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ABSTRACT

The concept organizational commitment has growpdpularity in the literature on industrial
and organizational psychologwVhen employees are evaluating their workplacesjr the
perceptions towards the employer may lead to eidrerincrease or decrease productivity.
Whether they develop positive or negative percagtiaf their workplaces may lead them to feel
valuable, like the make a difference in the orgatidn. These varying perceptions are an
extremely important concept for managers to undedsin order to increase productivifihe
high commitment approach to managing employees asipéds on the need to develop
organizational commitment amongst employees Og\eeloping positive perception towards the
workplacewith the assumption that it leads to positive oateosuch as low labour turn over,
absenteeism, better motivation and improved pedoca. Evidences from earlier researches
have shown that there is now a broad agreement gsh@ommentators that organizational
commitment practices do improve performance, lakpoductivity and the quality of service.
This study used a case study approach with thernodj@ctive of establishing the employee
perception towards high organizational commitmenaicpces in General Motors East Africa.
Since all earlier studies concentrated on the eyeglonotivation towards work commitment and
hence the study sought to ascertain the employg@€eption on the effectiveness of high
organizational commitment practices in General Moteast Africa Limited. The study relied on
primary data collected using questionnaires afteickvit was edited and coded according to the
variables in the study. Data analyzed using detegistatistics. From the findings, the study
concluded that the current job status of an em@pyab training and routine training, being
involved in the supervision of support staff, tebmilding, worker's cohesion and mentorship
programs, employee allowance and non-monetary lheredve a very significant impact on
work commitment, career development and employaeepé&on to work place. The study
recommended a further research be carried outctrtasm the impact of employee perception to
work place towards self-motivation and performaand a further inquest to find out the impact
of employee commitment on organizational perforneanc



CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

According to Miller (2003), organizational commitnids a state in which an employee
identifies with a particular organization and itsats, and wishes to maintain membership
in the organization. Organizational commitment herefore, the degree in which an
employee is willing to maintain membership due riteiest and association with the
organization’s goals and values. Allen and MeyeB9@) defined organizational

commitment as a psychological link between an eygadoand his or her organization
that makes it less likely that the employee willlurdarily leave the organization.

Organizational commitment is related to job satfa in that both deal with the nature
of workers' emotional reactions to work. Howevasmmitment can be applied to the

entire organization, whereas satisfaction is applethe specific job an employee has.

1.1.1 Concept of Employee Perception

Kreitner and Kinicki (2012) defined perception ascagnitive process that enables
individuals to interpret and understand their sumdings. When employees are
evaluating their workplaces, their perceptions talsdhe employer may lead to either an
increase or decrease productivity. Whether theeldgvpositive or negative perceptions
of their workplaces may lead them to feel valualilke the make a difference in the
organization. These varying perceptions are aremly important concept for managers
to understand in order to increase productivity.nitgers must not only understand
employees’ perceptions, they must also be abletognize the significance of these

1



perceptions in order to meaningfully interact wigmployees and encourage them,

therefore increasing overall efficiency.

Understanding these perceptions and using therheio advantage, the management is
able to alter employees’ perceptions of their treatt, equality, value, potential, and
overall role in the workplace, again therefore ueficing productive behavior and
increased productivity (Kreitner & Kinicki, 2012Rerception is a process by which
individuals organize and interpret their sensorpr@ssions in order to give meaning to
their environment" (Robbins, 2005). "The brain seigformation, mainly by directing an
individual to look, listen and sniff."(Freeman, 199 But, perception can cause
disagreements among people, because each persorhgags differently. So, it isn't
unusual, for two people to see something and pexceidifferently. There are many
situations that arise that a manager must decitteclea truth and perception. Basically, a
person who knows an object is familiar with it asdaware whether it is desirable or

dangerous" (Freeman, 1991)

According to M. Howard (2007), humans seem to mia&leitual choices in their daily
lives. Basically, employees have the risk of gettmaught in the perception trap, which
led to them the unemployment line. But, as the marmbecomes more familiar, with
the decision making process. They can make betersidns, which will allow the

company to become more efficient. Therefore, theleyee will relate better to the
manager, as they work together to benefit the coylpafuture. A manager can use
perception to instantly recognize certain qualiteesl skills in their employees. Also
perception may be able to help them figure out rIs@es motive or intentions toward

their jobs. They can instantly recognize, when ampleyee becomes angry or a



disgruntled. Sometimes the managers can use pencept see certain qualities in a
future employee. However, a manager should nevse Ib&r decision on a perceived

guality or intention

1.1.2 Concept of Organizational Commitment

The concept organizational commitment has growrpopularity in the literature on
industrial and organizational psychology (Cohem)30 Early studies on organizational
commitment viewed the concept as a single dimenshlmsed on an attitudinal
perspective, embracing identification, involvemant loyalty (Porter, Steers, Mowday
& Boulian, 1974). According to Porter et al (19&4) attitudinal perspective refers to the
psychological attachment or affective commitmemtrfed by an employee in relation to
his identification and involvement with the respeetorganization. Porter et al (1974)
further describes organizational commitment as &achment to the organization,
characterized by an intention to remain in it; éentification with the values and goals of
the organization; and a willingness to exert exftort on its behalf”. Individuals
consider the extent to which their own values aoalgrelate to that of the organization
as part of organizational commitment; therefoiis tonsidered to be the linkage between

the individual employee and the organization.

Another perspective on organizational commitmerthes “exchanged-based definition”
or "side-bet" theory (Becker, 1996; Alluto, Hrel@ki& Alonso, 1973). This theory holds
that individuals are committed to the organizatam far as they hold their positions,
irrespective of the stressful conditions they eigrere. Meyer and Allen (1984) initially

viewed organizational commitment as two-dimensionamely, affective and



continuance. Meyer and Allen (1984) defined thestfidimension, namely affective
commitment as the positive feelings of identifioatwith, attachment to and involvement
in the work organization, and they defined the sdcdimension, namely continuance
commitment as the extent which employees feel cdtadchto their organization by virtue

of the costs that they feel are associated withihga

1.1.3 Organizational Commitment Practices

According to Guest (2003) the high commitment apphoto managing employees
emphasizes on the need to develop organizatiomainittnent amongst employees based
on the assumption that it will lead to positive aarhe such as low labour turn over,
reduced absenteeism, better motivation and imprg@dormance. The practices to
creating a high organizational commitment as deffihg Beeret al (1984) and Walton
(1985) are, development of career ladders and esigpba trainability and commitment
as highly valued characteristics of employees lateakls in the organization coupled
with a high level of functional flexibility with th abandonment of potentially rigid job
descriptions, reduction of hierarchies and the mypaif status differentials with a heavy
reliance on team structure for disseminating infation, structuring work (team
working) and problem solving. Wood and AlbaneseQ@)%urther added that job design
as something management consciously does in omlgordvide jobs that have a

considerable level of intrinsic satisfaction.

Secondly, a policy of no compulsory lay-offs or wadancies and permanent
employment guarantees, with the possible use ofpdeany workers to cushion

fluctuations in the demand for labour. Various dals) Abu-Baker, 2010; Boxall &



Macky, 2009, have showed that superior performduasebeen linked with organizations
that implement this practices based on the fadt‘doenmitment approach’ as classified
by (Walton, 1995) is used, which aims at increagffgctiveness, productivity and rely
on conditions that encourages employees to ideniifly the goals of the organization
and also work in order to achieve common goals.edeer, recent studies have shown
that high commitment practices can work well symstically and a reflective of a
general commitment strategy (Sweetman, 2001) Eceemlerived from social science
researches have shown that there is now a broagrmagnt amongst commentators that
organizational commitment practices do improve quenbince, labour productivity and

the quality of service (Boxall & Macky, 2009).

Although researchers such as Boxall and Macky (p@@8 Purcell, Kinnie, Hutchinson,

Rayton and Swart (2003) have argued that the ntpjofiprevious studies have looked at
high commitment work practices from the employep®rspective, and the over

dependence on such perspectives can sometimessheadmg and will not present the
real impact on organizational performance. Nevée® when employees positively
interpret high commitment work practices, it wilggientially increase their commitment
to the organization, thereby increasing their imtlral performances and hence
organizational performance will also increase (Bliret al., 2003; Peccei, 2004).

Although a commitment strategy can be tied to alhpany human resource practices;
recruitment, selection, performance evaluationpeting to Scholl (2003), it can also be
used to develop psychological connections betweencbmpany and employee as a

means of achieving goals (Arthur, 1994; Scholl,200



1.1.4 An Overview of General Motors East Africa Ltd

General Motors East Africa Ltd is a Kenyan regestecompany formed in 1975 as a
joint venture between the Government of Kenya arddgal Motors Company. General
Motors East Africa is the largest motor vehicletrlsitor of a wide range of Isuzu
commercial vehicles, Chevrolet saloon cars and tSidity vehicles in East Africa. The
company is well established with a current capitaéxcess of Kshs 12 billion and an
extensive dealer network (Sales, Parts and Serwica) the major towns in Kenya. The
company employs over 350 employees directly and @@®0 within the dealer and
supplier network all over Kenya and East AfricaKienya the company offers after sales
support through seven approved dealerships asopawtir overall strategy of taking

services closer to the customer.

The Company is certified 1ISO 9001:2008 (Quality Mgement System) and ISO
14001:2004 (Environment Management System) as & ofats world class quality and
environmental standards respectively. General Mot@rast Africa Ltd has a
comprehensive human resource management policychamek place of choice” which
is applied across the General Motors Corporatidssisiaries worldwide. The policy is
based on five major pillars, i.e. good remuneratisafety at work place, career
development, fairness and mutual trust amongst. stdfis is intended to make the
employee ‘feel at home’ and encourage them to canmonthe work place. Periodical
reviews are done annually to evaluate the effestige of the policy. The policy has been
in place for the last decade and has achievedfsignily towards employee retention,

job satisfaction and work commitment. The compamjoys extensive technology



transfer from General Motors Corporation and Islator Corporation enabling it

engineer and develop our products to suit locataipe conditions.

Currently, General Motors East Africa is the latge®tor vehicle manufacturer and
exporter of a wide range of Isuzu Pick-ups, Truzhkd Buses in East Africa and the great
lakes region. General Motors Corporation owns @dndotors East Africa, with local
ownership being over 30%. According to a reporKleyya Motor Industry Association,
(K.M.1.), (2012) General Motors East Africa wideniesl lead over top rival Toyota East
Africa, increasing its market share to 27 per dast year from 25 per cent in 2011 in a
period that saw Toyota's stake remain at 24 pet. ceme report further indicates that,
General Motor’s unit sales stood at 3,421 last ymenpared to 3,150 the year before,
reflecting a growth of 8.6 per cent an indicatoattthe flat auto market was linked to
sluggish performance by its rivals. This growth tanattributed to the increased demand

for light trucks in the current restructuring oétpublic service transport industry.

1.2 Research Problem

Organizational commitment measures the Strengtheofeeling of responsibility that an
employee has towards the mission of the organizakiighly committed employees have
a higher intent to remain with the company, a gjesrdesire to attend work, and a more
positive attitude about their employment. Throulge years, numerous research studies
have been conducted to determine the accuracyiostatement. In the end many have
concluded that committed employees remain withafymnization for longer periods of
time than those which are less committed. Amongnthiaurer and Lippstreu (2008)

conducted a research on individual commitment tgaoizations which provide



employee development opportunities, and found lzaitdne's orientation to learning was
found to be a significant moderator to commitmehereby an individual who perceives
that learning will stretch them beyond their prederperformance level, may negatively
influence their commitment to the organization (Mauw& Lippstreu, 2008).

General Motors East Africa Ltd has a comprehensivenan resource management
policy named “work place of choice” which is appli@cross the General Motors
Corporation subsidiaries worldwide. The policy ssed on five major pillars, i.e. good
remuneration, safety at work place, career devedmpmfairness and mutual trust
amongst staff. This is intended to make the em@odfeel at home’ and encourage them
to commit to the work place. Periodical reviews a@ne annually to evaluate the
effectiveness of the policy. According to a recetgrnal assessment report, over the last
decade there has been a significant decline in @maplturnover from a record high of
20% in 2002 to 2% in 2012. This has seen the cogp&e in performance and
according to the K.M.I report, (2012) General Mat&ast Africa Limited was ranked the

best in motor sales outshining its major rival TiayBast Africa Limited.

Over the years various studies have been carrigdlomally relating to employee
commitment. Kipkebut, (2009) tested the extent thiclw Meyer and Allen’s

multidimensional organizational commitment is apglile to a Kenyan setting and
concluded that organizational commitment in the y&mcontext consisted of affective,
normative and continuance commitment. She furtrmund out that continuance
commitment was bi-dimensional consisting of ‘lowrqeved alternatives’ and ‘high
personal sacrifice’. Affective, normative and comtince commitment is significantly

positively correlated; and continuance commitmeas minimal correlations with



affective and normative commitment. Maloti (201d)his study of Impact of employee
commitment on retention in state financial corporad in Kenya concluded that there is
a statistically significant relationship between ppoyee commitment and employee
retention in state corporations. Moreover, Njir@dD@8) noted that state corporations
suffer staff deficiency; a fact that may be atttdmito low tenure, ineffective employee
commitment measures and unattractive retention nsebe All earlier studies

concentrated on the employee motivation towardkwommitment and hence left the
research gap of work specific characteristics obaganization that contribute towards
employee commitment in the work place. This studgreéfore seeks to answer the
guestion: what is the employees’ perception onetifiectiveness of high organizational

commitment in General Motors East Africa Limited?

1.3 Research Objective

To establish the employee perception on the effectss of high organizational

commitment practices in General Motors East Africa

1.4 Value of the Study

The study is useful to employers as they will ustierd the importance of high
commitment organizational practices and be ablenfdement strategies that will drive
the organization towards success through enhaneimployee motivation hence
retention. The study brings into light the impodarof the employee commitment on
organizational performance considering the highratation between employee
commitment, staff morale, employee productivity asrganizational performance and

growth. This will go a long way towards achievemeiftthe corporate strategy and



solving the problem of high employee turnover. ey the study seeks to help
employees understand the expectations of emplayetdence appreciate the efforts by
the employers towards improving their welfare. Tim#l contribute towards employee

performance and productivity at work place.

The study is an addition to the existing body obwledge and will be useful to scholars
in the field of Human Resources management. Stadeinhigher learning will use the
findings and recommendations of this study as aceoaof literature and knowledge gap
identification for future studies. On the other @athe findings of this study are useful to
the government in drafting proposals on future lablaws as it will highlight the
importance of organizational commitment on emplogesnmitment as a step towards
eradicating unemployment caused by employee highower in the country. This
ensures that employers in the country are regulatetl hence create a motivated and

productive workforce in the country
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter summarizes the information from redesns who have carried out research
in the same field. This chapter specifically loat$ruman resource strategy and how
various scholars in the past have suggested iligneed with the overall corporate

strategy.

2.2 Theoretical Review

A theoretical review shows the earlier studies doypast scholars regarding employee
commitment and management practices that enhan@eganizational commitment has
emerged as a principal topic and has been studieggards to its relationship with
absenteeism, turnover, burnout, job satisfactiad,jab performance in the workplace. In
order for an organization to develop organizatioc@imitment within the workplace,
they need to facilitate an employee's belief in tinganization's goal's and values, a
willingness to exert considerable effort on beladithe organization, and a definite desire

to maintain organizational membership, among attiegs (Porteet al.,1973).

2.2.1 Tri-Dimensional Organizational Commitment Mocel

Meyer and Allen (1997) use the tri-dimensional maddeconceptualize organizational
commitment in three dimensions namely, affectiv@ntmuance and normative
commitments. These dimensions describe the differeays of organizational

commitment development and the implications for lxyges’ behaviour. The first

11



dimension of organizational commitment in the mode&ffective commitment, which

represents the individual’s emotional attachmernh&organization. According to Meyer
and Allen (1997) affective commitment is “the empme’s emotional attachment to,
identification with, and involvement in the orgaain”. Organizational members who
are committed to an organization on an affectiveidacontinue working for the

organization because they want to (Meyer & Alle®91). Members who are committed
on an affective level stay with the organizationcdese they view their personal
employment relationship as congruent to the goats\ealues of the organization (Beck
& Wilson, 2000). Affective commitment is a work agtd attitude with positive feelings

towards the organization (Morrow, 1993).

Sheldon (1971) also maintains that this type atuake is “an orientation towards the
organization, which links or attaches the identfythe person to the organization”.
Affective commitment is the relative strength of iadividual's identification with and
involvement in a particular organization (Mowday a{ 1982). The organizational
commitment model of Meyer and Allen (1997) indicatbat affective commitment is
influenced by factors such as job challenge, rd&itg, and goal clarity, and goal
difficulty, receptiveness by management, peer dohesquity, personal importance,
feedback, participation, and dependability. Theosdcdimension of the tri-dimensional
model of organizational commitment is continuanammitment. Meyer and Allen
(1997,) define continuance commitment as “awarersdsshe costs associated with
leaving the organization”. It is calculative in ngg because of the individual’s perception
or weighing of costs and risks associated withilggathe current organization (Meyer &

Allen, 1997).
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2.2.2 The High Organizational Commitment ManagemenModel

One of the underpinning characteristics of humaouece management is its emphasis
on the importance of enhancing mutual commitmenalgvi, 1985b). According to
Wood, (1996) human resource management is a formamiagement which is aimed at
eliciting a commitment so that behaviour is prirtyaself-regulated rather than controlled
by sanctions and pressures external to the indwjdand relations within the
organization are based on high levels of trust. @bproaches to creating a high-
commitment organization as defined by Bextral (1984) and Walton (1985) are,
development of career ladders and emphasis orabiitly and commitment as highly
valued characteristics of employees at all levelthe organization coupled with a high
level of functional flexibility with the abandonmieaf potentially rigid job descriptions,
reduction of hierarchies and the ending of statifferdntials with a heavy reliance on
team structure for disseminating information, swiog work (team working) and

problem solving.

Wood and Albanese (1995) further added that jobigdeas something management
consciously does in order to provide jobs that haveonsiderable level of intrinsic
satisfaction. Secondly, a policy of no compulsayuolffs or redundancies and permanent
employment guarantees, with the possible use ofpdeany workers to cushion
fluctuations in the demand for labour. Moreovenvrferms of assessment and payment
systems and, more specifically, merit pay and psifaring and a high involvement of

employees in the management of quality.
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2.3 High Organizational Commitment Practices

Employee commitment denotes a belief in and acoeptaf the goals and values of an
organization, a willingness to exert effort on Hélwd the organization, and a strong
desire to maintain membership of the organizatiowday, et al 1979). This human

resource management outcome has a strong relapomsth organizational success
factors such as higher job satisfaction, lower atesgsm and organization citizenship
behaviour (Mathieu and Zajac, 1990; Organ, 1990)hds thus been argued that
individuals with high levels of commitment are maxgling to devote greater efforts

towards an organization’s goals and objectives §5U®87). In order to support a desire
for high commitment, certain human resource managempractices can therefore be put

in place in organizations.

However, the variety of practices included in thdsgterent studies has led to confusion
over which human resource management practicesldshioe regarded as ‘high
performance’. More recently, Boxall and Macky (2pU¢ave highlighted that high
involvement and high commitment work practices mo¢ synonymous: although high
involvement work practices tend to engender higimm@ment, the reverse is not
necessarily the case. For example, practices wéidtance empowerment have been
found to have a significant effect on employee camment (Gardneet al, 2001).
However, there are many studies which show thatl@mep commitment can be
achieved by routes other than those incorporatigy imvolvement, such as pay and job
security (Boxall & Macky, 2009). Like the ‘high iolwement’ literature, the ‘high
commitment’ literature focuses on desired outcomese than on practices themselves

(Wood & de Menezes, 1998). In general, studies igfh hinvolvement or high
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commitment work practices have a clearer definitioh the desired outcome

(involvement or commitment) compared to the moneegie high performance literature
in which ‘performance’ can have many interpretasigBoxall & Macky, 2009). High

commitment human resource management is about reha&mployee behaviours and
attitudes by developing psychological links betweeganizational and individual goals
to increase effectiveness and productivity (ArtHil894). Correspondingly, the practices
that represent a high commitment strategy include aets of human resource
management policies and procedures that affectamplcommitment (Whitener, 2001).
Focusing in particular on the performance managémtiemensions of high commitment
performance management practices, these practieegs@gnized as increasingly central

to high performing organizations.

According to Hartog (2004) performance managemiselifiis an integrated process in
which managers work with their employees to seteegqiions, measure and review
results, and reward performance, in order to impremployee performance, with the
ultimate aim of positively affecting organizatiorslccess. The primary aim is to provide
guidance to employees on how to apply their ressufar the benefit of the organization
(Gardeneret al, 2001). Performance management practices represenmportant
element in the human resource management procdssaae particular significance for
notions of high commitment (Fletcher and Williari996), although as yet evidence of a
direct linkage is weak (Guest al, 2003). We argue here that there are two types of
commitment-enhancing performance management pesactithe first, as noted above,
has a high involvemerfocus and includes personal involvement in settbgectives,

having frequent opportunities to discuss perforreaad receive feedback, and having
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some choice over the pay and benefits receivedretarn for these organizational
practices, the employee reciprocates with highenmment to the organization in line
with social exchange theory (Blau, 1964).

The second type focuses on employees feeling theg bpportunities to develop, with
the reciprocal repayment of this investment agaiterms of commitment and a lower
intention to leave. Such practices include appralgcussions which result in training
and development opportunities and new challengesyls®et for the employee to work

towards.

2.3.1 Employment security

Pfeffer (1998) regards employment security as foretgally underpinning the other
six human resource practices, principally becatis® regarded as unrealistic to ask
employees to offer their ideas, hard work and comment without some expectation
of employment security and concern for their futeareers. The contribution a
positive psychological contract makes to open ansting employment relationships
(Holmanet al 2003), and the notion of mutuality that is seerm&®y component in

partnership agreements both relate to this. Pf€ff688) reckons that compulsory
layoffs and downsizing undermine employment seguand sees the following as
alternatives: (1) proportionately reducing workihgurs to ‘spread the pain’ of

reduced employment costs across the entire workf@®) reducing wages to reduce
the labour costs; (3) freezing recruitment to pneéveverstaffing; and (4) putting

production workers into sales to build up demand.
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2.3.2 Training and Development

Having recruited ‘outstanding human talent’, empisyneed to ensure that these people
remain at the forefront of their field, not only terms of professional expertise and
product knowledge but also through working in teaonsin interpersonal relations.
Boxall (1996) views this as one element in ‘orgatianal process advantage’, the idea
that employers aim to synergize the contributionabénted and exceptional employees.
There is little doubt that there has been a growmgpgnition of the importance of
individual and organizational learning as a sowfteustained competitive advantage as
employers introduce more skills-specific forms wdiing and experience continuing

skills shortages in some areas.

Wright and Gardner (2003) note this is one of thesthwidely quoted and important
elements of high commitment human resource managepractices. The use of the
word ‘learning’ is crucial as it demonstrates enyplowillingness to encourage and
facilitate employee development rather than justviging specific training to cover

short-term crises. The time and effort devotedetying opportunities is also important.
A range of proxies have been used such as the nuohlglays’ training received by all

workers, the proportion of workers who have beeaingd, the budget set aside for
training, or the establishment of agreed trainiaggéts over a two-year period. The
quality of training, both in terms of its focus aitsl delivery, is clearly more important

than a simple count of the amount provided.
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2.3.3. Employee Involvement

There are a number of reasons why employee invawems an essential component
of the high commitment paradigm (Marchington andik¥son 2005). First, open

communication about financial performance, strategg operational matters not
only ensures workers are informed about organimatigssues, it also conveys a
symbolic and substantive message that they are tousted and treated in an open
and positive manner. Second, for team working tosbecessful workers require
information in order to provide a basis from whith offer their suggestions and
contribute to improvements in organizational perfance. Third, participation can

provide management with some legitimacy for itscas on the grounds that ideas
have been put forward by workers and/or at leassidered by them before decisions

are ultimately made.

Many of the studies restrict this to downward cominations from management to
employees which measure the frequency of informatiisclosure (Pattersost al.,

1997), the regularity of team briefing or qualiiyctes (Wood and Albanese 1995) or
the extent to which workers are informed or comslilAbout business operations or

performance (Guest al.,2003).

2.3.4 Team Work

This practice has become more prevalent over gtedkecade for a variety of reasons, not
least as a way of pooling ideas and improving wancesses in response to Japanese
competition. It has been identified by many empteyas a fundamental component of

organizational success (Marchington 1999). Teamwsrkypically seen as leading to
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better decision-making and the achievement of ncoeative solutions (Pfeffer 1998).
Evidence suggests that employees who work in tegensrally report higher levels of
satisfaction than their counterparts working unahere ‘traditional’ regimes, although
they also report working hard as well (Wilkinsenal 1997; Edwards and Wright 1998;
Geary and Dobbins 2001; Batt and Doellgast 2008 Tange of measures used by
researchers to assess team work has been ratheweathan those used to assess many
of the other ‘best practices’. Generally, it reféosthe proportion of workers in teams
(MacDuffie 1995; Weset al 2002; Gueset al 2003), the use of formal teams (Patterson
et al 1997; Guesekt al 2000a) or the deliberate design of jobs to makeafisgeorkers’

abilities (Hoque 1999).

2.3.5 Compensation Management

Pfeffer (1998) reckons that there are two eleméntshis practice — higher than
average compensation and performance-related rewalthough both send a signal
to employees that they deserve to be rewarded upergr contributions. To be
effective, this needs to be at a level in excegbhalf for comparable workers in other
organizations so as to attract and retain high#yulabour. In addition, according to
this scenario, rewards should reflect differentelswof worker contribution, perhaps

being paid as a regular bonus or through profitisgaschemes.

2.3.6 Performance Management

According to Pulakos, (2004) the right performamuanagement practices also can
enhance employee engagement and commitment. Igniegi a firm’'s performance

management system, the human resource managerdd sldu job objectives to
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organizational objectives, organization’s priostiand how will each employee help to
achieve them. Secondly, they should state the ¢éxgeaesults of an employee. Thirdly,
the managers should draft a system through whieh dfganization communicates
performance expectations and goals to the employ®asce, (2006) noted that
performance management processes operate on awommi basis. Therefore, they
provide perhaps the best ongoing opportunities dorployers to foster employee
engagement and commitment. Lastly, an employegga®ns and career goals can

receive careful attention during performance agataneetings. (Pulakos, 2004)
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter sets out various stages and phases#safollowed in completing the

study. It involves a blueprint for the collectiongasurement and analysis of data. This
section is an overall scheme, plan or structurbeia@onceived to aid the researcher in
answering the raised research questions. In tagesmost decisions about how research
was executed and how respondents were approackedddressed, as well as when,
where and how the research was conducted. Thergfothis section the research

identified the procedures and techniques that weeel during collection, processing and
analysis of data. Specifically the following sulismts are included; research design,
target population, sample design, data collectrmtriments, data collection procedures,

data validity and reliability, and finally data dysis.

3.2 Research Design

This research was studied through the use of astadg. Basically, a case study is an in
depth study of a particular situation rather thaswaeeping statistical survey. A case
study research design is also useful for testingtiadr scientific theories and models
actually work in the real world. The main focustbis study was qualitative, that is to
how integration of human resource strategy in Ganbtotors East Africa and its
incorporation in the overall corporate strategy hHasl to improved employee

performance.
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3.3 Population of study

The target population in this study was the woricéoof General Motors East Africa
totaling to 350 employees distributed across theoua departments since the study
involved an in depth examination of organizatiorm@mmitment practices in the

organization and their effect on employee commitmen

3.4 Sample Design

General Motors East Africa is an organization thas$ various categories of employees
distributed across the various levels of manageniemtould not be feasible to collect
information from the whole group but statisticallyp, order for generalization to take
place, a sample of at least 30 respondents must @boper and Schindler, 2003).
Therefore the researcher selected a stratified lgaofi20% of the employees of General
Motors East Africa from each of the departmentsriter to get an understanding of their
perception towards organizational commitment in €ahMotors East Africa Ltd. The
sample was selected across the various departimethis organization as shown in Table

3.1 below.

Table 3.1 Sample Design

Department Total number of Sample (20%)
employees
Administration 25 5
Human Resource 12 3
Finance 20 4
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Manufacturing 156 31
Sales and Marketing 22 4
After — Sales 55 11
Customer Relations 60 12
Total 350 70

3.5 Data Collection

Data collection involved use of a structured questaire. The questionnaire designed in
this study comprised of two sections. The first tparcluded the demographic

characteristics questions designed to determin&utidtamental issues of the respondents
while the second part was designed to establishlcgm@ perception towards high

commitment organizational practices in the orgaioma The researcher delivered the
guestionnaires in person to the selected respondéidvertheless, where it proves
difficult for the respondents to complete the gisestaire immediately, the researcher
left the questionnaires with the respondents aokiepi them up on a later date. After the

data has been collected, it was edited and codkeaving the variables in the study.

3.8 Data Analysis

The study relied on primary data collected usingsgjonnaires after which it was edited
and coded according to the variables in the stiilg.coded data was then classified and
tabulated for efficient analysis. Data analysisoired computation of descriptive
statistics like mean, variance and standard dewiato explain the characteristics of

individual variables as obtained from the dataemtéd. Frequency tables and other
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descriptive statistics were generated to show theows occurrences of the various
variables in the study. This was done using SPS&titical Programme for Social

Sciences) so as to ensure accuracy of the analfses.the data is analyzed the research
findings were presented using frequency tables, ghiart and bar graphs as found

appropriate.
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CHAPTER FOUR
DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

This chapter discusses the interpretation and ptasen of the research findings drawn
from the research instrument by way of data anslyBhe research sought to determine
the employee perception of the effectiveness of Higdn organizational commitment

practices in General Motors East Africa Limited.

4.2 Response Rate

The study targeted to sample 70 respondents otieototal population of 350 staff

members of General Motors East Africa Limited. OLithe 70 questionnaires sent to the
respondents, 58 questionnaires were returned ctehpldled which makes a response
rate of 83%. This response rate is considered ademince according to Mugenda and
Mugenda (1999) a response rate of 70% and overcallent and adequate for analysis

and reporting.

4.2.1 Demographic Information of Respondents

This section of the research instrument sought olatine demographic information of
the respondents. This was done so as to understarhckground of the respondents

and their work ability to give relevant data usdtuthe study.
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4.2.2 Gender Profile

The study sought to find out the gender of the gedpnts as shown in Figure 4.1.
Gender was important in this study because gendemremable us to deduce how the
different genders of respondents percieve the @ffgtess of the various organizational

commitment practices

Figure 4.1 Gender Profile

m male

u female

Source: Author, 2013

From Figure 4.1 it is discernible that 60% of tespondents were male while 40% were
female. The findings indicate that males are mben tfemales but the diffrence is not

significant enough to skew the findings based emdgr imbalance.

4.2.3 Age of Respondents

The study sought to establish the age bracketeofdbpondents. Age is important in this
study because how employees form work relationships$ perceive things depend on

their maturity. This means that the different agkemployees are motivated by different
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aspects of work and are at different levels of catment as well, as illustrated in Figure
4.2.

Figure 4.2 Ages of Respondents

Age of Hegspondenis
P
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Source: Author, 2013

From the Figure 4.2, 25% of the respondents weed #glow 30 years, 40% of the staff
members were aged between 31-40 years, 30% ofafiansthe organization were aged

between 40 and 50 years whereas only 5% of theregpondents reported being above
the age of 50 years. This therefore means thahalbage groups are represented in the
respondents profile and hence the researcher cahucke that the age of the respondents

does not have a significant effect on their peioapiowards organizational commitment

in General Motors East Africa Ltd.
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4.2.4 Level of Education

The study sought to establish the level of edunatiothe respondents since it influences
the understanding of employees on different aspafctgork. It also shows whether the
respondents are able to understand the concepistidss language, with the necessary

knowledge and skills to be able to work effectivelg confirmed in Table 4.1

Table 4.1 Level of Education

Frequency Percent
Post-secondary 14 25
Bachelors 41 70
PhD 3 5
Total 58 100

Source: Author, 2013

From the findings in Table 4.1, 70% of the respansléehad a Bachelors degree as
compared to 5% who had a post graduate qualificaki@wever, the study found out that
25% of the respondents hand a post-secondary iga#tih. This is a clear indication that
the staff is well equipped with the necessary kmalge and skills to be able to deliver in
the demanding working environment. The level of cadiwon of an employee is a
significant factor towards employee perception tghhcommitment practices by the
employer. This indicates that the more educatedrmaployee is the more he is likely to

handle any kind of work load.
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4.2.5 Length of Service

The study sought to establish the length of serfacethe respondents. The length of
service is important for this study so as to esshbfior how long the employee has been

working in the organization. This is because thegly an employee might have worked

for the organization the more conversant will he/ble with the organization’s policies

and practices.

Figure 4.3 Length of Service
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Source: Author, 2013

From the findings in Figure 4.3, 10% of the respamd had worked for less than 2 years,
15% had worked for between 3-5 years, 45% had wibfe between 6-9 years while
30% of the respondents reported having worked farenthan 10 years. This shows that
the institution maintains a combination of both namd experienced workers to ensure
faster induction, succession planning, training andilti-generational interactions at
workplace. Secondly, majority of the respondentgehaorked for above 5 years which

is an indication of a motivated and dedicated wanté. The study concludes that the
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length service is significant towards employee eption of the organizational

commitment and work commitment.

4.2.6 Position in the Organization

The study sought to find out the position of thependents in the organization. The
position in the organization is important in thitudy since the position in the
organization determines the respondents pay andneration benefits, decision making

powers and level of commitment and satisfaction.

Figure 4.4 Position in the Organization

Position in the Organization
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Source: Author, 2013

From the findings in Figure 4.4, 5% of the respandgereported being part of the
executive team, 15% in the senior management tEble organizational structure. Itis
also worth noting that a significant 41% of thep@sdents held positions in the middle

level management with only 14% of the managersgo@rcharge of operational level
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employees. Of the respondents who were employe#®s iérked in the support staff.
The findings indicate that the difference in thé jgroups of respondents is not

significant and therefore the study is not influeshdy the differences in job group.

4.2.7 Employment Terms

The researcher sought to find out the employmeatust the respondents. The
employment status is important for this study ia sense that permanent employees have
a better perception of the organizational commitimractices as compared to contract

and casual employees.

Figure 4.5 Employment Terms

frequency

m permanent = contract m casual

Source: author 2013

From the findings in Figure 4.5, 60% of the resparid indicated being employed on a
permanent basis, 35% reported being employed otramirbasis while only 5% of the

respondents indicated being employed on a cass#.bEhis shows that majority of the
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employees are on permanent basis showing thatetey employee security and hence
higher commitment to work. The research thereforecludes that an employee’s current
employment terms play a very significant role todgathe perception of employees on

organizational commitment practices.

4.3 High Commitment Organizational Practices

The study sought to find out the perception of ewpes towards various high
commitment organizational practices in the orgarorato establish their impact on their
commitment to work. Respondents were asked to atelitheir perception towards the
various high organizational commitment practicesthe organization. The data was
collected using a likert scale of 5 points where §trongly Disagree, 2= Disagree, 3=

Neutral, 4= Agree, and 5= strongly agree.).

4.3.1 Employee Security

The study sought to establish the employee pemeptowards the organizational
commitment on employment security. Employment sgcus an important aspect
contributing to work commitment in the sense thahew employees are given
employment security the more likely that they widlve a better perception towards the
organizational commitment practices as opposedripl@yees who feel that their jobs
had no security of tenure. Means for the factorsevestablished in order to provide a

generalized feeling of all the respondents.
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Table 4.2 Employment Security

Mean Standard Deviation
Work commitment 215 1.74
Personal motivation 3.15 0.92
Career development 4.01 0.49
Job-satisfaction 4.05 0.45

Inter personal relationship with co-
workers 4.03 0.55

Source: Author 2013

From the research findings presented in Table th&, respondents disagreed that
employee security resulted in work commitment, rdog a mean of 2.15 and a standard
deviation of 1.75. The high standard deviationnsiradication of a possible of view of

some employees that employment security resuligoik commitment. The respondents
were neutral in their view of personal motivatianafactor influenced by employment

security.

The respondents agreed that employment securitijtdsed their career development,
job satisfaction and interpersonal relationship hwio-workers; with the variables
recording means of 4.0 and standard deviation ®fdh indication that the findings are
widely accepted by the respondents. This makese@archer conclude that employment
security is very effective towards improving carekvelopment, job 0 and personal

motivation.
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4.3.2 Employee Involvement

The study sought establish the effectiveness ofl@mp involvement in managerial
decision making and its impact on employee peroapbin organizational commitment.

Employee involvement is an important concept towamshployee motivation.

Table 4.2 Employee Involvement

Mean Standard deviation
Departmental goal setting 1.87 0.10
Assignment of duties 1.91 0.32
Supervision of support staff 4.60 0.49
Organization Business planning 4.0 0.40
Formulation of new policies 4.03 0.45

Source: Author, 2013

From the findings in Table 4.3, the respondentsagitsed that being involved in
departmental goal setting improved their perceptionthe effectiveness of the high
organizational commitment practices, with a meah.87 and a standard deviation of 0.1
an indication that the view is widely accepted g tespondents. The same view applies
to the Assignment of duties with the respondentsngly disagreeing that it had an
impact in their perception on the effectivenesghaf high organizational commitment

practices, with a mean of 1.9 and a standard dewiaf 0.32.

The researcher however noted that the respondegreedh that being involved in

supervision of support staff, organizational buss@lanning and formulation of new
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policies improved their perception towards the armgational commitment, with the
variables attracting average mean of 4.60, 4.0 408 respectively; with standard

deviation of 0.4, an indication that the view iglely accepted.

4.3.3 Training and Development

The study also sought to find out the perceptiothefrespondents towards the training
and development practices in the organization, ra®lament of high organizational
commitment practices. Training and development s important factor towards

employee development, career growth and job satisfa

Table 4.3 Training and Development

Mean Standard deviation
In-house training seminars 1.62 1.74
On the job training 1.82 0.92
Pre engagement training 4.01 0.49
Induction training 4.0 0.45
Routine training 1.36 0.55

Source: Author, 2013

From the findings in Table 4.4, the respondentagiised that in-house training seminars
and on the job training, contributed to their pwgsitview of the organization as a work
place of choice; with a mean 1.62 and 1.83 resgalgti However, in-house training

seminars had a higher standard deviation of 1.7¢dication that a small number of
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employees were of a contradicting view. On-thetyalning had a standard deviation of
0.9, an indication that the view was more commorc@spared to in house training
seminar. Consequently the respondents stronglgmdied that routine training improved
their perception of organizational commitment asoak place of choice with a mean of
1.36 and a standard deviation of 0.56, an indioaids a common view amongst the

respondents.

Pre engagement training and induction training iveck a strong approval with the
respondents agreeing that these two factors cotddbto their positive view of the
organization as a work place of choice with a mefah.0 and a standard deviation of 0.5
and indication that they are of a collective viemaagst the respondents. This analysis
therefore concludes that pre engagement and imfudtaining are more effective
towards improving the employee perception towardgamizational commitment as

compared to in house training, on the job trairang routine training.

4.3.4 Team work

The research went further to establish how effecteam work was towards improving
employee perception of organizational commitmentGeneral Motors East Africa

Limited. Team work is an important concept towardproving employee productivity.
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Table 4.4Team-work

Mean Standard Deviation
Team building events 4.05 0.04
mentorship programs 3.24 0.92
Mutual trust 4.01 0.04
Conflict resolution program 2.33 0.45
Workers cohesion 3.39 0.55

Source: Author, 2013

From the findings in Table 4.5, the respondent®edjrthat team building events and
mutual trust amongst co-workers improved their eption of the organizational

commitment as a work place of choice, with a mela#h.@5 and 4.01 respectively, both
with standard deviation of 0.04 an indication ths was no significant deviation of
opinion. Respondents were indifferent in their vielamentorship program and workers

cohesion.

Respondents disagreed that conflict resolution naragimproved their perception
towards organizational commitment with a mean 8fThis analysis therefore concludes
that team-building programs are meant to boost eyegl confidence and have a positive

effect on the employee perception of the orgarom&icommitment.
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4.3.5 Compensation Management

The study also sought to establish the effectivenafs remuneration on improving
employee’s commitment. Employee compensation isgdeed to be a significant factor

towards improving employee perception towards tigaizational commitment.

Table 4.5 Compensation Management

mean standard deviation
Annual team bonuses 4.95 0.0
Employee Allowances 4.09 0.0
Overtime pay 3.70 1.35
non-monetary benefits 1.70 0.45

Source: Author, 2013

From the findings as shown in Table 4.6, the redpats strongly agreed that that annual
team bonuses have a great impact on their percefmiwards effectiveness of the high
organizational commitment practices in the orgarmora as a work place of choice with a
mean of 4.95 and an almost zero deviation of opiniRespondents also agreed that
employee allowance and overtime pay are positiceofa of motivation with a mean of
4.09 and 3.70 respectively. Overtime pay however &ahigher standard deviation of
1.35 an indication that it not necessarily a matvéor some respondents. Non-monetary

benefits was disputed as a motivator with a meah# and a standard deviation of 0.5.

This analysis therefore concludes that employeawalhces, annual team bonuses and

overtime pay play a significant role towards impngv employee perception towards
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effectiveness of the high organizational commitmeractices in General Motors East
Africa Limited, however non-monetary benefits hadeay little effect on the employee

perception of the effectiveness of the high orgatnonal commitment practices, ce.

4.3.6 Performance Management

Performance management is another tool used tdlisstahe effectiveness of high
commitment HR practices in organization. Perforneaappraisal is an important factor
towards achieving organization goals through emgdoynotivation. This is achieved

thought continuous improvement appraisals/programs.

Table 4.6 Performance Management

Mean Standard deviation

Targets are mutually agreed upon 350 2.13
Set targets are often achievable 4.48 1.35
Targets are in line with objectives 270 0.45
Assigned roles in line with targets 4.05 0.0
Management support on employees to

accomplish targets 4.05 0.0
management encourage targets achievement 3.42 1.35

Source: Author, 2013

From the findings as shown in Table 4.7, the redpats strongly agreed that
Management support on employees to accomplishttavges the biggest motivator and

improved their perception of the organizational catment as a work place of choice
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with a mean of 4.95 and an insignificant deviatanopinion. The respondents agreed
that the targets set should often be achievable nantlially agreed upon. They also
agreed that roles should be assigned in line wethiasgets. Targets mutually agreed upon
however had a higher standard deviation of 2.13iadtation that a minority of the
respondents were of a different opinion. Respotsderre indifferent with targets being
in line with the organizations objective, as we management encourage targets

achievement.

4.3.7 Regression analysis of findings

The researcher conducted a multivariate analysisvds: employee perception of
organizational commitment and its predictors usihg statistical package for social
sciences (SPSS V 17.0) to code, enter and compateneasurements of the multiple
regressions. The findings showed the following maoglemmary and coefficients as

shown in Table 4.6 below.

Table 4.7 Model Summary

Standard Error of
Model R R Square Adjusted R Square
the Estimate

1 0.84 0.74 0.72 0.42

a) Predictors: (Constant), Employee security, trairang development, employee
involvement, teamwork, compensation managemenparfdrmance
management

b) Dependent variable: Employee perception towardsrorgtional commitment
and work commitment
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As shown in Table 4.8, the study used the R squéine. R Square is called the
coefficient of determination and tells us how thepéoyee perception towards
organizational commitment and work commitment, tedgdo employee security, training
and development, employee involvement, teamworknpamsation management and
performance management. The seven independenbherithat were studied explain
72.4% of the factors affecting the employee peioapttowards organizational

commitment and work commitment as represented bySdrared (Coefficient of

determination). This therefore means that othetofacnot studied in this research
contribute 27.6% of the factors affecting the Enypko perception towards organizational

commitment and work commitment.

Table 4.8 Anova

Model Sum of Squares df Mean Square F Sig.
1 Regression 11.72 4 1.30 44.23 .05(a)
Residual 3.43 615 0.06
Total 15.15 619

a) Predictors: (Constant), Employee security, trainamgl development, employee
involvement, teamwork, compensation management apdrformance
management

b) Dependent Variable: Employee perception towardsamggtional commitment

and work commitment
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As shown in Table 4.9, the study used ANOVA to leisth the significance of the

regression model from which an F-significance vadfi¢ess than 0.05 was established.
The model is statistically significant in predigitmnow Employee security, training and
development, employee involvement, teamwork, corsgéon management and
performance management affect the Employee peoreptowards organizational

commitment and work commitment. This means that tégression model has a
confidence level of above 95% hence high reliabiit the results. The F critical at 5%
level of significance was 1.302 since F calculdteslue = 44.231) is greater than the F
critical. This shows that the overall model wasndigant and has a less than 0.05

likelihood (probability) of giving a wrong predictn

Table 4.9 Coefficients Results

Un-standardized Standardized t Sig.

Coefficients Coefficients
B Std. Error Beta

(Constant) 0.751 .186 0.623050
Employee Security 7.17 .068 .559 8.47850
Training and Development,:  2.24 .042 . 301 2.25%20
Employee Involvement 5.92 .002 245 6.90601
Teamwork 2.34 .034 125 2.456010
Compensation Management  7.63 .002 115 8.1220
Performance Management 2.35 234 212 2.4520
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a) Predictors: (Constant), Employee security, tragjrand development, employee
involvement, teamwork, compensation management apdrformance

management

b) Dependent Variable: Employee perception towardsammgtional commitment

and work commitment

The model therefore is,

Y = 0.751 + 7.1B, + 2.24B, +5.92B5 + 2.34%, + 7.63845 + 2.356B5+ €

4.4 Discussion of the findings

The findings of this study indicate that employaes motivated by job security. This is
consistent with Pfeffer (1998) who regarded emplegtnsecurity as fundamental
element because it is regarded as unrealistickeagployees to offer their ideas, hard
work and commitment without some expectation of leyrpent security and concern for
their future careers. Respondents of this studgexhthat employment security facilitated
their career development, job satisfaction andrjpgiesonal relationship with co-workers;

the findings were widely accepted by the resporsdent

Training and Development is an element that thpaedents felt greatly affected their
perception of the effectiveness of the high orgaimnal commitment practices. Pre

engagement training and induction training receivedstrong approval from the
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respondents agreeing that these two factors cotédbto their positive view of the
organizational commitment. This is agreeable tovieevs of Wright and Gardner (2003)
who noted that Training and Development one ofrtiest widely quoted and important
elements of high organizational commitment prastidéhe use of the word ‘learning’ is
crucial as it demonstrates employer willingnessetzourage and facilitate employee

development.

Teamwork is typically seen as leading to betteisiec-making and the achievement of
more creative solutions (Pfeffer 1998). From thediings the respondents agreed that
team building events and mutual trust amongst ckgrs improved their perception

towards the organizational commitment as a workeplat choice.

The findings of this study on Compensation and Rdwsaconsistent with Pfeffer

(1998) who reckoned that for remuneration managémnodoe effective, it needs to be
at a level in excess of that for comparable workersther organizations so as to
attract and retain high-quality labour. The resmond strongly agreed that that
annual team bonuses have a great impact on theieen towards organizational
commitment. They also indicated that employee aloees and overtime pay are

positive factors of motivation.

According to Pulakos, (2004) the right performamanagement practices also can
enhance employee engagement and commitment. Asfipetformance management
system should link job objectives to organizatioabjectives, organization’s priorities
and how will each employee help to achieve theraFthe findings of this study, there
was a general consensus with respondents stroggigiag thaManagement support on

employees to accomplish targets was the biggestvatot and improved their perception
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of the organizational commitment as a work placehafice. The respondents agreed that
the targets set should often be achievable andathytagreed upon. They also agreed

that roles should be assigned in line with setets.g

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMEDATIONS

5.1 Introduction

This chapter presents a summary, conclusions admendations of the study. Section
5.2 summarizes the key results found, while secii@draws the conclusions. Section
5.4 notes the recommendations from the findingthefstudy. Section 5.5 outlines the

limitations of the study while section 5.6 giveggeastions for further research

5.2 Summary of findings

The aim of the study was to determine the empl@greeption of the effectiveness of
the high organizational commitment practices in &ahMotors East Africa Limited.

The findings indicate that males are more than fesnlaut however the diffrence not that
significant and therefore this implies that the dstuis not influenced by gender
imbalance. The study found out that the organimati@intains young vibrant workers
who form the larger percentage of their workford@racterized by young motivated
workers at their peak productivity due to their Wong experience and professional
training. However, the age of the respondents daéshave a significant effect on the
perception of employees towards the effectivendgsigh organizational commitment

practices. Also majority of the respondents hadsensity level of education indicating
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that the staff is well equipped with the necesdargwledge and skills to be able to
deliver in the demanding working environment. Téeel of education of an employee is
a significant factor towards employee perceptiorhigh commitment practices by the
employer. This indicates that the more educatednaployee is the more he is likely to

understand the concepts behind the high commitstestegies.

The findings show that the institutions maintaincambination of both new and
experienced workers with a majority of the responsldnave worked for above 5 years
which is an indication of a motivated and dedicatextkforce and hence concludes that
the length service is significant towards employeerception on organizational
commitment and work commitment. The study showhdt ta majority of the
respondents are on permanent basis showing thaeth)ey employee security and hence
higher commitment to work. The research thereforecludes that an employee’s current
employment terms play a very significant role todgathe perception of employees on

organizational commitment practices.

The researcher found out that employee securityelsy effective towards career
development, personal motivation, work commitmemd gob satisfaction but does not
improve the interpersonal relations among co-wak8econdly, employee training and
development practices done in or during the workcess are more effective towards
improving the employee perception towards orgaiomat commitment as compared to
training programs outside the work place. This égduse such training sessions are
aimed at increasing the competence, productivity efficiency of an employee enabling

him/her to work more efficiently.
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Majority of the respondents indicated that beingolaed in the supervision of support
staff contributes greatly towards employee commithasnd creates a better perception of
organizational commitment. Lastly, involving empd@g in business planning and
formulation of new policies does not improve onp&rception towards organizational
commitment. Furthermore team-building programs wareant to boost employee
confidence and had a positive effect on the emgqgyerception of the organizational
commitment but was not effective in building muttralst among co-workers since team
work had no effect on improving mutual trust amaoegworkers. This study established
that overtime pay did had a very little impact ompboyee perception towards the

organizational commitment.

This analysis therefore concludes that employeawalhces, annual team bonuses and
non-monetary benefits play a significant role tadgaimproving an employee perception
towards the organizational commitment but howevymmyments made for working
overtime had a very little effect on the employeecpption towards the organizational
commitment and that the respondents agreed thatp#réormance targets were
achievable but were not mutually agreed among ty@@yees and the appraisers. Lastly
a multiple regression conducted to test the infbeemmong predictor variables and found
out that the seven independent variables that ateidied explain 72.4% of the factors

affecting the employee perception on organizatiocoahmitment and work commitment.

5.3 Conclusion

The research concludes that where majority of tbekforce have worked for above 5

years, this is an indication of a motivated andicktdd workforce. Secondly, the study
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concludes that the current job status of an empldyes a very significant impact on
work commitment and career development. Thirdlg, ridssearcher concludes that on job
training and routine training play a very signifitarole towards work commitment as
opposed to induction training. Thirdly, the studyncludes that being involved in the
supervision of support staff contributes greatlydods employee commitment and
creates a better perception of organizational cdamenmt. Fourthly, the researcher
concludes that team building, worker’s cohesion ax@htorship programs played a very
big role towards improving employee perception i@famizational commitment and work
commitment. Lastly, the study concludes that emgxogllowance and non-monetary

benefits contribute to a very great extent towaneés perception of their work place.

5.4 Recommendations for policy and managerial praate

The study found out that employee allowances amdmonetary benefits contribute to a
very great extent towards their perception of tiveirk place. However, some of the
respondents indicated otherwise. This led to the@ws being left out of the study
conclusions. This study therefore recommends tleabtganization conducts a survey of
the other factors that contribute to improving emypke perception towards their work
place. Secondly the study concludes that on jahitrg and routine training play a very
significant role towards work commitment as oppos@dnduction training. However,
the study did not consider professional training any other relevant training acquired
prior to the engagement of an employee and recomssat the organization conducts a
survey of how pre engagement professional and adadgaining contribute to the
perception of employee towards work commitment.
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5.5 Limitations of the study

Every study inevitably encounters certain level$émftations due to a variety of factors.
Respondents are usually very busy hence the tepdesicto give in-depth attention to

the unstructured parts of the questionnaire.

5.6 Areas for further research

The study recommends further research be carrigdt@muascertain the impact of
employee perception on organizational commitmentvatds self-motivation and
performance. The study focused on the workers oie@es Motors East Africa Itd. Future
research should also aim at studying the relatipngietween job satisfaction and
organizational commitment among employees in otloeganizations since job
satisfaction and commitment are essential in engurharmony, cooperation,
understanding, efficiency and effectiveness to @ase productivity in organization.
Secondly, the study recommends a further inquesintb out the impact of employee
commitment on organizational performance. Lastlg, $tudy recommends a study on the

correlation between work commitment and office foadi
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Appendix |: QUESTIONNAIRE

Section A: Background Information

1. Gender: Male Femal:|

2. What age group do you belong to?

Below 30yrs |:|
31-40yrs I:l
41-50yrs ]

Over50yrs [ ]

3. What is your highest level of education?
Secondary Colleg Undergraduate post gradu
4. How long have you been working in GM East Afridal®

Lessthan2yr{ | 25 ] 6-9yrs[__] over10y |

5. What organizational level do you currently work in?
Executive team [ ] Senior Management
Middle Level Management |:| Support Staff |:|

What is your job in the organization?

Manufacturing |:| Finance ] Sales & MarketirD

After Sales support Administratior‘j HunRResource |:|

Procurement |:|

7. What is your current employment status?

Permanent |:| Contract |:| Casual |:|



Section B:

. In a scale of 1- 5 where (1= Strongly Disagree,2isagree 3= Neutral, 4= Agree, and 5=
Strongly Agree) To what extent is your current esypient status effective towards improving

your:

Work commitment

Personal motivation

Career development

Job-satisfaction

Inter personal relationship with co-workers

Training and development

9. In a scale of 1- 5 where (1= Strongly DisagreePsagree 3= Neutral, 4= Agree, and 5=
Strongly Agree) to what extent does the effectigsna the following Training and
Development programs contribute towards organimatioommitment?

1 2 3 4 5

In-house training seminars

On job training

Pre engagement training

Induction training

Routine training




11.

10.

Employee Involvement

Please indicate the frequency with which goelinvolved in decision making regarding the
following aspects of the organization and to wheattent do you feel that such involvement
has a positive impact on your organizational commaiit? (1= Strongly Disagree, 2=
Disagree 3= Neutral, 4= Agree, and 5= Stronglye&yr

1 2 3 4 5

Departmental goal setting

Assignment of duties to support staff

Supervision of support staff

Organization Business planning

Formulation and Communication of new policies to
staff

Team work

In a scale of 1-5 where (1= Strongly Disagi@e, Disagree 3= Neutral, 4= Agree, and 5=
Strongly Agree) Please indicate the extent to whineheffectiveness of the following team
working practices contribute to organizational catnment

Practices 1 2 3 4 5

Team building events

Employee mentorship programs

Mutual trust among employees and management

Conflict resolution program

Fair human resource policies

effective towards organizational commitment amompleyees

enhances interpersonal relations among co-workers




12.

13.

Compensation management

In a scale of 1-5 where (1= Strongly Disag@&seDisagree 3= Neutral, 4= Agree, and 5=
Strongly Agree) Please rank how effective are dtlewing compensation practices towards
improving your perception towards the workplace?

Policy 1 2 |3 |4 5

Annual team bonuses

Employee Allowances

Overtime compensation

Other non-monetary benefits

Performance management

To what extent do you agree that the follayperformance management practices are
effective towards improving the perception of enygles towards organizational
commitment? (1= Strongly Disagree, 2= Disagre®8atral, 4= Agree, and 5= Strongly
Agree)

Statement 1 2|3 4| 5

To achieve excellence targets have to be set

Targets should be mutually agreed upon

Set targets should be achievable

Target are in line with the organizations objeesiv

The management Support and Empower the staff tsaarget
accomplishment

Does the management encourage achievement of parice targets




Section C: Other Workplace Practices

14.How does the organization foster employee develogpPne

Continuous on job training Study loan

Scholarships for tertiary education |:| Capacity bogdseminars

15. How does the organization encourage creativityiandvation

Salary review Idea incubation and developmy

Promotion |:| Sponsoring innovation |:|

16.Do you think your current pay conforms to the intdpaverage?

Yes |:| No |:|

17. How does the organization reward good performance

Salary Review Bonuses I:I

Promotion

18. How frequent are performance appraisals carrie@d out

Monthly [ ] Quarterly | |
Semiannually I:I Annually [ ]

Thank-you.



