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ABSTRACT

The adoption of Strategic Human Resource Manage&atices enables strategic decisions to
be made by management that have major and longitepact on behavior and success of the
organizations. This is achieved by ensuring thatdiganizations have skilled, committed and
well motivated employees they need to achieve thjectives. Microfinance Institutions are
expected to play a vital role in the realizationtlé Kenya Vision 2030 which localizes the
United Nations’ Millennium Development Goals. Ddspihis noble role, a closer look at the
operations of many MFIs reveals that they all fatallenges related to strategic human
resources management practices. The objectiveeddttidy was to establish the strategic human
resources management practices adopted by the fmaroe institutions in Nairobi. The
findings of the study will be of benefit to finaatinstitutions, the human resource practitioners

and the seekers of knowledge in the field.

The study adopted a descriptive research desige.stidy population consisted of 40 MFIs
registered under AMFI. (The Association of Micrafirce Institutions) AMFI is a member
Institution that was registered in 1999 under tbeieties Act by the leading Microfinance
Institutions in Kenya to build capacity of the nainance industry in Kenya. Since the entire
population of MFIs to be studied was sufficientiyal, the researcher used the census method.
The study was carried out through census survegusecof the cross-sectional nature of the data

to be collected.

The study used primary data in data collection. phenary data was collected through the use
of a structured questionnaire. The target groufuded Human Resource departments heads or
HR section heads. The data was analyzed usingipi@gerstatistics. The descriptive statistics
findings were presented in simple tabular analysisich formed the basis of quantitative
analysis of the collected data.



From the findings, the study found out that Micnafince institutions in Nairobi have adopted
Strategic human resource management practicesgiea extent. The adoption of strategic
human resource management practices in MFI's @eatampetitive advantage for the
institution, increased productivity and higher gtyabf work life that’s leads to the attainment of

greater profitability.

The study concluded that the other strategic managepractices adopted by the microfinance
were recruitment and selection, training and dgwalent, formal grievance procedure, employee
motivation and commitment, reward management, cosgieon and performance management.
From the findings and conclusion, the study recomdsethat organizations should adopt
strategic human resources management practiceq Wase are put in place the people through

whom the goals of an organization are accomplistitecempowered.
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CHAPTER ONE - INTRODUCTION

1.1 Background

Strategic Human Resource Management has been de#fisealigning of Human resource
function of a firm with its overall strategic goadsd objectives. It is the acceptance of the
Human Resource Management functions as a straggfitern in the formulation of the
company’s strategies as well as in the implemeonati these strategies (Hendry, 1990). Human
resource management has evolved from personnel gearemt to Human Resource
Management (Lengnick Hall, 1988). According to Hen{L986) Strategic Human Resource
Management is an approach to the strategic manageshbuman resources in accordance with

the intentions of the organization on the futurection it wants to take.

Armstrong (2009 states that Strategic Human Resource Managememhoiis about getting
things done than thinking about them. It leadshi® formulation of human resource strategies
that first define what an organization intends ¢oinl order to attain defined goals. The aim of
Strategic Human Resource Management (SHRM) ishengée a perspective on the way critical
issues relating to people can be addressed. liesnatvategic decisions to be made that have a
major and long term impact on the behavior and esgof the organization by ensuring that the
organization has the skilled, committed and welltivaded employees it needs to achieve
sustained competitive advantage. Strategic humaouree management builds upon the idea
that human capital is one of the most critical comgnts of strategic success for many
companies. Managers are being encouraged to ledifspHRM practices to strategic outcomes
(Schuler and Jackson.1987). Strategic human ressuace generally made up of many
individual business and human resources-relatedtegies. Strategic human resource
management is important in that a firm which addptiategic human resource management
practices adapts to change quickly, can meet custalemands and basically achieves high
financial performance by executing its strategy.e Taim of Strategic human resource

management is to provide a future direction, beaninage people in an organization in terms of



the long-term planning of human resource managerbgraligning it with an organization’s

overall strategic plan.

In many organizations contribution of human reseutmction is viewed as intangible and not
documented in economic terms. Due to this, headhefdepartment face an uphill task for
greater budget and influence in the organizatiooreyt (1995). However, Human resource
Managers need to shift their focus from thinkifdH&® as a cost to be minimized and embrace
the idea that an investment in human capital ewadlytigives a return on shareholder’s value
(Ulrich 1996). The human resource (HR) is a livimgd active input that operates the other
factors of production. It is people who create orgations and make them survive and prosper.
Without people, organizations cannot function. Yebple also need the organizations so that
they can maintain their living standards. Thera g/mbiotic relationship between organizations
and employees who work in them. As defined by $tdiE995), Strategic human resource
management is a distinctive approach to employnmeanhagement which seeks to obtain
competitive advantage through the strategic depémtnof a highly committed and skilled
workforce, using an array of cultural, structunatigoersonal techniques. Armstrong, (1999)

1.2 Strategic Human Resour ce M anagement practices

In an attempt to define Strategic Human Resourcendgement practices, Ulrich (1996)
emphasized that it is people working in an orgammawho individually and collectively
contribute to the achievement of its objectivese Wirategic human resource management
practice has undergone tremendous changes. Priyitlis duties of human resources were
normally centered on staffing activities such asnyi keeping and organizing other personnel
activities. However, today companies can no loradfard to look at people as a commodity to
be exploited to exhaustion and then discarded (Q6Ig7).

Strategic human resources management practicestimt@gic approach by the management of
organizations’ most valued asset; the people wgrkirere who individually and collectively
contribute to the achievement of its goals. As rofi by Storey (1995): Strategic Human



resource management practice is a distinctive aghrto employment management which seeks
to obtain competitive advantage through the stratdgployment of a highly committed and
skilled workforce, using an array of cultural, stiwral and personnel techniques. It is clear that
Strategic human resources management practicearaienportant part of today’s business
management. According to Armstrong (2000) Stratégiman resource management (SHRM)
practices have a number of key features. Thesedaclthe internal integration of personnel
policies and their external integration with ovesdtategy; line management responsibility for
human resources implementation and, to a certaengxolicy; individual rather than collective
employee relations; an emphasis on commitment hedekercise of initiative. Hendry and
Pettigrew (1986) adds that the use of planning,oberent approach to the design and
management of personnel systems based on a Straleghan resource management
employment policy and manpower strategy is a keatesgic resource for achieving “competitive

advantage”.

During the last few decades, companies have besinotwed with an increasingly competitive
environment. Forces facilitating globalization, Isugs the liberalization of international trade,
the international integration of production, resbaand marketing by major firms, as well as the
emergence of major economic regions, have enalbatpanies to invest in human resource
management practice to gain or maintain competdideantage. It has been argued that human
assets are an emerging source of competitive aglyantor many firms. Strategic Human
Resource Management practice is evolving from bgiaga support function to one of strategic
importance. Values and Human Resource systemstbelpape organizational culture and the
people who operate within and influence that celt@n the other hand, it has also been argued
that Strategic Human Resource Management Prac®&t¢RMP) constitutes a major constraint
when firms try to implement these strategies (Adied Bartholomew, 1992). This is mainly due
to the complexities involved in employing and manggpeople from various -cultural
backgrounds. Some of the SHRMP that will be disedsasclude: Recruitment and selection,
training and development, Performance managemenpldyee motivation and commitment,

reward management and compensation



According to Channon (1986), Strategic human ressimanagement practices describe the
way in which managers set about achieving resuitsugh people. How people behave will
depend partly on their natural inclination, pauly the example given to them by their manager,
and partly on the norms, values and climate of dhganization. Effective strategic human
resource management practices encompass a wide Enmterrelated activities including
recruiting and training the best employees, engutirey are high performers, dealing with
performance challenges, and ensuring that pers@miemanagement practices are aligned with
various regulations.(Helmuth, 1999). Traditionalgo&inel management considered management
of employees as a centralized strategic functionth vestablished personnel policies and
practices. Unlike in personnel management, theéegfi@human resources management practices
regard personnel activities as part of both stiatptans of the organization and operational
responsibilities of line managers. The fulfillmeot personnel relations in the organization

resides ultimately in the nature of leadership mted by line managers.

1.3 Microfinance Institutionsin Kenya

Microfinance is the provision of financial services low income, poor and very poor self

employed individuals Cassell, (2002). At present;IMutreach is basically through group

lending schemes, which have limited capacity foafficial resources. He observes that financial
institutions consistently compete for deposits @alslip confidence in the financial system keeps
on being patronized. One of the ways is by stratdlyi offering the best practice in human

resource management. In Kenya there are estimd®@@l 18gally though unregulated constituted
microfinance service providers including 3392 sgsiand credit co-operatives and co-operative
like community-based intermediaries, 40 MFIs, 2Iding societies and several commercial

banks. Central Bank Publication (2005). Informalafice includes 17,305 rotating savings and
credit associations (ROSCAS).

The microfinance secton Kenya has faced a number of constraints andesigds and of late
there has been stiff competition in the sector. Tgor challenges to the development of
microfinance business in Kenya include lack of fpedegislation and set of regulations to



guide the operations and insufficient use of humesource management practices since the
industry is labour intensive. The task and chakenfgr human resource management
practitioners is to introduce innovative techniqtiest help managers within an organization to
articulate clear goals that can be understood adértaken by a workforce. It is till recently that
a microfinance bill was enacted that became anoécgparliament. This law has enabled
microfinance institutions to seek licensing for dgjp taking. Initially Microfinance institutions

in Kenya were registered under eight different ActsParliament. Some of these forms or
registrations did not address issues regarding shie governance, and accountability. They
contributed to a large extent to the poor perforceaand eventual demise of many Microfinance
Institutions because of a lack of appropriate raguy oversight. This has had a bearing on a
number of other constraints faced by the industgnely: diversity in institutional form,
inadequate governance and management capacityedingutreach, unhealthy competition,
limited access to funds, unfavorable image and lackperformance standard. The lack of
oversight, however, has enabled them to innovatledavelop different techniques of providing

microfinance services. (CBK2005)

1.4 Statement of the Problem

Strategic human resource management is importahiint generates a perspective on the way
which critical issues relating to people are haddi8trategic Human Resource Management
Practice enables strategic decisions to be madehthae a major and long term impact on
behavior and success of the organization by ergptin@ organization has skilled committed and
well motivated employees it needs to achieve ijsailyes. (Armstrong, 2006). Studies in Kenya
on Strategic human resource management practiogs thlat in spite of significant advances in
human resource management in the last two dechdeadbption of Strategic human resource
management practices is inadequate (Waweru, 1$&4jeral recent studies have been carried
out on Strategic human resource management pradbigeseveral researchers like Murage,
2005, Kibune, (2007): Omoro, (2008) and Nguku (200®e findings of these studies indicate



that SHRMP is key to the success of the organigatiomany aspects such as productivity,

profitability, future focus and image.

Microfinance Institutions are expected to play &iole in the realization of the Kenya Vision
2030 which localizes the United Nations’ Millenniudevelopment Goals. Despite this noble
role, a closer look at the operations of many MEleals that they all face challenges related to
human resources management. First and foremos thsstutions are labour-intensive since
they offer services that are highly personalized eslational in nature. Lack of clear training
and development programs as well as leadershipishabtt wholly committed to employee
welfare, are some of the challenges that have dbggtective strategic human resource
management practices in Microfinance InstitutiohdFIls). Helmut,(1999). Current human
resource practices in micro-finance institutionsehgartly impacted negatively on the overall
image and operations of the institutions. Beingificial institutions, the quality of their services
have suffered considerably in that the morale amdrositment of employees to their work is low.
Poor motivational techniques have increased dgfaation among employees leading to
exceptionally high staff turnover. This scenari@@snpounded by the fact that mainstream banks
have invaded the microfinance sector because ofréat potential. Granted banks have the
financial muscle to offer better terms of serviodhe workers they poach from the microfinance

institutions.

Banks have more established human resources potltae are more attractive to employees of
microfinance institutions. The business of the oficance institutions targets a market segment
that constitutes about 70% of population. (HelniL889). This implies that they have to employ
many employees to serve clients. The business afofinance institutions is unique in aspects
such as group lending and therefore the loss oeomg@oyee through poaching or otherwise can
have a devastating effect on portfolio managentfamthermore, microfinance institutions loose
business when mainstream banks poach employeaheogeth the groups of clients that they
serve. The researcher has also noted that therfevareell established academic programes on
microfinance studies in our local universities armlleges. This implies that microfinance

institutions hire many people trained in otherdgelnd build capacity in them over a long period



of time. This makes retention of such highly val@sployees a critical factor. The existence of
these critical challenges in Microfinance Instibut$ has prompted the researcher to carry out an
investigation into the strategic human resources®iagament practices in the micro-finance
sector with particular focus on Microfinance Ingtibns based in Nairobi. The researcher has
noted that Institutions like majority of the barkave been poaching staff from the MFIs since
their SHRMP are attractive to these employees. tieesc like training and development
programs, performance management and reward maeagene already in place in these banks,
meaning that if the MFIs had SHRMP in place thialigmge of staff turnover and motivation

would be addressed.

1.4.1 Resear ch objectives
To establish the strategic human resources managepnactices adopted by microfinance

institutions in Nairobi

1.5 Importance of the Study

The beneficiaries of the findings will be the fiméal institutions, the human resource

practitioners and the seekers of knowledge initid.f

1.5.1 Microfinance I nstitutions

The Microfinance Institutions (MFIs) will be able know how effective they have been in
strategic human resource management practices. Wilisact as a basis upon which
improvement can be made to an increasing effea@s®nn Kenya the microfinance sector plays
such a major role in the economic development efctbuntry. The study will add to the body of
knowledge in human resource management and maylatenthe top management of these
institutions to adopt some of the proposed outcoafdbe research. Strategic human resource
management practices (SHRMP) vary across firmsusecdifferent strategies require different
employee characteristics related to these compesenn order to be successful. The

Microfinance Institutions in Kenya will recognizénet importance of selecting appropriate



strategic human resource management practices,rimgssustainability, increasing cost-

effectiveness and improving performance of empleye®l the organizations in general.

1.5.2 The Government

The government is the custodian of all its citizesgardless whether it has the ability to address
their plight. Information gathered through this dstuwill help the government to formulate
policies beneficial in the regulation and protectmf the work force especially employees who
work in such financial institutions. Looking at Kexis vision 2030 this project will help the
public policymakers to help grow the microfinaneeter through the enhancement of strategic

human resources management practices.

1.5.3 Academicians

Research is an ever continuous process. As treandeer benefited from previous studies
conducted by other professionals, so will the feittgsearchers benefit from this study, either in
advancing in the same research problem or in alayere research phenomenon. The findings
will be an eye opener to researchers who desisesk further knowledge in strategic human

resources management practices and its practiyaibilihe business world.



CHAPTER TWO - LITERATURE REVIEW

2.1 Strategic Human Resour ce Management (SHRM)

The concept of strategic human resource manage(8&fRM) became popular in the 1980s
with the development of the Harvard Business Sc¢hdelo models integrating strategy and
human resource management, namely the matchinglraodethe Harvard framework model.
These were conceptualized by Formbrun et al. (19849 were known as the first formulators
of strategic human resources management, and vamtified three core elements as necessary
for firms to function effectively which are missicand strategy; organization strategy; and
human resource management. These authors emphdbkgechportance of aligning human
resource management to organizational strategys View is supported by Beer et al. (1984),
who has stated that a rapidly changing environnoeeates an imperative need for a more
comprehensive and strategic perspective regardintah resources.

The 1980s and 1990s have been a period of signifcd@ange in national and world economies:
increased globalization and global competition,dkeay of traditional industries and the rise of
new ones. In addition there has been the privadizatf much activity that was previously in the
public domain, the reduction in power of trade msi@and the impact of information technology.
All these and other socio-economic and politicaltdes have caused a rethink of the way in
which organizations are managed. Dowling (1990jat8gic human resource management has
been one of the major developments of this rethmlprocess. There have been a number of
reasons for this. In many organizations, staff €espresent a major proportion of the budget;
the cost-effective deployment of personnel musabey priority in any competitive situation.
Grant (1991) sums up a now-widely-held view thatgabilities are the main source of a firm’s
competitive advantage”. Strategic human resourceag@ment aims to provide the framework

within which these key characteristics can be feste

Increasingly, strategic human resources managemenécoming ever more popular. Today,

human resources are seen as “the available taladtenergies of people who are available to an



organization as potential contributors to the d¢oeatand realization of the organization's
mission, vision, strategy and goals” Jackson €Ra0D0). Hence, strategic human resources
management is not a completely new and revolutiofiald; rather its roots can be traced back
to the mid-1950s. Schuler et.al (1999) definedtstia human resource management as “the
pattern of planned human resource developments awiities intended to enable an
organization to achieve its goals”. This definitioriegrates the two main points: linkage of
human resource activities with the organizatioti@tsgy; and harmonization of various human
resource activities. Armstrong, (2002) have regerglgarded the concept of strategic human
resources as “a general approach to the strategmagement of human resources in accordance
with the intentions of the organization on the fetdlirection it wants to take. It is concerned
with long term people issues as part of the strat@gnagement processes of the business”. The
key issues highlighted are similar to those madé\bystrong and Long (1994) that strategic
human resources management refers to an orgamzatiecision-making about its human
resources; it is an organization’s overall planptosue to achieve its goals through people;
where human resource management and strategic srarag are correlated with people being
an integral component of any organization’s corfgostrategy.

Strategic human resources management includes ebemsive concerns about structures,
values, culture, quality, commitment and perfornearand the development of the human
resources through whom the goals of an organizatisn accomplished. Strategic human
resources management has the perspective of hiesanrce management as an integral part of
an organizational strategy, “which is chiefly abeusuring that the organization has the skilled,
committed and well-motivated workforce it needsatthieve its business objectives. It can be
achieved by linking human resource strategies twicbaompetitive strategies” (Armstrong,
2000), and human resource management as a stiatégglf, which means developing staff in
order to face the challenges of a rapidly changwdd. Lack of proper policies and the nature
of leadership at corporate level are the most ingpdrchallenges without which all other sub-
systems of the organization cannot function. Pedicare the guidelines on the approach an

organization intends to adopt in the managemeitsofiorkforce. They define the rules of the
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organization, acts as points of reference to adgaries of employees and define the way things
are done in the organization. With proper policsl able leadership, other issues/challenges

like workforce diversity and union representatiam @asily be solved. Guest, D. (1987

2.2 Strategic human resour ces management practices

Strategic Human resources management practicesfiagd by Armstrong (1999) is a strategic
and coherent approach of the management of an ieeg@m’s most valued assets, the people
working there who individually and collectively doibute to the achievement of its goals.
Human resource systems and organization structuveld be managed in a way which is
congruent with organizational strategy. This carekplained by the human resource cycle (an
adaptation of which is illustrated in figure 1) whiconsists of four generic processes or
functions that are performed in all organizatiofifiese are: selection, performance, reward and

development. Fombrun et. al, (1984).

Figure 2.1: The Human Resource Cycle

Rewards

v

Selection— Performance lF>erformance

Management

Development—T

v

Source: Armstrong M.(1993) Human Resource ManageRetice, fEd. Sage, Oxford

Strategic Human resource management practices chasige as the business environment in
which it operates changes. The researcher has tmietbmpare what various authors have
analyzed as the most widely used Strategic humaourees management practices in an
organization. In essence, Strategic human resoma@agement requires a holistic approach,

with not only an internal integration between persa systems (recruitment, selection, reward
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mechanisms, performance management), but also tegration between those systems
summarized in a human resource strategy and thenizaion’s strategy overall. Thinking
holistically about human resource may lead to aatgredegree of success simply because
changes envisaged in one area of an organizatign gguctures) are more likely to work
because all the knock-on effects of such a charaye lbeen considered (e.g. recruitment,
selection and induction policies). Guest (1992uagythat such a coherent approach to human
resource management policies can also lead, viagémeric human resource management
outcomes of strategic integration, commitment, ibéity/adaptability of the workforce and

quality (all necessary ingredients when develoirmpmpetitive edge).

Brewster (1995) reports that the integration cditsigic human resources management practices
with business strategy is rare even among the larg@nizations. Down et al (1997) claim that
many management teams have had difficulty transfagmhuman resource management
practices into a strategic function, leaving thenhu resources department in most companies
focused on administrative and clerical tasks. Marganizations tend to focus on the
administrative aspects of the human resource fomctdue to difficulties they face on the
integration of human resource practices to orgaioizal goals In the end, such strategies fail to
energize their managers in making necessary chaagehieve competitiveness through people

and often fade away or are replaced before thegaelany real impact. (Down et al; 1997).

The Strategic human resource management practioesidn entails two major aspects. First,
the function should provide enough input into thgamization’s strategy about whether it has the
necessary capabilities to implement it. Secondhas the responsibility to ensure that the
Strategic human resource management practicesragthms are in place to effectively execute
the strategy. Not only must an organization sdetttat employees' rights are not violated, but it
must also provide a safe and healthy working emvirent. Mondy and Noe (1996). In order to
prevent injury or illness, the Occupational Safetyd Health Administration (OSHA) was
created in 1970. Through workplace inspectionsatioms and penalties, and on-site
consultations, OSHA seeks to enhance safety arithleeal to decrease accidents, which lead to

decreased productivity and increased operatingscdstrough employee assistance programs
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(EAPSs), employees with emotional difficulties areey "the same consideration and assistance”
as those employees with physical illnesses (Mondg Boe, 1996). The Strategic human
resource management practices that are widely wdete the focus of the researcher. These
include training and development, recruitment areledion, employee motivation and

commitment, reward management, compensation arfidrpgmce management

2.2.1 Recruitment and Selection

Recruitment is seen as a bridge-building activityding together those with jobs to fill and
those who are seeking jobs. Recruitment is a psolbgavhich organizations discover, develop,
seek and attract individuals to fill actual or aiated job vacancies”. The objective of
recruitment is to attract a number of qualifiedsoemel for each particular job opening.

Ronald R Sims (2002) indicates that recruitment edher be external or internal or both.
Employers can recruit directly from the labour nedrkat the company's gates, through private
employment agencies and through licensed brokerstuRment involves locating and attracting
potential employees to apply for jobs in the orgaton. Organizations and their human
resource managers have realized that recruitmentvi®-way process. Just as the organizations
are seeking qualified applicants who are interesteemployment with the organizations, so are
individuals likely to be approaching a number ajamizations, trying to entice as many of them
as possible to offer the individuals employmentddy many organizations are concerned about
increasing the effectiveness of all recruiting noeih These organizations are finding that it is
imperative to provide prospective employees withatMis called a realistic job preview which

provide complete job information to the job apptita

Selection is the process of determining which jppligant fits the jobs. It is the matching of
people with jobs. Selection in many organizatiomsmiade by line managers and in making
decisions they tend to rely on the job requiremenie selection process involves activities like
interviews, employment history, background checgkysical examination and placement.

Organizations have also attempted three of the majportant organizational inducements
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namely organizational compensation systems, caqggortunities and organizational reputation
(Lioyd L.et.al 2000)

2.2.2 Training and Development

In the field of human resource management, traimindg development is the field concerned
with organizational activity aimed at improving tperformance of individuals and groups in
organizational settings. It has been known by sdveames, including employee development,
human resource development, and learning and dawelot. Training designs summarizes all
that is required in training to enable the traingeon completion, to perform efficiently.

"Training focuses on learning the skills, knowledged attitudes required to initially perform a
job or task or to improve upon the performance afuarent job or task, while development
activities are not job related, but concentratebomadening the employee's horizons" (Nadler
1986). Education, which focuses on learning neWsskinowledge, and attitudes to be used in
future work, also deserves mention (Nadler and \W8/ig®86). Training can be used in a variety
of ways, including: orienting and informing emplege developing desired skills, preventing
accidents through safety training, supplying preif@sal and technical education, and providing
supervisory training and executive. Some of theebenare reducing the learning time for new
hires, teaching employees how to use new or updatthology, decreasing the number and
cost of accidents because employees know how tatpa machine properly, providing better
customer service, improving quality and quantitypobductivity, and obtaining management
involvement in the training process. When managershrough the training, they are showing
others that they are taking the goals of trainieigosisly and are committed to the importance of

human resource development.

The type of training depends on the material téebened, the length of time learners have, and
the financial resources available. One type isrusor-led training, which generally allows
participants to see a demonstration and to work #ié product first-hand. On-the-job training
and apprenticeships let participants acquire neilss&s they continue to perform various

aspects of the job. Computer-based training (CBivipes learners at various geographic
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locations access to material to be learned at ¢oemt times and locations. Armstrong M.
(1993) Training focuses on the current job, whilevelopment concentrates on providing
activities to help employees expand their curremdvkedge and to allow for growth. Types of
development opportunities include mentoring, camemseling, management and supervisory

development, and job training. Guest (1992)

2.2.3 Performance M anagement

Performance Management is about aligning individalgkectives to organizational objectives
and ensuring that individuals uphold corporate oakies. It provides for expectations to be
defined and agreed in terms of role responsilsliaad accountabilities (expected to do) skills
(expected to have) and behaviours (expected tolhe)aim is to develop the capacity of people
to meet and exceed expectations and to achieveftiigposted to the benefit of themselves and
the organization. Strategic human resources managgonactices and systems have been linked
to organizational competitiveness, increased prindtyc higher quality of work life and greater
profitability. In a global economy, competitivenesseans the ability to take the most
advantageous position in a constantly changing etahvironment. Cascio, (1992). In order for
this link to be accomplished between strategic hunesources management and organizational
success, the role of human resources manager regsimie strategic instead of operational
meaning it should be aligning the human resoufaastion with the strategic needs of the
organization. Pfeffer, (1994) mentions that Perfamce management is the principal set of
practices by which control is manifested in an argation. Performance management is meant

to regulate motivation and ability.

Performance Management is usually taken to com@Bideey elements namely: the setting
objectives desired from corporate and business sirategies, the evaluation of performance;
and the linkage between evaluated performance awlapment and records in order to
reinforce desired behavior. (Storey1993). Appraisal the judgment of an employee’s
performance in a job, based on considerations dtt@ar productivity alone. Guest, D.E (1997)

illustrates how performance appraisals serve skvewgposes, including: guiding human
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resource actions such as hiring, firing, and pramgotrewarding employees through bonuses,
promotions, and so on; providing feedback and gatireas of improvement; identifying training
and development needs in order to improve the iddal's performance on the job; and
providing job related data useful in human resoysleaning. Performance appraisals not only
assist in determining compensation and benefits thy are also instrumental in identifying
ways to help individuals improve their current piosis and prepare for future opportunities.
Appraisals help managers decide what increase pfspall be given on grounds of merit,
determine future use of employees, e.g. whethey #hall remain in their present job or be
transferred, promoted or demoted, or dismissedprdipals also serve the purpose of motivating
employees to do better in their jobs, by giving #arker knowledge of results, recognition of

merits and the opportunity to discuss with theinagers. Schuler and Jackson (1996).

2.2.4 Reward Management and Compensation

Reward Management is concerned with the formulatiod implementation of strategies and
policies that aim to reward people fairly equitabhd consistently in accordance with their value
to the organization (Michael A.2004). A reward systexpresses what the organization values
and is prepared to pay for. It is governed byrtbed to reward the right things to get the right
message across about what is important. It islbes&blished principle that salary assessments
should occur well after performance and reviewsehaasen completed. Today, the lion’s share of
corporate value nearly three-quarters by some astgncomes from an organization’s people
and their ideas, innovation and performance. ToviRagin (2007) Competitive advantage is
increasingly being achieved through investmeniseiople and skills rather than expenditures on
capital for physical assets. For an effective relsystem one needs to connect with the business
strategy to create a high-performing culture. Agamization becomes what it rewards and too
many companies fail to grasp the connection betvpeen performance and a misaligned reward
strategy. In order to support the “employment braondganizations need to design, implement
and communicate rewards in a way that addresselgegs’ sense of fairness and their need to
clearly understand “the deal.” Organizations cafford to make investment decisions without a
very clear understanding of the return they wantheninvestment. Armstrong, (1993)
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Basic pay is determined mainly at the company awdvidual level, National agreements are
seldom used by firms. Achievement of group objediand individual performance are found to
be the two most important dimensions in decididgrgdevels for firms. Wolf (1999) states that

traditional characteristics, such as employee itigitevel and experience as well as seniority,
are still considered more important in firms; thewel of importance is clearly diminishing. On

the other hand, collective agreements support ggniand this is in contrast to performance-
related compensation practice that many firms wamhtroduce. At the same time, seniority is
also considered to be important in labour laws deciding the level of certain employee

benefits. Compensation should be legal and ethaddquate, motivating, fair and equitable,
cost-effective, and able to provide employment sgculn the ideal situation, employees feel

they are paid what they are worth, are rewardedh siifficient benefits, and receive some
intrinsic satisfaction (good work environment, netgting work, etc. Compensation programes
must be internally equitable, externally equitahted be personally motivating to employees.
(Wolf 1999)

2.2.5 Employee motivation and commitment

Employee motivation brings about commitment whishaidriving force for the success of any
organization. Guest (1987) asserts that committepl@/ees are more satisfied, productive and
adaptable. Beer et al. (1985) also identifies nadibn as a key dimension because “it can result
not only in more loyalty and better performance tfioe organization, but also in self-worth,
dignity, psychological involvement, and identity the individual.” (Wasti, 1998) reveal that the
meaning of work differs from one culture to anoth€hus, it is natural for employees with
different cultural, social, economic and polititackgrounds to have different expectations from
their jobs and to consider different aspects ofrthvdrk to be inspiring. In order to identify
employees' expectations from their jobs in a fivasti (1998) argues that, in their high
uncertainty-avoidance culture, learning new thimgghe workplace is highly motivating for

firm’s employees.
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Employee commitment is seen as an important wayeauring strategic human resource
management practice. This is a difficult challengjeen the increasing job insecurity in many
countries and industries. It requires the developgna new psychological (as opposed to
employment) contracts: The important thing is tihaly are believed by the employee to be part
of the relationship with the employer. (Robinsord d&ousseau, 1994) Some studies (Wasti,
1998) reveal that the meaning of work differs frone culture to another. Thus, it is natural for
employees with different cultural, social, econorara political backgrounds to have different
levels of motivations depending on expectationsnfitheir jobs and how different aspects of
their work to be inspiring. In order to identify piayees' expectations from their jobs in a firm,
Wasti (1998) argues that, in their high uncertaagidance culture, learning new things in the
workplace is highly motivating for firm's employeeEmployee participation is a driver to
employee motivation in that there is ownershiphaf dutcome of the decisions made.

2.3 Approachesto Strategic human resour ce management

Strategic Human Resource Management (SHRM) adaptsvarall resource based philosophy
approach which focuses on satisfying the humantalapequirements of the organization.
Down et al (1997) highlights that a firm is an adisirative organization and a collection of
productive resources. There are three approache&stradegic human resource management
practices namely, High performance management, bhmitment management and high
involvement management. The high performance manege approach involves the
development of a number of interrelated processeghwtogether make an impact on the
performance of the firm through its people in sweas as productivity quality levels of
customer service growth and profits and ultimatbly delivery of increased shareholders value.
This is achieved by enhancing the skills and engatiie enthusiasm of employees. Down et al
(1997). High performance management practices decligorous recruitment and selection
procedures exclusive and recurrent learning aneldpmnent activities, incentive pay systems
and performance management process. The high camemtitmanagement model is a form of
management which is aimed at eliciting a commitmsmtthat behaviour is primarily self-

regulated rather than controlled. The approachesdating a high commitment organization by
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Beer et.al (1984) include development of careerddasi emphasis on trainability and
commitment as a highly valued characteristic of leyges at all levels in the organization, a
high level of functional flexibility with the abaondment of rigid job description, reduction of
hierarchies and the ending of status. High involeetrManagement approach involves treating
employees as partners in the enterprise whoseestteare respected and where their voice on
matters is considered. It's concerned with commaton and involvement. Down et al (1997)
Human resource managers can choose to either @sett or soft approach to human resource
management. Storey(1989).The focus in soft appraacbhn ‘mutuality’: a belief that the
interests of management and employees can, indeedids coincide. The soft model of human
resources management practice traces its roothetchtiman-relations school; it emphasizes
communication, motivation and leadership. As déscti by Storey (1989), the soft model
involves ‘treating employees as valued assetsuecemf competitive Strategic human resources
management practices emphasizes the need to gagothmitment i.e. the hearts and minds of
employees through involvement, communications atiteromethods of developing a high-
commitment and high-trust organization. Attentisraiso drawn to the key role of organizational

culture.

The hard approach to human resources managemecticer&mphasizes the quantitative,
calculative and business-strategic aspects of niagdlge headcount resource in as ‘national’ a
way as for any other economic factor. It adoptsisiness-oriented philosophy which focuses on
the need to manage people in ways which will obtaided value from them and thus achieve
competitive advantage. It regards people as hurapital from which a return can be obtained
by investing judicially in their development. Forahr c.et.al (1984) quite explicitly presented
workers as another key resource which managersousehieve competitive advantage for their
companies. This philosophy appeals to managememtsare striving to increase competitive
advantage and appreciate that to do this they musst in human resources as well as new

technology.

The most successful organizations will be the owbsch can attract, develop and retain

individuals who have the ability to manage a glalr@anization that is responsive to customers
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and the opportunities being presented by technoldigyill be the human resource department’s
responsibility to find, assimilate, develop, comgpste and retain these talented employees.
Once the workforce is in place, the human resodegartment in partnership with others must
ensure that the intellectual resources of thosdareps are fully utilized. They must also ensure
that the fruits of the intellectual activity areoperly recognized and protected, and appropriately
shared and managed. In the “knowledge economyjersor talent is the key to the future
“prime source of competitive advantage”. Guest,(I887)," This resource must be natured.
Strategic human resources management practicemasethe management of various activities
designed to enhance the effectiveness of an orgi@onzs workforce in achieving organizational
goals. There are many challenges that hinder @feestrategic human resources management
practices in organizations and if they are not ntigeaddressed it can lead to poor employee
relations and failure for the organization to ackiés goals (Pickles et al; 1999).

2.4 Strategic human resour ce management Practices and Organizational Performance

Peter K’'Obonyo et.al (2009) in their study papedi¢ate that: all the variables of SHRM
practices, except recruitment and hiring were pagit and significantly correlated with
performance; relationship between SHRM practiced faim motivation did not depend on
employee cultural orientations in the case whetaal beliefs were considered but depended
on employee cultural orientations. In their conuasthe relationship between SHRM practices
and firm performance; and motivation affected fperformance. Pfeffer, 1998 have found that,
in spite of the methodological challenges, bundle$iRM practices are positively associated
with superior organization performance. The follogvibenefits to the organizations that have
adopted Strategic human resource management aggai@iGuest (1992) includes high job
performance; high problem solving, change and iatiom; high cost-effectiveness; low
turnover and absence of grievances. Storey (1968 &o this list attitude and behaviour
changes amongst the workforce, resulting in higligsirable increases in competitive

performance as an outcome.
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Strategic human resource management practice willbe taken seriously unless it can be
demonstrated that, like any other new initiativet is worth the return on
investment.“Traditionally, the human resource dwecould talk abstractly and conceptually
about employee morale, turnover, and commitmentfulfdl the business partner role of human
resource concepts need to be replaced with evigdedeas with results, and perceptions with
assessments” Ulrich, (1997). The employee will impleyed as long as he or she adds value to
the organization, and is personally responsibldifating new ways to add value. Performance
measurement systems aimed at developing and nmangaguality will allow for a clear
articulation of the outputs which Strategic humasource management is intended to improve.
These criteria will vary depending upon the paficucontext but, provided they are
organization-wide, they will enable a link betwdamiman resource and organizational strategy to
be formed and the relative priorities within botihategies to be identified more easily. The
development and successful implementation of higHfopmance work process, particularly
those concerned with job and work design, flexikbtgking resourcing recruitment and selection
and talent management, employee development rewga@hd giving employees a voice all
contribute to good performance.

Model of thelink between Human Resour ce M anagement and Performance

Figure 2. 2: Model of the link between Human Resewanagement and Performance
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research agenda, international journal of HRM 8 (3)
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2.5 Conceptual framework

The conceptual framework for this paper is basetherprevious literature on Strategic human
resource management practices in general and yarticin microfinance institution. A number

of studies have identified several strategic humesource management practices that managers
use in executing their jobs, and have used thesbnfis to provide theoretical and practical
insights from a developing country. Kamoche, (200@ynd that the concept and knowledge of
human resource management practices, such as ngaimecruitment, compensation,
performance management and reward systems, argcpth developing countries. Anakwe
(2002) in a study carried out in Nigeria, Humasouwce management practices : challenges and
insights”, found that traditional Strategic humasaurce management functions, such as training
and development, recruitment and selection, pedoge management, among others, are very
much practiced by human resource professionalsigAifeant minority of firms sponsored
courses with outside training agencies. Few firnakenuse of training at all and that very few
firms made use of advertisements or employment ager(Cassell et al., 2002). In a rapidly
changing environment, employers should be encodrageexperiment with innovative new
recruitment schemes to ensure increased efficienityhas also been encouraged that other
methods of recruitment such as word of mouth anditernal recruitment should also be
utilized. However, the use of informal mechanisros rfecruitment and selection results in a
better fit between new recruits though it is likdly exclude a large pool of competent
candidates. Performance management should be mdgnssed, be concrete and have top
management support. In today’s organizations tHanbad score cards are widely used as a
performance measurement tool. It is the respoitsilof the top management to ensure that
rewards are administered to those that deserve #meimo discrimination is carried out. (Guest
and Pecked,(1994). There is a considerable mikaenatays in which Strategic human resource
management practices are used in microfinanceutisti and in their relative success (Cassell
et al.,2002). Some Strategic human resource maregepractices such as recruitment and

selection are used more than any other practice.
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CHAPTER THREE- RESEARCH METHODOLOGY

3.0 Introduction

This section was an overall scheme, plan or stracttonceived to aid the researcher in
answering the raised research question. Therefotbi$ chapter the researcher identified the
procedures and techniques that were used in tHectioh, processing and analysis of data.
Specifically the following subsections are includessearch design, population, data collection

and data analysis.

3.1 Resear ch Design

This study adopted a descriptive research dedigsmcbmmonly used to study and indentify key

issues and give relevant solutions which the rebeaims to study

3.2 Population

The study population consisted of 40 MFIs registerender AMFI.(The Association of
Microfinance Institutions) AMFI is a member Institan that was registered in 1999 under the
societies Act by the leading Microfinance Instituis in Kenya to build capacity of the
microfinance industry in Kenya. The list of the MRlas obtained from the Central bank of

Kenya annual report on MFI in Kenya and AMFI.

3.2.1 Sampling and Sample Size

The sample size of 40 was chosen on the assuntp@bthe microfinance institutions registered
under AMFI umbrella have adopted modern manageiteshiniques to some extent. Since the
entire population of MFIs to be studied was sudfitly small, the researcher used the census
method. The study was carried out through censngegibecause of the cross-sectional nature
of the data to be collected. A census survey ire®leollection of data from all members of the
population. The method enhances confidence indbelts that rose from the analysis of data as
regards to the entire population. The results werized and conclusions made from the

information.
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3.3 Data collection

The study used primary data. The primary data vedleated through the use of a structured
guestionnaire (See Appendix 2). The research imgbkelf administration of a questionnaire to
the target group who included Heads of Human Resodepartments or HR section heads.
Where they were not available a head of departientplays the HR role were involved. The
drop and pick method was used and enveloped wext fos confidentiality purposes. Advance
notification to respondents by phone of the stualy iés intent were carried out including follow
up of the non- respondents. Respondents were triafel informed that participation was
voluntary and anonymity was observed and encourafjeel questionnaire was divided into 2
parts, Part A containing questions on general médron about the organization and part B dealt
with the Strategic human resource management (SHRBEbtices in use by the organization.
The Likert 5-point Scale (degree of agreement $@ald Yes/No choice questions was used. The
advantage of this data collection method wasithaas less time consuming and less expensive

to administer than other methods.

3.4 Data Analysis

The process of data analysis involved several stagempleted questionnaires were edited for
completeness and consistency and coded for analjsesdata was analyzed using descriptive
statistics. Descriptive statistics were used tedes the basic features of the data gathered from
study. The descriptive statistics has been predentsimple tabular analysis, which formed the
basis of quantitative analysis of the collectecad®ercentages, frequencies and pie charts were
also used. Arithmetic means, standard deviationse walculated that were used to draw up

observations and make conclusions.
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CHAPTER FOUR
DATA ANALYSISAND INTERPRETATION OF FINDINGS

4.0 Introduction

The study sought to investigate strategic humaourees management practices adopted by the
microfinance institutions in Nairobi. From the spudhe target population was 40 microfinance
institutions, 33 respondents responded and retutimedjuestionnaire. This constituted 82.5%
response rate.

4.1 Demographic I nformation
4.1.1 Gender of the Respondent

The study sought to indentify the gender of th@oeslents who basically were HR practitioners.

From the findings the majority 64.0% (21) of thependents were male while 36.0% (12) were
female as indicated in the Figure 4.1 below.

Figure4.1.1 Gender of Respondents

Gender of the Respondnets

OMale
BFemale
u]

This implies that microfinance institutions haveleated the contribution of gender balance in

their human resource departments.
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4.1.2 Current job roles of therespondents
Findingson the Current job roles of the respondents

Table4:1 Current job roles

The study sought to indentify the current job radéshe respondents. The table 4.1 indicates the
current positions held by the respondents in taiilous microfinance institutions

Current Position Frequency Per cent
Human resource manager 19 58.0
General manager 6 18.0
Administration manager 5 15.0
Others 3 9.0
Total 33 100

From the findings, majority 58 % of the respondem&se human resource managers, 18 were
general managers, 15% of the respondents were ediraior managers while other represented
by assistant human resources, directors and peesamanagers. This clearly indicated that the
information for the study was collected from théevant respondents who offered the right
information to achieve the study objective whichswa establish the strategic human resource

management practices adopted by microfinance urisiits.

4.1.3 Age of the Respondents
The study sought the age of the respondents. Hrerfindings, majority of the respondents

were aged between 31-40 years as indicated by 638%#6 of the respondents were aged
between 21-30 years while 5.0% of the respondeate aged above 40 years. This is shown in
Table 4.2
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Table 4.2 Age of respondents

Age Frequency Per cent
21 - 30 years 11 33.0
31 - 40 years 20 62.0
Above 40 2 5.0
Total 33 100

This implies that majority of the respondents ia thR departments were mature employees in

terms of age and were able to respond to the aqurestire well.

4.1.4 Leve of education
The study sought to indentify the level of eduaaid the respondents.

From the findings, majority of the respondentsem@niversity graduates as indicated by 79.0%,

18.0% were college graduates while 3.0% of theardents had attained a certificate level.

Table4.3: Leve of education

level of education Frequency Per cent
University graduate 26 79.0
College graduate 6 18.0
Certificate Level 1 3.0
Total 33 100

This implies that most of the MFI's had employedlified staff in terms of education.

4.1.5 Working Experience
The study sought to indentify the work experient¢he respondents. The respondents were

requested to indicate the period of time they hadked in the organization. From the findings,
majority 55.0% of the respondents had worked inrthespective microfinance for 3-5years,

33.0% of the respondents indicated that they hadkedbin their respective microfinance
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institutions for 5-10 years while 6.0% of the resgents indicated that they had worked for less

than 3 years and more than 10 years respectivehdasated in the table 4.4.

Table 4.4: Working period

Working period Frequency Per cent
Below 3yers 2 6.0

3 -5years 18 55.0
5-10 yeas 11 33.0
above 10 yeas 2 6.0
Total 33 100

This indicated that majority of the respondents%g&ad the understanding of the human

resource management in their institutions.

4.1.6 Microfinance Perfor mance over theyears

The study sought to indentify the Microfinance Baerfance over the years.
The respondents were requested to indicate howntleeofinance institutions have been

performing. From the findings, 70 % (23) of the p@sdents indicated that Microfinance
performance has been improving each year, 15.08% of(the respondents indicated that Micro
finance performance has been very good, 9% (Bmféspondents indicated that Microfinance
performance had stagnated while 6.0% (2) of thepamedents indicated Microfinance

performance had been declining.
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Figure4.2 Microfinance performance

M i_c_r ofinancePerformance
15%

OVery good

B Improving each
year
0 Stagnated

This implies that majority of the microfinance istions had adopted strategic human resources
practices resulting to good performance. This igne with Guest (1992) who indicated that the
organizations that have adopted Strategic humawures management have high job
performance; high problem solving, change and iatiom; high cost-effectiveness; low

turnover and absence of grievances.

4.1.7 Availability of human resource department in the microfinanceinstitutions

The study sought to know whether there was a humeanurce department in the various
Microfinance institutionsFrom the findings 97.0% of the respondents inéddhat there was

the presence of a human resources department 8v@#e of the respondents indicated there was
no human resources department. It clearly indic#tes human resource department in the

institutions is available.

4.1.8 Employees and Competitive Advantage
The respondents were requested to indicate thentexhey agree with the statement that

employees are valued assets used to create cangeiitvantage for the institution. From the
findings, majority 60.6% of the respondents indéckthat they agreed that employees are valued
assets used to create competitive advantage fonghaution. 24.0% of the respondents strongly

agreed that employees are valued assets usedate campetitive advantage for the institution
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while 15.4% were neutral on whether employees ataed assets used to create competitive

advantage for the institution.

Table 4.5: Employees and Competitive Advantage

Micro finance performance Frequency Per cent
Strongly agree 8 24.0
Agree 20 60.6
Neutral 5 154
Total 33 100

This clearly indicated that microfinance institutsodo value their employees as they are crucial
in creating competitive advantage for the institng.

4. 2 Strategic Human Resour ce M anagement Practices findings
The study sought to investigate the Strategic HuResource Management Practices adopted by
the microfinance institutions. The findings arecdissed below.

4.2.1 Openness of the system in terms of job advertisement, updating employees and
employeerelationswith their supervisors.

The study sought to investigate how the respondeates the openness of the system in terms of
job advertisement, updating employees and stadfiogls with their supervisors.

From the findings, Majority of the respondents datfee management handling of the employees
in terms of updating them as very good as indicétg@d mean of 4.44 while the respondents
rated the openness of the microfinance systemrmstef job advertisement as moderate as
indicated by a mean of 3.55. In regard to the sta#firpersonal relationship with supervisors

majority rated it as moderate as indicated by amw#e3.35. This implies that human resource

management practices create openness in job axbrednt to acquire qualified staff.
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Table 4.6: Rating openness of system in terms lofgdvertisement, updating employees and

employee relations with their supervisors

Rating the statement =
5 3
D o - - = ho]
s S |3 = S 8
5 |[£8|8 |8 |8 |2 |3
Openness of system in terms of job 8.0 o0 |2 0 355 | 0.20
advertisement
Management handling of employees |in 0
terms of updating them 3 9 19 2 4.44 | 0.68
Staff interpersonal relationship with
SUPErVISors 4 1 14 |13 |1 [3.35 |14
Average 3.78

Key

Excellent | Very good | Good | Fair | Poor

5 4 3 2 1

Generally the study found that human resource nemegt practices on openness in job
advertisement, updating of employees and staffiogls. with supervisors was rated as moderate

as indicated by a mean of 3.78.

4.2.2 Recruitment, employee participation, disciplinary and grievance handling of
employees
The study sought the view of the respondents ianetp recruitment of the new staff, employee

participation, disciplinary and grievance handlioigstaff in the Institution. The respondents
were requested to rate the extent to which thegpexhwith the statement in regard to their
Institution. From the findings majority of the resplents strongly agreed that their institutions
have a human resource department and that humaurcesdepartment has a head who is part of
the top management team indicated by a mean of 4.82. The study also found out that most
of the respondents were neutral in regard to theestents that employees in MFI's are allowed
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to make decisions regarding their welfare, that thierofinance has a formal grievance
procedure and when hiring, employees are providigd avrealistic job preview from the MFIs

management as indicated by means of 3.96, 3.68.&d

Table4.7: Recruitment of staff, employee participation, discipline and grievance handling

Py — | 8| > ©
288 |53 28 g
S SIS |5/8|5B 8 S =
h < | < Z || 5| = B o
Human resource department has head who
_ 19 8 51110 462 | 0.36
is part of the top management team
Human resource department is treated as
4 13 | 14| 2 | 14 3.12| 0.34

important as other departments

My institution obtains new employees
. . 1 6 | 14| 13 246 | 0.61
through reputable recruitment agencies

When hiring, employees are provided wijth
1 17 | 11| 3 | 1 3.57| 0.83

a realistic job preview

Employees in MFI are allowed to make
22 5 4 |0 | 2 3.96 | 0.94

decisions regarding their welfare

Employees in my microfinance institution
o _ o 4 16 |7 | 2 | 3 250 | 0.94
are asked to participate in decision making

My microfinance has a formal grievance

4 10 | 13| 2 3 3.68 | 0.69
procedure
The microfinance institution has a formal
9 13 |5 3 2 228 | 0.22
disciplinary procedure
Average 3.27
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Key

Strongly agree | Agree | Neutral | Disagree | Strongly disagree

5 4 3 2 1

The study further found that most respondents wexgral and disagreed on whether human
resource department is treated as important ag deq@artments and whether employees in
respondent microfinance institution were askedaxigpate in decision making as indicated by
a mean of 3.12 and 2.50 respectively. Majorityhaf tespondents disagreed that their institution
obtains new employees through reputable recruitnag@ncies and that the microfinance
institution has a formal disciplinary procedure iadglicated by a mean of 2.46 and 2.28
respectively.

From the findings, it is clear that majority of the@man resources department are treated as
important as other departments, are responsibleaimying out recruitment and that employees
are valued assets for the achievement of the sd$ gmd objectives. The study also indicated
that there is a need for human resource departimétEls to develop a clear formal disciplinary
procedure as the respondents disagreed that gharormal disciplinary procedure. This clearly
indicates that there is a need for the human resadepartment in the Microfinance institutions
to improve on their operations in as far as renraitt of the new staff is concerned as well as
engaging the employees in decision making .This$ brihg about better performance of the
human resource department and this will replicatetltee achievement of the organizational

goals.

4.2.3 Training and Development
The study sought to find out if training and deyslent was adopted by the human resource

department in the Microfinance institutionBhe respondents were requested to indicate the
extent to which they agree with the given statenoemicerning training issues in microfinance

institutions. From the findings majority of the pesmdents strongly agreed that MFI employees
go through training programes regularly as indiddig a mean of 4.60. Most of the respondents

agreed that MFIs evaluate their training progracasry out trainings that are value adding to
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their staff and offer training opportunities thate aused in developing employee skills. In
addition, respondents agreed that MFIs have aiigaidepartment to harmonize and develop
staff and that MFIs carry out training need analysefore engaging in training of its staff as
indicated by means of 4.43, 4.32, 4.14, 4.12 a@d which is rated as good.

Table4.8: Training and Development

]
, a
Rating the statement > 3 $ | > g o
s 8§88 | |9 |5 8§ |2
= O O 3 £ = 9 )
h << |Z2 |0 | Q= ¢p
There is a training department that
harmonizes the trainings and development 21 | 2 2 3 4.14| 0.41
of staff
MFI offers opportunities to use and develog
_ 19 | 3 1 3 4.02| 0.36
employee skills
Training needs analysis is done before
o o 7 18 | 4 1 3 412 0.34
engaging in training
Employees go through trainin rograms
aad J J 9 Prog 20 4 4 2 1 4.60Q0 0.01
regularly
MFI does cost benefits analysis of training
16 | 2 3 10 2.57| 0.83
programs
MFI evaluates training programs 3 22 1 5 2 443 409
Training staff in MFI focuses on expanding
the employee current knowledge and their 14 | 6 3 3 3.50, 0.94
growth
MFI staff is trained to meet the needs|of
o . 2 13 |11 | 7 0 3.96/ 0.22
individual’'s in search of long careers
Trainings carried out are value adding 5 20 | 8 0 0 4.32| 0.45
Average 3.802

34



Key

Strongly agree | Agree | Neutral | Disagree | Strongly disagree

5 4 3 2 1

The study also found that most of the respondegresea that MFI employees are trained to meet
their individual needs in search for careers. Tinginstaff in MFI focuses on expanding the

employee current knowledge and their growth wascatdd by a mean of 3.96 and 3.50. The
study further found out that most of the responsierdre neutral on whether MFIs carry out cost

benefits analysis of training programs as indicditgd mean of 2.57 which was poor.

The study clearly indicated that MFIs employeesuangally taken through training programmes
regularly to develop employee’s skills. The humasources department in Microfinance was
found to generally have had in place training aesietbpment of the employees in place as
indicated by a mean &.802. This implies that human resource managewene training and

development of staff for better achievement of tibenan resource units and improvement of overall

performance of the organizations.

4.2.3.1 Training Approaches
The study sought to find out the training approaddopted by the human resource management

in microfinance. The respondents were requestattiicate the training approaches used by the
microfinance institutions. From the findings adigated by the table below majority of the
respondents indicated that microfinance institigiaosed job rotation, training courses and
seminars, coaching, job instruction and supervisgsistance and mentoring as indicated by
72.8%, 69.0%, 66.0%, 63.0% and 60.5% respectivefew of the respondents indicated that
microfinance institutions used job training asaaring approach as indicated by 36.4% of the
respondents. 30.0% of the respondents indicatedrtitaofinance institutions used consultancy

in training of staff.
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Table4.9: Training Approaches

Training Approaches Frequency Per cent
On the job training 12 36.4
Supervisory assistance and mentoring 20 60.5
Job instruction 21 63.6
Job rotation 24 72.8
Coaching 22 66.0
Training courses and seminars 23 69.0
Consultants 9 30.0

4.2.4 Performance M anagement and Compensation
The study sought the respondent’s views on issoasecning performance management and

compensation. From the findings, most of the redpats agreed that the heads of departments
in MFI's discuss performance management with tiseibordinates and that the MFI's have
defined positions of promotion as indicated by amef 4.40 in each case. The study also found
that most respondents agreed that the compensatiahequate and fair; appraisal feedback is
done within the set time frame. There are no biasesgard to merits, MFI's reviews benefits
regularly and that MFI's promotes often from intrnsource than outsource when a vacancy
arises. Appraisal process involves consultatiorweeh supervisors and subordinates and
feedback is given after appraisal. This is indiddig a mean of 4.03, 3.93, 3.81, 3.75 and 3.59
respectively. The study further found that majoofythe respondents were neutral on whether
performance on job is the most determinant ofiagrnas indicated by a mean of 3.18 while
majority of the respondents disagreed that MFI fasal information sharing system as

indicated by a mean of 2.18.
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Table 4.8: Performance M anagement and Compensation

= = 8 | = 8 S
Rating the statement g 8 8 | = g g ’5z3§ S 5
5228 |8 |#ags |88
MFI has formal information sharing system 12 9 6 2 2.18 | 0.229
The heads of department in MFI discuss
performance management with theb 19 | 2 3 4 4.40| 0.214
subordinates
Appraisal process involves consultation
between supervisors and subordinates |ahd 18 | 7 2 5 3.59/ 0.103
feedbacks given after appraisal
Performance job is the most determinant of
. 4 6 17 3 3 3.18| 0.154
earning
MFI has defined positions of promotion 4 21 3 3| .404| 0.073
MFI promotes often from internal source
. 3 15 | 11 2 2 3.75/ 0.016
than source when vacancy arises
There are no biases in regard to merits MFI
_ _ 4 12 | 13 2 3 3.81] 0.029
reviews benefits regularly
The compensation is adequate and fair 1§ il 1 2 2 03 4.0.318
Appraisal feedback is done within the set
_ 3 15 | 5 3 7 3.93] 0.318
timeframe
Average 3.69
Key
Strongly agree | Agree | Neutral | Disagree | Strongly disagree
5 4 3 2 1
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This implies that MFIs should adopt performancehaf job as determinant of earnings, ensure
adequate and fair compensation and appraisal fekdih@uld be done within the set time frame.
The study found that generally human resource nm&magt practices on performance

management and compensation were adopted as edlioata mean df.69.

4.2.5 Employee Commitment, Motivation and Reward management

The respondents were requested to indicate thatextevhich they agree on the issues of
employee commitment, motivation and rewards managénkrom the findings most of the
respondents were neutral in regard to: that safalfI's is about the same for employees in the
same category as in other similar institutionst thair MFI has a reputation as a good employer,
the MFI's have motivated employees, there is gaasessment after performance and that
MFIs offers opportunities to be promoted to higHesgel as indicated by a mean of 3.61, 3.54,
3.52 and 3.51 respectively.

Table 4.11 Employee Commitment, Motivation and Reward Management

E = 8 | = 8
Rating the statement 2 gl 8 | = 5 | € 5 g
S sls |3 |8 S8 8 <
h < < pd a o | e 0
There is salary assessment after performance
. 6 13 | 10 2 2 3.52| 0.61
and reviews have been done
Salary is about the same employee in the same
_ S 6 5 16 3 1 3.61| 0.92
category in other similar institutions
Employees are treated as responsible |and
important persons and are involved |iB 15 | 5 4 4 3.45| 0.12
decision making
MFI offers opportunities to be promoted |to
_ 5 15 | 7 4 | 2 351 | 0.56
highest level
MFI has a reputation as a good employer and
_ 6 12 | 10 1 4 3.54| 0.85
has motivated employees
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Considering everything | prefer to work for
9 13 | 5 3 3 3.16 | 0.96
my MFI
Average 3.465
Key
Strongly agree | Agree | Neutral | Disagree | Strongly disagree
5 4 3 2 1

From the findings most respondents were neutralloether employees are treated as
responsible and important persons and are invatveécision making and whether considering

everything employees prefer to work for the MH irdicated by a mean of 3.45 and 3.16.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSIONS, SUGGESTIONS, LIMITATIONSAND
RECOMMENDATIONS

5.0 Introduction
This chapter presents summary of findings, conctuaind suggestions of the study based on the

objective of the study which was to establish styit human resources management practices
adopted by the microfinance institutions in Nairobihe recommendation for further study is

also presented.

5.1 Demographic findings
The findings in regard to gender, age of resporgjeatucation, work experience, MFI

performance, presence of a human resources deparame employees as valued assets were as
follows: In regard to gender the findings were thajority of microfinance institutions have
embraced the contribution of gender balance irr th@man resource departments. The findings
on current job roles of the respondents were thi&b Qvere department and section heads
implying that the information for the study was leoted from the relevant respondents who

offered the right information to achieve the studbyective.

The study sought the age of the respondents andindengs were that majority of the

respondents in the HR departments were mature gegsoin terms of age who were able to
respond to the questionnaire. The study soughintentify the level of education of the

respondents of which 97% were college and uniwemgidduates. This implies that most of the
MFI's had employed qualified staff in terms of edtion. The study sought to indentify the work
experience of the respondents and the findings Wertemajority of the respondents (88%) had
the understanding of the human resource managemémeir institutions. The study sought to
indentify the Microfinance Performance over the rgeand the findings were that the

performance has been on an upward trend.
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The study sought to know whether there was a hureaource department in the various
Microfinance institutionsFrom the findings 97.0% of the respondents inéddhat there was
the presence of a human resources department. Erenfindings on the statement on if
employees are valued assets used to create cangativantage for the institution the response
rating was good. This clearly indicated that micrahce institutions do value their employees as

they are crucial in creating competitive advantimgehe institutions.

The study found that human resource managementigaga®n openness in job advertisement
was good indicating there is more to be done farekant practice on job advertisement by
human resource management in the institutions.UrRewnt of new staff is a strategic human
resources management practice that is being peactig the microfinance institutions. From the
findings majority of the respondents strongly adré®at their institution have a human resource
department headed by human resource managers wipadrof the top management team. This
implies that issues concerning human resource$aniristitutions were presented to the top
management for strategic action to be taken. Enegleyn MFI are allowed to make decisions
regarding their welfare, and have a formal grieeapmcedure and when hiring, employees are
provided with a realistic job preview. The respamdewere neutral on whether human resource
department is treated as important as other depatsmwhile majority of the respondents
disagreed that their institution obtains new emeés/through reputable recruitment agencies.
According to the findings the employees werewell versed on issues on whether employees
were being engaged in decision making which isngoortant strategic human resource practice.
The study also indicated that there is a needdardn resource department in MFIs to develop a
clear formal discipline procedure as the resporgldisagreed that there is a formal disciplinary

procedure.

From the findings it was established that thera igaining department in most of the MFIs,
employees go through training programmes regularig that MFIs evaluate their training
programs, carry out trainings that are value adthnipeir staff, offer training opportunities to be
used in developing employees skills, and carry taaihing need analysis before engaging in
training of its staff. According to Guest (19923iting and development opportunities include
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mentoring, career counseling, management developraed job training. Most of the

Microfinance institutions had adopted these. Thelstestablished that MFI employees are
trained to meet their individual needs in search ltmg careers and perform their duties
efficiently. This is in line with Nadler (1986) whaodicated that training focuses on learning the
skills, knowledge, and attitudes required to itligiperform a job or task or to improve upon the
performance of a current job or task, while develept activities are not job related, but
concentrate on broadening the employee's horizodssaables the staff in the organization to
performance their duties effectively and efficigntlThe study established that microfinance

institutions adopt various training approachesewetbp their staff skills.

It was also established that the heads of depattmerMFIs discuss performance management
with their subordinates. MFI were said to definegadures of promotion. This implies that for
the staff to achieve their individual objectivesttiead to organization success, strategic human
resources management practices and institutionsessicthe human resources manager must
become strategic instead of operational i.e. alignihe human resources function with the
strategic needs of the institutions. The study &amd that MFIs recruit, train and develop,
carry out performance appraisals, reward employleesigh promotions as well as identifying
needs in order to improve the individual's perfangeon the job. The study established that
microfinance human resource department’s respaditgibto find, assimilate, develop,
compensate and retain these talented employeaspiade and that strategic human resources
practices were adopted which led to employee’s aiemze, commitment and flexibility leading

to high quality service and eventually better miicrance performance.

It was established that microfinance institutior&l their performance improve as majority of
the respondents indicated that Microfinance peréorce has been improving each year. This
implies that majority of the microfinance instittis had adopted strategic human resources
practices resulting to improvement in performarfeéems that have adopted Strategic human
resource management practices have outcomes high job performance, high problem
solving, change and innovation, high cost-effectass, low turnover and absence of grievances

as indicated by Guest (1992). The Microfinanceitmsdns value human resources as indicated
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by the majority of the respondents. This is becaarsployees are a resource that is used to
create competitive advantage for the instituti®rategic human resource management practices
and systems is linked to the institutions competitess, increased productivity, higher quality
of work life and greater profitability as indicatbgl Cascio (1992).

On the issues of compensation the study establigtatdhere were no biases in regard to merits
and that MFI reviews benefits regularly as wellpgemotes often from internal source. The
study established: that salary offered in MFIscampetitive and equivalent to salary offered by
other organization, that MFIs have a reputationaagood employer and has motivated
employees, that there is salary assessment affermpence in MFIs and that reviews have been
done and that MFI offers opportunities to be praedoto highest level. The respondents also
indicated that employees are treated as responaiftiemportant persons and are involved in
decision making and this makes the staff in thdituteons to be committed in their duties.

Employee commitment is seen as an important ingnedin strategic human resource

management practice.

5.2 Conclusions

From the findings, the study concludes that the rdinance institutions valued human
resources create competitive advantage for institpincreased productivity, higher quality of
work life and attains greater profitability. The MFRunder study largely have a procedural way in
recruitment. The study also concludes that therattrategic management practices adopted by
the microfinance were formal grievance proceduiigndy and providing employees with a
realistic job preview and develop a clear formalcgbline procedure. The study also concludes
that the microfinance institutions had adopted jokation, training courses and seminars,
coaching, job instruction and supervisory assisaaed job training as training approaches.
From the findings it can be concluded that micrafice institution®ffer training opportunities

to be used in developing employees skills, andyocaut training need analysis before engaging
in training of the staff.
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The study concludes that recruitment of new staffuman resource need to be improve and that
there is a need for the human resource departmeheiMicrofinance institutions to improve on
their operations in as far as recruitment of the& eeployees is concerned. The study concludes
that engaging the employees in decision making ldhio@ given priority as this will make the
staff feel a sense of belonging and improve onrtpheirformance. This will bring about better

performance of the human resource and replicatéBeoachievement of the organization.

The study also concludes that human resources reareg in Microfinance emphasized on
training and developing the skills of the employéesa great extentThis implies that human

resource management value training and develogiegstaff for better achievement of the human
resource units and improves overall performandd@brganizations but much need to be done to ensur
experience and competent employees are continutragigd to gain skills and knowledge as requingd b

the current job market.

The study concludegshat MFIs had adopted performance management wimcludes
performance appraisals, providing feedback and ngiwg employees through promotion. The
performance appraisals assist the HR practitiomeidentifying training and development needs
in order to improve the individual's performance tbe job. Finally the study concludes that
Microfinance institutions have adopted compensagiagrams that are ethical and this helps to
avoid biasness in rewarding employees and ensevesning of benefits is done regularly. The
presence of compensation programs in MFIs motis&tt, promote fairness during promotions
as well as provide employment security and goodkwenvironment. The study further
concludes that generally human resource managepraantices on performance management
and compensation should be geared towards improsiy motivating staff so as to ensure

employees perform to expectations.
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5.3 Recommendations

From the findings and conclusion, Microfinance itosions in Nairobi have adopted strategic
human resource management practices to some eXtenstudy recommends that organizations
should adopt strategic human resources managemastices. When these are put in place the

people through whom the goals of an organizatieraacomplished are empowered.

The study recommends that recruitment of new stdffuman resource need to be improved and
that there is a need for the human resource depatsnin the Microfinance institutions to

improve on their operations in as far as recruitim&nthe new employees is concerned. The
study also recommend that human resources manage&®eth to seek more ways of engaging
staff in decision making to create a sense of lggtgnand improve staff performance resulting

to better achievement of the organizational goals.

The study also recommends that human resourcesgeraeat in Microfinance emphasized on
training and developing the skills of the employ&ea great extenHuman resource management

need to continuously engage in training and dewedppf the staff for better achievement of the hama

resource units and the overall performance of tigarozations. This will ensure that experienced and
competent employees are continuously trained to gjlls and knowledge as required by the currebt |

market.

The study recommends that the presence of compemgatograms motivate staff, promote
fairness during promotions as well as provide emplent security and good work environment.
The study further recommends that generally humasource management practices on
performance management and compensation shouldfgreved and motivation of staff should
be emphasized so as to ensure employees perfornegpiectations. This will also ensure
competent and experienced staff in the Microfinaape retained and eventually will lead to

greater competitive advantage.
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5.4 Limitations of the study

The Microfinance institutions were undergoing tfanmation to deposit taking institutions
during the time the research was being carriecandtas a result alot of structural changes were
taking place within the institutions affecting theman resource department. There was a lot of
movement of employees from one department to andthalign the institutions undergoing

transformation to comply to the central bank retjores.
5.5 Suggestionsfor further study.

The study investigated strategic human resourceageanent practices adopted by microfinance
institutions in Nairobi. Further study should beriEal out to investigates the effects of adoption

of strategic human resources practices on microfi@anstitutions performance
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APPENDIX 1: Questionnaire

Part A: General Information

Please fill in the details in the spaces provided
1. Name of the Micro Finance Institution...
Year started: ......cceeeeeeeeeeiieeeieeee
Number of Staff.............
2. Gender
Mal@....oeeeiiiiiieee et (...
Female........oooi (...)
3. What is your current position?
I.  Human Resource Manager .................... e - (+222)
. General Manager ............cooeeeviiivnnnnn e (....)
iii. Administration Manager ...........ccocoeeeee s e e (...
Other, specify
4. What is your age?

. 21— 30 YEAIS...ci it (....)
o 3L =40 YEArS......cciiiiiieeeeeiiee e (....)
fii.  ADOVE 40 YEArS.......ceeeeeeeeeeeeee e (.....)

5. What is the highest level of education?

i) University graduate (degree) ...............ommmneeea(.22)

i) College graduate (diploma)..............coeiieeeeeennnens (....)
ii) Certificate level...........cccovvvieeeee i, (....)
iv) Others (Please SpecCify)......cccoeeeeiiiiccceeeeeiin, (...r)
6. How long have you worked in the Micro Financstilimtion
. Below 3years......cccooiiiiiiiee (...
T B o RN = Y- 1 £ F (-..r)
T Tt Y ()

IV.  AbOVEe 10 Years.......ccccoviiiiriiiiiiie e eeeeeeee e (...)



7. How has the performance of the Micro Finanatitimion been over the years?

a) Very good..........ceeveeeeeiiineeeeeeennn. ()
b) Improving each year.................. (....)
C) Stagnated..........ccoeeeiiiiiiiiiiiiinns (....)
d) (D= Tod 1011 o [ (...)

Part B: Strategic Human Resour ce M anagement Practices

1.0 Question related to general human resour ce perception and recruitment of Staff.
a. Does your Microfinance have a Human Resourcaeagnt?
Yes ()
No ()
b. To what extent to do you agree with the statemen
In the Microfinance where | work, employees ardugd assets and are used to create
competitive advantage for the Institution. Pleadlethe answer that suits you.
1) Strongly Agree
i) Disagree
iii) Neutral
iv) Agree
v) Strongly Agree
c. How do you rate the openness of the systemring of job advertisement and recruitment
staff?
Excellent
Very good
Good

Fair

® 2 0o T 9
O O O O O

Poor



d. How do you rate management’s handling of emmeyeecords in terms of updating them?

a. Excellent 0
b. Very good O
c. Good 0
d. Fair 0
e. Poor O

e. How do you rate staff interpersonal relationshih the Supervisors?

a. Excellent 0
b. Very good 0
c. Good 0
d. Fair 0

e. Poor



d. To what extent do you agree with the followingtements regarding human resource

department and recruitment of new staff in youtitason? (Tick one of the Criterion)

Strongly ) Strongly
Agree | Neutral Disagree ,
Statement Agree Disagree
5 4 3 2 1
Human resources department has a head|who

is part of the top management team

Human resource department is treated

important as other departments

as

My Institution

through reputable recruitment agencies

obtains new employees

When hiring, employees are provided with

realistic job preview

1 a

Employees in my Microfinance Institution are

allowed to make decisions regarding th

welfare

eir

Employees in My Microfinance Institution a

asked to participate in decision making

re

My Microfinance Institution has a form

grievance procedure

The Microfinance Institution has form

disciplinary procedure




2. Questionsrelating to Training and Development of staff:
i.) To what extent do you agree with the follog/igtatements applied to your Microfinance

Institution in regards to training and developmeinstaff?

Statement Strongly | Agree | Neutral | Disagree | Strongly
Agree Disagree
5 4 3 2 1

The Microfinance | work for has @a
training department that harmonizes the

trainings and development of staff

My Microfinance Institution offers
opportunities to wuse and develpp

employee skills

Before engaging in training my Micro
Finance Institution does training needs

analysis

Employees in my Micro Financge
Institution go through training programs

regularly

My Microfinance Institution does cost-

benefit analysis of training programs

My Microfinance Institution evaluates

training programs

Training of staff in my Micro Financ

[12)

focuses on expanding the employee

current knowledge and their growth

In My Microfinance Institution staff ar

D

trained to meets the needs of individuals

in search of life long careers.

Trainings carried out are value adding




iii) Which approach or approaches does your institutganto train employees?

[0 On the job training O Coaching
I Supervisory assistance and mentoring [l Training courses and seminars
I Job instruction O Consultants
[0 Job rotation O Supervisory assistance/mentoring
3. Perfor mance management and Compensation
Statement Strongly Agree | Neutral | Disagree St'rongly
Agree Disagree
5 4 3 2 1
My Microfinance Institution has formal
information sharing system
The heads of department in my Migro
Finance Institution discuss performance

management with their subordinates

Appraisal process involves consultation

between supervisors and subording

and feedback is given after appraisa

ites

Performance in the job is the mqg

important determinant of earning

DSt

The Microfinancelnstitution | work for

has defined positions of promotion

My Microfinance Institution promote
often from internal source than exterr

source when vacancy arises.

[72)

nal

There are no biases in regard to merit
My Microfinance Institution reviews

benefits regularly

w

The compensation is adequate and fa

=

Appraisal feedback is done within t

set timeframe




4. Employee commitment, M otivation and Reward M anagement
To what extent do you agree with the following elsted to Employee commitment, motivation

and reward management in your Micro Finance Insbin®

Strongly _ Strongly
Agree | Neutral | Disagree |
Statement Agree Disagree
5 4 3 2 1

My Microfinance Institution does salary
assessments after performance and

reviews have been completed.

The salary is about the same for
employees in the same category in other

similar institutions

My Microfinance Institution treats
employees as responsible and important
persons and involves them in the

decision making processes

My Microfinance Institution offers
opportunities to be promoted to highest

level

My Microfinance Institution has a
reputation as a good employer and has
employees who are motivated

Considering everything | prefer to work

for my Micro Finance Institution

End

Thank you for your cooperation



APPENDI X 2 List of Microfinanceinstitutions

K-rep bank Itd

Kenya commercial bank

Kenya Women Finance Trust (KWFT)
Faulu Kenya limited

Wedco enterprise development
Pride Ltd

Jitegemee Trust

Co-operative bank of Kenya

© ® N o vk~ W NP

Opportunity International

=
o

. Elite Microfinance

[y
=

. Microcredit program

=
N

. ARR Credit services

=
w

. Window development fund

[
>

. SISDO

[
ul

. K-REP development agency

[N
[<)]

. Equity budgetary

[N
~N

. Plan Kenya

[N
oo

. Kenya Agency and development of enterprise and technology

[
Yol

. Women economic empowerment consultant

N
o

. Oiko credit (EDO)

N
=

. Microfinance partners (sunlink)

N
N

. Micro Kenya Ltd

N
w

. Crossbridge Credit Ltd

N
~

. Action aid

N
6]

. Adra Kenya

N
»

. Agakhan foundation micro credit Programme

N
-~

. Archdiocese of Nairobi

N
(o]

. Care international
. Ecumenical church loan fund(ECLOF)
. Hope Africa

w N
o O



31. Jamii bora

32. Jitegemee credit scheme

33. KADET(Kenya agency to development of enterprise @atinology)
34. Kenya post office savings bank

35. Small microenterprise programme (SMEP)

36. World Vision

37. Kenya Gatsby trust

38. St.Johns community centre

39. Kenya small traders and enterprise society

40. Private sector development Unit

Source: Central bank of Kenya annual report on MFI in Kenya



