement of the miflenmum development goals CD © CD © ©
2 Offenng lifelong learning and education opportunities in Kenya CD CD CD GD ©
3 Supporting innovative research for sustainable development CD CD CD CD ©
4. Building a strong science ond technology base CD CD CD CD ©
5 Unking higher education to workforce needs in the industry CD CD CD CD ©
6 Producing globally competitive human resources CD CD CD CD ©
7. Providing oppodun itio t for o l  Kenyans to participate in national development CD CD CD ( 4 ! ©
S. Curbing emigration o f human capital (b ran  drain) Cl)CDCD GD ©
9 Coping w ith increasing challenges CD CD CD © ©
to  Need for industrialization in Itna w ith vision 2030

Cj l ) CD CD 4 ©
11. Developing an adaptive hum an resource base for an industrializing economy CD CD CD CD ©
12. Enhancing collaboration between the industry and training institutions CD CD CD © ©
13 Providing globally competitive quality educabon CD CD CD © ©
14. Providing training and research to  Kenyan citizens for development CD CD CD © (T)
15. Bmlding 3 globally competitive and prosperous Kenya CD CD CD © ©
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SECTION 1-4 : RESPONSIVENESS TO THE COUNTRY’ S HRD VALUE BASE
The s ta tem en ts  hero are abou t Im p o rta n t na tio n a l va lues upon  w h ic h  h ig h o r 
educa tion  In  Konya is  anchorod . W ha t Is  the  ex ten t to  w h ic h  the  fo llo w in g  p r io r ity  
deve lopm en t needs aro co n s ide re d  im p o rta n t by the  m anagom ont o f  th is  
u n ive rs ity?  In d ica te  y o u r response  in  a sca le  o f 1-5. whore:

1 ■ N o t Im p o rta n t a t a ll ;
2 » S lig h t Im portan t;
3 *= M oderate  Im portan t,
4 ■ Im p o r ta n t.
5 ■ M ost Im portan t N
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1 Linking education with work 1 CD CD CD ©

2 C ontinung professional development beyond the bachelors dogree CD CD CD © CD
3 Incorporating the influence of technology CD CD CD CO ©
4 Intornabonnlij-olton o f the curriculum CD CD 3 © ©
6. Shifting HE objectives from socio-cuttural concerns to economic issues such as the 

employability of graduates and accommodation o f the private sector CD CD CD © ©

6 B u ik lng  a knowledge tin sod economy CD CD G p © ©
7. Considering training skills development as an investment for individuals, the entire 

economy and the fuluro o f people CD CD CD © ©

8, Education os U>o primary means by which the country's human capital is preserved 
and increased CD CD © ©

6 Education as the means for onsunng workforce competence, competitiveness of 
firms and the nation CD CD CD © ( ©
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SECTION 1-5 : RESPONSIVENESS TO INSTITUTIONAL CHARACTERISTICS
W hat is  Uio ex ten t to  w h ic h  tho fo llo w in g  m acro  e n v iro n m e n t co n d itio n s  like ly  to  
have a ffec ted  h ig h e r educa tion  In Konya have  been  responded to  by the 
m anagem ent o f th is  u n iv e rs ity ?  Ind ica te  y o u r response  in  a sca le  o f 1-5 whore

1 ■ No Rosponso at A l l ;
2 = Som e S lig h t R esponse;
3 a  M oderate Response.
4 •  H igh  Response.
5 ■ Very H igh  Rosponso
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1 The Kap-dly changing customer preferences CD CD CD CD CD
2 The frequency in which customers look fo r new  program s »■ tho timo CD I'D CD CD D
3 Tho dem ands of a vory prloe sensitive market CD CD CD CD CD
4, Tho highly changing se t of needs of new learners totally different from those of 

previous learners CD CD CD CD ©
5 Tho degree o f unpredictability any in th is market for highor education CD CD CD CD CD
8 Tho extent to  which tho technology is  our industry is changing rapidly CD CD CD CD ©
7 Tho extent to  which it is vory difficult to forecast whore the technology In our industry 

will be tho next 2  to 3  years CD CD CD CD ©
8. The high frequency of technological developm ents m th is industry CD CD CD CD ©
0 The cu t throat competition in this industry CD CD CD CD ©
10 Tho promotional w ars In out Industry CD CD CD CD ©
11. Tho rolative ease m  which any program that one university can offer, others can 

match readily CD CD CD CD D

12. Tho troquoncy m winch now competitive m oves are experienced almost every day Cl ) CD CD 4 D
13. The pressure from  globalization and competition CD CD CD CD ©
14 The stato declining state funding CD CD CD CD ©
15. Tho increasing demand for a university degree G D CD CD CD D
16 the Emergence o f a learning society in Konya CD CD CD CD ©
17 The oxtonl fo  which intellectual patents and copyrights protection are enforced in 

the country CD CD CD CD ©
18 The volatile political and economic conditions in the country CD CD CD CD CD
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S E C T IO N  1-6 : O R G A N IZ A T IO N  D E V E L O P M E N T  N E E D S
Tho s ta te m en ts  hero aro a bo u t the m a jo r a reas cons ide red  to be o f p rio rity  In th is  
u n ive rs ity  fo r  Its  cu rre n t and  fu tu re  g ro w th  and  dovo lopm ont In v io w  o f tho 
p re va ilin g  na tiona l and  in te rn a tio n a l c ircu m s ta n ce s  Ind ica te  the  im po rtance  o f 
each  in  a sca le  o f 1-5, where:

1 = N o t Im p o rtan t at a ll ;
2 = S lig h t Im portan t;
3 •  M oderate  Im portan t,
4 ■ Im p o r ta n t,
5 = M os t Im portan t N

ot
 Im

po
rta

nt
 a

t a
ll

•a

i
&
£

1
V) M

od
er

at
e 

Im
po

rta
nt

Im
po

rta
nt

c

I
ss

1, Building the ability for problem solving among employees CD CD CD CD CD
2 creative thinking about the future and contribute unique ideas CD CD Co) CD CD
3 Quality and continuous improvement CD CD 1 3 ' CD CD
4 High level o f professionalism characterised by employees w ith se lf governance, 

focus on gaining developing knowledge, special skills and ethical behavior CD CD CD CD CD
5. Building professional intellect among omployees CD CD CD ( 7 ) CD
6 High level o f oducation fo r omployoos in order to opotuto and take decisions 

appropriate tor the K»bS CD CD CD CD CD

7 Ability  to learn new skills to adapt to changr>g circumstanco CD CD CD CD CD
8 Ab ility  to manage relationships with custom ers and between departments CD CD CD 4 CD
9 Being the employer of choice for creative, innovative people and employees with a 

dovolopmont focus CD CD CD GD CD

10 Becoming a  prestigious woitd-class university ( D CD CD CD CD
11. Building an entrepreneurial university culture CD CD CD CD CD
12. Undertaking marketable research CD CD CD CD CD
13 Building n  university w h o **  programs will load to  th# dovolopmont o f a  knowtedgo- 

based economy CD CD 3 CD CD

2 0 7



S E C T IO N  1-7 :  O RC
Tho statomonto hero aro about tho oxistonco of an organization onvtronmont that 
has both tangiblo intangible structures for supporting loarning in oach university, 
Indicate your opinion for each as guided by tho following scale where :

1 ■ Definitely False ;
2 = False;
3 ■ Not Applicable.
4 ■ Mostly True,
5 ■ Definitely True,

Iu.
>»
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1 There is a well established culture of emptoyoo empowerment in this university CD CD CD CD ©
2 Wo encourage a culture of continuous learning in the university 2_ CD CD CD ©
3 Thero is a strong sense of teamwork and networking among members of staff CD I D CD CD ©
4 We have a  strategy for long term customer service CD CD CD) CD ©
5 Thero is a relentless practice of constant environmental scanning CD CD CD © ©
0 We carry out evaluation of tasks accomplished CD CD CD I D ©
7. We have a  system of sharing problems and solutions to those probloms CD CD CD CD ©
8 We have an open communication system within and without the uruvoritty CD CD CD © ©
0 We nncourngo diversity in team work CD CD CD 4 ©
10. Each manager here functions as a faoMator CD CD CD © ©
11, Individuals receive a regular roview of performance and leammg CD CD CD © ©
12 Indrvtduala receive timely feedback on both performance and achieved learning CD CD CD © CD
13. Managers are encouraged to identify their own learning needs CD CD CD © CD
14 Managers aro encouraged to set chaBcngmg teaming goals for themselvos CD CD CD © ©
15 Managers aro encouraged lo sol challenging learning goals lor themselves CD CD CD 4 ©
16. Managers are assisted in Identifying learning opportunities in Iheir jobs CD CD CD © ©
17 Managers seek lo provide now experiences from which others can learn CD CD CD © ©
18 Opportunities ore ottered for Ihe off tho job training CD 2 CD © ©
19 Managers are encouraged to tako risks so long as they try to learn form their 

mistakes CD CD CD 4 ©
20 Managers are enoooroged lo ruviow. conclude and plan learning octrvlties CD CD CD © ©
21. Managers ore encouiaged lo challenge the traditional way of doing things CD CD CD © ©
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SECTION i -8 : HUMAN RESOURCE DEVELOPMENT VALUES
The s ta te m e n t*  here are a b o u t Im p o rta n t g u id in g  be lie fs  su itab le  to  gu ide  
m anagers in  the m anagem ent o f om p loyoos. Ind ica to  the degree o f im po rtance  o f 
each in  a sca lo  o f 1-5. w hero:

1 » N o t Im p o rtan t at a ll ;
2 *  S lig h t Im portan t;
3 ■ Moderate) Im portan t.
4  ■ Im p o r ta n t,
5 = M ost Im portan t
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1. Helping individuate create work that e n e rg ie s  their inner spint CD CD CD CD ©
2 Enabling individuals to crento work that is personally meaningful CD CD CD CD CD
3 Recognizing a responsibility for hum an and organizational development lhat goes 

beyond organization goals CD CD CD CD CD
4 Building socially responsible organizations CD ■CD CD CD D
5 Offering learning systems in organizations CD CD CD 4 CD
6 . Transforming organizations into continuous learning systems CD CD CD CD CD
7 EnabSng individuals to improve job  related performance CD CD CD CD CD
8 Improving organizalion performance as the central task o f Human Resource 

Development CD CD CD CD CD

9. Focus on meehng organizational performance goals CD CD CD 4 CD
10 Employees should taking charge of their own lives and their dcsnes to contribute to 

the economios society at largo CD 2 CD 4 ©

11. Facilitating employoos in developing skills thot ore referable in tho labour mnrkot CD CD CD 4 i ©
12 Investing In activities that help individuals create work that energizes their inner spirit CD CD CD 4 ©
13. L n a b l^g  individuals to  create work that «  personalty meaningful CD CD CD CD ©
14 Rocognizing a responsibility for human and organizational development that gooa 

beyond its organizational goals CD CD CD CD ©

15. Quality o l organrzations human resources us representing a critical success factor I D CD CD CD ©
16 Tho success o f corporations lying m oro on intellectual systems and capabilities than 

in physical assets CD CD CD CD ©
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SECTION 1-9 . MOTIVATION
The s ta tem ents hero oro abou t th e  c o n c e rn  b y  u n ive rs ities  to  e sU b lish  
co lla b o ra tio n  w ith  ox to rna l o rga n iza tion s . O ro a c h  sta tem ont, respond  a cco rd in g  
to  the  sca lo  be low , w here:

1 » E xtrom o ly U n liko ly  ;
2 = ve ry  u n like ly :
3 ■ l ike ly  50-50 change .
4 ■ ve ry  llko ly .
5 = ex trem e ly  like ly

H ow  lik e ly  Is It  th a t yo u  as the head o f th is  S choo l. In the nex t p la n n ing  p e riod :-
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1. W ill work on an interdisoplmary project CD CD CD CD ©
2. W i  imtiato a  personal dovolopment plan © CD ( D CD ©
3. W ill initiate development o f long-term strategies CD CD j © ©
4 W ill pursue collaboration program s with private or development oriented 

organization ( I ) CD CD © ©
5 Wat initiate consultation with public bodies I D CD CD © ©
6 W d  facilitate the creation of intellectual webs (or solving complex problems that 90 

beyond the capotxMy o f one pruclrtioner CD CD CD © ©

7 W ill pursue knowtedgo updating nctnntms CD CD JL CD ©
8 W ill convert the knowledge being generated in th is department into useful products CD CD CD © ©
9 W d  seek appropnato avenues fo r adapting this department and the entire umvorsity 

to  external solutions CD ( D CD © ©

10. W ill ensure knowledge transfer to external stakeholders o f th is department / 
university? CD CD CD © ©

11 W ill create silo lloctual webs to connect scholars and practitioners CD CD CD © ( 5)
12. W d  mako available increased knowledge content in the development and provision 

o l products nnd services CD CD CD © ©

13 W ill facilitate and manage innovation and organizational learning to increase the 
network connectivity between internal and external individuals CD CD CD © c©

14 W ill Manage business environments nnd allow employees to obtain lulevant Insights 
and ide3S appropriate to their work CD CD CD ® ®

15 W ill Manage intellectual capital and intellectual assets in Ihu workforce ( such as the 
expertise and know how possessed by key individuals) CD CD CD © ©
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SECTION 1-10 : NATURE OF CO LLABORATION
THE STATEMENTS HERE ARE ABOUT THE RESPECTIVE TYPES OF PROGRAMS 
THAT THE UNIVERSITY MAS IN THE PAST OR IS CURRENTLY PARTNERING WITH 
AN EXTERNAL STAKEHO LDER FOR EACH OF THE TYPE LISTED BELOW. 
INDICATE HOW  EACH HAS OCCURRED IN THIS UNIVERSITY IN A  SCALE OF 1-5 
W HERE::

1 -  M o n o ;
2 ■ S lig h tly :
3 = M odoratc.
4 ■ G ood,
5 = Exce llen t ---
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16 General support CD ( 2 ) CD 4 CD
17. Contract research CD CD CD CD CD
18. Research centers and Institute CD CD CD CD ©
19 Research consortia CD CD CD CD CD
20 Industry sponsored contract rosearch CD CD CD CD CaJ
21 Technology licensing CD CD CD (D CD
22 Joint research and development CD CD CD CD CD
23 Research parks CD I D CD CD CD
24. Technology transfer offices to handle pntunting and licensing CD CD CD (D CD
25 Faculty consulting based on  personal relationships CD CD CD CD CD
26 Professors as rocm itm ent agents Cl ) CD CD CD CD
27. Student practice and nxchango model CD CD CD on CD

SECTION M 1  : LEVEL OF CO LLABORATION
F or co lla b o ra tive  p rog ram s  the  u n ivo rs ity  has boon invo lve d  in . Ind ica te  the  leve l 
o f invo lve m en t o f the p a rtie s  in  each co llab o ra tive  u nde rtak ing , where:

1 ■ V ory  Low ;
2 ■ Low ;
3 = S lig h tly  Low .
4 -  H igh.
5 ■ Very H igh Ve
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1. The level o l trust based interactions CD CD CD CD CD
2 Reciprocal contacts f D CD CD G J ©
3 Instructions for rules, norms, procedures and values governing transactions among 

the organizations CD CD CD G J ©

4 Similarity o f resources fo r procedures used,
5. The development o f information systems links among other members

G J CD CD © ©

6 The amount of contacts between organization or the number o f Interactions GD f D CD G J ©
7 The amount o f resources in  the relationship CD CD CD CD ©
8 The oxtonl to which tho resources in the transaction o r relationship flow to both 

paitios Cl ) CD CD © ©

9 Tho extent to which the terms o f the transactions a io  mutually agreed upon with 
equal contributions form  all organizations concerned will work on 3n interdisciplinary 
project

GD CD CD G J CD
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SECTION 1-12 : ORGANIZAITONAL READINESS FOR C 
Rato tho OXtont to  w h ic h  chango has boon  ach lovod  in  th is  un ive rs ity  on  
o rgan iza tiona l sys tem s fo r  s u p p o rt in g  w o rk  pe rfo rm ance  In the la s t 5 years, 
where:

1 ■ Vory Low ;
2 ■ Low;
3 = S lig h tly  Low .
4 -  High,
5 -  Vory H igh

*5
r> ij

I

1|<0
£
.2*z

*
z

I
1 Development of a culture ol continuous looming in the department and unlvoraity CD CD CD CD CD
2. Dovetopmont of a Strong sense of loam work CD CD CD CD CD
3 Development of a strategy for long-term customer service CD CD 3 CD CD
4 Embracing of benchmarking practices within and without the organization CD CD CD CD CD
3 Development of programs for enabling employees to identity and solve problams CD CD CD CD CD
9 High collaboration of manager In administration and academics CD CD CD 4 CD
7. Existence of an open communication system providmg feedback to emptoyeos CD 2 Cl) CD CD
8 Well developed systems for recording lessons form change efforts CD CD CD CD CD
9 Strong core values that support customer service CD CD CD CD CD
10. Development of a suitable mission and core values CD 2 CD CD CD
11 Equitable provision of format training programs and opportunities to all employees CD CD CD CD CD
12 Constant envuonmontul scanning CD CD CD CD CD

THANK YOU FOR YOUR COOPERATION
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U n ive rs ity  name 

INTRODUCTION

A P P E N D IX  I I I :  R E S E A R C H  Q U E S T IO N N A IR E  -  B O U N D A R Y  U N IT S

The questionnaire is designed to obtain information lor purely academic research purposes from respondents in 
various Odniirvstratrve levels in both private and public universities in Kenya The accuracy of the responses you 
provxJo will be crucial to the success of tho research project Tho questionnaire has four moln parts you ore kindly 
requested to respond to each of the questions in the various section in tho provided scale for each section

SECTION 1-1: BIOGRAPHIC DATA

ADMINSITRATIVE POSITION DURATION IN THE CURRENT POSITION
LIAISON OFFICER O 0-2 YEARS o
CAREER OEVEIOPMENT/PIACEMFNT OFFICER o 2 4 YEARS a
DIRECTOR OF LINKAGES Q 4-6 YEARS □
DIRECTOR OF RESEARCH □ 6-7 YEARS a
OTHER (SPECIFY) OVER 8 YEARS a

SECTION 1-2 : RESPONSIVENESS TO THE COUTNRY S HRD VALUE BASE
Tho s ta to m o n t*  hors  are a b o u t Im p o rta n t n a tio n a l va lues u pon  w h ich  h igher 
e d u ca tio n  In Kenya is  a nch o re d  W hat Is the  extont to  w h ich  the fo llo w in g  p r io r ity  
deve lo p m en t needs are co n s id e re d  im p o rta n t by the  m anagom ont o f th is  
u n iv e rs ity ?  Ind ica te  y o u r response  in  a  sca le  o f 1-5. where:

1 = N o t Im portan t at a ll ;
2 ■ S lig h t Im portan t;
3 ■ M oderate Im portan t,
4 ■ Im p o r ta n t,
5 ® M os t Im portan t N
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1 Linking education with work CD © IT) CO CD
2. Continuing professional development beyond the bachelors degree GJ CD (D CD ©
3. Incorporating the influence of technology © CD CD CD ©
4 Internationalization of the curriculum CO CD CD CD) ©
5. Shifting Higher Education objectives from sociocultural concerns to economic 

issues such as the employability of flrnduntos and accommodation of Ihc puvatu 
sector

CO CD (D CD ©

6. Building a knowledge based economy t CD T ) CD ©
7 Considering training skills development os an investment for individuals, the entire 

economy and the future of people (1) CD 3 CO ©
8. Education as the primary moans by which the country's human capital is preserved 

and increased CO CD CD CO ©
9 Education as (he means for ensuring workforce competence competitiveness of 

firms and the nation CD (D CD CD ©
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SECTION 1-3 : RESPOhSIVENESS TO I N S T I T U T I O N A L  CHARACTERISTICS
w n a i is  the  o x lc n t to  w h ic h  the  fo llo w in g  m a c r, env ironm en t co n d it io n s  like ly  to  
have  a ffec ted  h ig h o r educa tio n  in  Kenya have b ^ n  responded to  by the 
m anagem en t o f th is  u n iv e rs ity ?  In d ica to  y o u r ro iponso  in a sca le  o f 1-5 w hore  :

1 ■ N o R csponso  a t A l l ;
2  ■ Som e S lig h t Reoponso;
3  = M odorato  Rcsponso,
4  = High Response,
5  ■ Very H igh Response
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1
1 The Rapidly changing customer piofcronco* CD CD CD 14 f  7 )
2 The frequency in which customers took for new programs a  time CD CD CD ( 4 ) ID
3. The demands of a very price sensitive market CD CD © ( 4 ) D
4 Tho highly changing set of needs of new learners totafty dierent from thoso of 

previous learners CD) © CD © ©
5. I ho degree o( unpredictability any In this market for highor oducaon

h ) © CD © D
6 The extent to which the technology is our industry is changing raptc* CD CD CD © CD
7 Tho oxlcnt to which it is very difficult to forecast whom the tochnotogjn our ,ndustry 

will be the next 2 to 3 years CD CD CD © CD
8. Tho high frequency of technological developments in this industry CD CD ( 3 ) © CD
9. Tho cut throat composition in this Industry

- CD CD 4 ©
10 The promotional wars m our industry

IT) CD © © ©
11 The relative ease in which any program that one university can offer o1VR ^  

match readily CD CD © CD ©
12 The frequency in whlcJi new competitive moves are experienced almost every

CD CD © © D
13. The pressure from globalization and competition CD CD © © ©
14 The state doefimng state funding

CD CD © © ©
16 The increasing demand for a university degree CD CD CD © 1©
16 The Emergence of a learning society in Kenya n CD © CD .©
17 Tho oxtont to which intellectual patents and copyrights protection are enforced in the 

country D CD © (T) ©
18 The volotilo political and economic conditions in tho country U CD D © ©



SECTION 1-4 : ORGANISATION LEARNING CULTURE
Tho s ta te m en t* hero aro a bo u t tho  ex is te n ce  o f an  o rgan iza tion  e n v iro n m e n t tha t 
h a *  b o th  ta n g ib le  in tan g ib lo  s tru c tu re s  fo r  su p p o rtin g  loa rn lng  In oach  un ivo ra ity . 
In d ica te  yo u r o p in io n  fo r  each  as g u id e d  by the fo llo w in g  sca le  w he re  :

1 -  D efin ite ly  Falao ;
2 = False:
3 = N ot A pp licab le .
4 -  M ostly  True,
5 ■ D efin ite ly  True.
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1. There is a  well established cuture of employee empowerment in Bus university CD CD CD CD CD
2. We encourage a culture of continuous learning in the university CD CDCD CD CD
3 There is a  strong sense of teamwork and networking among members of staff CD CD CD CD CD
4 We have a strategy for long term customer service CD CD 3 CD CD
5 There is a relentless practice of constant environmental scanning CD CDCD CD CD
6. We carry out evaluation ot tasks accompfcshed CD CDCD CD D
7 We have a  system of sharing problems and solutions to those problems CD CD CD CD ©
8 Wo hovo on open communication system witfun and without the urworsity CD CD CD CD CD
9. We encourage diversity in teamwork CD CD (D GD CD
10 Each manager here functions as a  facilitator CD CDCD CD ©
11 Individuals rocolvo a regular review of performance ond learning CD CD CD CD ©
12. individuals receive timefy feedback on both performance and achieved learmng CD CD 3 CD ©
13. Managers are encouraged lo Identify their own learning needs CD CD CD CD ©
14 Managors are encoumgod lo sol challenging learning goals for Ihemnehros CD ID CD CD ©
15 Managers are assisted m identifying learning opportunities in Ihetr |obs CD CD CD CD ©
16 Managers seek to provide new experiences from which others can learn CD CD CD CD ©
17 Opportunities are offered for Uw off tho job training CD CD CD CD ©
18 Managers are encouraged lo taka risks so long as they Iry lo le9m form their 

mistakes CD CD CD CD ©
10 Managors aro encouraged to review, conclude and plan learning activities CD CD CD GD ©
20. Managers are encooroged lo diallenge the traditional way ol doing things CD CD CD CD ©
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SECTION 1-5 . NATURE OF CO LLABORATION
Hato Iho o x to n t to  w h ich  tho  pe rfo rm ance  o f  u n iv e rs ity  has boon achiovod  In tho 
la s t years, w hero :

1 ■ N o n e ;
2 » S lig h tly ;
3 » M oderate.
4  « Good,
5  ■ E xco llon t No
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1. Genernl support CD CD CD CD ©
2 Contract research CD CD CD CD U )
3. Research centers and institute CD CD CD CD ©
4 Research consortia CD CD CD Cl ) ©
5 Industry sponsored contract rosearch CD CD CD CD ©
6 Technology licensing © CD CD C7 ) CD
7 Join! rosearch and devoloprnonl CD CD CD © ©
8 Rosa arch parks CD CD CD CD ©
9. Technology transfer offices to handle patenting and licensing CD CD CD © ©
10 Faculty consulting based on personal relationships CD CD CD © ©
11 Profossors as roc/uitmont ogonts CD CD CD © ©
12 Student practice and exchange model CD CDCD © ©

SECTION 1-6 : LEVEL OF COLLABORATION
For collaborative programs the university has boon involved in. indicate tho lovol 
of Involvement of the parties in each collaborative undertaking, whero;

1 » Vory Low;
2 * Low;
3 = Slightly Low.
4 ■ High,
5 * Very High V
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1 The level of bust based interactions CD ( D © © ©
2 Reciprocal contacts © © © © ©
3 Instructions for nrfes, norms, procedures and values governing transactions among 

the organizations © GD © © ©
4. Similarity of resources for procedures used, tho develop the to information 

system s links among other members © © © © ©
5. The amount of contact between organization or the number of interactons CD © © © ©
6. The amount of resources in the relationship © © © © ©
7. Tho extent to wtwch tho resource* «n tho transaction or relationship flow to both 

parties © © © © ©
8 Tho oxtent to which the terms of the transactions are mutually agreed upon with 

equal contributions torm all organizations concerned will work on an interdiscipfinary 
project

© © © © ©
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SECTION 1-7 BOTTOM LINE PERFORMANCE
Rate the  e x te n t to  w h ic h  th e  p e rfo rm a n ce  o f u n ive rs ity  has been ach ieved  in  the 
la s t years, w here:

1 = L o w ;
2 ■ S lig h tly :
3 ■ M oderate.
4 ■ Good,
5 * High i

£?
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|
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X

1. The university national rating CD D © GO CD
2 The university's international ruling CD CD © CD CD
3. Now academic program s Initiated CD CD © D ©
4. The number o f curriculum changes effected CD CD © GD D
5 Tho number o f scientific conferences participate din and sponsored CD CD © CD D
6. Tho number o f roforoed journal article published CD I © GD CD
7. H ie  number of books and etiapters in books authored and published CD © © © CD
8. Tho number o f research grants won CD CD © CD CD
9. The level o f succoss In the financial performance CD CD © GD ID
10. Number o f self sponsored students CD * © CD D
11 The sum o f research spending by academic staff CD CD © CD D
12 The total numbor o f pntonta granted to tasonrehors in this department 

/universjty CD CD © CD ©
13 Tho number o f new businesses dovetopod ID CD © ©
14 Tho number of new technologies developed D © © CD ©
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SECTION 1-8 : ORGANIZAITONAL READINESS FOR CHANGE
Rat© the  e x te n t to  w h ic h  chango has been ach ieved  In  th is  u n ive rs ity  on 
o rgan iza tiona l sys tem s fo r  s u p p o rt in g  w o rk  perfo rm ance  In tho  la s t 5 years, w hore:

1 ■ Vory Low ;
2 ■ Low ;
3 ■ S lig h tly  Low .
4  ■ High,
5 -  Very High

- j
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1 Development of a culturo of continuous learning the department and university CD (X) CD CD CD
2. Development of a strong sense o f team work CT)CD CD CD CD
3 Development o f a strategy for long-term custom er sorvlco CD CD CD CD CD
4 Embracing o f benchmarking practices w ithin and without the organization CD CD CD CD CD
5. Development o f programs fo r enabling employees to identity and sohio problems CD CD CD CD CD
0  High coBaboration o f managers in administration end ocadomics CD CD ID CD CD
7 Existence o f an open communication system  providing feedback to employees i T ) i CD CD CD
8 W e i developed systems for recordmg lessons form  change efforts CD CD CD CD CD
9 Strong core vnhios that support custom er service CD CD CD CD CD
10 Development o f a suitable m ission and core values CD CD CD CD (D
11. Equitable provision o f form at training program s and opportunities to a» employees CD CD CD CD CD
12 Constant environmental scanning CD ID CD CD CD

THANK YOU FOR YOUR COOPERATION
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A P P E N D IX  IV : S T A T U S  O F  U N IV E R S IT IE S  IN  K E N Y A

U N IV E R S IT Y YEAR OF | C A T E G O R Y  
OPERATION

S T A T U S

U n ive rs ity  o f N a irob i 1970 j  P ub lic C H AR TER E D
M o i U n ive rs ity 1985 P ub lic C H A R T E R E D
K e n ya tta  U n ivers ity 1985 P ub lic C H A R T E R E D
E g erton  U n ive rs ity 1987 P ub lic C H A R T E R E D
Jo m o  K e nya tta  U n ive rs ity  o f A g ricu ltu re  and 
T e ch no lo gy

1994 P ub lic C H A R T E R E D

M a se n o  U n ivers ity 200 0 P ub lic C H A R T E R E D
Masinde Muliro University o f Science and Technology P ub lic C H A R T E R E D
University o f Eastern Africa. Baraton 1991 P riva te C H A R T E R E D
Catholic University o f Eastern Africa 1991 P riva te C H A R T E R E D
Daystar University 1994 P riva te C H A R T E R E D "
United States International University 1997 P riva te C H A R T E R E D
Kenya MeUvodist university 1997 Private C H A R T E R E D
Scott Theological College 1999 P nva te C H AR TER E D
Africa Nazarene university P nva te C H A R T E R E D
Kabarak university 2002 P riva te C H A R T E R E D
Strathmore university 2002 P riva te C H A R T E R E D
Agakhan university 200 2 P riva te LIA
Kiriri W om en's university 200 2 P riva te H A
Great Lakes university 200 6 P riva te LIA
G retsa university P riva te L IA
St. Paul's university 2007 P riva te L IA
KCA university 2007 P riva te L IA
PCEA university 2007 P riva te L IA
Panafrican Chnstian university 200 8 P riva te LIA
Adventist university 200 8 P riva te LIA
ML Kenya university 2008 P riva te LIA

Source: Commission for Higher Education website. 2011.
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A P P E N D IX  V : D IS T R IB U T IO N  O F  R E S P O D E N T S  A C R O S S  T H E  U N IV E R S IT IE S

UNIVERSITY

UN IVERSITY L E V E L S  O F  A N A L Y S IS
S C H O O L S SN R .A D M IN

(Including VCs. DVCs. 
Principals & registrars)

B O U N D A R Y  S P A N N IN G
(Including PR , career, 
placement & collaboration 
officersi'directors)

University of Nairobi 27 14 2
Kenyatta University 12 10 7
Jom oKenyatta University 9 7 ?
Egerton University 8 7 2
Mol University 15 7 4
M aseru  University 6 7 2
Masinde M uliro University 6 7 1
University o f eastern 
Africa. Baxaton

5 5 1

Catholic university of 
eastern Africa

8 4 2

Daystar university 4 4 4
Unitod States 
International University

T 4 2

Scott Theological College 4 4 1
Africa Nazarene university 4 4 2
Kabarak university 4 4 2 J
Strathmore university 12 5 2
Agakhan university 3 3 1
Kiriri W om en's university 3 3 2
St Paul's university 2 4 2
Kenya Methodist 
university

8 4 2

TOTAL 140 104 42
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A P P E N D IX  V I: T H E  P O P U L A T IO N  S T R A T A

S T R A T U M P O P U L A T IO N  SIZE S A M P L E  S IZE %  O F T O T A L

B o u n d a ry  U n its 50 30 10

S n r .A d m in is t ra t io n 110 66 22

S c h o o ls /F a c u lt ie s 140 84 28

T O T A L 300 180 60
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APPENDIX VII: INSTITUTIONAL CONTEXT VARI ABLE INDICES

IN S T IT U T IO N A L  C O N T E X T

UNIVERSITY
N A T IO N A L
C U LT U R E

H R D  V A LU E  
B A S E

N A T IO N A L  H U M A N  
C A P IT A L  N E E D S

IN S T IT U T IO N A L
C H A R A C T E R IS T IC S

UON 3.46E+09 3.44E+09 L95E+09 4.42E+09
KU 1.63E+09 I.80E+09 1.32E+09 2.75F.<09
JKUAT 1.491- H)9 l.54E*09 62500000 1.63E+09
Egerton 5.24F. * 09 5.44E»09 3.52E+09 7.23E+09
Moi 2.95 09 3.30E*09 I.40L+09 2.81E+09
Maseno I.46E+09 1.95E+09 I.17E+09 ! SSl  - i w

MMUST 2.09E*09 2.31E^09 9.19E+08 2.20E+O9
UEAB 1.83E*09 1.93F.*09 9.10E+08 2.00E*09
CUEA I.87E+09 2.40F.*09 1.64K+09 3.52E+09
Dayslar 2.51E+09 2.77F.109 1.60E+09 3.03E+09
Scoll l.82E*09 1.72E+09 I.09H+09 I.26E+09
Kabarak 1.08E+09 I.14E+09 6.49E+08 I.21E+09
Strathmore I.30E+09 1.62E+09 1.19E+09 4.26E+09
Kiriri I.30L+09 I.44E+09 7.79E+08 I.82E+09
Sl.Paul's 2.39E+09 2.71E+09 I.32E+09 3 041 f()9
KEMU 7.54E+08 7.79E-KJ8 4.29L+08 9.73E+08
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APPENDIX V III: 11RD INFRASTRUCTURE VARIABLE INDICES

URD INFRASTRUCTURE

UNIVERSITY
O .l) NEEDS ORGANIZATIONAL

LEARNING
HRD
VALUES

11RD
PRACTICES

UON 3.28E+09 4.76E+09 6.74E*09 2.820+09
KU 2.45E+09 3.41E+09 2.83E*09 1.1 OF.+09
JKtJAT 1.520*09 1.650*09 2.080+09 1.280+09
ligcrton 7.18F. * 09 8.190*09 6.700+09 3.82E*09
Moi 2.97F.+09 3.64E+09 3.32E*09 2.29F.*09
Mascno 2.29E+09 4.52E+09 2.25F.*09 I.IIE+09
MMUST 1.40E+09 4.90E+09 2.930+09 1.490+09
UEAB 1.39E+09 2.66E*09 2.930+09 1.340+ 09
CUEA 2.160*09 4.380*09 2.390+09 1.480*09
DnyMnr 2.93E 109 3.86F.+09 3.730+09 2.430*09
Scotl 1.85F.I09 2.8 IF. *09 2.3 IE *09 1.970*08
Kabarak I.02EI09 4.290*09 2.17E * 09 I.97P-09
Strathmore 2.40E*09 3.35F.*09 2.300*09 1.040*09
Kiriri 4.53E *08 2.56F.*08 2.550*09 8.790*08
St.I'aul’s 2.22E*09 4.85E*09 3.370+09 1.870*09
K.EMU 1.02E409 l.54F.*08 8.04L*08 5.07E+08
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APPENDIX IX: tl-l-C  VARIABLE INDICES

UNIVERSITY

U-I-C
M OTIVATION LEVEL TYPE

UON 9.18E+08 2.80F»09 1.82H*09
KU 2.77E+09 1.26E * 09 .-0-
JKl AI 2.33E+09 1.06F+09 9.51F.+08
Fgcrton 8.12F. t{)9 3.76E+09 6.32E+08
Moi 3.68F.-»09 2.I8E+09 9.43E+08
Mascno 2.15E+09 1.18E+09 5.82E+08 __ I
M M L S I 3.I2E+09 I.50E+08 I.2IE+09
HI AB 2.64E+09 1.35E+09 l.03E*09
CUEA 2.52E+09 fT27FK)9 7.24EH)8
L);iv star 3.43E+08 2 .18F<09 6.88E *08
Scon 2.40E+09 1,08F*09 3.29F*08
Kabarak I.44R+09 7.07FA08 4.02F.I08
Strathmore 2.28FMJ9 1.02F.+ 09 .-0-
Kiriri 3.32F>09 1.37FA09 1.24F»09
St.Paul's 3.78E+09 1.67E*09 1.22E+09
KhMI) 8.48E+08 4.95E+08 -0-
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APPENDIX X: UNIVERSITY PERFORM ANCE VARIABLE INDICES

UNIVERSE!
Y

UNIVERSITY PERFORM ANCE
BOTTOM  LINE 
PERFORM ANCE

READINESS FOR 
CHANGE

UON 5.91E+09 8.76E+09
KU 1.6612+09 3.45E+09
JKUAT 2.78E+09 4.66F+09
Egcrton 3.92E+09 I.20E+I0
Moi 2.13E+09 5.84E+09
Maseno L52FJ09 7.03E+09 _
MMUST 4.62E+09 4.92E+09 _
UEAB 4.11E+09 4.86E* 09
CUBA 4.7IL+09 5.59E+09
Daystar 3.51 E+08 5.54E+09
Scott 2.08E»09 3.56E+09
Kaborak 2.69E+08 2.50E*09
Strathmore 2.09E+09 3.67E+09
Kiriri 5.70E+09 4.32 FJ 09
St.Paul's 4.70E+09 6.17F. * 09
KF.MU I.50E+09

iwm
U 8k h i  |
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APPENDIX XI: COM POSITE VARIABLE INDICES

( OM PO SITS INDEX FOR:

UNIVERSITY
INSTITUTIONAL
CONTEXT

IIRD
INFRASTRUCTURE

U-I-C PERFORMANCE

U O N 1.33E *09 1.48E 409 8 .36E »08 1.47E +09

KU 7.50E <08 8 .69E 408 5 .12E *08 5. M E  *08

JK U A T 5.29E +08 5.26F.*08 5 .62E *08 7.44F.*08
F.ycrton 2.14F. ♦ 09 2 .2 IF .H )9 1.63E* 09 1.59F.*09

M oi LOSE*09 9.9.3 F+08 9.09F.*08 7.97F.+08
M um: no 6.45F.+08 9.06E +08 5 .0 2 F.+08 8 .55F .-08
M M U S T 7.52E +08 9 .23E »08 7.33E +08 9 .54E + 08
U E A B 6.67E *08 6 .98E + 08 6.351- *08 8 .9 7 l- t0 8
C U B A 9 .4 4 E  * 08 8.93F.+08 7 .00F + 08 1.03F.+09

D ay s ta r 9.91 F + 08 1.05E+09 8.73F.+08 9.04F.+08
Sco tl 5.89F.+08 6.97E +08 4.01 E + 08 4 .6 4 E + 0 8
K abarak 4.09E + 08 7 .47E *08 2.74E +08 5 .20E + 08
S tra llu n o rc 8 .37E *08 8.05E +08 4 .3 4 E + 0 8 5 .7 6 E ^0 8

K iriri 5.34E* 08 5 .56E *08 6 .8 1 E t0 8 I.OOE-tOO

S t.P a u l 's 9 .4 6 E « 0 8 1.04E*09 8.54E +08 1 09E + 09

K F M U 2.93E »08 l.9 8 E * 0 8 1.85 E+08 I.SQE+08_________
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