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ABSTRACT 

rmln th fJ tm til t influence employee 
nty o1 N 11 obi . lllc University being an 
, n !WI! onrn nt wll re empowerment of 

m ow rrn nt con ists of sharing power and 
o Of t11 u11101 ity to make certain decisions. 

o J( cttvc of b coming world-class institution of 
· · ry to utously involve members of staff at all 
o b fully empowered lo take the intttattve . make 

om ly Prc:;,ently there 1s a discrepancy between 
erceptton of empowerment of Universtty of Nairobi 

.., loo ed at various issues relating to empowerment 
con ext, benefits and limitations of empowerment, 
en ool , empowerment poltcies and perception The 
es1gn vlthm one organization A sample stze of 312 

ro a arget population of 3917 staff members of the 
Un1ver 1 a1rob1 ro g s ra 1 ed random sampling procedure The primary data 

s collec ed us v a es 10 aire and analjzed usmg tables . means . percentages 
n · cor a a . s s T e maJor nd'llgs md1cated that the follow1ng were he factors 

tha •11 ence percep· o o emo o fee empowerment at the University of Na1robi · 
re s e comoe ence/caoab1h es, management, peer, technology support , 
organ ::a tonal c re e meamngfulness of he job, self-determination . tmpact and 
p r 1c1pa ton 1n ec1s1on-ma ing The Un1 verst y of Na1rob1 staff mdicated that they 

re h1g ly empo ered ' 'I a mean score of 60% They further stated 11a hey would 
eel more co o able i ey ere allowed o rna e dec1s1ons regarding thetr wor 
(76 7%) T e lo es ra ed aspec was involvement 1n dec1s1ons hat a eel one' JOb 
( 9%} T e s udy recomme ds more ra1mng for s a o ga1n mastery of s 1lls and 
tnvol emen 1n ecision-ma mg WI h an a1m o achtevmg orld-class sta us 



1:1 Background 

Over the last f w d c, 

th ~Y ;md th · p 

out 

CHAPTER ONE 

INTRODUCTION 

1 n· h. V<. t<.~ li d th ne d to change the way 

u· In< ' '1 hi ch nge is n cessary considering 

lo , I milrke1· , incr asing ly rapid changes in work 

and customer demographics, and flexibility in 

1orld order, the tradition management model of 

e employees betng contro lled' doesn't wo1 k Instead , 

.,, h reengmeenng at the same ttme that t11ey search 

e or orce - both tact1cs atmed at getting more done wtth 

le ~ Bureaucrac es ese rna agers have found , limit people and bureaucratic 

people hm1 eir organtzattons The shift from a bureaucracy to an 

empo enng demands a thorough understanding of both he natu1 e of 

empo ermen a d mechanrcs o mo 1ing from bureaucracy to empowerment 

1.1.1 Employee empowerment 

Emplo ee empo ermen 1s one o hose erms ha everyone htn s h y und rs and 

bu• e rea ly do As a dozen d1 ·eren people and you'll ge a dozen dr 

ans ers o e ques ton ha' rs employee em o erm n ? Som 

h n consts s o shanng po r nd au on y (Col 

mpo ermen occurs hen he orgamza ron s proc or 

lo 



Empowerment has been in he orefron of qual1ty Improvement efforts Employee 

empowerment, the enlargemen o em lo ee JOb g1v1ng them the 1·esponsibility and 

.. authonty to make dectsions a o 

still creating value for the cus:om 

an organization adapts a cui r 

In r ·c nt y · r r n1 

th ir ark w1tilout supervisory approval" while 

c 1. 1 l b) Will b the focus of especially if 

o ITl ow rm nt of mployees. 

ru h(~d to :1dopt an empowerment approach to 

acL cu tamers free of rulebooks or guidelines 

r 1 nece' sary to satisfy the customers. But that 

or everyone. Aspects to be cons1dered 1nclude 

o e o er ( ere are costs and benefits) , dec1s1on on how to 

mpo r there re at er a 1 es) and de erm1natron on when to empower Th1s often 

o e ~e eco amy mdependen entrepreneurship and rnrtrat1ve me 

he organizatron . The commrtment to quality today 

IS ery presen 1 serv1ce mdus nes. non-profrt organizations, government agencres 

and ed ca anal ms•t• ons (Sp ettzer, 1995) 

To al Ouah also no n as To al Quality anagemen (TOM). 1s seen dt eren ly by 

1 ·eren people Ch1e E ecu 1ve 0 tcers, 1ce-prestden s. managers supervtsors 

nd em lo ees rom se eral dts tnc compantes, areas and depar m n s s TO 

as a good or evtl de tee o 1m m n ro tng 

cond 



organizational operation, discipline, planning and management of resources to 

'empowered' employees both ind1 'iduall and m teams. As Schein (1985) puts it, the 

shift towards structures where a ce ral or a1 I nowledge-b sed workers control the 

technology and the operafon- o • IIIL !i 1:s ciill.C1 cl by lh belief that value is 

added not througtl the 

cr , t1v1ty 

111 r · 1 , n 

pro 

111pr ve 

au~ht" 81 nc ar 

r u! !lliOLic 11 rm input of knowledge and 

ploy ' to be committed to their work and to feel 

TOM can be specified as the ·· never ending 

provement that covers people. equipment, suppliers, 

at every aspect of an operation can be 

oal as oerfect1on, which is never ach1eved but always 

a olo 1996) 

TQ ca be escr bed as .. a philosophy of management that 1s dnven by the 

co s an a ain en o cus omer sat1sfac ron hrough the contrnuous Improvement of 

all arganiza ·anal processes"; accura e measurements, and employee 

ernpa er en 1le s til eep1ng he cos s do n and ma1n a1n1ng a 1 of1 (Morgans 

& Denneh 1997). 

Employee empo ermen and 1 s aspec s 111 be e ace d1scuss d nd 

ocus and de elopmen o 1s hes1s The essence o Empo 

mplo es' JO s 1 mg 

ou 

c om 

rnplo rrn n 

nd 

hi I 

tro 1 



Several factors contribute to effec :e empo 'erment. The organizational culture must 

support empowerment It Non , or 1f manag r fe I threatened by a loss of 

authonty for example There 1s a so he qu2~t1on of wh t to empower and when . In 

addition self-awareness 1s n t.l b ~u l til t one is not actually 

dis mpowering employ (,J , y, 1 , ) f ctors encouraging employee 

1nvolv ~ment mclu hi ( c.xp ~Cl;J1tons combined with frequently 

Th 

cu tor 

nomy from bureaucratic constraint , meaningful 

.. ~,., ... u1 ch1 v m ntb and remov I of sources of adverse 

JO tn cunty or htgh levels of uncertainty 

or e o ee e po 1erment arises when employees are close to 

1s critical technology is complex processes are 

en 1s uncertain, employees want growth and 

mo 1 Ill~ res o sibili e elopment, 1n1t1ative has a htgh payoff value , close 

uperv1s1on 1s 1m oss be e boss can genuinely let go and is supportive and a 

goo coac 

1.1.3 The University of Nairobi 

The Um ers1t o• a robi became a ull-f edged Um erst y m 1970, and IS the larges 

among e 1 e public umve st 1es in h coun ry The Umvers1 y has stx colleges 

n mel e College o Hu am tes and soc1al Sctences (CHSS) Coli g o 

nc I ure a d Ve enna Set nces {C VS) Coli g o rcht c ur 

(C E) o Btologtcal a d Ph teal Set nc (C PS) Coli 

E (CEES) Um rs1 

u 

u 



The mission of the Un1vers1ty is o a cen re for leam1ng and scholarsllip: preparing 

students for academic pursu1 s pro ess10nal dev lopm nt, en llanced personal lives, 

and responsible global c1t1zens p, e t nd1n_ th f1 anti rs of knowledge through 

research , creative works an t t ting n intellectual cu lture that 

bndges theory With pr c IC 10 oci 11 economic! and cultural 

d ;v ·lopm .:nt· , n hrou reduct·, enh nccs th quality of life of the 

(Un1v( r 11y 1 Na1rob1, V rs1ty Focus, 200 7) p ·opl 

I h , Jntv 

11 lll! 

Nm 

tnch ds responsib le citiLenship, good corporate 

pro ess1onal1sm, freedom of thought 1n cadem1c 

Vl 1n ovat1veness and adaptation to change (Un1v 151ty 

Foe s 200 ) 

T e U 1 ers s ace vanous challenges that need tackling systematically 

•1th1n e co e o 1 s s a ed V1s1on and Miss1on. In 1ts serv1ce charter the Un1versity 

s co 1 en o orov1sion of quali y serv1ce on observance of the rule of 

Ia s ·u e human resource. hard Nark, transparency, accountability fatrness , and 

1 el e tce ·e i ery 1 all uni s (Universt y of a1rob1 Servtce Char er 2006) 

The U 1 ers1 1n 1 s pursu1 o orld-class e cellence as over he las e ear 

en anous changes 1n 1 s human resources managemen In IS r o 

and po e ul ne 10 orma 10n echnolog1 s and c o 

e m rs1 

a1on 

r 

or ed o ards prov1d1ng 



the University and feel empo e'ed o 91 e their optiiTlUm , hence the need for the 

study. 

1.2 Statement of the Probl m 

·r he exi ting lit ·r tur pr 01 • l 1ot mpow rmcnt of employees. It is 

lll1port mt, 

orq 1111 1t1 11 

illl ltl 11 

r 1 1n Th1 

10r ( r lrllng competitive position and , more 

ar operat1ng 1n Kenya . What complicates the 

ons s he fact that organizations and management 

o • excep 1on, charactenzed Afncan organ1zat1on as highly 

1b1 g extreme forms of over centra lization of dec1s1on 

ly ce ·ra zed s rue ure tends to disempowerment employees, 

often re ul ing 1n a 1e levels of JOb satisfaction, comm1tment, mot1v tion , 

e compet1t1 ;e forces unleashed by the proc ss of 

can managers of Afncan organ1zat1ons fford to 

n pro uc tVI 8 g ve 

liber lt~a ton a d Jobalisa 10 

oded sys ems of managemen ? This question has given 1mpetus 

for he proposed s udy T a is here is need o ftnd out what African organ1zat1ons 

are otng o de e op sel -manag1ng or force one ha exerc1ses self-d1rec 1on and 

con rol tn • e serv1ce o obJec 1ves o wh1ch ey have comm1 ed hems lves 

o m 0 n 



objective of becommg world-class nstitutton of higher learning, it has become 

necessary to senously mvolte members of st ff at II levels. Tllis calls for staff 

members to be fully empo :ered o 1h 1n1t1. 11ve, m k decisions and solve 

problems promptly So far nduct d, p rt from the Steadman 

Group Survey on cu to d on st blishing stakeho lders' 

p ·rception nd s l lh University. Steadman 

Group .urv y r· 811' faction by employee that relate to 

v lopmcn . and participation in decision-making 

o ctftc channelc, of ownership of decrsrons in the 

rvey found that members of staff did not feel 

areas/statrons. 1 he Unrversity operates through 

e epartmental/ sectional level up to the Senate where 

e •s 1 e es s are represented . However employees strll feel 

th t he re no lly mvol ed 1n dectsron-makrng on issues that affect th 111 nd the 

Umvers· 1n e eral 

The differences n a umvers y se ing be een academic and non-academrc staff 

re u ro e ac a academic and non-academ1c staf may have srm1lar 

quail 1ca 1ons b • pe orm d1 eren du ies/ac 1v1 1es academ1c s aff ar Jn olv d Jn h 

core busmess o e Umvers y bu maJon are no managers Th d1s 1nc 1on 

mam es more m h d c1s1on-ma mg process her oy most g1c 

and acade 1c s a 1 h only pass1 e sup o o non-ac d m1c 

op r 10 T es d1 er nc s1 u 111\C 

r I u non-

0 



1.2 Objectives of the Study 

To determine factors that in uence mploy e perception of empowerment at the 
University of Na1rob1. 

1.3 Import n 

r h . tu y i 1m 

Top m " 

mploy 

h Stu 

ormance 

H d of rtm n or management of empowered staff for maximum 

output The ay use e study to find out more about empowering, creating 

satisfying and challe gi g jobs to the staff and also enhancing teamwork among 

staff .. 

Employees- To no ether they are empowered and satisfied with their jobs 

or not And to also fi d out the benefits of empowerment to them and their 

organ1za ·ons. 

As a source of secondary data for future references especially the findings 

Broadly, th1s study seeks to survey the perception of staff towards their utilization 
by their employer, the Umvers1ty of Nairobi. 

1.5 Structure of the Research Report of the Study 

T e stud is o ganized into five chap ers. 

Chap er o consi o bac ground o o I m 

c 0 

0 



Chapter four contains an analys1s of the collected data and a presentation of the 

findings. The findings are also d1sc ssed in this chapter. 

In chapter five, a summ o tndtn , conclusions and recommendations is 

present d. 



2.1 INTRODUCTION 

-rnpowerment 1 clo 

from tnfomnl rn 

' t , JllUCtl 

litlk ·d t ttl 

r ' nc1rn nn, 

h 

CHAPTER TWO 

LITE ATUR REVIEW 

11wolvem nt schemes til t vary 

y t ms where employees have 

rocv ' a management It is therefore closely 

cui ural change schemes such as Total Quality 

r Servie- Initiative and business process 

2.2 The Concept of Empo erment 

The ord ·e po er en as been m focus since 1980s and the 1990s but the 

conce has ao eare 1 vanous forms hroughout modern literature s1nc 1940s 

ccording o ( '996) he concep appeared 1n the human relations tlleones 

aroun he 9~ s 1 950s e mo 1vational and sensit1v1ty needs of the people of the 

960s, emplo ee mvolvemen schemes 1n he 1970s and he team building and 

quali circles ni ia 1ves o he 980s Employee 1n olvement schemes flounshed m 

he 980s h • e r se o uman Resource \Aanagemen and he realiza 10n 11a 

people are e mos valuable resource o he orgamza 1on There as her ore, a 

need o e elo ade ua·ely re ard and 1 ol em 1n ohcy-ma tng 

pa tcularl because o e rediscovery o m nnstc or o lo 

s lso n n 

1 com anso 

I 01"""'"""'"1 

chn 1n US cono 1c p ICUI rl 

0 



Historically, most researchers agree hat. 1n our times , it was Kurt Lewin 's influence 

that focused questions abo democrac . Willi studying the difference between 

totalitarian and democratic soc1al en tronm nts, I will , I ippitt & White (1939) 

discovered a third vanant , a 

ltt l ·r t unty 110 cl 

llVII 

to do whatever they w nt. This 1s chaos or 

h · c envi ronrn nts re characterized by 

d ::lb cnc(., of :.,tructure , rules or regulations . The 

uch _nvlronments ar negattve smce the soc1al 

a d conflicted with relatively h1gh negat1ve affect 

ro me s have a clear social purpose, a well def1ned and 

a ..... reed pon rules and regulations These environments are 

c arac enzed by high performance and high pos1t1ve ffect 

The e · een o a aran and democratic social environments 1s that , 

1n emocracy, e ~orma and legal framework and 1ts consequences are agwccf 

upon In otali ar an environmen s only the elites dec1de what the purpose, structure, 

and rules are Everyone e se s des tned o follow or to get out The elites or leaders 

can consul emplo ees or c1 rzcns or rn 1 e hem o par 1c1pa e 1n roundtables o n 

hall mee ings or summ1 s o es optnions and responses o herr agendas 1 1ey so 

choose b • ey do no really have o constder na 1s sa1d Whereas, tn d mocr 1c 

soc1al env1ronmen s all pa 1c1pan s are 10 ol ed 1n ma tng he d cts1ons a out 

purpose s·ruc ure rules and regula tons and · h s ar tmpl m n d onl nd 

1 here 1s broa soc1al agreemen An one brea mg he pohc1 

d o respon 1bl acce co pr c1 c us 

~ng m 



Gratton (2004) and Hackman (2002) focus largely on the work environment; this may 

be because empowerment e o s recent! have been focused largely on the 

workplace with perhaps more s 1 1c I arrung til t c n be generalized to other 

social environments. Erne (1999 • b1 o d r perspective developing 

approaches to empowerme 

authors arc sp nkm 

I II 0111 ort. ni7., t1on s nd communities . All three 

dtr 1 p. rl1c1pa1iva term of democracy, not 

rt fore. 1Cknt1fy cmpow red employees and 

rnvolv d 1n makmg the decisions that affect them. 

r ·p1 · ·nt ttlon 

Cl ll 

Wh 

h n tt e. re a 

succe o 

r o e ployee empowerment they mean a great deal more 

r 1 reason that many authors prov1de their own definitions 

eas re and mfluence the1r md1v1dual success as well as the 

e ·s a d e1r companies 

E ores 997) oe · io o empowerment ts "employees having autonomous 

decuo a i g capab1h ies and acing as pa ners in the bus1ness. all w1tl1 an ey to 

he bo om hne· E ec ·ve bosses orldw1de now are called .. coaches adv1se1 s. 

sponsors. or tacth a ors" Good managers and good .. coaches" are expec ed to help 

emplo ees re ne heir job achievemen s by encouraging, instructmg, gUidmg nd 

giVIng hem ad 'ICe The po er 'ha managers have - he capact ' nagers 

have o 1 uence e behaviour o employees - and or responst th 1 u b 

emplo ees hrough e creauon o rus assurance mo 1 ton nd 

CISIOnS and Ull CO 0 ' IS b lllQ pu h d 0 n 

I (Robbtn 99 ) 

s r ou 0 



be controlled as they were happening rnstead of corrected later. He then concluded 

that the best people to perfor sue control were til worl ers themselves Tile only 

problem was that the average .. or·· r~ dr nat llc v 1t e dom or necessary sk ills to do 

so (Shtpper & Manz, 1992) r t 1 m 1L11 n ou! to be the employee's fault. 

The causes can norm Ill b . c to tncmrc.ct product or system designs , or 

I • • rt 1(i >h ( 

i11t 'ICh H1 

tfiC 1 

p :~rtr rp trve m 

focu e on a 

( d y 1h ~ mploy cs (Block , 1 987) . 

rm 1~ ambrguous conceptually and often used 

r uch as authonty, delegation , motrvatton , self 

e ployee o mership, autonomy, self determrnatron , self 

el con rol sel mfluence self leadershrp, hrgh involvement, and 

' os mters, however, agree that empowerment is 

eeh gs as it relates to the way people thmk about 

themse' es a d a e co ragi g commitment and performance through liberating 

human capabrl• es Emoo 'Jermen herefore generally means reducing top-clown 

con rol o er emolo ees · · a 1 e 1 o enable hem solve rssues as they anse and 

permr hem o rnven ne · orocess and products as needs are identrfied (innovatton) 

In a perfec vorld, e ployees auld a e responsibility as tf they wer an ow r or at 

he leas had a es ed in eres m he success o e company or .vhrch he or d 

1 IS poss1ble hough, o crea e an employmen envrronmen here emplo es 111 

a e on responsr 111 T rs IS e ac ivr y all success ul employers d srr o 

sa The acron m PART ER can be us d o drscover he n cessa p n nng 

n s or ou o ch1 e success (l nd o 2001) 

P r11cip t on nd in ol m 

m 



Tell the Truth about what's reall going on tn our company is the fourth key aspect 

for your Partner to Empower en ea our Witllholding knowledge generally will only 

serve the one who Withholds tn re almn ow r Pow r is limitless , unfortunately 

many think that the1r power co r m il~c It po it ion To the contrary, it comes from 

w1th1n --thts 1s true leaderst 1 • • • 1( t 1 111(. 1i1111 I rn nt in your conversion to 

Pmtuor to Empow r I . nt yow mploye :~s to actively embrace the 

dC,liVIII · Ill th 

d · If ' l c mg the1r nc.e-k out in an effort to improve the 

WOiklll 

Enthu ia · o r e ployees. their growth, and their risk taking 1s the sixth 

0 artner o Empower Be e;cited about the growth of your 

te r 1. be e c1 ed e yo r oeopie a\<'e a nslt , regardless of the success Renewal 

o our com 1 e o e eel ence four employees are watch1ng your ac tons much 

more han he are hs emng o uhat you have to say Have a comm1trnent 

resurrec ton; yo r commi men o your employees and your customers. 

Evidence rom he li era ure sugges s ha empowered employees enjoy high I vels 

o mo 1va 1on a a pe ·ormance They are self-dnven a e lni 1a tve and enjoy a high 

degree o sel -con 1dence es ee and e icacy (W1I 1nson 1 997) 

2.3 Need for empowerment 

Em lo ee empo men can ul ool T 1s " or o 

ch 

0 



Empowered employees can make decisions and suggestions that will down the line 

improve service and support sa. ng mane , time nd disputes between companies 

and their customers (Honold, 997 Em Wei 111 nt of qualified employees will 

provide exceptional custom_r In rkets th 1 efore 1t will 

1m prove profits throu t r p , lnl 

Ju .torn ·r . pr ·f r 

199r 

mploycc 1~1at have th power to manage 

m· <.Jv ~;, Without having to frequ ently 1nquir e of 

r , ·95) Customer& want the1r needs met wrtllout havrng 

o -pprovals. referrals or excuses" they want .. on the 

a ~ o ear ;hat can be done instead of what cannot (Honold , 

Er 1po er en s a s rang ·ool a 1111 increase ··revenue and 1m prove the bottom 

line" (Gandz 990) T e U.S. Labor Department stated that empowered mployees 

are more li ely o oroduce hrg er profi s for heir orgamzat1ons than non-empowered 

ones (Spreitzer, 995). Emoo 1ermen is also he best way to promote a good long

lasting emoloyee-c s omer rela onship (Gandz. 1990) 

1 IS qu1 e d1 1cul or a manager o accomplish organ1za 1onal goals on h1s own 

Empo ermen 1s hus eeded en o her people mus beco 1e tnvolv d 1n 11 

accom hs men o as s An 1nd1 rdual does no 

Or amza rons ar un er pressur o 

ccou 
II 

Cl co 



work decisions to be taker as near as possible to the operating units and their 

customers-both internal ana ex ernal Benefits come with changes in th e 

organization's culture Itself Bene 1- req 1r eli ng si ll m, nagen1ent and employees 

(Honold, 1997) 

For empowerm nt to ucc m. n. g mant pyr mid" must be inverted. Old

tr ' rcdv,1 I " nd for the first ti me serve their 

Old·fel' h1oncd empl oyees must also agree to 

rment as a threat, especially if they became use to 

th ' c nv manag ment structure where the rules and decisions 

c 1111 lw _ rom bo e (' 'ohrman. 1997) Cole ( 1997) sta tes that a participative 

rn m ermnt s le ha e cou~ages real delegation of authority 1mpl1es that all 

emplo 'ees til be e couraged o play a part 1n the dec1s1ons affect1ng t11e11 work i e 

empo er en ro e ega ion. Managers are learnmg to give up control nd 

emplo ees are earnmg ho · o be responsible for the actions and decisions (Ford. 

995) 

In summary, ts ndamen al hat managemen share 1nforma 1on. create au anomy 

and feedback, ana rain and crea e self-d1rec ed earns for empowerment o work 

properly ~anagers o en prefer no o commumca e ll h employees. and \O to 

share some ex remety tmpo an in orma ton M h hem (G1nnodo 1997) u an 

e ec tve leader mus a e no htdden ag ndas Th y mus r a m to a 

s a eholders or e road o success ( alia urs ed 19 ") 

Emplo es mu ha cl u 

no 

co 7 



and to their teams' means tha a grea er degree of freedom in controlling their own 

workmg l1ves However, even oug taff~ welcom this , they also expect specific 

recogn1t1on for these new res pon-t 1h 1n t 1m of p~. yoffs 

Autonomy and fe dbc c 

empowcrm ·nt 

·rnploy · 

mi 

l11 

m 1 t . I o I) Cl • t d to ach1eve correct 

. 11ity of m k1ng deciSions It can prov1de 

ch. ngt of rnformat1on where the company's 

t , db<lck, managers can show employees how 

om_r <md how much they can exceed therr 

o , management must equ1p employees wrth the 

co1r ct cl de em he necessary and spec1f1c guidelines on how to 

1 t un ce ain tssues a d o rna e certa1n dec1sions (G1nnodo 1997) 

2.4 Empowerment as a Management Tool 

In e ery organ za to • is imoera 1ve o enable people make decisions o do th ngl1 

thtng especially m • e·r areas o ooera 1on Those 1n managemen pOSIIOns hav 

ach1e ed he1r oosi ons rough or , formal education, and m-house trammg, and 

he have radi· onally been expec ed to ma e dectsions and manage h 1r 

employees T e challenge o management, hen 1s tha 1 s a emp o empo r 

employees mus· be genuine 1n be reah y and emplo ee percep 10 Ar ns (1998) 

belle ed a all employees are o ended b managers tho encourag an m rnal 

comm1 men a 1s pro 1d1ng oppo um es or em rm n nd a m tm 

con mued n radr ronal manag men prac ce 

n mplo 's 1r 

Ul 



communication is one of the stronges s1gns of employee empowerment. Honest and 

repeated communication from e ements of strategic plan, key performance 

indicators financial performance do n lo d rly d cision. Tile management must 

therefore enhance effective communrc tr n (All y11~ 1998) 

o ur H1row h deer ~ since supervisors do not 

r · ourcc.. ~md decision-making Supervisors are 

1ronm nt· where they are accountable for mistakes 

nv1ronment of empowerment, supervisors who are 

c rnfor t 1 1 tlh ectston' may ftnd it diff1cult to sanctron employee 

d 1 ion , wtthout he e u1 a en recognition and benefits (Argyns 1998) 

In n er 1po ered or ~a 1za o e managers and supervisors take on a different role 

th n they usually ould i mos' organizations If a manager does not percerve ller or 

hts role is to helo ose she or he super ;ises to grow, then any empowerment 

Implementation e ort ·u no be successful A change in role perception 1s called for 

in th s ns ance hen implemen 1ng employee empowerment 

According o Blanc ard, Z1garm1 & Zigarm1. (1985) he supervisor mus see po nt1al 

111 the employee and or o bnng ha po en 1al ou hroug the proc 55 tha IS )e5 

descnbed as men oring or coach1ng and tch en a11s de ermtntng the 5 111 lev I of 

he employee, shanng tnforma 10n abou he goal o be ac 1 v d and hy 1 1 

rmpo an o e oraanrza ton as a hole pro 1dtng or em loye 

dep u on s s 111 le I pro 1d1ng 

suppo 



organizational culture and he 'alue of empowerment, remove barriers to 

empowerment present m the organizatronal structure, ensuring that appropriate skills 

to obtain needed resources, pro . ide u poti 101 til continued empowerment of the 

employee and share 1n orma on • ui 11l~.: t:. mploy 's nd the organization's 

effectiveness (Biancharu Zt . 1 . rn11, 10 b) 

2.5 rn~ w rm ut 

Sup ·rv1 or 

'llVII 

th 

r ld have been charged in today 's competi tive 

for cu::;tomu value - for being the "front l1ne" of 

Meet1ng customer needs, 

b quail y ser ;rce was the buzzword that st· 1 ted 

org ni tronal re ol ro s 1n e 1980's Efforts to do often fa1led because employe s 

th t ere e real co ac· oorn betv;een the busrness and 1ts customers wer not 

er 1po ered o a e dec sio s or act to fulfil customer needs One solution has 

been 0 e oo er opera ing personnel by pushing down dec1sion mak1ng to the1r 

le el according o Co e (1 997). 

Empo ermen s being crea ed rn many ways Tra1mng self-managed war groups, 

ehmma 1ng hole eve s o managemen rn organrza rons and aggressrv use of 

au oma ion Cole (1 997) are some o he ays and ramrfrca ron o hrs undamen al 

change m he ay busrness orgamza rons unc ron A he h ar o h 

need o ensure ha decrsron-ma rng rs co srdera le Ia 1 ud 

On opera mg manager do hrs rs roug u 

dtr c 1 es desrgned o g rde hm rng d_crsron and c ron o m n nd 

1r ubor tn s 1n 1m 

o Co ( 7) 0 

Cl 



discrimination and the dispara e andling of common functions - something that 

often hampers operatmg personneL Polic1e al~ o ensure quicker decisions by 

standardizing answers to pre 10 sl an- r d qu stion til, t otllelwise would recur 

and be pushed up the managem n 

required unnecessary levels o 

field personnel , nd 1n 1 

nior decision makers and 

of organization behaviour. This 

nd c • t, bl1· h J con istent patterns of action in 

- ga1n, fr ec1ng operatmg personnel to act 

1 repet1t1ve and day to-day decision making , thereby 

rn11mnr • 
'lit ·1npt to 

I h 'Y 11 ) I 

PI 0VId111 a 1on tor coordinated, efficient efforts and freerng 

op r 3trn el o ac cou eracts resistance to or rejection of chosen strategres 

ion e bers · en maJor strategic change 1s undertaken unarnb1guous 

oper trn~ policres cia ' · at 1s expected and facilitate acceptanc . p rticularly 

when operating anager oa 'cipate in policy development and thereby offering 

predetermined a s ·.ers o ro 1ne problems This greatly expedites dealing w1th 

both ordinary and e raordinary problems - w1th he former, by refernng to these 

ans ers · 1 h e 1a er, by givrng opera ing personnel more time o cope w1th hem 

Policies a ord managers a mechanism for avoid1ng hasty and Ill-conserved 

decisrons rn c angrng opera· ons Preva1hng policy can al ays be used s a reason 

or no y1elding o emo 1on - based expedren or emporanly alrd ar umen s or 

al enng procedures and prac ices and • ey rna be n en and formal or unwn en 

and 1n ormal Emplo ee em o ermen hrough pohc•es pro 1d s not r m 

cons• 1 s bus1ness a d 

C lOll b d Ct lOll n 

( 
rot 

r 
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2.6 Benefits of Empowerment 

Employee empowerment bene 1 s e organ12at1ons wl1ich implement it effectively is 

widely noted 1n the literature. 

show that empowerment doe 

(Bowen and Lawler 199~ 

an au1hor" c11 , "nn ~ccfotnl nnd COJ e evidence ... to 

~, fl~ti d cu torncrs nd employees" 

nd provid additional evidence" 

cons1d ·r bl • r 

1t1 form 1or . 

ucr' . · ';1111 sh< ring, communicating programs , 

a pay and :;.,o on has shown the results of these 

o· l M... They go on to cite survey research conducted 

c e Or amzations at the University of Southern California to 

1ch 1rrl's are adopting practices that distribute power, 

re •.tard::. and the effects rhe data suggest that 

empowern en ave a postttve rmpact on a number of performance 1nd1cators. 

• a e po o'erment improves worker satisfaction and quality of 

\ or hfe. Quah serv1ce and productivity are reportedly Improved as a result of 

employee invol emen e orts m about two-thirds of the compan1es Approximately 

one- al o e co oa 1es also report ha prof1 ab11i y and comr et1t1v n 55 h v 

improved e Jn 1ng o' a re a'1on h1p be pn m ow rmP-n an th f1rm 111 net I 

performance suopo s is 

Empo ered employees provide qu1c er on 1me res ens o cus omer ne ds d nng 

serv1ce delivery e ployees eel be ·er abou e1r JObs and 1 m lv s and 

employees 111 1n erac h cus omers arm and n hu ta m W n 

emplo ees as loo 1ng a r 1r 

( 99 m lo 

2.7 



that manifestations of empo erment include people with a sense of self

determination, meaning compe ence and impact. An organisation seeking to 

implement empowerment is li e o e amtne it~ tructure nd reward systems as 

well But rt must be noted a 1 1 n • rly impossibl for un-powered people to 

empower others' accordrn 

factors encour 

cornb111 ·cl with 

unn. r d r r rt; r , 1997).According to Jay (1996) 

1n olvt m n1 rnclud high performance expectations 

f · d con1rd .. nc in staff are autonomy from 

ntn ul goal', celebration of successful achievements 

lfKi I lllQV 11 o dver' e emotional arousal for example job insecurity or 

htqh I un 

2.8 Approach to Empo erment 

To Zemke and Sc ae1 
( 998) empowerment means "turntng t11e frontline loose" 

encouraging and re · ardi g employees to exerctse inrtiatrve and imagmatron. 

Success 1 e po · ermen aoproaches are bUilt on the principle 'no blamrng , no 

complarmng' · ic· means a an employee who rdentrfres a problem can't blame 

someone else or srmply complarn abou i bu mus move o frx i accordr1g to Ulrich 

(1997} Ulnch (1997) u er claims ha empowermen efforts are more than 

sugges 10n sys ems m hrch employees o er random sug tron or 

rmpro emen s, hey are ocused on rallsla'tllQ a specrrc mrlldse Ill o sp CIIC 

e plo ee be a rour 

rn til ., g a ou po r 1 ou at r m 

Gr lllQ 



workers also voted not to acqUire a rrm hat Semler wanted to buy. He complied with 

their wishes 

Heinz Corporation CEO. An on 0 til til importance for a leader to 

that the employ 

d ci .ron . ut o 
, rHJ M 11 k. w ·lch 

1Cl1011 

ornmrtl :1 

f 

, I o cut out many staff jobs so 

rc 1h, , clron is nd have the power to make 

of r 0, 000, only 150 are on the corporate staff 

rlly have empowered subordinates through therr 

clu d 'ubordrna1c.s must have and use power to remarn 

pa 1es The very practrce of empowering others rs difficult for 

rndrvrdu I .._ ho ha e rehe on herr positrons in organrzations now seem to depend 

on r 1ore than jus a posi• on or a r le 

In en a osa 1o92) 1 s s udy of large prr ;ate manufacturing camp nr s found 

that ... o% o e comoanres reported nigh le 1el of management involv _rnent while 

60% reported lo rnvolvemen . The commi ment of the top management is essentral 

because he f;rs obJeC ve o be se beg111s at the top and frlter down (Schwartz, 

1984). T e subordrna es should be willing and able to assume added responsrbrlrty 

Empo ermen 1s ma ed by managemen 's encouragemen of m loy 

pa rcrpa ron rn improvemen o organiza ronal e rcrency and e ec rven ss ocus on 

the cus omer. emphasis of e rmportance o e m or • promo ron o organr a ron 1 

learnrng or con rnued educa ron shanng o succ ss s on and I on 1 rn d 

hroughou e org mza ron and demons r ron o s rang rn rp r on Col 

1997) 

2.9 P rc ptron 
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management-but, it is very unusual to find such agreement. Perception is important 

to the study of organizatton beha /lour ecause people's behavior is based on their 

perception of what reality IS no on reallt 1ts If. Th world as it is perceived is the 

world that IS behaviorally 1m o a 

A number of f ctor op 

fc ctor, can r 

COlli • I of th 

1 t 11 q 'I 

, nci ~omutwn s distort percept1on . These 

H 1ht ObJ c1 or lcm t be1ng perceived, 01 111 the 

puet .. pt1on 1::; made . W~1en an individual looks at 

'Jhat he or she sees, that interpretation 1s heavily 

characten::;ttc::; of the individual perceiver Personal 

h ec perception tnclude a person's attitudes, personality, 

111ottve~ . 1nteres s pas e per ences, and expectations For instance, 1f you expect 

individuals holding public o ce o be unscrupulous you may percetve them as such 

re r less o e1r ac· al ·ra1 s One may not trust such people to be ObJective in 

handling ssues C arac er's ·cs of he arge being observed can affect what ts 

perce1ved For 'lS a'lce eloauen people being recogn1zed more tn a d1scu stan 

looked a in isola on; he rela ionship of a arge to its background also 111fluenc s 

perception as does our endency o group close htngs and Similar htngs oge 11 r 

For ms ance, omen, oeoole a· color, or members o any o her group ha h 

clearl d1s , gUJshable charac ens 1cs in erms of features or color are o ten 

perce1ved as ah e 1n o er, un ela ed charac ens 1cs as ell 

The con e m h1ch e see obJec s or e en s 1s also tmpor n Th 1m 1c 

an o Jec ore en 1s seen can m enoe a n 10 ca Joe 

num r o s1 ua tonal ac ors On rna no no 10 22-

a m cl o 

n 
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impact on their work performance, a strong organizational culture of management 

and sharing of knowledge and e periences gained during their work experience 

is institutionalized and most mportant management affords opportunities and a 

friendly climate for sta I th n w concept on the job. Then, an 

organization can fully r li. . n 1t mpoworment investment. 

In thi tudy p r 

v n bl 

int rv nm 

nd nt variable. The principle independent 

lion, motivation and work environment are 

1ch hav been included as control variables and are 

of the study. The independent variables cause 

ich become determinants of the dependent variable. 

Empowerment irftuences the levels of competence, knowledge, skills and 

attitudes that employees possess as relates to the tasks and responsibilities 

assigned to them. Besides 1t also affords employees opportunities for growth and 

development influencmg their creativity, innovativeness and confidence all of 

which influence performance Perception · Personal charactenst1cs affect 

perception includes a person's attitudes, personality, mot1ves, interests past 

expenences and expectations This in turn influences performance. Work 

Environment: It influences work design, client relationship, teamwork, 

managerial relations and mechanisms, hich provides workers with feedbac on 

their performance. Wor environmen influences whe her employe g t 

cha lenged o use their s ills and a e responsibility for quahty con rol fh 

manage s support, peer support technology support eli a 11 

as opportunity o use n Y mploy 

motivation: I in u nces JO 

dlo 

2.10 nt 



empowerment. There is little support for the assumptions tllat a link exists between 

empowerment and overall performance according to Forester (2000) there are 

several reasons for th1s . Fores·er (2000 s. ys tl1e1t 019 niza tions have not been 

adequately prepared for empo . rm nt f1ot1:s , nd c, n lso crnpowcrmcnt to create 

two groups empowered and o · not rn ow r d 

Mr naq ~rn nt' f · lf 0 

profrlc1bthty h 

m loy(,v mak ~ d crsions, whicll can impact the 

1ddl managers often object to employee 

rc IV~ that th; effort will lake power away ft om them 

(' .;88) Unions percerve that their power comes from 

management of behalf of the workers . :mployee 

o · barners to commun1cat10n between tndtviciual workers 

m ons rna agemen thereby reductng the role of tlte unton 

Aeppel ( 997 no ed a o e of the complatnts of Eaton employees 111 the 

responsibili , e grouo has or each indr11dual with everyone watchrng everyone 

else 1 can feel h e havrng a hundred bosses. Other employees don' Nant ny 

more responsrbili y hen ey already have In he tradr ional organrza ron power 

brings accoun abih y, bu managemen may ry o pro ec 1e employ es rom th 

accoun abili o he1r dects1ons or heir ne ly empo ered employee r a not b 

1lhng o accep he poss1ble consequences o e1r behav1our 



3.1 INTRODUCTION 

This chapter describes 

study. It includ 

sampling d i n, 

3.1.1 

ppropr1 0 

CHAPTER THREE 

METHODOLOGY 

nd proc dLir s that was used to conduct the 

1gn, t rget population, the sample and 

n . t. for n lysis. 

or anization This design was considered 

e d to collect and analyse comparative data. 

3.1.2 T rge Populatio 
The target popula ·on for is study comprised of 3,917 staff of the University of 

Nairobi 

3.2 SAMPLE 

The sample size was 392 members of staff drawn from the Colleges, SWA and 

Central Administration. This number constituted 10% of the target population. 

Mugenda & Abel (1999 J suggested that for descriptrve studies 10%, of the 

accessible popula ion 1s enough. 

The researcher used s ra 1fied random sampling echnique. first h targ .l 

population as sub div'ded in o strata of si colleges, Student We far Authority 

and Cen rat Adminis ra ion. Using e arrived at he s mp iz 

or 



Table 1: sample for the study 

Central Administration 

College of Agriculture & Veteri 

College of Architectur 

Colleg of H lth c• n 

tud nt w 

TOlAL 

3.2. 1 Data Collection 

Strata Size 

804 

r. 1 

327 

390 

209 

!:i 11 

499 

616 

3917 

Sample Size 

80 

56 

33 

39 

21 

I s·1 

i 50 
I 

~ 62 

392 
I 

The pnma • da a as collec ed using a questionnaire fhe questionna1re was 

d1v1ded 1n o sec ·ons 1 I e 1i he research objectives and contamed bo h open 

and c osed ended ues tons The quest1ons were both mult1ple-cho1ce and open 

ende Mos q es 1ons tn e quest1onna1re employed 5-points L1k 1 t ty sc 1' s 

The ques ionna1re con ained uo main sec 1ons The f1rst section d all w1th the 

general informa ·on. Sec 1on 10 had ques 1ons on responden s' percep 10ns o 

employee empo ermen a· he umve s1 y Oues 1onna1res ad1 '"' r d 

hrou ma1l 

3.2.2 Data Analys is 

Da a as 1rs ed1 ed or comple eness and cons1s ncy D sen , S I ICS 

h1 hg ea ures o a s o o rva 10n and do no 

bPI\A/PP 

n 



CHAPTER FOUR 

DATA ANALYSIS AND FINDINGS 

4.1 Introduction 

The Research ObJeCtive . d 1 tmlll t11 1 cto r th t influence employee 

p rc pt1on of ·mpow r IJntv r· tty of N irobi. The data ft om the 

e co den:;tng the tnformatton contam d 1n a number of 

otttlll1 1 v n le~ r o sma ler set of dtmenstons (factors) wtth a rntn11num loss of 

Ill form ti n 

4.2 Response Rate 

Out 0 - he 00 es ro naires distributed only 312 were returned 1 h av ragt. 

response ra e as here ore, 78%. The pa ern of response in present d 111 table 1 

Table 1: Response per unit 



Table 2: Distribution of respondents by gender 

Male 

Female 

rota! 

165 

147 

312 

As p r t bl · 2 ·~bov 0 r · ond n1· Wtlrc male while 47 .1% were fernale 

Tt bf 3: Di ·trlbut• n , f R 

n 

Tota 

- I 

8 

CD 
EF 
Lee re e~ a e"· 

Se or 
Lec-~re ec~ va e"l 

Pro'esso~ e" ~ a er. 

To·a 

Resoor:se 

nd nt by grade 

f er: ency Perwnt 

69 22 1 

61 19 6 

71 22 8 

36 11 5 

30 95 

17 

4 

288 

24 
3 2 

54 

1 3 
92 3 

1~~ I 

CurnulaltvP. 
Percent 

24 0 

45 1 

69 8 

82 3 

92 7 

98 6 

100 0 

Table 3 sho s ha of he sa ha responded, he h1g st number was from grad 5 

C-D (22 8%) hile only 1 3% ·ere rom he pro essonal grades Mos r s and nts 

(82 3%) ere from grades I-IV and middle grades Ho ever. 7 7% d1d not md1 

the1r curren grade 

Table 4: Response by academic qualification 



Table 4 above shows that most respondents t33.7%) have certificates in KCS E/KCE 

and 33.7% have diplomas 10.6% are first degree holders while 15.4% have 

postgraduate degrees . However some o th r pondent (6 .7%) have only KCPE 

certificates 

Table 5: Re 

T ble 5 rn rca es a -9 2% o e respondents were single , 75% were m rn cJ ·1% 

di orce and 8 , ere · "do · ed. The response was on this question was 100% 

Table 6: Response by age 

57 7o/c r 

rr 

2 -2~ 

25-30 
31-

57 7 

000 

d bo 11 onl 30 o/o 

( 2 3%) d1d no tn 



T 

Table 7: Respondents grade at the time of employment at the University of 

Nairobi 

1 -IV 

AlB 

CD 

f 

Ft 

'"/ 
3 

'7 

317 

2l>.0 

11l3 

10 

137 

HJ 

100 0 

Cli111LIL1tivr 

I IC011l 

11·1? 

10 '? 

88 b 

89 4 

98 1 

1000 

Fr orn t bl r rt is clear a most staff joined the University at very low grade and 

ov r the ye rs has nsen o hrgher grade(s) At least 44% JOined m grades I-IV, 45% 

in the middle grades'* ile o ly A% JOined at academ1c grades 

Table 8: Respondents year of entry at the University of Nairobi 

Frec ... ency I 
9 30 

27 87 11 9 

27 8 71 208 

1986-199:> >tj 26 9 48 5 

1991-1995 54 
17 31 663 

996-2000 48 15 4 22 

200 -2005 48 5 0 

2005 and a o 6 9 1000 

JOrn d 1 8 

d Unr ro rrn 00 



Table 9: Span of control 

AdminiSirat·ve As'S 

Cha1rmen 7 7 

D ·an1D1recto 11 1
) 30 1 

A,,, t t 11 ~ 4:? G 
17 I btl 4 

t1e 50 4 

4 8 GtJ 3 

3 1 0 6G 3 

3 1 0 67 3 

6 1 9 69 3 

6 1 9 71 3 

vc 3 1 0 72 3 

3 1 0 73 3 

Fer a 6 1 9 75 2 

Se -c.:.c. ~·aro• 9 29 78 2 

3 10 79 2 

6 1 9 81 2 

a age• 6 1 9 83 2 

2 38 87 

30 97 0 

3 0 

3 990 

3 000 
3D3 

9 

31 

9 mo dl R 

0 
C.,..,,.,.,,..,.,,, .... , "'~'"'"' ... f"iPC:.I'\nlllNiPI 



! abl e 10: Supervision of staff 

uborc:.linat 

M 

u rv1 e un pe ed s a 

·10 

47 1 

4!.l 1 

100 0 

o up rv1 ,., r:1nybody v'Vtthtn the Untver ·t ty of N nobt 

at sup~;;;rvtse 22 1% deal wtth non-acCJdetn tc 

, 19 2% superv1se subordinate staff ancJ f111 lly 3% 

4.3 Factors Influencing Employee Perceptton of Empowerment 

4.3.1 Overvie 

F c ors m encmg employee percep ton of empo ermen tnclude h1yh p orm nee 

e p c a 1ons co bmed requen y expressed con td nc 1n s a autonomy rom 

bureaucra c cons atn • meamng ul goals, eel bra ton of successful nt 

and remo al o sources o ad rse emo tonal arousal ore ampl JO ms cun or 

I ets o unce a1 

rc p on o , 1 



Table11: Mean scores of Respondents ' ratings of empowerment attributes. 

Commun<~litl s 

CO tbU IOnS 

· equal oppo un1 •es o fUlfil tne1r career po nt1al al 

G95 
sn 
Gb7 

637 

782 
500 
672 
555 

628 
559 
6G7 

617 

710 

58 
19 

593 

652 
689 

506 

617 

712 

Table 11 sho s na most respondents were agreeable w1th the stat em n 5 0 

a ributes of empowermen · a mean score o abou 60% The sa eme s ha 1ad 

the htghest mean scores includ-

1 I ha e su 1crent resources o do m JOb (78 2%) 

2 eel more empo ered oday an a year ago (71 2~) 

3 Ql a 1h y to con bu 0 0 

(7 %) 
om 

5 
) 

) 



However, the respondents were only moderately agreeable to the fo ll owing 
statements : 

1 My Supervisor involves me in decisions t11at affect my job (50%) 

2 1 feel men and women re pro rd d wi111 qual oppot'tuniti es to fulfil their 
ca reer potential at th Umv r 1 ( 0 n/o) 

3 1 h v control ov r th of the jOb for wh ich I am accountable 
e· ) 

4 My up rv1 or tru m (55 9%) 

5 1 hc.we ign1f1c nt au onomy 1n determining how to do my work (57 .2%) . 

6. I have mastered the sk11ls necessary for my jOb (58 .6%) 

7 In the Univers1t , there is a clear system for handling employee discontent 
(59 .3%). 

The respondents were asked to ind1cate the extent of their agreement /disagreement 

wrth a senes of statements deprctrng various aspects of empowerment The results are 

presented m table 12 

Table 12: Respondents ' perception of their Empowerment 

Communalities 

Mean 

573 

692 

5 7 

c• your tob? 



As shown in Table 12, most respondents were more agreeable to the statements 
and almost all of them had a mean score above 50% The statements th at had the 
highest mean scores include: 

1. University employees are encour 

to correct quality probl m m h jo 

d to take action to improve quality or 

(69 :?%) 

2. Staff fe I rnor com o I 1 tt1 y ar allowed to make decision refe rring 
th 11 work (16 r Vl 

3 St•1ff 111 111 hOUI be IVen leeway to make independent decision 
1 g rd111 th 1r rk (70%) 

4 Staff members feel frustrated when their decisions are cha llenged 
(67 8%) 

The above mean scores mply that most respondents believed that they have the 
ab1l1ty to take act1on to 1mprove quality of work, and to have leeway to make 
dec1s1ons regarding the work however feels frustrated when their dec1sions are 
challenged However, the respondents were not agreeable to the following 

statements. 

1 My Supervisor involves me 1n dec1s1ons that affect my job (49%) 

2. Current work procedures limit my work outcome 560 (56%). 

3 My work g1ves me the ability to contribu e o the success of the un1vers1ty 
(57.3%) 

4 1 have control over those aspects of my JOb for wh1ch I am account ble 
(56%) 

5 Can accura el ans er he ques ron. Ho IS he Umversrty domg'> '5 3%) 

6 1 feel I am empo ered m my place of 0 (55.7%). 

4.3.2 Requisite competences/capabili tics 

ho m r rmn pro am 0 

or on 



Table 13: No. of trai ning programs attended 

None 

1 5 

6 10 

10 ,md nbov 

I Ot<il 

Frequency 

84 
198 

~4 77 
I g 

·ooo 

98 1 
100 0 

63. r:o;o ind1 c t:~l d th t the h ve a tended between 1-5 training programmes that are 

rei vr.. nt to the11 work But 26.7% have not attended any training programme relevant 

to t11eir work while 7 7°o ha 'e a ended between 6-10 and on ly 1.9% have attended 

over 10 train1ng programmes 

The respondents asked indicate aspects of their jobs they have mastered . The 

responses are presented 1n table 14 

Table 14: Aspects of the job mastered 

Cumulative 
Frequency Percent 

sever a 105 340 
Fe 63 54 4 
Ve •e· 45 44 68 9 

:>ne-ne oUO 33 10 6 79 6 
one-no e oDn 63 20 2 1000 

Toal 309 99 0 

on Respons 3 1 0 

To a 000 

From the able 14, 1 1s sho n th 33 7% ha e m s ered s eral s 

JObs 20 2% a e as ec s a d h1l 30 8 ° lav no: 

m 1n n 

n a 1r JO 1n s 111 n d 



Table 15: Opportunities for career growth 

Cumulative 

Frequency Percent P rc m 

Several 63 . 0 2 

Few 96 ', 0 

Very few 54 (.)8 3 

Many 42 81 7 

Non • 100 0 

r otnl 

Table 1 r r o the University of Nairobi sta ff fee l that they need 

opporlun1t1 for c reer ro th 1n several aspects , 30.8% in a few aspects , 17 .3% in 

very f w spects . 13 5% in many aspects while 18.3% don 't fee l the need career 

growth opportunities 

4.3 .3 Manager's! Management Support 

Respondents were asked how many times they need to seek approval for action they 

belreve to be correct 1n a week. Responses were as indicated in table 16 below. 

Table 16: No. of times approval is sought in a week 

Frequency I Cumulat1ve 

Percent Percent 

none 48 15 4 15 4 

Fe 66 21 2 365 

Very ew 60 19 2 55 8 

Man 96 308 865 

Ve man• 42 13 5 000 

Tota 312 100 0 

From he able 1 clearly 30.8% soug approval many 1mes 1n a • eek 13 5% very 

many 1mes a e 

n appro al 

n 

tn 

co c n 

19 2% very tmes ho ever 15 % d1d not 

o qu 

7 0 

o tllus ra m n 

u 10 

r ourc 

n I 

r 

1r 1 

or nd 

ould 



supervisor was away and a client or another department asked them to do so. The 

responses are given in table 17. 

Table 17: Completion of task without uthority/suporvision 

56 7 

8 58 62 5 

60 19 2 81 7 

om lim s 45 14 4 96 .2 

Don't kno'h '2 38 100 0 

Tota 3 i 2 100 0 

As shown on table 17 most respondents (56 7%) sa1d that they Will complete the 

task/proJect after seeking approval and only 0 06% said they would not complete 

task 1f the 1mmed1ate superv1sor Nere away. 

The respondents Nere further asked what their supervisor/boss s response would be 

if they decided to accept the ask/project any way 1f the request slightly exceeded 

their known capacity The respondents answers are shown in table 18· 

Tablo 18: Supervisor response to acceptance of unauthorised task/proJect 

8 6 3 

3 7 000 

000 



41 .3% respondents felt that the University will be affected positively by the above 

decisions however other respondents felt differently as shown below in table 19: 

Table 19: Effect of unauthoriz d 

Dcn't kna 

Total 3'2 

C urnulo~t1v1. 

Percent 

6 7 

41 3 48 1 

23 1 71 2 

6 7 77 9 

22 1 

1000 
100 0 

Table 19 shows ha 48 5 % fel hat the University will be affected pos1t1vely when 

the staff make unauthorized dec,s on 29 8% felt that the University Will be negatively 

affected by tak1ng unauthonzed asks or projects 22 1% did not know the effect the 

dec1s1on will have on the Un1vers1ty. 

4.2 .4 Peer Relations 

The respondents were further asked a senes of quest1ons on resolution to 

disagreements w1th their peers on dec1sions. number of friends and mentors they 

have at he University. The responses to these questions are presented 1n tables 20, 

21 and 22 

Table20: Response to peer's disagreement with a decision 



The respondents were asked to explatn what they would do if another member of 

their department disagreed with them about the dectsion to accept the project that 

are unauthorized 

As shown on table 20 abov 

resoluti on, 1 9% will ignor , n 

will fi ght htm/h r until h I h 

td th t Ill y Wtll discuss the decision to 

ill JU t go over the colleagues ' head whil e 1% 

3 8% dtd not know what to do. 

When 1sk d how m m n nds respondents have 1n the Universi ty , most rep lied that 

th y lnve m my triendc:. 56 7%) 5.4% have few, 8 7% ve ry few, 14 4% very many 

nd 4.8% h ve none as per table 21 below 

Table 21 :No.of friends at the University 

Freouency I Percent I 
Cumulative 

Percent 

Many 177 56 7 56 7 

few 48 15 4 72 1 

one 15 48 76 9 

Very ew 27 87 85 6 

Very many 45 14 4 iOO 0 

To a 312 1000 

However, when asked how many mentors they have w1th1n the University the 

response was presented in table 22 below 



Table 22:No. Of Mentors at the University 

Many 

rew 
None 

Very mr ny 

Very f w 

iot11i 

173 
I 7 7 

!3? 7 

87 1J 

T, bl 22 how th l I r % h ve many mentors. 40 4%have a few mentors,4 .8% 

llave very rn ny mentors and 12 5% have very few mentors while 25% have no 

mentors WiU1in the Universi y. 

4.2.5 Technology Support 

78.2°'o of the respondents agreed hat they have sufficient resources to do their work 

but when asked to 1nd1cate the last time a proJect or work was delayed due to lack of 

resources they responded as shown 1n table 23 

Table 23 : Project Delay due lack of resources 

Freouency I I CuiTI<Jia'1ve 
Percent Percen 

21 I 67 67 

60 19 2 26 0 

60 19 2 45 2 

30 96 548 

141 52 100 0 

To a 312 1000 

19 2% lndiC d a proJ c s or 0' IS o I c of 

19 2% responden s 1n01ca ed ha del d 

ources 1le 45 2% sa1d 

0 ond n h v n v r d n d lay u o I c· o 

7 on 1m 0 



4.2.6 Vision of the University of Nairobi 

Respondents were asked to indicate 'hether the VISion of til e University of Nairobi 

could be easily stated 30.8% could not eas1ly st t tile v1sion as shown in table 24 

below 

Table 24: Ability to 

Frequency I Cumulat1ve 

Percent Percent 

l::u~1ly ~<lid .... I 365 36 5 

Not il IIY ~ ld 96 3(J 8 67 3 

Answered 30 96 76 9 

Don't 1\nO\\ 24 77 84 6 

No response 48 15.4 100.0 

Total 312 100.0 

Table 24 also shows that 7.7% did not know the University of Na1rob1 's VISion wh1le 

15 4% gave no response 

4.3 CONCLUSION 

The foregomg analysis brings to light the fact that there is need for managerial, 

technological . peer. organizational support and appropriate training traJnmg/skJIIs to 

foster the staffs perception on employee empowerment at the University of NairObi 



CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

In this study, factors that influ nc m loy perc ption of empowerment at the 

University of Na1rob1 w r u 1ng the structured questionnaire . The 

literatur rev1 w focu ci r 1 Hnl on h concept, benefits of, approach to and context 

of mpow rrn nt, th n r mpo · erment, and empowerment as management 

tool em pow 1111 nt ~ l1c1 p rc pt1on and the l1 m1tations of empowerment 

5.2 DISCUSSIOn 

Frorn the research findings as presented in chapter four of this research project, 

several conclusions can be drawn in determining the factors that influence employee 

perception of empowerment at the University of Na1robi These are discussed below 

1n relat1on to the object·ve of he study The quest1onna1re used 1dent1f1 ed vanous 

factors that Influenced perception of empowerment of members of staff of the 

Umvers1ty of Na1rob1. 

5.2.1 Requisite competence/Capabilities 

26 9% of the respondents indicated that they have not attended any trallltng 

programme relevant to the1r work However, majori y of them (73 1 %) have a tended 

a vaned number of rain1ng programmes relevant to the1r work 68 9% have 

mas ered 1n various aspec s of their job and 30 8% have not The study also 

revealed that a least 81.7% requtre a varied number opportum 1es for car er growth 

Accordtng o Blanchard. Zigarm1 & Z1garmi {1995) he supervisor must see po ent1al 

1n e emplo e and o o bnng ha paten 1al ou hrough men onng de rmu11ng 

111 1 1 o provtdtng rat 1ng s n d d dep ndtn 

u onom mu qu1 

0 

hn 

997) 

T 

til 0 



5.2.2 Manager's/Management support 

The study revealed that withtn 

approval to perform a t sk nd JU 

8 .G% of the members of staff sought 

'* dtd not I cspondents were given a seri'es of 

or On of the questions was whether they wou ld 

h n d d resources if their immediate supervisor 

was c W'lY nd 1 ell nl or noth r department asked them to complete the task without 

approach Th re pan o; ho ed hat more than 50% will only perform the task after 

seektng pprov I nd onl 9.2% 'ltll complete the task. Most respondents (43 .8%) 

felt that they wtll be repnmanded, cauttoned or even face anger if they exceeded 

theu mandate Moreover, 48 % felt that maktng an unauthorized dectsion would 

affect the Untverstty pas t:ve y while 29 7% felt it will have a negattve effect 

Accordtng to Cole ( 1997, emp oyee empowerment entttles havmg tncreased 

authonty 1 e legttimate power and JOb enrichment where individuals' dtscretton over 

how they do thetr work and provides add itional opportunities for groups' solvtng on 

operational issues s encouraged . Cole (1997) further states that participative 

management style encourages real delegatton of authonty tmply that all employees 

wtll be encouraged to play a part tn the decisions affecting their work In a study 

carried out on Colgate-Palmolive Company by Steward ( 1990) supports delegatton 

of authon y and responsibility to employees wh1ch he employees of the Umversity 

of Nairobi desire. The commitment of the top management is essenttal because it is 

1mpor an o set begin a the op and filter down (Schwartz, 1984) Aeppel( 1997) 

no ed ha one o · e complaints of Eaton employees tn he respons1b1ltt he grou 

has for each tndlvtdual 1 h everyone atching everyone else 1 can feel ltke hav1ng 

a hundr d bosses Th1s 1s he case a he Unt erst y o atrobt The Un1vers1 y 

m nagers should be rained o en rus hetr subordtna es and delega accord1ngly 

5.2.3 P r Support 

3% S n d 0 diSCUS diS n o 

0 

0 

u T I I 



emphasised by 75% of the respondents indicating that they have mentors within the 

University. Teamwork is an element to be encouraged by the University 

management. 

5.2.4 Technology Support 

t 1 n r xpenenced lack of sufficient resources to 

respondents have at one time or another 

exp 11 nc d th hort1 o re ources to f1nish a task . Ulrich (1997) claimed that 

empowetm nt eftorts re u1re the provision of required resources to perfo rm their 

dut1es So technological support is an important element in employee empowerment. 

Prov1s1on of required resources is mandatory 

5.2.5 Vision of University Of Nairobi 

Only 46 1 o,o of the respondents were able to state the vision of the University, wh1ch 

1s clearly less than half the number of the respondents Employees must have a 

clear v1sion of success because 1f they are not aware of what success means to the 

company and where he company IS headtng, there 1s no way they can feel 

empowered to help accomplish th1s success according to Gtnnodo,(1997). The 

University Of Nairobi management should widely share the University Vision to all 

staff so that 1ts tenets can be embedded in all. 

5.3 Conc lusion 

The s udy sho ed ha mos employees of he Umvers1 y of a1rob1 are empo ered 

1n heir JObs · h an overall mean score o 60% Recogm 1on o em loyees' of 

con nbu 1ons b 1n9 proud o or or he1r or9amza 1on, and be1n9 cour 9 d o 

d v lo crea 1 e nd mnova ., tdeas and or9amza 1on s e ort to r th 

mplo r amo 9 p rc p ton o b 1ng em o 

0 or 

10 



regarding their work (76.7%), staff members should be given leeway to make 

independent decision regarding their work (70°'o) and impact (My work gives me the 

ability to contribute to the success of the un1vers1ty (71 %). 

The aspect that was rated lo t 1 ' , rt1C1p tiv management' (My Supervisor 

involves me in decision th t 1 y job (49%). The University of Nairobi has 

curr ntly put in h e tr 1t 11 nn d t empowering their employees such as 

tl81nm , t ·w1work , fl 1b1l1t nd ceo mtab1lity . 

5.3 Recommend t1ons 

1. In order to increase staff output the University of Nairobi need to train their 

staff on relevant JOb requirements so that they are able to gain mastery of 

skill. 

2. Supervisors should be encouraged to involve staff members in decision 

mak1ng. 

3. There IS therefore need for more employee empowerment without which it 

would be difficult to carry out technological and other changes requ1red to 

meet the demands of global competition and be a world class Un1vers1ty. 

4 The Umvers1ty of Na1rob1 members of staff are encouraged to make 

independent dec1s1ons when necessary. 

5.4 Suggestions for future research 

1 There is needed to replicate this study to other universities, both pnvate and 

public and other educat1onal1nstitutions. 

2 Further studies should attempt o achieve a larger sample to determine whether 

h resul s can b generalized 
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leeway to make I 
independent 
decisions regarding their 

work. ~--- --- -· ---

1 feel frustrated when my 

decisions are 

challenged. -··· f--,-. =~ 

Current work procedures 

limit 
my work outcom • . 

13. In th cour 
'lppr ov 11 for 
None 

o ek, how many times do employees need to seek 

) 
b) 
c) 
d) 
e) 

F-ew 
Very few 
many 
Very many 

etlan she or he believes to be correct? 

14. What IS the v1s1on of the university? 

a) Easily said 
b) Not easily said 

c) Answered 
d) Don't Know 

e) No response 

15 In what aspects of your JOb have you reached master status? 

a) Several 
b) Few 
c) Very few 
d) None- new to UON 

e) one- no effort 

16 In what aspects of your JOb do you contmue to grow? 

a) Se eral 
b) Fe 
c) Very few 
d) Many 
e) one 

17 as he las 1me a proJec or or e ort delayed due o lac of 

a) 
) 

c) 



18. If your immediate supervisor was away and a client or another 

department asked you to complete a project/task for which you knew 

there was capacity to complete, would you be able to agree to 

complete the project/task and access tile needed resources? 

a) Yes, after seeking approval 

b) No 
c) Yes 
d) Sometimes 

e) Don't know 

19 r lll t h 1 ly exceeded the known capacity to complete, 

c ) 

b) 
c) 
d) 
e) 

our uperv1sor's boss 's response if you decided to 

c sk anyway? 

20 How would such a dec1s1on affect the Un1vers1ty? 

a) H1ghly Pos1t1vely 

b) Positively 

c) Negatively 

d) Highly Negatively 

e) Don't Know 

21 What would you do 1f another member of your department disagreed 

with you about the dec1sion to accept the project? 

a) D1scuss to resolution 

b) Go over her/h1s head 

c) Ignore him/her 

d) F1ght h1m unt1l he agrees 

e) Don't know 

22 How many friends do you have in the university? 

a) Many 

b) Few 

c) one 

d) Very Fe 
) Very an 

23 1 h1n h umvers1 y? 

) 
b) 
c) 



24 . To what Extent do you agree With the following statements about your 

job 1n the University? 

Statement I Agree Strongly Disagree Strongly Don't 

I 
Agre Agree know 

- -

My work gives me the 
Opportunity to contnbut 

to tho succes of my 
section 
lll!W! ignificnnt 
, utonomy Ill d t 'I 111111111 

how I do my 1 1h ·- ~· 
----

I h·w con id 1 1l I 
oppo1tun1ty f r 

111d p nd nc n 
fr dom 111 how I do m 
work 
In my department I 
employees are 
encouraged to take quick 
act1on to improve quality 
or to correct quality 
problems in their jobs ·-
I have sufficient 

i resources to do my jOb. I .. - - ----1 

1 My supervisor involves I L me 1n dec1s1ons that I 

1- affect my jOb I - - ---
I am encouraged to 
develop creative and 

I 

innovative ideas. 
I have control over those 

aspects of job for which I 

am accountable. 
All the staff in my I 

orgamzation have the 
le eland md of rammg 

they reqUJre. 

su ervasor trusts me I 
-. 

.. ~. ··~· I 



1 am proud to work for 

the Unrversit . 

In the University , there is 

a clear system for 
handling employee 

discontent 
My supervisor 
encourages team work . 

I r ceiv ppropr rc.lt : 
recoqnition for my 
contnbtJtron 

I f I 111 '11 md w m n 

c11 pr ovrd 'ti wrth qu 11 
opportunrtr to fulfrl 

lh II CCII 'I potentl I at 

t11e unrve1 rt 
--~~--~~~----~~-------+------

--~------~ 

1 he Unrversity has taken 1 

inrtiat1ve to empower its I 
emplo ees ----- - --
I feel more 

25 Have you expenenced any problem employee empowerment related? 

[Yes][No] 
Explain ................................................................................ . 


