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ABSTRACT

The research aimed at assessing the influence of employee empowerment on performance
of Public Universities in Kenya, and to determine the moderating role of institutional
factors on this relationship, and to determine the mediating role of job-related attitudes on
this relationship. This study was carried out against a background of change in the public
universities with the introduction of Public Universities Act 2012 which streamlined all
the activities of Kenyan universities. A review of extant conceptual and empirical
literature was done and hypotheses formulated. A positivist paradigm using descriptive
research design was used. The population comprised the staff of Chartered Public
Universities in Kenya 2013. Proportionate random stratified sampling and multi stage
sampling was used. A sample size of 1,011 staff was selected from employees of
Chartered Public Universities in Kenya. The literature review revealed that a number of
studies have been conducted on the predictors and antecedents of employee
empowerment and performance. However, these studies did not examine any integration
between them. The objective of this study was to explore the integrated relationship
amongst the variables. A structured questionnaire with Likert-type interval scale
anchored on a five-point scale was used to collect primary data. Descriptive statistics
were computed for organizational data and the main characteristics of the study variable.
Data was presented in tables, charts and figures. Hypotheses were tested using Pearson’s
product moment, simple linear regression, stepwise and multiple regression and change
statistics for data analysis and tests. The results revealed that employee empowerment,
institutional factors, and job-related attitudes have a positive relationship with the
performance. The strength of the relationship between employee empowerment and
organizational performance was found to be moderated by institutional factors. However
Job-Related Attitudes was found not to mediate the influence of employee empowerment
and organizational performance. Using ANOVA and F-test the study showed that the
influence of employee empowerment on organizational performance was linear and was
statistically significant. The results confirmed that the joint effect of employee
empowerment, job-related attitudes and institutional factors on performance was greater
than the individual effects of each variable on performance of Public Universities in
Kenya. This study contributes to the understanding of the link between employee
empowerment and organizational performance, while at the same time it confirms the
findings of previous studies on a similar subject. The study also contributes to knowledge
by empirically confirming that job-related attitudes are not mediators of the influence of
employee empowerment on organizational performance contrary to previous studies. The
study highlights an increased understanding that the combinative effect of the study
variables is greater than the individual effects. Involvement in decision-making and
autonomy coupled with enabling structures and leadership should be considered if
employees are to be empowered and their contributions to count. Universities should

Xiv



strengthen their empowerment programs and support staff in pursuit of their
development. The study also confirms that as structural empowerment increases it is
associated with increases in psychological empowerment in the workplace. Further, as
empowerment increases employees become more engaged and this is believed to have a
significant impact on their productivity. Empowered employees are motivated workers,
which contributes to overall performance in the Public Universities in Kenya. Future
research should seek to concentrate on other institutional factors such as democratic and
contingency leadership styles. Consider use of longitudinal research design. Replication
of the study in other sectors and examining the relationship between employee
empowerment could serve as useful reference for future.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Kenya being a developing country in Sub-Saharan Africa has undergone profound
changes in management of public organizations. The government of Kenya
acknowledges that over the years there has been poor performance in the public sector.
Some of the factors that have affected performance in public institutions include:
tribalism, corruption, excessive controls, frequent political interference, nepotism,
mismanagement of the human resource and other resources (GoK, 2005). In recent years
however, there have been major changes undertaken such as: introduction of performance
contracting, performance ranking of public sector institutions based on agreed criteria and
devolving of services. These changes have been seen as a tool aimed at improving
accountability, transparency, efficiency and effectiveness in delivery of quality services,
and improving efficient utilization of resources to improve overall performance. Further,
the Kenya Vision 2030 strategy was crafted as a blue print to catapult Kenya into the next
millennium. However, such expectations cannot be automatically realized. In response to
these changes managerial approaches should embrace strategies that will foster
empowering employee and stimulating employee behavior towards achievement of these

goals.

The changes in public organizations have made human resources to be viewed from a
different perspective. The public sector institutions including public universities are
constantly under internal and external pressures that influence the necessity for potential
change in the human resource management policy. Gore (1996) stated that the
performance contracts in the USA federal government for example, have changed the
way managers and bosses do their jobs. Managers have changed their attitudes towards
employees by encouraging them to participate more by being innovative, and in delivery
of quality service to the customers. This has led to employees connecting with the
organization, enhanced feeling of empowerment, which has led to improved

organizational performance.



Extant literature on employee empowerment discusses the subject of empowerment as
human resource practice and empowerment as a motivating factor. From a human
resource practice viewpoint, empowerment is described in terms of total human resource
development and engagement. The organization has a responsibility to create conducive
work environment which fosters the ability and desire of employees to act in an
empowered way. At the same time remove barriers that limit the ability of staff to act in
an empowered way (Fox, 1998). As a management approach to motivation empowerment
is explained just as a result of evolution in the management field and as a result of new
knowledge to meet new challenges. Concurrently empowerment has been used to refer to
employee involvement, employee engagement, and employee participation that was
initially adopted in management theories of human relations and motivation (Hug and
Hill, 2004; Wilkinson, 1998). The term continues to be used to refer to issues of giving
employees more power and control. Employee empowerment describes all activities

related to human capital management in the organization.

The relationship between employee empowerment and performance has been a key issue
in understanding the effectiveness of organizations. Indeed this relationship has been
studied since the pioneering work of Kanter (1977; 1983) and Spreitzer (1995). Many
researchers (Thomas and Velthouse, 1990; Randolph, 2000) have recognized that
empowerment is evidenced by organizational members who are inspired and motivated to
make meaningful contributions and who have confidence that their contributions will be
recognized and valued. In Kenya for example empowerment programs have been put in
place in some organizations in the private sector and in multinationals; however the
practice in public sector is a challenge due to inflexibility of the system and conditions

necessary to make such an approach successful.

The concept of empowerment in the workplace has become a major theme in most
organizations today. It has spurred scholarly debate by human resource and management
practitioners who assert that empowerment increases performance in organizations.
Effective employee empowerment practices and strategies nurture favorable employee
attitudes and this not only contributes to job satisfaction but also lead to organization
commitment (Nick et al. 1994). In defining empowerment, Randolph (2000) refers to



empowerment as a means of transferring sufficient and appropriate power to employees
and making resources available to enable them succeed in their jobs. Hill and Hug (2004)
contend that empowerment simply means giving employees a voice. Several studies
(Spreitzer, 1995; Argyris, 1998; Kanooni, 2005) concur that empowerment exists when a
person perceives that they have freedom and authority to perform their job effectively.
Consistent with empowerment theory, psychological and structural theories of
empowerment, researchers agree that the core element of empowerment is giving
employees latitude over certain related tasks (Wilkinson, 1998). Peters (1989) confirms
the empowerment concept by positing that “involve everyone in everything”, and
contended that lead by empowering people. Further Vogt and Murrel (1990) state that
empowerment is the period of improving the decision making ability of the employees

through cooperation, sharing information, training, autonomy and intellectual capacity.

Despite the growth of empowerment in the last few years its effect still remains
ambiguous. More than 25% of organizations surveyed by Lawler et al. (2001) study
reported no significant empowerment-oriented practices in their organizations (Spreitzer
and Doneson, 2005). Moreover those who have introduced empowerment practices often
find it difficult to build genuine employee empowerment practices (Spreitzer and Quinn,
2005). Although there have been reports of success and failure of employee
empowerment there has been little rigorous research on its antecedents and its
consequences (Menon, 2001). Consistent with the stream of empirical studies examining
the relationship between empowerment and performance there is evidence to suggest that
empowerment initiatives do not always deliver expected outcomes for organizations,
management, or for individuals (Claydon and Doyle, 1996). Wilkinson (1989) argues that
while there are many programs labeled as empowerment most are designed not to give
employees a very significant role in decision making; but rather to secure an enhanced
employee contribution to the organization. From the foregoing discussion the debate on
whether empowerment leads to improved performance is still inconclusive.
Consequently, performance may be as a result of a combination of empowerment and
other institutional factors such as strategy, structure, culture, and leadership types. As
such there is need for further research to ascertain if indeed these factors have influence

on the relationship between empowerment and performance.



Most studies on empowerment have been done in developed countries’ contexts
(Rothman and Coetzer, 2003). However few studies have been carried out in Asia and
Africa. In Kenya, the few studies done have mainly focused on employee empowerment
and performance but no known study to the researcher have incorporated factors such as
strategy, structure, culture and leadership types. In this era of globalization empowerment
is important for the universities to enable them respond quickly to any changes in macro-
environment. With introduction of public sector reforms and performance contracting, the

government expects to have an efficient and motivated workforce to serve the public.

Currently, universities have attracted unprecedented public scrutiny and have
encountered challenges in their performance such as: increase in student numbers, scarce
resources, staff turnover, weak capital outlays, industrial disputes and ‘brain drain’. With
increased student numbers this translates to large work-loads for the staff which leads to
staff burnout and affect performance. To tackle these challenges, universities need to be
strategic and to realize the importance of human resource as an important resource (asset)
in order to gain competitive advantage. This is in agreement with the Resource-Based
View (RBV) theory which has shifted emphasis in strategic literature away from external
factors such as industry position toward internal firm resources such as human resources
as a source of competitive advantage (Dunford et al., 2001). Acceptance of internal
resource as a source of competitive advantage has brought legitimacy to Human Resource
(HR) assertion that people are strategically important to an organizations’ success
(Dunford et al., 2001). Human resource is an internal asset that creates value in the

organizations’ systems to achieve desired results (Pfeffer, 2013).

This study is driven by empowerment, structural and psychological empowerment
theories, and institutional theory. Theoretical works on employee empowerment indicate
that empowering staff is one of the critical success factors in the organization (Spreitzer,
1995; Kanter, 1989). Employees need to perceive that they have been given power and
authority to make decisions concerning their work, and in performing tasks (Conger &
Kanungo, 1988). The organizations strategies and structures must be enabling and should

fit the environment to achieve better performance.



The current study focused on the influence of employee empowerment on performance of
chartered public universities in Kenya. The relationship is moderated by institutional

factors and mediated by job-related attitudes.

1.1.1 Employee Empowerment

The management perspectives on empowerment have a long history and offer a set of
tangible practices that can pull to improve performance (Spretizer, 1995). Organizations
are implementing employee empowerment practices with the hopes of building
employees’ commitment, overcoming dissatisfaction and reducing absenteeism turnover,
poor quality of work, sabotage and giving employees greater autonomy in their work.
The practices include training, participation, decision making, delegating provision of
resources communication and team working (Huselid, 1995). Organizations have to build

a fit between the people and empowerment practices.

A review of previous studies (Huselid, 1995; Youndit et al., 1996) reveal that HRM is no
longer concerned with simply executing a standard set of policies and procedure. Rather
it requires questioning and understanding the relationships between choices in managing
people, the strategies and goals of the organization and possibilities presented by the
external environment. Interest in the belief that individual performance affects
organizational outcomes have intensified with the argument that organizations employees
provide a unique source of competitive advantage that is difficult for competitors to
imitate (Barney, 1991; Omari, 2012).

The notion of empowerment involves the workforce being given a greater degree of
flexibility and freedom to make decisions in organizations (Awan et al. 2011).
Empowerment differs in definition based on individual perception and understanding.
Conger and Kanungo (1988); Thomas and Velthouse (1990); Spreitzer (1995), tried to
explicitly define empowerment as giving authority to employees or to delegate legal
power to them so as to commission and authorize them in their task performance
(Spreitzer, 1995). Fox (1998) opined that empowerment is a process of risk taking,

growth, change, and understanding employees’ needs.



Although the definitions are diverse there seem to be convergence amongst scholars that
empowerment is largely contextual and is a social construct nested in how an individual

integrates perceptions of personal control, power and environment.

Prior studies have investigated the dual relationship between empowerment and
performance and proposed that empowerment of employees may benefit their
performances in various ways such as employee satisfaction, organizational commitment
and motivation of employees (Spreitzer, 1995; Yang and Choi, 2009). Empowerment has
been designed with twin purposes of increasing productivity and commitment to
employers’ goals and is largely managerially driven. Conger and Kanungo (1988) have
suggested that empowerment of employees can be a powerful motivation tool by

providing them with control and a sense of accomplishment.

Scholars propose that there are two dimensions of empowerment: the structural and
psychological approaches. Structural Empowerment (SE) (Kanter 1977; 1983) proposes
that employees’ work behavior arises from conditions and situations in the work place,
and not from personal attributes. The structural view focuses on empowerment
management practices of delegation of decision-making, access to information, support,
power, and resources availability. Psychological Empowerment (PE) on the other hand is
defined as a motivational construct manifested in four cognitions: meaning, competence,
self-determination, and impact (Thomas and Velthouse, 1990). Spreitzer (1995) argues
that these four cognitions reflect an active, rather than a passive, orientation toward a
work role. Spreitzer (1995) who built her work upon Thomas and Velthouse Model
(1990) by developing and validating a multidimensional measure of empowerment in
workplace concluded that the four cognitions measure psychological empowerment. An
employee with empowered state of the mind experiences feelings of control, awareness
and accountability. This study is anchored on both structural and psychological approach

to empowerment.

According to Wilkinson (1998), employee empowerment not only affects performance by
facilitating the development and functioning of organizations but also impacts upon the

behavior of the employees.



However there is no single mode of employee empowerment that is universally
applicable across countries. Employee empowerment varies not only across countries but

also across industries/sectors and cultures.

1.1.2 Institutional Factors

Institutions do not operate in a vacuum, they operate in a context where there are existing
factors in which may influence the relationship between variables. These variables have
to be controlled. These variables are within the organizations’ ability to manipulate so as
to achieve the organizations objectives. Such variables may include strategy, structure,
size age, union, culture, leadership, resources and others within reach of management
(Galbraith, 2002). Every organization has a unique internal and external environment

where these factors play a critical role in overall performance of the organization.

Institutional factors have been theorized in literature to be potentially important
determinants of empowerment and performance in an organization (Greenwood and
Suddaby, 2006). Institutional factors are the process by which structures, schema, rules,
norms, and routines become established as guidelines for social behavior (North, 1990;
Scott, 2004). Drawing on proposition of institution theory (Meyer and Rowan, 1991;
Suchman, 1995) postulates that performance increases legitimacy because it shows how
well a firm is fulfilling its roles in society. In this regard, Greenwood and Suddaby (2006)
concurs that institutions set the conditions under which the process of empowerment
works. Employees in universities are governed by a number of such institutional factors,
the most prominent among them being structures, strategies, organization culture,
leadership, practices and policies. Galbraith (2002) concurs that these factors play a
crucial role in the overall performance of the organization. North (1990) further
postulates that institutions reduce uncertainty by providing a structure to everyday life for

they provide structures, strategies and organization culture.

Further, organizations survive and succeed through interaction between them and their
environment (Scott, 2004). Arguably, most related literature has looked at profit making
organizations in developed western countries which have advanced and clear structures,

culture and strategies. In view of theoretical studies depicting the importance of



institutional factors on the operation of an organization, it is important to understand the
relative effect these institutional factors have on the relationship between employee
empowerment and performance in an organization especially in a developing country

scenario and in the universities.

1.1.3 Job-Related Attitudes

Job-related attitudes are evaluative tendencies towards aspects of work that are based on
clusters of feelings, beliefs and behavioral intentions. A number of studies in
management have highlighted that employee empowerment is positively related to job
satisfaction, organization commitment and performance (Wright and Kim, 2004;
Kidombo, 2007; Fernandez and Moldogaziev, 2011). Armstrong (2006) observed that
job-related attitudes as defined by job satisfaction and organization commitment has far
reaching impact on organizational performance. Kidombo (2007) posits that
organizations have to move from the traditional oriented approach of handling employees
to commitment-oriented approach of managing people. Spreitzer et al. (1995); Yang and
Choi (2009) concur that empowerment is positively correlated to job satisfaction,

organizational commitment and performance.

Meyer and Allen (1991) described job satisfaction as the pleasurable feeling arising from
ones’ workplace. Job satisfaction is expressed as the positive emotional state that results
from an employees’ appraisal of their work situation. It is widely accepted that an
employees’ performance is closely related to the overall satisfaction of the task at hand
and is therefore an invaluable concept that an organization must invest. Mullins (1999)
posits that job satisfaction is associated with personal feeling of achievement, either
quantitative or qualitative. Job satisfaction proponents (Meyer and Allan, 1991; Silva
2006) state that job satisfaction is affected by several variables such as: organizational
factors (size, structure, leadership style, strategy, and management systems), social
factors (interpersonal relationships among co-workers, culture attitude), individual factors
(personality, age, qualifications, and abilities) and environmental factors (rules and

regulations).



According to Saari and Judge (2004) job satisfaction is the product of the events and
conditions that people experience on the job. The human resource understands the
importance of the work situation as a cause of employee attitude and HR can help to
influence through organizational programs employees’ attitude (Saari and Judge, 2004).
Previous studies reveal that some factors that enhance job satisfaction include increasing
the number of skills that individuals use while performing work, enabling people to
perform a job from start to finish, providing work that has a direct impact on the
organization, the degree of decision making, the freedom to choose how and when work
is done and increasing the amount of recognition (Weiss et al., 1996). Employees overall
job satisfaction is an aggregate of what they desire and expect, and what the job offers.

Organization commitment (OC) is a set of behavioral intentions or an attitude which
shows the extent to which an employee is committed to their work. Mowday et al. (1979)
described organization commitment as individual’s identification with, and involvement
in decision making within an organization characterized by a strong belief in and
acceptance of the organizations’ goals and values, and a willingness to exert considerable
effort on behalf of the organization (Mowday et al., 1979). Commitment has been
examined as a determinant of job performance and organization citizenship behavior
(Meyer et al. 2004). Employees who feel empowered are likely to be committed to the
organization hence enhancing performance. Commitment is critical to the organization
because organizations invest a lot of resources on training and development of staff hence

retaining employees will lead to increased performance.

Literature reviewed on organization commitment indicate that workforce stability, low
rate of absenteeism and turnover, decreased intention to leave, and increased
organizational citizenship behavior are all linked to organization commitment, and this
affects performance in the organization (Steers, 1977; Mowday et al 1982; Cohen, 1993).
Whilst most of organization commitment outcomes benefit the organizations, there are
some benefits to the individual employees as well. A study by Begley and Czajka (1993)
found that when organization commitment was low employees, felt job displeasure due to
stress of the job, on the other hand when organization commitment was high they felt

good about their jobs and intention to leave was low. Organization commitment is



impacted on by empowerment. Empowered employees tend to perform better, work
harder, efficiently and tend to stay in their jobs. Scholars (Mowday, Porter and Steers,
1982; Meyer and Allen, 1991; Ramlal 2004) concur that work related factors are a major
determinant of job satisfaction, organizational commitment and turnover intentions

among employees.

Meyer and Allan (1997) propose that there are three categories of commitment namely:
normative commitment refers to employees’ perceived obligation to stay in an
organization whilst employees with continuance commitment chose to stay with an
organization because they have no choice.(Meyer and Allen, 1991; Malhotra et. al. 2007).
Affective commitment on the other hand is conceptualized as an emotional attachment
and loyalty displayed towards an organization as a result of rewards obtained (Malhotra
et. al. 2007). Researchers (Meyer and Allen 1997, Silva, 2006; Malhotra et. al., 2007)
have concluded that affective commitment is strongly related to positive organizational

outcomes such as job satisfaction, motivation and retention.

1.1.4 Organizational Performance

Daft (2007) defines organizational performance as the organizations’ ability to attain its
goals and by using resources in an efficient and effective manner. It is the extent to which
an organization achieves a set of pre-determined targets that are unique to its mission.
The extant literature lacks an agreement on the unique definition of the term performance
and the indicators of measuring firm performance are not universally identified and
defined. Venkatraman and Ramanujam (1986) categorized organizational performance
into financial performance, business performance and organizational effectiveness.
Financial performance centers on outcome-based indicators assumed to reflect economic
goals, while non-financial is centered on operational performance which includes
efficiency, market share, new product development and innovation. Measurement of
overall effectiveness reflects a wider conceptualization of performance and includes;
reputation, survival, perceived overall performance, achievement of goals, and perceived

overall performance in relation to competitors (Venkatraman and Ramanujam, 1986).
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Jiambalvo (2001) argues that performance measures are greatly influenced by behaviors
of managers and may be linked to rewards that depend on the performance of an
employee for a particular measure and at a certain period. There is a correlation between
how employees are handled and sustained performance (Pfeffer, 1994). Gachoka (2009)
postulates that you cannot manage what you don’t measure. There is a consensus
amongst scholars that a balanced approach incorporating financial and non-financial
should be used to measure performance. Venkatraman and Ramanujam (1986) argue that
there is no general agreement on performance measures and scholars operationationalize
according to their discipline of study. According to literature, performance must be
considered beyond the quantitative outputs and to include behavioural inputs as well
(Armstrong 2006, Kaplan and Norton, 1992). Kaplan and Norton (1996) introduced the
notion of measuring multiple areas of an organization through Balance Scorecard (BSC)
which measures financial, customer satisfaction, internal process and business, and
learning and growth (human resource). Thompson (2008) proposed that Universities use
research output and publications, student enrollment, grant funding, rankings, graduation
(completion) rates, and faculty reputation as a measure of performance. This study

adopted both financial and non-financial measures.

The Government of Kenya (GoK) has also institutionalized performance contracting
system as a measure of performance for all agencies (GoK Report 2007; Okwiri, 2008).
These performances are based against a set of criteria and given a weighting set at the
beginning of contract period. The criteria includes; financial and non-financial measures,
service delivery, operations and qualitative measures. Compliance with strategic plan,
budget, corruption and meeting all the obligations is critical. The institutions are
supposed to conduct employee satisfaction and customer satisfaction survey under quality

of service delivery criteria.

During performance contracting reviews, issues that were mostly reported on were:
dissatisfaction, low employee productivity, non-adherence to budget and complaints by
stakeholders amongst others. It was noted that decisions took long before they could be

communicated to lower cadre due to bureaucratic control systems. Further, it revealed
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that goal setting was done by management and role of employees was just
implementation which in itself presented a challenge since the set goals were generalized
instead of being specific (GoK Report, 2012). In this study the qualitative measures (non-
financial) adopted included: customer satisfaction, employee satisfaction, adherence to
set budget, research output and publications. Quantitative measures (financial) adopted
were revenue growth given that universities are non-profit making institutions and they
are fully or partially funded by the state. This approach is supported by other researchers
such as Norton and Kaplan (2003), Thompson (2008).

1.1.5 Public Universities in Kenya

Higher education in Kenya is undergoing a period of significance change. This has been
driven by several factors: political, economic, technological and cultural. The trends are
global and far reaching in their impact. These factors affect every aspect of university
provision, environment in which universities operate what they will be required to deliver
in future and how they will be structured and funded. The Kenyan higher education will
keep on expanding at a rapid pace due to a number of converging issues: increased
enrollment, increased capacity in public institutions, a growing private sector, more
government investment in research and diversified student loan program and increasing
income generating projects. The universities were targeted because the role of higher
education has been recognized as a very important link in national development (World
Bank Report 2007). The Kenyan economy is characterized by turbulence in terms of not
matching education and the market needs. There has been a notion that people should be
educated to only work in white collar jobs. This is however changing due to environment
factors like high unemployment in the country, introduction of entrepreneurship in the
curriculum in schools and colleges. This has forced the government to start initiatives to
encourage graduates to enter in the informal sector where they are required to create

employment.

Kenyan universities fall under public state corporations. State corporations in Kenya
have undergone tremendous changes. From the KANU regime where they were tightly
controlled and the heads appointed by the regime to what is currently open market filling

in of the top positions. To be appointed a head in 1990s’ you had to be politically correct
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and toe the line. In 2002 a new government was elected which brought in several
changes. Chief Executive Officers’ of institutions and government agencies were
competitively selected from a pool of qualified applicants. These meant that there was

more transparency and accountability in these organizations.

Further the government introduced performance contracts in public sector institutions in
order to improve efficiency and effectiveness. These performance contracts were part of
the broader Public Sector Reforms. To achieve Vision 2030 (Kenya Development
Blueprint) which focuses on three key pillars of economic, social and political, the public
sector institutions had to adopt a results based management approach, which means their
services would be more focused and responsive to the needs of the society. The Vision
2030 aimed at ensuring that there is enhanced equity and wealth creation opportunities
for the poor, infrastructure, energy, science technology and innovation, security and
public sector reforms, land reform, and human resources development. In the public
sector reforms Kenya aims to build a public service that is above reproach to serve her

citizenry (Kenya Vision, 2030), as such the universities cannot be left behind.

As Kenya becomes sophisticated, with increasing numbers assessing university education
and exposure to best practices and human rights, it’s inevitable that the
enlightened/empowered employees will continue to interrogate and demand more
empowerment programs with a view of enhancing the capacity to deliver world-class
service. Prior to 2012 public universities were established through individual Acts of
Parliament. With the enactment of the Universities Act No. 42 of 2012, public
universities have since been established through award of charter. All individual Acts of
Parliament were repealed and the previous public universities accredited through charter
award after institutional quality audits. Both private and public universities which met the
standards were awarded charter. Currently there are 22 chartered public universities in
Kenya operating under Universities Act 2012 (CUE, 2013). A Public University in Kenya
is that institution which is supported by public funds under the Ministry of Higher
Education, Science and Technology (MOEST).
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Zusman (2005) recognized that universities of the 21% century experience profound
challenges to the nature, values, and control of universities. Today, societal expectations
and public resources for universities have been undergoing fundamental shifts in declined
state funding and government support leading to universities seeking alternative sources
of resources, insufficient rewards for staff members, and demands for institutional
accountability. As demand for university education continues to grow, it places demand
on the university facilities, lecturers and non-teaching staff. This often leads to over
stretching, burnout and frustration (Abagi 1998). Conclusively these problems point to
dissatisfaction and burnout as evidenced by numerous strikes witnessed and issue of

‘brain drain’.

The practice of empowerment has been necessitated by unprecedented changes in the
environment on how to manage human resources. Previously, universities experienced
myriad of problems including, nepotism, mismanagement and key appointments being
done by the president of the Republic of Kenya (Sifuna, 1998). The chancellors’ powers
included appointment of other key university administrators who in turn propagated
government views in university deliberations (Sifuna, 1998). This led to undermining
employee autonomy, academic freedom, which tended to diminish democratization of
decision making and empowerment of employees. Poor governance within the public
sector also contributed to deficiency in service delivery and lack of capacity building. All
this resulted to lack of professionalism and employees being demoralized. Kibaji (2010)
while confirming management as one of the major challenges facing universities noted
existence of negative ethnicity and intolerance from university administrators. Olayo
(2005) further observed that participation in decision making was only at 32% and
training and development at 28.6% employee satisfaction at 38% which is still very low,
however empowerment aspects of communication, culture and structure were supportive
and conducive for empowerment. Further, Obwogi (2011) in his study confirmed that
university staff are not adequately facilitated in research and publications, leading to low
contribution in research and technology in the society. The studies recommended that
universities should provide and encourage adequate utilization of resources to empower

employees and priority be given to employee growth to improve work performance.
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1.2 The Research Problem

Employee empowerment came to prominence in the 1990s as a management response to
an increasingly competitive and complex environment. Empowerment is critical to multi-
dimensional success of the organization. This is because the human resources is one of
the most reliable sources of organizational efficiency, effectiveness and performance. But
though this may be true, strategies that are adopted by an institution to empower the
employees can affect its performance. However, how these strategies interact with other
institutional factors to influence performance is still unexplored. Institutional factors such
as structure, strategy, culture, policies, practices and technology play a crucial role in the
overall performance of the organization. Managerial decisions are influenced by the
structure and culture the organization adopts as it interacts with the environment.
Empowerment has impact on performance however; institutional factors could influence

this relationship.

Universities in Kenya play an increasingly important role in economic and social
development. However universities are encountering challenges such as increased student
numbers, rapid expansion, inadequate facilities, less number of staff, low salaries,
inadequate funding, low research output among others. They have lost staff to foreign
universities in what is commonly known as “brain drain” depriving the country of much
needed talent. Wosyanju et al. (2012) confirmed, for example, that Kenyatta University lost
20 lecturers in a span of just one year. Staff in these institutions have joined unions such as
University Academic Staff Union (UASU) to fight for empowerment and welfare of their
members. In October 2011, and September 2012, 2013 the teaching and non-teaching
staff in the public universities went on strike because of delay in review of their
remuneration and working conditions. The management of these challenges depends on
holistic approach which should incorporate institutional factors, the extent of employee

empowerment, and job-related attitudes.

Several studies (Spreitzer, 1995; Wilkinson, 1998) have tried to explain the link between
employee empowerment and performance. However most of the studies have
concentrated on isolated facets of empowerment. Ritzen (2011) looked at empowerment

as granting formal autonomy to make decisions in the universities, but empowerment is
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more than autonomy. Wong et. al., (2011) in his study concluded that the four cognitions
of psychological empowerment namely meaning, competence, self-determination and
impact were positively related to organizational performance. While this may be true, the
study did not incorporate other factors such as structures, strategies, culture and structural
empowerment. Ngambi (2010) established that attracting and retaining skilled,
knowledgeable and competent employees in tertiary educational institutions is important.
For most higher education institutions have experienced challenges of low morale, skills
shortage, stifled academic freedom, low salaries, high student-academic staff ratio, higher

workload, and exclusion from decision-making processes.

While extant literature depicts advantages regarding the theoretical aspects of
empowerment, there is still inconclusive evidence that empowerment achieves the
benefits promised. Empowerment has been found to be positively related to performance
(Spreitzer 1995; Menon 2001). At the same time empowerment has been found in some
instances to have negative relationship (Hill and Hug, 2004). Researchers in employee
empowerment (Spreitzer, 1995; Wilkinson, 1998) have also reported that there is still
lack of concurrence on the ideal empowerment program that could empower employees.
The ongoing debate on the relationship between empowerment and performance confirms
the lack of satisfactory evidence to support the findings as discussed above. Given the
mixed research findings on the relationship between empowerment and performance
there is need for further research to address this gap. Further most studies investigating
aspects of the relationship have been done in different contexts, measurements,
conceptualizations and methodologies. Most of the studies have been done in the western
context and a few in Asia. Very few studies have been done in Kenya linking
empowerment and performance. Although it is well established that a relationship exist
between empowerment and performance less is known about other variables that
influence the relationship. Strategy, structure, culture, leadership type and job-related
attitudes have been found to have effect on the relationship between employee
empowerment and performance. This study examined these factors in pairs and jointly to
establish the joint effect of the variables. This study attempted to answer the question:

What is the relationship between employee empowerment and performance of public
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Universities in Kenya and how do job related attitudes and institutional factors influence
this relationship?

1.3 Research Objectives

The broad objective of this study was to determine the influence of institutional factors
and job related attitudes on the relationship between employee empowerment and
performance of public Universities in Kenya. The specific objectives were to:

i. Establish the influence of employee empowerment on performance of Public

Universities in Kenya

ii. Determine the mediating effect of Job-related attitudes on the influence of employee
empowerment on performance of Public Universities in Kenya

iii. Determine the moderating effect of institutional factors on the influence of
employee empowerment on performance of Public Universities in Kenya

Iv. Establish the joint effect of employee empowerment, job-related attitudes, and
institutional factors on performance of Public Universities in Kenya

1.4 Value of the Study

The attainment of the study objectives were aimed at developing a conceptual framework
that should make us better understand the relationship between employee empowerment,
institutional factors, and job-related attitudes on one hand and organization performance
on the other. Research has demonstrated a close link between good employee
empowerment practices and performance. It was meant to make a contribution to theory,
policies and Human Resource (HR) practices. The study brought better understanding to
the concept of value in empowerment and its relationship with other variables of
institutional factors, job-related attitudes and performance in the Kenyan context
specifically in public universities. The theoretical contribution of this study has provided
useful information which is to make significant impact to the field of human resource
development and has extend the existing knowledge in the best HR practices in

organizations.
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Information from the study will improve appreciation by policy makers where it will help
in formulation of Human Resource Policies in relation to human capital development,
performance management and highlight the influence of empowering human capital as a
strategic asset in obtaining competitive advantage (Pfeffer, 1994). The study serves as a
source of information to policy makers as universities are envisioned to play a key role in
the realization of Kenya’s Vision 2030. The Vision focuses on sustained economic
growth through capacity building to enable the country to become industrialized by 2030.
The findings of the study shed light on how universities could sustain enhanced
performance through empowering their human resource, having proper strategies and
enabling structures, transformational leadership and creating an enabling work
environment; in view that the public sector has been characterized by rigid formal
structures, guaranteed job security and advancement, in return for loyalty and secure
environment. The organization culture must positive to enable increased job satisfaction
and organization commitment. The study therefore can be used as a guideline by

management in decision making and upgrading effectiveness of performance.

The findings of the study have also extended knowledge and opened new frontiers in the
field of human resource. It will also add to the increasing body of theoretical knowledge
in human resource management. The moderating effect of institutional factors and
mediating effect of job-related attitudes relationships on the influence of employee
empowerment and performance have given another dimension to human resource studies.
The findings will enhance replication of similar studies in different context and thus

fostering comparative studies. The study has also provided a basis of future research.

1.5 Scope of the Study

The study was carried out in Public Universities in Kenya. A public university in Kenya
is the one that is funded by the Government of Kenya and is housed under the Ministry of
Education Science and Technology. The universities are guided by the Universities Act
2012 and are audited and accredited by Commission for University Education. The study
limited itself to chartered public universities only. Universities are key players in the
economy of Kenya and due to changes taking place in the sector of higher education,

there is need to rethink of their strategies and in the centre of any strategy it’s the human
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capital. The idea that the universities can be run like any public corporation can no longer
sustain the institution. This is because there have been major changes like the vice
chancellors position being filled competitively unlike before where the position was filled
by a political appointee, the sector has been liberalized hence increased competition,

students enrolment has more than double in the last couple of years among other changes.

1.6 Definition of Terms
The section deals with definition of key variables.

Customer Satisfaction: The customer’s reaction to the service given based on
perception of the service and some standards that represents customer expectations of the

service
Empowerment: Sharing of power, resources and creating an enabling environment

Job Satisfaction is how content or happy a staff member is with their work. The

importance of staff work satisfaction is identified by Spence Laschinger et al (2001)

Joint Effect of Variables: Refers to independent variables taken together in additive

manner which creates synergy and creates organizational performance.

Organization Commitment: the attachment employees have with their organizations
(Buchanan, 1974). Affective commitment is defined as an individual emotional
attachment to the organization. Continuance commitment is based on the costs the

employee associates with leaving the organization

Psychological Empowerment it is a set of motivational cognitions shaped by work

environment and reflecting an individual’s active orientation to their work

Structural Empowerment is having access to information, receiving management

support, enough resources and opportunity for development.

1.7 Structure of the Thesis
The thesis was organized in five chapters. Chapter one sets the scene of the study by
outlining the major themes of investigation. In this section, the introduction and

background of the study is discussed. This is followed by discussion of the major
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variables which include: employee empowerment, institutional factors, job-related
attitudes and performance was discussed. The chapter further highlights the statement of

the problem, the research objectives and justification of the study.

Chapter two reviews both theoretical exposition of the variables and empirical literature.
The chapter begins by highlighting the relevant underpinning theories. This is followed
by discussion on the meaning of employee empowerment focusing on the dimensions of

empowerment, institutional factors and job-related attitudes.

The methodology of the empirical data collection is presented in chapter 3. The chapter
begins by discussing the primary research strategy and the use of both quantitative and
qualitative data gathering techniques. Detailed aspects of the research design are then
considered. The way in which the data collected is to be analyzed is considered before
concluding the chapter with observation from the field regarding the experiences in

implementing these research plans.

The empirical evidence collected from the field in the form of survey questionnaire is
presented in Chapter Four. The chapter presents the descriptive data analysis using
frequency tables, percentages, means, standard deviations, Cronbach’s Alpha Coefficient
for reliability and correlation coefficient. The profiles of respondents and organizations
are also presented. This is followed by a description of the responses for each variable.
The results of tests of hypotheses and discussions follow. Hypotheses were tested using
regression analysis. The relationship between the variables is discussed and results for the

moderating and intervening variable are presented.

The final Chapter Five, the research is critically reviewed and its consequences analyzed.
This chapter reviews the argument put forward and its subsequent investigation on how
feasible the theory is in the face of empirical evidence; how successful are the theoretical
constructs. The summary and conclusion of the study is presented. The structure of the
chapter is guided by the research objectives and hypotheses. The thesis concludes by
considering the implications of this work for further research, wider theoretical issues and

finally its practical ramifications for policy makers and development practitioners.
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1.8 Chapter Summary

In summary this chapter has provided a detailed background what the study is about. The
chapter highlights and puts the study into perspective. It highlights a detailed background,
introduces the concepts, statement of the problem, and a description of the study
objectives that guided the study and the rationale, the value of the study and gives the
structure of the thesis. The study contributes to existing body of knowledge in the human

resource discipline.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

The research objectives and related hypotheses concern a proposition that there is a
relationship between employee empowerment and organizational performance. Another
proposition was that there are factors moderating and intervening in this relationship, and
which can explain why different organizations perform differently. Past studies relating
to these issues have been reviewed in the four areas: employee empowerment,

performance, institutional factors and job-related attitudes.

The findings of these studies have been summarized and issues requiring further
examination identified. The chapter also reveals identified inherent gaps representing the
entities that have been identified from the literature is developed and the hypothesized
relationships identified to facilitate the empirical examination of the propositions

advanced.

2.2 Theoretical Foundations of the Study

The study of empowerment today has stimulated discussion among scholars in human
resource management and management. The term empowerment was first used in the
Total Quality Management literature (TQM) (Wilkinson, 1998). In TQM, there is
decentralization of responsibility and authority but it is confined to process by which
responsibility for quality is pushed down the organization to the point of production. The
vehicles for this form of empowerment are normally teams; such as quality circles or
problem-solving teams. Scholars have described a case of empowerment as involving
‘self-managing teams (Kirkman and Rosen, 1997:1999). These teams influence how their
departments carry out their operations. They set their own goals, look for new revenue
opportunities, they measure quality, solve co-ordination problems and set own budget,
share information which is all part of empowerment. The proponents of empowerment
argue that staff must be provided with adequate supplies of information, power and

knowledge for them to make decisions (Kanter, 1983).
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On the other hand empowerment philosophy signifies elimination of a tall hierarchical
structure to achieve gains in organizational effectiveness and speed. The hierarchical
system was a result of Taylor’s division of labor which separates direct from indirect
work, that is, the execution of a task from its planning and control (Armstrong 2006).
Task execution is then delegated to lower levels while the higher levels assume
coordination and control responsibilities (Armstrong, 2006). In order to assess the role of
empowerment in management today it is important to place it in the proper organizational
context and examine the complete organizational situation and the underpinning theories.
The approach is to view empowerment as the extent employees can make decisions
independently as teams or as individuals in the departments.

A theory of empowerment suggests that the way to measure the construct in different
contexts is to study empowering processes and to distinguish empowerment from other
constructs such as self-esteem, self-efficacy, and employee motivation. From the several
definitions of empowerment, applying this general framework to an organizational level
of analysis suggest that empowerment may include organizational processes and
structures that enhance employee participation and improve organizational effectiveness

for goal achievement.

Theoretical underpinning for the study was drawn from Empowerment Theory and
Institutional Theory. Empowerment theory was studied from two approaches:
Psychological Empowerment theory (PE) by Spreitzer, (1995) and Structural
Empowerment theory (SE) by Kanter (1977; 1983). The theories form the foundation of

empowerment and its attributes.
2.2.1 Empowerment Theory

Management of human resource is a critical function in the success of organizations.
Having knowledgeable and skilled employees today is an essential component of all
organizations (Darvish et al., 2013). Studies (Spreitzer et al., 1996; Matthews et al.,
2003) found out that when employees are empowered they contribute to the success of
the organizations. Nahapiet and Ghoshal, (1998) argues that empowering employees

helps organizations reach their objectives and it would create better opportunities to
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compete in the world. Those organizations that provide opportunity to empower
employees reap maximum contributions and they outperform those that fail to do so.

There are different studies on detecting important factors for empowering employees
(Quinn and Spreitzer, 1997). Employees are intangible assets for most organizations and
they are the primary source of making value added decisions (Rahmdel and Rahmdel,
2013). Barney (1991) contends that people are the most important asset and the key
determinants of competitive advantage to organizations (Barney, 1991). Several scholars
(Spreitzer 1995; Fox 1998; Menon, 2001) have examined the relationship between
employee empowerment and performance and concur that empowering employees is one
of the critical aspects to achieve competitiveness in the organization. Further
empowerment theory confirms that involvement in decision making, autonomy, access to
information training and development and management support have an impact on

organization performance.

Empowerment theory rose from employee involvement initiatives of the 1980s and
1990s. It came as management’s response to increasingly complex and competitive
environment. Specifically it has emanated from the realization that the traditional
hierarchical command and control organizations were struggling to meet demands for
flexibility and quality (Hill and Huqg, 2004). Spreitzer (1995) states that empowerment
has emerged as a construct deemed critical to organizational innovativeness and
effectiveness, as such empowerment initiatives should be geared towards changing the
role of managers. A key presumption of the empowerment theory is that empowered
employees perform better than the less empowered (Thomas and Velthouse, 1990).
Consisted with empowerment and human resource literature, employee’s feelings of
‘being empowered’ could be attributed to increased autonomy, participation in decision

making and accessing of information.

To date, despite the growth of empowerment theory there are still weaknesses stemming
from lack of appropriate theoretical frameworks and inadequate attention being paid to
practical implications (Hill and Hug, 2004). In particular, researchers are aware that

empowerment programs do not always bring desired results and in cases where there are
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positive results, these could be attributed to other factors such as leadership, job
satisfaction and organization commitment. The idea of simply sharing power with
employees is not enough to enable empowerment. Success of empowerment programs
largely depends on conditions and circumstances and identifying appropriate
implementation of structures and strategies. According to Smithson & Psoinos (1997)
empowerment is a slippery subject both in theory and practice. However, empowerment
theory has been accepted by researchers as a sound basis for which to develop theory in
the field of human resource management. The theory depicts the relationship between
employee empowerment and performance. Fox (1998) argues that proponents of
empowerment theory have maintained that empowerment exists when organizations
implement practices that distribute power, information, knowledge, and rewards

throughout the organization." (Bowen & Lawler, 1995).

Wilkinson (1998) has pointed out that most of the writers in the field of empowerment
theory have stated that empowerment leads to improved performance by the workforce.
However, Fox (1998) was quick to note that the validity of the theory has been
questioned. For instance Elnaga et al (2014) has pointed out that empowerment just
consumes time and effort, there are no real gains. Further Spreitzer and Doneson (2005)
questioned the relevance of some of empowerment programs put forward. The authors
posited that empowerment is a power game, for employees are accustomed to follow
orders rather than participate in management and they fear that increased levels of
responsibility and accountability will expose their unpreparedness. Others (Gore, 1992;
Tryona 1994) have viewed empowerment as a hollow buzz word by practitioners and
academicians. Empowerment can lead to decreased efficiency; for example decisions
may not be uniform and optimized for achieving organizational goals. Accordingly,
attempts at employee empowerment can also be counterproductive. This could be due to
actually creating greater controls over employees on one hand and on the other trying to
empower them. We can therefore conclude that despite the gains in empowerment, there
is still need to look at empowerment further. However, scholars in the area of human
resources management have increasingly drawn on empowerment theory as a means of
theorizing the relationship between employee empowerment and organizational

performance.
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2.2.2 Psychological Empowerment Theory

The background of this theory is the social psychology model and it is based on
perceptions and attitudes of employees work. Psychological Empowerment (PE) focuses
on the perception of the employee on empowerment (Thomas and Velthouse, 1990;
Spreitzer, 1995). This view defines empowerment in terms of cognitive motivational
concept. The authors argue that the level of psychological empowerment could be
influenced by organizational work environment (Spreitzer, 1995). Conger and Kanungo
(1988) postulate that psychological empowerment is the process of enhancing the feeling

of self-efficacy among the members by addressing conditions that caused powerlessness.

Further the theory focuses on the intrinsic motivation and not on the managerial practices
that are used to increase the level of power owned by the employees. Spreitzer (1995)
confirms that psychological empowerment is a motivational construct manifested in four
cognitions: meaning - where the employees’ determine the intrinsic value of a particular
work role, competence — this is self believe in employees’ ability to fully perform
specific tasks, self-efficacy (Bandura,1977); self-determination — the employees’ belief
that they have control over decisions about work-related activities and behavior (that is
autonomy); and impact — employees’ belief that his or her actions can make a difference
in the organization strategies, tactics and outcomes (Greenberger & Strasser, 1991).
Thomas and Velthoues (1990) contend that cognition of choice should also be considered
because this is where employees’ belief that they can choose what work activities they
ought to put their effort on in the organization. These cognitions are related to various

work attitudes, work satisfaction, behaviors and performance.

Psychological empowerment theory is widely written on (Rapport 1981; Zimmerman et
al., 1993) but a lack of specification and empirically tested theory has limited our
understanding of the construct. Secondly, it is has been argued that it is not an all-
inclusive concept for it refers merely to an individuals’ perception and ignores the role of
organization structures, policies and practices that help it to develop (Kazlauskaité et. al.,
2009; Kirkman 1999).
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Few investigations have been undertaken to explicitly test psychological empowerment
theory. An underlying assumption is that employees who feel more active, take initiative
and feel challenged, are psychologically empowered (Tae-Jun, 2008). Further, the author
argues that there is need for refinement of psychological empowerment theory in order to
clearly understand the natural settings with which individuals may gain a sense of
empowerment, describe how and why interventions designed to empower individuals are
effective or not effective, study the mechanism of involvement in empowerment process
and identify contextual characteristics that may inhibit or promote psychological

empowerment in an organization.

Proponents of the theory (Conger and Kanungo, 1988; Yang & Choi 2009) contend that
psychological empowerment works on perceptions and feelings of employees; and as
much as the management thinks they have availed everything appropriate for
empowering staff in the organization, some employees will still perceive and experience
state of powerlessness. This theory would seem most appropriate where employees
perceive that they have organizational support and their contribution is valued by the
management. This would lead to job satisfaction and organization commitment. Further
psychological empowerment puts less stress on decision making, instead the theory

emphasize motivational process for workers.
2.2.3 Structural Empowerment Theory

Structural empowerment theory focuses on the structures within the organization rather
than individual qualities (Fox, 1998). The background of this theory is organizational and
management theories. The proponent of structural empowerment theory contend that,
Tayloristic organizational structures should be changed and transformed into more
decentralized and democratic designs that will allow distribution of more power,
information access and  responsibilities to the lower levels of the organization
(Tannenbaum 1968; Burke, 1986; Block, 1987; Kanter, 1993; Wilkinson, 1998).
According to this view a manager intervenes to delegate more of their power to
employees, reduces direct supervision and provides overall vision. The employees in

return enjoy more flexible job descriptions (Kanooni, 2005). This framework presupposes
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that the amount of power in the organization is fixed; hence management can just
distribute its power through the hierarchy to empower employees. This way the
organization achieves their goals of employee empowerment by creating better work

environment and having a motivated workforce (Kanooni, 2005).

Structural empowerment theory has its roots from the theories of social exchange,
employee involvement, participative management and social power (Spreitzer, 2007).
Social exchange theory proposes that human relationships are based on cost-benefit
analysis and comparison of alternatives. It is viewed as social behavior that may result
both economic and social outcomes (Emerson, 1976). Social power is the degree to
which the individual or organization asserts power on peers (Handy, 1993); while
employee involvement is the process of encouraging employee commitment to

organizational success (Lawler, 1986).

On the theory of Structural Empowerment Kanter (1993) contends that work behavior
arises from conditions and situations in the work place, and not from just personal
attributes (Laschinger and Havens, 1997). Further, Kanter (1983) posits that an employee
with access to information, support, resources and opportunity for advancement increases
perceptions of empowerment. Increasingly employees will make informed decisions and
overall accomplish more. Kluska et. al. (2004) confirms that structures within the
workplace that facilitate access to resources can empower employees to accomplish their
work in more meaningful ways. On the other hand Yang and Choi (2009) argue that,
structural approach is a dilemma to managers as its success depends on ability to

reconcile loss of control with achievement of goal congruence.

Erickson et. al. (2003) point out that most of the writers in the field of empowerment
have argued that, empowerment is thought to occur when organizations seriously engage
the people sincerely and progressively responds to this engagement with mutual interest
and intention for development. The work environment is an important correlate of
employee attitude and behaviors in the organizations. The dimensions of structural
empowerment include involvement in decision making, access to information and

management support.
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Consistent with previous studies Kanter (1977) argue that a leaders’ power will grow by
sharing it through empowering others, and as a result stated leaders will realize enhanced
organization performance. According to Morgan (1986) he contends that there are two
systemic sources of power that exit in an organization; this being formal and informal
power. Formal power being the legitimate power which is manifested through the
hierarchy and is clearly visible from the job descriptions of staff; while informal power
comes from building relationships and networks with workmates. As such understanding
of power structures in the organization will determine how effectively the empowerment

programs will be achieved.

Based on various studies done there has been consensus that structural empowerment is a
managerial practice meant to increase organization outcomes and job satisfaction in the
workplace (Conger and Kanungo 1988; Kanter 1993; Spreitzer, 1995). As such structural
empowerment is based on the notion that managers should distribute power and
information to lower levels, as well as allow employees to participate in decision making
process in the organization. Notwithstanding the above arguments, a study conducted by
Quinn and Spreitzer (2005), found that as much as structural empowerment has been
hailed to enhance specific managerial practices which lead to effective performance, it is
limited. This is because its viewed as if it provides only organizational perspective; and

does not address the nature of empowerment experienced by employees.

Critiques of structural theory have pointed out that, in some instances employees have
been provided with all empowerment tools of power, information, knowledge and
rewards yet they don’t act empowered (Conger and Kanungo, 1988) . Yet in some
situations employees lack all the tools of empowerment yet still feel and act in
empowered ways. This limitation led to development of psychological empowerment
theory. Further Kay et al (2008) confirmed that structural empowerment can be a
dilemma for managers for its’ success depends on their ability to balance loss of control
and need for goal congruence. They also argued that structural empowerment failed to
take into account cognitive aspect of employees. Sharing power or simply delegating
power to staff does not inspire employees’ state of mind to perform better or increase
productivity.
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The findings of the study are in line with theories of employment empowerment,
psychological and structural empowerment theory. The theories were able to explain the
effect of employee behavior and its contribution which ultimately affect performance.
The theory of Structural Empowerment was expected to predict and understand the effect
of sharing of power and authority, access to information, and management support
including sharing of resources; while psychological empowerment was expected to
predict the employees’ perception of empowerment, reducing employee feeling of
powerlessness by giving more autonomy, enhancing self-efficacy and employees

perception of being ‘considered’ as well as their initiative and competence.

The results from empirical studies have shown that empowerment leads to more effective
performance and that the factors of strategy, structure, culture and leadership can hinder
or enhance empowerment which eventually has impact on performance. Empowerment
may not in practice dilute overall management control: rather it can reconstitute the
nature of such control (Wilkinson, 1998). Researchers such as Zhou (2008), Gailbraith
(2002), and Cunningham et al (1996) indicate that structural and psychological

empowerment is highly correlated to performance.

2.2.4 Institutional Theory

Institutional theory (IT) emphasize that modern organizations depend on their
environments which can strongly influence the development of formal organization
structures. It acknowledges the importance of economic and social forces that shape the
systems and structures of organizations (North 1990; DiMaggio, 1983). Institutions may
hinder or enhance performance in organizations. The underlying proposition by
institution theory is that organizational structures and processes become institutionalized
over time and these have an effect on workers behaviour and performance. These factors
would include economic, social and political that constitute a structure of a particular

environment of an organization that gives it a competitive edge.

The core concept of institutional theory is that organization structures and process tend to
acquire meaning and achieve stability in their own right rather than on the basis of their

effectiveness and efficiency. Institutional theorists (Oliver, 1997) are interested in
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examining the organizational structures and practices that have no economic or technical
purpose and therefore they do not enhance organization performance. Although scholars
vary in the relative emphasize of these elements and in the level of analysis at which they
work, all recognize the common theme that social behavior and associated resources are

anchored in rules and schemas.

Notwithstanding the above, critiques of institutional theory have argued that researchers
have overlooked the problem of appropriately measuring the institutions (Peter, 2000).
Suddbay (2010) contend that institutional research moved from treating organizations as
sedimented (taken for granted) to being hyper muscular. Any change no matter the
magnitude is treated as ‘institutional” and any change agent is regarded as an institutional
entrepreneur. Suddbay (2010) further contends that institutional research should only
value instances of significant profound, field-level change, and not merely incremental
changes. The institutional theory should focus more on the processes of how the
organizations become institutionalized rather than on the effects of institutionalization.

DiMaggio and Powell (1983), contend that organizations converge on similar activities,
behavior and practices which appear similar to like organizations. The appearance of
change toward homogeneity is explained through isomorphic change theory which
identifies three forces on the organizations: coercive, normative and mimetic. Coercive
isomorphism evolves from political influence and legitimacy often conveyed through
policies, rules, procedures, regulations and accreditation process (outside the organization
requirements); normative isomorphism is associated with professional values; and
mimetic isomorphism is copying or mimicking behaviors’ that is a result of
organizational response to uncertainty. These forces dictate institutionalization and

induce organizational conformity or homogeneity through pressure to appear legitimate.

Institutional factors have been theorized in literature to be potentially important
determinants of performance in an organization. Institution theory suggests that
performance increases legitimacy because it indicates how well a firm is fulfilling its
roles in society (Meyer & Rowan, 1977; Suchman, 1995). Supporters of Institutional
theory as suggested by Hoskisson et al (2000 cited in Braton and Ahlstrom, 2010) have
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shown institutional theory to be particularly powerful in examining international related
topics which relate to institutions. Galbraith (2002) concurs that factors such as structure,
strategy, culture, policies and practices and technology play a crucial role in the overall
performance of the organization. Although an attempt is made to study these institutional
factors, the process which this relationship is achieved is not explained and different
factors have different effects.

Researchers Meyer and Rowan (1977) and DiMaggio and Powel (1983) further contend
that institutional system should be viewed as a class of elements (Scott, 1987). This is
because loci of institutionalized rules, standards and norms do not come from one source
but multiple environments shaped by different actors. This shift is accompanied by other
changes such as cultural elements, multiplicity and diversity of organizational sources,

markets, strategy, competitors and customers.

From the foregoing, institution theory provides a useful framework for analyzing
questions about how organizations interact with their environment and how factors
become institutionalized over time. Today this theory has been welcomed and it is
applicable in the areas that affect organization policies, strategies, structures and
procedures in the organization and how they become institutionalized over time as the
organization interacts with its environment. This in turn affects how the organization

performs in today’s turbulent and competitive environment.

2.3 The Concept of Employee Empowerment

The origin of the concept of empowerment is employee participation. This concept was
first used for social change in the 1960s by civil rights movements, by Women Liberation
Movements in 1980’s. Evidence of employee empowerment dates back from the ground
breaking Ohio and Michigan leadership studies (Fleishman 1953; Fernandes and
Moldogaziev 2011; and McGregor’s 1960 Theory X and Y) until the 1990s when
empowerment was adopted. From the 1980s empowerment gained popularity in politics,
education, psychology and human resource (Lincoln et. al., 2002). Since the 1990s,
empowerment has been seen as a weapon to maximize employee potential and

contribution to organizations hence increasing organization success (Covey, 1994).
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Employee empowerment has widely been recognized as an essential contributor to
organizational success with many authors observing a direct relationship between the
level of employee empowerment and employee performance (Spretizer, 1995, Kirkman
and Rosen, 1999). Findings have consistently suggested that empowering workers may
serve objectives linked to managerial and organizational effectiveness (Bennis and
Nanus, 1985). Thus empowering is considered a way to encourage and increase decision
making at middle and lower levels of an organization, which consequently enrich
employees’ work experience (Laschinger, 2009). Subsequent studies done by Laschnger
et al (2001) on 404 nurses in Ontario Canada found that psychological empowerment
directly predicts job satisfaction (variance- R? =58%).The researcher concluded that
empowerment in workplace is critical for it increases perception of personal

empowerment, decrease job strain and improve work satisfaction.

The concept of empowerment in public universities is supposed to give more latitude to
employees; paradoxically empowerment is seen as a means of achieving managerial
objectives than a means to meet employees’ needs. The main theme is to achieve more
for less; employees are expected to find the most cost effective way of dealing with
challenges. To employees, therefore, getting more control sometimes comes with a price
as they also have to take responsibility for the outcome. Further the employees have to be
flexible, be more competent in skills which are not emphasized in professional training
like decision making, interdisciplinary collaboration and organization learning. Thus

empowerment from an employee’s perspective can sometimes be ambiguous.

It is increasingly becoming important for organization to respond rapidly to changes in
the environment and empowering employees is one way to achieve this objective. Staff
should receive timely information of any changes in the organization, have the relevant
knowledge of their work, and bear the consequences of the decisions they make.
Employee empowerment is relevant in today’s turbulent and competitive environment
where knowledge workers, highly educated and skilled, and diverse are prevalent; as such
organizations are moving towards decentralization, organic type of structures. Research
has shown that where participative strategies are employed there is more empowerment

(Hill and Hug 2004). In order to understand employee empowerment it is important to
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understand the various aspects or dimensions of empowerment included in this study.

These dimensions are discussed below.

2.3.1 Involvement in Decision Making

Empowerment means letting go off of authority to make certain decisions, however some
managers may feel threatened by a loss of power or less ability to control (McCrimmon
2010). Several studies have stated that various factors contribute to -effective
empowerment as stated earlier. The organization culture for example must support the
process of empowerment; it does not work if managers feel threatened. Managers who
identify with their ability to solve problems and make decisions may lose a prime source
of their identity and job satisfaction if they over empower employees. Cultures that
support empowerment encourage mangers to be catalysts, facilitators, coaches’ enablers

and developers of others rather than merely decision making authorities.

Goldsmith (2010) argues that it is time to let the employees do what they need to do to
get the job done and the role of management is to encourage and support the decision-
making environment and to give the employees the tools and knowledge they need to
make and act upon their decisions. By doing this the employees reach their empowered
state to be involved in decision-making, information sharing and creativity and have

autonomy to do so.

Employees may have input into and influence over decisions ranging from high level
strategic decisions to routine day-to-day decisions about how to do their own jobs. In any
work place there is clearly a range of decisions stretching from the trivial to the more
substantive to the evidently strategic. Employees can be said to be empowered, when
authority for decisions that are taken at a higher hierarchical level is passed down
(Fragoso, 2006). Each level must relinquish authority and decision-making power to the
next level below them. Fragoso (2006) argues that the power managers have to influence
employee behavior has now to be shared through the creation of trust, motivation and
support. Wilkinson (1998) further contends that even though organizations have

introduced empowerment programs, they varied in the decision making power to be
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given to the employees. He views the effort as just an increase in employee contribution

in the organization.

2.3.2 Autonomy

In the 1950s big bureaucracies made employees to conform to requirements of stable
production and in effect traded life-long employment for individuality (Kim, 2002).
Particularly emphasized in workplace research was the concept of specialization, that is,
the employees having to concentrate their productive capabilities with miniscule
segments of production. Among the problems identified was psychological strain and
lack of social support. As such one of the recommendations given was to increase

employee control over work processes (Kim, 2002).

The main idea of autonomy was to design jobs allowing employees more scope in
determining how tasks should be carried out thereby balancing employees’ psychological
and social needs with technical demands of work organization. Employees having more
autonomy could be more flexible in adjusting to changes in demands from work
organization’s environment for instance by using more of their own creative capacity for
improving delivery of services (Yang and Choi, 2009). Previous studies support the
notion that autonomous decision making goes hand in hand with authority. Authority
given to employees can be granted to individual employees or in a group form according

to the requirements of the organization.

Researchers (Thomas and Velthouse, 1990; Tae-Jun, 2008) have argued that it is difficult
to separate autonomy and decision making in empowerment. Participation in decision
making may or may not affect levels of employees’ autonomy. Although employee
empowerment is largely designed to give individual employee autonomy it likewise
fosters better relationship between employees and their managers. This is due the fact that
employees that are given more independence tend to form better working relationships.

This greatly improves morale of the employees and organization performance.
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On the other hand autonomy was seen as confined to job redesign of tasks decided upon
by management, thereby making employee autonomy mostly an issue of how tasks are
performed (Thomas and Velthouse, 1990). Proponents of autonomy contend that there
should be increased employee authority also over decisions on what tasks to take on and
how to organize them (Dunham et. al., 1994). Employees in public sector are often
impeded by formal procedures with little relevance to their work practices; they often
face conflicting and overwhelming expectations to what they can accomplish; they have
to struggle for resources in competition with other services; they often times are
depended on others to get work done and; they have to follow instructions from the
superiors as well as by laws and professional standards (Fernandez and Moldogaziev
2011). Work organizations and their environment can be seen as compromised of
stakeholders and coalitions of conflicts of interest and employees have to deal with
conflicting expectations (Mintzberg, 1983). Although employees in the public sector can
be seen as powerful in their relationship with their clients, they can experience having
little power within their work organization; this can be detrimental to organization
performance. With more control they can develop and utilize their productive
capabilities. Thus as employee autonomy increases it is conducive for enhanced

organization performance.

Autonomy has been found to lower employee absenteeism and increase job satisfaction.
Hackman and Oldham (1976) in their study concluded that autonomy promotes positive

motivation, performance, satisfaction, and turnover outcomes.

2.3.3 Training and Development

Human resources practitioners emphasize importance of keeping staff abreast of changes
in the environment. Training is the planned and systematic modification of behavior
through learning events, programs and instructions which enable individuals to achieve
levels of knowledge, skill and competencies needed to carry out their work effectively
(Armstrong, 2010). Staff development includes those processes that improve the job-
related knowledge, skills, and attitudes. Koll et. al., (1989), proposed that staff
development programs must provide options for participation so that choices will
facilitate a match between motivation and activity.
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Skills of employees are broken into two areas namely; hard and soft skills (Guest, 1987).
Hard skills are the technical skills that allow them to perform the tasks that make up the
role, while soft skills are those which encourage interaction between individuals, which
include; communication and empowerment, autonomy and decision making (Guest,
1987; Kidombo, 2007). These skills are difficult to assess many are already present in
the employees but they need to be nurtured. Empowerment is educating and training the
employees to take on their own decisions. Training and development in empowerment

enlarge span of control and leads to flatter system of organization.

Armstrong (2010) proposes that two major components of getting staff ready for
empowerment is boosting their knowledge and skill levels and helping them feel
competent. Managers who empower their staff must be trainers. Confidence in ones’
abilities comes from successful performances, observing others perform successfully, and
encouragement. By having staff learns to perform a task, managers increase their
subordinates confidence in their abilities, which helps them progress toward becoming
proficient with the entire task. All training programs must be evaluated and there should
be return on investment. Training emphasizes efforts to upgrade employees’ skills or
focus on work-related topics beneficial to both employees and the organization while
development is intended to provide general knowledge about theoretical concepts to
enrich organizations through human resource programs and career progression (Dessler,
2008; Armstrong, 2010).

Employee training is based on the belief that developing talents internally is good
investment. Jackson et al., (2009) contend that the best competitors who embrace
empowerment use training and development since improving competence of workforce is
one way that creates a competitive advantage. Training refers to improving competencies
needed today or future (Jackson et. al., 2009). However in a study done by Darvish et. al.
(2013) in Iran the results of the survey indicated that while training programs have
created meaningful sense and help the staff to have a meaningful sense of self-efficacy it
has not created any feeling of competence. The survey also concluded that training alone

cannot empower employees.
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These educative efforts enable employees to build knowledge, skills, and abilities — not
only to build their own jobs better but also to learn about skills and the economics of the
organization. Organizations can improve the quality of current employees by providing
comprehensive training and development activities. Considerable evidence suggests that
investment in training produce beneficial organizational outcomes (Dessler, 2008). The

effectiveness of skilled employees will be limited if employees are not empowered.

2.3.4 Access to information

Management communication with employees is a key success factor in employee
empowerment. The rationale for access to information is that management will reap
benefits from employee expertise and knowledge. The manager has to give a listening ear
and empathize with employees’ ideas, issues and concerns helping to build trust. This
includes flow of information upwards and downwards in the organization, so that
employees have ‘line of sight’ about how their behavior affects the performance. Right to
information does not exist in isolation. Importance of information as a resource has been
pointed out however there is relatively little literature that explicitly links empowerment

with information accessibility.

Access to information means having knowledge of the organization values, goals and
policies, as well as having the knowledge and expertise required to be effective at work.
Information provides a sense of purpose for employees and enhances their ability to make
decisions that contribute to organizational goals (Kanter 1993). When employees feel as
though they have a choice and can make direct decisions, it often leads to a greater
feeling of self-worth. In a model where power is closely tied to sense of self, having some
is a valuable thing. Employee empowerment allows employees to make autonomous

decisions that affect their jobs.

On the other hand, Psoinos, et al. (2000) points out that management have the
opportunity to set up and maintain atmosphere for access to information both through
their words and deeds and not just paying ‘lip service’. Randolph and Shaskin (2002)

concur that most managers are reluctant to share information especially in the areas of
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finance, performance and strategic information. Sometimes the managers argue that such

information is too complex and is sensitive in nature as such cannot just be shared.

2.3.5 Management Support

Employee empowerment can begin with training and converting a whole organization to
an empowerment model. The thinking behind employee empowerment is that it gives
power to the individual and thus makes happier employees. By offering employees
choices and participation on a more responsible level, the employees are more invested in
their company, and view themselves as a representative of such (Sandeep, 2005). For
empowerment to work well the management team must be truly committed to supporting
the employees by allowing them to make more decisions. Empowerment is a two sided
coin. For employees to be empowered leadership must want and believe that employee

empowerment makes good business sense and employees must act

Research has suggested that employees feel more empowered in supportive organization
environment (Spreitzer, 2007). Studies done by Randolph (2004) confirmed that
psychological empowerment is positively related to a conducive climate of
empowerment. Spreitzer (1998) confirmed that access to information, access to resources
and socio-political support are related to psychological empowerment of employees.
When employees perceive that there is high organizational support it is associated with
empowerment. On the other hand they sometimes feel a sense of powerlessness and
cannot take decisions. The importance of resources for empowerment has been
highlighted in the literature, as it became clear that autonomy can only be considered a
positive value if the necessary resources for self-regulation are made available to the
workers. The current supporters of empowerment advocate that staff must provide with

adequate resources of information, power, knowledge and rewards.

Empowered staff may also perceive more support from their organizations. Perceived
organizational support refers to staff perceptions that the organization values their
contributions and care about their well-being. According to organization support theory
(Eisenberger et al., 1986), staff infer organizational support from the quality of the

relationship they have with management through their supervisors or leaders.
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Management behaviors and organizational policies form the basis for employees’
interpretation of organizational support (Laschinger et al., 2006). Studies done by
Rhoades and Eisenberger (2002), found that fairness of treatment was most strongly
associated with employee-perceived organizational support. A study by Armstrong-
Stassen and Cameroon (2003) also reported that staff who reported greater control over
work-related decisions also reported significantly higher levels of perceived
organizational support and trust. Other studies (Yong and Choi, 2009) found that

management support in some organizations is very low which affected empowerment.

2.4 Institutional Factors

Institutional factors relate to structures in the organization. These include rules, policies,
procedures, norms, shared beliefs and routines of behavior in an organization. According
to Scott (1995) institutions are social structures that have attained a high degree of
resilience and they include cultural elements, normative and regulatory factors. As such
institutional factors are important for they govern how organizations run. Academic and
popular writing have suggested that institutional factors influence leadership styles and
performance of organization. Institutions can be formal or non-formal. Formal
institutions arise from laws, regulations, rules and other statements formulating sanctions,
while non-formal institutions arise from interactions with the formal institutions.

Universities are formal institutions governed by such rules and procedures.

The study adopted strategy, structure, and organization culture and leadership style of

transactional and transformational as moderating variables.

2.4.1 Organization Strategy

Johnson and Scholes (2006) define organization strategy as the direction and scope of an
organization in the long term. Miles and Snow (1978) advocate that according to strategic
type, organizations can be classified into four groups: defenders, analyzers, prospector
and reactors. Organizations that follow prospector strategy is highly innovative and
constantly seeking new markets; defender strategy organization tend to concentrate on
defending its markets, while analyzers strategy tends to seek innovation at the same time

concentrate on their market; and reactors tend to be inconsistent in their strategic
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approach and drifts with the environment. The organization will adopt any of these
strategies at a given time. The universities are faced with similar challenges as the private
sector; as such they have to come up with new approaches to be able to survive in the

turbulent environment.

Mintzberg and Quinn (1996) have suggested that there is no best way to define strategy;
it must be understood in context and time setting. Strategy results in an interactive
process between the organization and its external environment. It can be concluded that
strategy is a systematic plan of action for deliberately using the organization resources in
ways that achieves the organization objectives. As such it should enhance performance.
The organization strategy should be articulated to be understood by all. Clear
communication and shared vision endears the employees to work hard towards the
implementation of the strategy and in achieving organizational goals. When the
employees fully embrace the strategy the vision is shared and they will be willing to

participate in its execution.

Strategy is the central concept in the field of strategic human resource and in strategic
management though it has continued to elude a common definition and operationalization
(Hambrick, 2003). Porter (1996) defines strategy as the setting of goals, determining
action to achieve the goals and mobilizing resources to achieve the set goals. He has
further posited that strategy should determine how organizational resources should be
configured to meet the needs of the market. Mintzberg (1998) on other hand defines
strategy as a pattern in a stream of decisions. While David (1999) argues that strategy is

about shaping the future.

Mintzberg (1998) argues that a strategy involves two major parts: the formulation and
implementation. Formulation involves analyzing the environment, making a diagnosis
and developing a policy towards it. While implementation refers to the action plan to
achieve the set strategies. In all these the employees play a critical role. Integrating
strategy formulation with managing its execution is crucial. Every manager sets some
direction, having clear goals, objectives and performance goals for the employees in their
units. In turn each team should have their own strategy to ensure the day-to-day activities

are in tandem with the overall organization strategy. The underlying logic here is that
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successful organizations are those who continuously develop good strategies and
empower their employees to implement them. According to Mintzberg and Quinn (1996)
a good and successful strategy should have a clear and decisive objective; concentrate the
power of organization at the right time and place; while maintaining its flexibility to deal
with threats; commitment of the leader and there must be an element of surprise, security
and speed. For universities to succeed they have to set clear goals and objectives be able
to achieve empowerment of employees. This study looked at employee involvement in

strategic planning process and whether there are clear goals and objectives set.

2.4.2 Organization Structures

Structure is defined by Mintzberg (1983) simply as the sum total of the ways in which
labour is divided into distinct tasks and how coordination is achieved of those tasks. Daft
(1986) defines strategy as the degree of complexity, formalization, standardization and
centralization. Robbins (1990) clusters structural dimension into three factors complexity,
formalization and centralization Complexity refers to degree of differentiation that exists
within in an organization. Formalization pertains to the amount to amount of written
documentation in the organization. This includes clearly written job descriptions, rules,
and clearly defined procedures. Centralization is concerned with decision making in the
organization. Decisions will either be made by top-management leading to centralization

or is located to lower levels that are decentralization.

Burns and Stalker (1961) on the other hand argue that structure is either mechanistic or
organic. This notion is based on a study carried out by twenty organizations in England
and Scotland where they found out the two distinct structures. Mechanistic structures
performed routine tasks, relied heavily on programmed behaviors, and relatively slow in
responding to the unfamiliar. Organic structures are relatively flexible and adaptive, with
emphasis on lateral rather than on vertical communication influence based on expertise
and knowledge rather than authority of the position. There is need for compatibility on an
organizations design structures and processes. Formalization in modern organizations are
complex entities, with some functions relatively centralized and others decentralized.

Structures have to be enabling to achieve empowerment of employees.
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Further, other scholars (Mintzberg 1983; Nordin, 2006) have described structure as a
formal configuration of roles and procedures, the prescribed framework of the
organization. Structure also is the patterned regularities and processes of interactions.
Following Weber theory of bureaucracies, structure can be defined as formal dimension
of framework depicted by precise and impersonal tasks, rules and authority relations. The
explicit purpose of such formally circumscribed framework remains to achieve more
calculable and predictable control of organizational performance (Child, 1977; Ogolla,
2012).

Organization structure determines the manner and extends to which roles, power,
authority, and responsibilities are coordinated in an organization and how they evolve
over time. The structure should be designed in such a way to encourage participation of
members. The structure can be formalized which refers to an organization where there are
explicit job descriptions, lots of organizational rules, and clearly defined procedures
covering work processes (Robbins, 2004; Nordin, 2006), or centralized where it refers to
the degree to which the right to make decisions and evaluate activities is concentrated at
the top (Fry and Slocum, 1984; Nordin, 2006). Structures can also be mechanistic or
organic. Organization structure is the differentiation between organization dimension of
centralization or decentralization depending on the relationship with the management
(Ghosal et al 1994). The current study adopted centralized and decentralized form of
structure for the study.

2.4.3 Organization Culture

Organization culture according to Schein (1992) is a pattern of shared basic assumptions
that the group learned as it solved its problems of external adaption and internal
integration, which has worked well enough to be considered valid and, therefore, to be
taught to new members as the correct way to perceive, think, and feel in relation to those
problems. Hofstede (1980) posits that culture is the collective mental programming of
the mind which distinguishes one team from another, and values ‘as broad tendency to
prefer certain states of affairs over others’ (Hofstede, 1998). Hofsted (1998) uses power
distance, collectivism and individualism, femininity and masculinity, and uncertainty

avoidance as cultural characteristics to differentiate one group from another. Dimba and
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K’Obonyo (2007) further reiterated that this collective mental programming shared by an
organization forms the basics of that organization. Every organization develops their own
culture which is distinct from the other. Organization culture can influence organization
decisions and human resource policies which in turn affects performance. Nyabegera
(2000) argue that culture of a nation permeates all aspects of life within the given state,
including the behavior of managers in the organizations. The finding is consistent with
Hostede (1980) study which pointed out that a national culture influences attitude,
behavior and management style of organizations. Cultural values exert a significant
influence on managerial process and employee behavior which in turn affect performance
(Nyabegera, 2000).

Organization culture influences the process of empowerment this is because it determines
the use of power which ultimately affects the empowerment process (Ghosh, 2013). The
importance of organization culture has been pointed out in the organization studies
literature since 1980s. Pfeffer (1994) contends that unless there is proper job designs and
implementation efforts to address what they call the structural features of organizations
involving power distributions and cultures, they will not be successful. Study done by
Shah et al (2012) in Public universities in Pakistan confirmed that strengthened

organizational culture increases organization commitment among universities workers.

Culture is referred to as a set of shared values and beliefs which are themselves
articulated by participants-in-culture in the form of shared meanings and understandings
of organizationally significant phenomena (Hofstede, 1998; Schein, 2004). It’s widely
accepted that culture is about how people should behave at work and a set of values about
what tasks and goals are important. It is a powerful dimension and should be considered
carefully when discussing the impact of empowerment in an organization. Dimba and
K’Obonyo (2007) states that culture influences perception, thought, action and feeling of
employees, hence its importance. Organization culture has been noted to be an important
factor in empowerment for it is a system of shared meaning held by members that
distinguish one organization from the other. Culture creates dominance and coherence in
an organization for it permeates the very fabric of the organizational life. Culture
influences employee behavior at work which in turn affects performance of the
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organization. A culture within an organization influences how it operates and the

behavior of its members (Handy, 1993).

The culture of every organization has a direct effect on the product it produces or service
it provides (Dimba and K’Obonyo, 2007; Schein, 2004). In an organization where there is
high power distance employees tend view management as being ‘up there’ and them
being “down there”. This creates a communication barrier and employees develop
dependency attitude. As such this gap should be bridged to allow members to share and
encourage positive values and behavior. What organizational leaders should realize is that
culture determines key interpersonal tasks such as risk tolerance, and a dedication to
quality and innovation which must be managed effectively in an organization. For
example a sense of dedication to service could have direct impact on customer service. In
addition a collaborative culture enhances sharing of information and support unlike
where hoarding of information is rampant (Ross, 2008). Sharing and access of
information leads to participative and empowering culture which creates atmosphere of
empowerment. However, in organizations where there is rigid and bureaucratic culture

implementation of empowered is faced by myriad of challenges.

2.4.4 Leadership Styles

One of the critical functions of leadership in an organization is to facilitate the attainment
of organizational strategy and goals by eliciting desirable behavior from the employees.
Leader behavior can lead to success or failure of an organization. An organization
depends on the leaders at various hierarchical levels to initiate action programs for
achievement of organizational these goals (Dhladhla 2011). Leadership has been defined
as the process where one influences another who is referred to as a “follower” (Yukl,
1994). The follower gets inspired to achieve the target, the group is maintained in
cooperation and the planned mission is achieved (Yukl, 1994). Awvolio et al (2004)
contend that leader behavior has direct influence on job satisfaction, psychological
empowerment, and organization commitment. Leadership is a critical factor in the

success or failure of an organization. Leadership is the core and spirit of the organization.
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Zhou et al (2008) postulates that leaders are not only in charge of the organization but
also of the people; as such the relationship between leaders and their followers influences

employees attitude towards the organization.

Scholars (Bass, 1990; Yukl, 2006) argue that leadership theories can be classified into
those that focus on the leaders’ traits that is, trait oriented —theories and those that focus
on the leaders’ behavior, that is, behavioral theories. Most studies have focused on the
behavioral theories. Some of the most common and highly researched theories include
transactional and transformational type of leadership their effects on organization
performance, employee attitudes, empowerment and change in organizations. The study

adopted transactional and transformation leadership styles.

2.4.4.1 Transactional Leadership

Transactional leadership is an exchange process. It is a matter of contingent
reinforcement of employees based on performance (Men, 2010). Transactional leadership
involves motivating and directing followers primarily through appealing to their own
self-interest. The power of transactional leaders comes from their formal authority and
responsibility in the organization. The main goal of the follower is to obey the
instructions of the leader. The style can also be mentioned as a ‘telling style’. This style
of leadership was first proposed by Max Weber (1968) and then by Bass (1981). The
leader believes in motivating through a system of rewards and punishment. If a
subordinate does what is desired, a reward will follow, and if he does not go as per the
wishes of the leader, a punishment will follow. Here, the exchange between leader and
follower takes place to achieve routine performance goals. This style is occasionally

referred to as authoritative style of leadership (Bass, 1981).

Literature on transactional leadership posits that the leaders’ role is to clarify the roles of
the subordinates and help them achieve those goals through the use of contingent
rewards. This encompasses part of the path-goal theory. Path-goal theory suggests that
the leader informs the employees what is expected of them and makes the work
environment conducive by showing concern and being friendly (House, 1996). The goal

is to increase empowerment, motivation and satisfaction so that the employees become
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productive members of the organization (Bass and Avolio, 1993). This relationship forces
the leader to make choices that promotes subordinates decisions while addressing and

correcting failures in subordinates’ action (House, 1996).

The primary goal of a transactional leader is to maintain the organizations and to promote
stability by creating a give and take exchange between the managers and employees
(Bass, 1995). Specific performances objectives are determined and communicated to the
employees; the employees are then responsible for meeting them. These leaders link the
goal to rewards, clarify expectations, provide necessary resources, set mutually agreed

upon goals and provide various kinds of rewards for successful performance.

The relationship between the leader and their employees tend to focus on short-term
completion of tasks. The relationship is based on exchanges that satisfy two separate
goals of the leader and the subordinates. The characteristics of a transactional leader are
contingent reward, active management by exception (where they actively monitor the
work of their subordinates, watch for deviations from rules and standards and taking
corrective action), passive management by exception (where they intervene only when
standards are not met or when performance is as not expected), and laissez-faire (Bass,
1990).

2.4.4.2 Transformational Leadership

Transformational leadership creates value and positive change in people and it embraces
changing with the times. It calls for a leader to focus on innovative ideas, influences the
bosses to support their ideas, and inspires subordinates to make changes happen (Conger
and Kanungo, 1987). Research evidence suggests that transformational leadership is
positively associated with work attitudes and behaviors at both an individual and
organizational level (Dumdum, Lowe, & Avolio, 2002; Lowe, Kroeck and
Sivasubramaniam, 1996). This concept was first introduced by MacGregor Burns (1978)
who stated that it is a process in which leaders and followers help each other to advance
to a higher level of morale and motivation. Bass (1985), went further to state the
transformational leadership can be measured in terms of influence on the followers. The

followers of such a leader feel trust, admiration, loyalty and respect for the leader.
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Transformational leaders seek to transform and have a lot of enthusiasm as they do so.
Bass (1990) posits that the transformational leader must have energy, commitment,
integrity and has to be careful in creating trust. They make continual effort to motivate
their followers. According to Covey (1994) ‘the goal of transformational leadership is to
transform people and organizations in a literal sense. He further states that — to change
them in mind and heart; enlarge vision, insight, and understanding; clarify purpose; make
behavior congruent with beliefs, principles, or values; and bring about changes that are
permanent, self-perpetuating, and momentum building.” Transformational leadership has
four components: charisma or idealized influence, inspirational motivation where the
leader has ability to motivate, intellectual stimulation and individualized consideration
where the leader demonstrates genuine concern for the needs and feelings of followers
and intellectual stimulation where the leaders challenges the followers to be creative and
innovative (Bass and Riggio, 2006). Previous studies (Jing-Zhou et al 2008; Bass and
Riggio; Harley 1999) found that the leadership style impacts on empowerment. The style

a leader choose impacts on empowerment

Transformational leadership focuses on the quality of leader-staff relationship, and
fosters staff engagement and effectiveness (Pearce et al. 2003). Compared to
transactional leadership, transformational leadership tends to focus on the intrinsic
rewards of employees to achieve organizational goals while the former focuses on
extrinsic rewards. The primary objective of transformational leadership is to inspire
change in the organization by exceeding prior standards and expectations. A study by
Boonyarit et al (2010) carried out in Thailand on teachers in 154 schools, confirmed that
transformational leadership is positively related to psychological empowerment (r=.601,
Beta=.65)

2.5 Job-Related Attitudes

Job- related attitudes are evaluative tendencies towards aspects of work based on clusters
of feelings, beliefs, and behavioral intentions. An attitude refers to our opinions, beliefs,

and feelings about aspects of our environment. There are two major measures of attitude
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at work which have the greatest potential to influence work that is job satisfaction and
organization commitment. Previous studies ((Laschinger, 2009; Cohen, 2001) suggest

that organization commitment has significant influence on organizational performance.

2.5.1 Job Satisfaction

Job satisfaction has been defined in different ways by researchers. Locke (1976) defines
job satisfaction as an optimistic emotional feeling that results from employees own job
evaluation practiced by what is projected from the job and what was actually received. It
is influenced by many factors such as working conditions, supervision, compensation,
recognition and empowerment. On the hand Allen and Meyer (1990) posit that job
satisfaction is a cognitive and/or affective evaluation of one’s’ job which can be positive
or negative. Each person has a different set of goals and beliefs about their job. If an
employee believes there is positive correlation between effort and performance this will
result to pleasant feelings and the reward will satisfy an important need. The desire to
satisfy the need will be the drive to make the effort meaningful. Hackman and Oldham
(1980) job characteristics model proposes that critical psychological states such as
experienced meaningfulness, feelings of responsibility, knowledge of work results

influence job satisfaction.

Employee job satisfaction has been positively correlated to increased employee
satisfaction and customer satisfaction, which translates to enhanced organizational
performance. Researchers (Fernandez and Moldogaziev, 2013; Bowen and Lawler 1995)
have concluded that employee empowerment and participation has a moderately positive
effect on job satisfaction and productivity. Studies also from public sector reveal a
positive relationship between empowerment and job satisfaction (Wright and Kim, 2004;
Fernandez and Moldogaziev, 2013). Further, Miller and Monge (1986), reported a
positive correlation between empowerment and job satisfaction in studies conducted in
organizational settings that incorporated measures of multiple dimensions of
participation. A correlation between participation and productivity was revealed when
they averaged the results of field studies. Kim (2002), in studies that contrasted directive
versus participative processes, found a correlation between participation and satisfaction

when participants were asked to perform simple tasks. This is important because it helps
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support the suggestion that participation helps enrich simplified tasks. Hug and Hill
(2004) concur that participation causes greater job satisfaction because employee feels
more valued and trusted by management, and because the workers gains a better

understanding of management difficulties by dealing with some of the same problems.

In modern day environment, job satisfaction is considered as one of the motivating
factors for customer satisfaction, creation of quality and productivity. In the concept of
total quality management for example it is argued that employees who possess high level
satisfaction are well motivated and will be more efficient and effective. Other scholars
(Robbin 2002; Armstrong, 2010) have concurred that job satisfaction leads to
organization commitment and employees who are satisfied will feel also perceive that
they are empowered. Job satisfaction and intention to stay in an organization has a strong
relationship which affect performance. Employees who are happy with their jobs will
also be happy about their organizations hence will work harder to meet organizations

needs which translates into performance.

2.5.2 Organization Commitment

Organizational commitment has been given considerable attention in management
research over the past few decades and has been conceptualized in terms of behavior and
attitudes (Goulet and Frank, 2002). Commitment was defined as ‘the relative strength of
an individual’s identification with and involvement in a particular organization’
(Mowday et al., 1979). Prior research suggests that work experiences and organizational
factors are antecedent to organization commitment. Researchers (Laschinger, 2009;
Cohen, 2001) have posited that empowered staff are more highly committed to their
organizations. Therefore management in institutions must pay more attention to the
managerial behaviours of their staff and it will more likely be involved in the monitoring
task.

Employee empowerment is believed to be a motivator since employee involvement in
decision-making makes employees feel valued. Employee empowerment also cultivates
a sense of commitment to the organization. Since the environment is becoming more and

more competitive, organizations are looking out for employees that can perform. Studies
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show that psychological empowerment is closely related to organization commitment
(Janssen 2004). Employees who feel that they have been empowered are likely to remain

more committed to the organization (Allen and Meyer, 1990).

Meyer and Allen (1990) developed a three component model on commitment that is an
affective emotional attachment towards an organization which he called affective
commitment; the recognition of cost associated with leaving an organization which is
continuance commitment; and a moral obligation to remain with an organization which
he called normative commitment. However not all forms of employee commitment are
positively associated with superior performance (Meyer and Allen, 1997). An employee
who has low affective and normative commitment but has high continuance commitment
is unlikely to yield performance benefits. The main reason such an employee remains
with the organization is negative because the cost associated with leaving the

organization is high.

Other scholars (Silva, 1986; Wang, 2004) contend that there are more than three models
of commitment as proposed by Allen and Meyer (1991). Wang (2004) proposes five
general factors (normative, value, affective, active, and passive continuance) which relate
to the development of employee commitment. Affinitive commitment which is an
organizations interest and values are compatible with those of the employees and the
employee feels appreciated Associative commitment which is organizational membership
that increases employee self-esteem and status. Moral commitment is when employees
perceive the organization to be on their side and the organization evokes a sense of
mutual obligation in which both the organization and the employee feel a sense of
responsibility to each other. Affective commitment has to do with employees deriving

satisfaction from their work, and the work environment is supportive.

Some researchers postulate that commitment is critical to organization successful
performance, for it increases job satisfaction, decreases employee turnover and decrease
intention to leave (Saif & Saleh, 2013). Committed employees work harder and add value
to the organization and decrease absenteeism. In return the employees expect a conducive
working environment, opportunities for development and conditions which fosters this

relationship. Although various studies have been done to determine the process of
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commitment limited research has been carried out to assess the impact of empowerment
programs on organizational commitment. Huselid (1995), in a study in United States of
America found that the use of high performance work practices relating to employee
skills, organization structures and employee motivation was significantly related to low
employee turnover. This is because over a long period of time organizational
commitment tends to become stronger. The employee becomes attached to the
organization and tends to develop positive attitudes hence no intention to leave which

leads to low turnover.

2.6 Organizational Performance

Organizational performance is crucial to the survival of any institution. Performance
measures are needed for decision making regarding the human resource in an
organization. Venkatraman & Ramanujan (1986) argues that there is no correct definition
of performance and suggest that conflicts between managerial perspectives be
recognized. The classical approach to organization performance is best described by Sink
and Tuttle (1989) came up with seven measures of performance in a model measuring
Performance Management Process. The model proposes that the performance of an
organization is a complex interrelationship among several performance criteria:
effectiveness, efficiency, quality of products, productivity, and quality of work life,
innovation and profitability. Sink and Tuttle (1989) view an organization as a system
which receives inputs and then adds value to the output. As such organizational
performance can be judged in terms of whether or not an organization achieves the
various set of objectives. These objective may be financial or non-financial such as

customer satisfaction, employee satisfaction, research and resource output.

The debate on organizational performance is inconclusive, different organizations use
varying measures of performance depending on the area of operation. The measures may
be quantitative or qualitative in nature. Krager and Parnell (1996) conceptualized
financial measurements as an objective of planning. Financial measures were widely used
for a long time, but in the recent years, researches have proved that other measures have
to be incorporated. Apart from financial measures, Kaplan and Norton (1996; 2008)

introduced the balance scorecard which considers other non-financial measures of
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performance such as internal business process, learning and growth and customer
perspective. Kushner and Poole (1996) measured organizational performance on eight
performance areas including constituent satisfaction, reputation, internal process
effectiveness, perceived potential for growth, attraction of funding and skilled human

resources, diffusion of influence and administrative competence.

2.6.1 Quantitative Performance Measure

Human resource is one of the primary sources of competitive advantage in an
organization. Scholars (Pfeffer, 1994; Guest, 1997; Armstrong, 2010) concur that
adopting best human resources practices lead to enhanced performance. Performance
depends on the personal traits, mental abilities and eagerness to be integrated with
institutional purpose of each individual. Performance assessment is important to the
operation of organization in that employees are able to take the result of performance
assessment to improve their performance. This can be done through participating in the
training and development, decision—making, access to information and management

support as part of empowerment.

Competitiveness and efficiency in the workplace is important today than ever before, for
work process are becoming more complex, competitive, challenging work conditions,
and global challenges. To increase efficiency and competitiveness in the organization
requires an empowered human resource. Quantitative measure adopted in this study was

revenue growth/decrease.

2.6.2 Qualitative Performance Measure

Performance measure is the process of using a tool or procedure to measure a system.
Performance measure results describe an observed level of performance such as for
example number of publications per year or how many customer complaints were
recorded within a given period. The qualitative measures are more subjective in nature
because they are more concerned with measuring changes in peoples’ behavior. They
seek to impact and measure long term effect. The individual measures of performance
could be in terms of quality, flexibility and cost, innovativeness, time, delivery of service,

reliability among others.
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Organizations are concerned with sustaining high levels of performance through people.
To sustain high performance means giving close attention to the type of staff and to how
best they can be motivated. This enhanced performance can be achieved through such
means as recognition for achievement, incentives both intrinsic and extrinsic, leadership,
autonomy, and involvement in decision making. The aim is to create a work environment
that will enable individuals to deliver results in accordance with organization
expectations (Armstrong, 2010), as such performance measures used have to be
considered carefully. He further argues that the human resource systems may facilitate
the development of human resource competencies through employee involvement and

commitment.

Qualitative measures adopted in this study include non-financial measures namely:
adherence to budget, sustainable revenue base, employee satisfaction, publications, and
customer satisfaction. These measures were considered in view that universities are

public institutions funded by the Government of Kenya.

2.7 Employee Empowerment and Organizational Performance

Empowerment denotes the enhanced involvement in organizational process and decision
making. Scholars (Spreitzer, 1995; Menon, 2001) emphasize that empowerment
influences performance. They affirm that empowered employees are highly involved and
motivated, hence perform better. However results of most empirical studies examining
empowerment and performance are inconclusive. Fernandaze and Moldogaziev (2011),
in their study on empowering public sector employees, concluded that certain
empowerment practices such as providing employees with job-related knowledge and
skills and granting greater discretion, positively influence employee perceptions of
performance. On the other hand, Hill and Hug (2004) argue that empowerment in some
instances yields negative results. Empowerment practices aimed at rewarding employees
based on their performance and providing them with more information about
organizational goals and performance appear to have no meaningful influence on
perceived performance. The findings revealed that employee empowerment improve the
quality of service and the satisfaction of service recipients but these gains might come at
an expense of work delays and lack of uniformity in services rendered. Further Spreitzer
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and Doneson (2005) contend that the conceptualization of empowerment tended to focus
on delegation, decision making and granting of power to employees, however

development of multiple measures of empowerment would yield better results.

Organizational performance is based on both quantitative and qualitative indicators. The
performance of public universities falls under the performance contracts instituted by the
Government of Kenya for all the government ministries and public institutions (Kobia
and Mohammed, 2006). The performance contracts instituted by the Government of
Kenya include vision, mission, quality of service, resources, organization structures,
completion of projects budget capitalization, employee satisfaction, customer
satisfaction, debt/equity research output among others. Quantitative performance is
perceived as measuring hard facts and rigid numbers. Quantitative measures are also seen
as more objective indicators of performance such as the financial measures in the
organization; while qualitative measures are perceived to be more subjective and are
more difficult to ascertain. Qualitative measures are more difficult to ascertain because
they tend to probe the way of situations, and contexts of peoples decisions, actions and
perception. However they are important because they seek to measure the impact and
long-term effects and benefits of an initiative. These measures include non-financial
measures such as customer service, product quality, satisfaction, commitment and many

others.

Empowering makes employee feel that they are appreciated and this will make them
work towards achievement of organizational performance, as such measuring their
performance and giving feedback is critical. This study adopted some of the measures in
the performance contract such as student enrollment, publications, number of
publications, completion rates, customer satisfaction index and employee satisfaction

indexes.

2.8 Employee Empowerment, Job-Related Attitudes and Organizational
Performance
Empirical studies have found that employee empowerment is positively related to a

variety of work attitude and behaviours such as managerial outcomes, innovativeness, job
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satisfaction and organization commitment, and employee retention (Kim, 2013:
Fernandes and Moldogazieve 2011; Kirkman and Rosen 1999). While most research
found positive results others found inconsistent results. Kim (2013) found that
empowerment does not significantly relate to organization commitment whereas
Alkhatan et al (2011); Park and Rainey (2008) found that employee empowerment is
positively related organization commitment. Fernandes and Moldogazieve (2011) found
that empowerment practices aimed at providing employees with access to job-related
knowledge and skills and granting discretion to change work process have positive

impact on performance.

Although empirical and theoretical literature shows that job-related attitudes are
immediate product of empowerment and antecedents of organization performance (Kim
2013), they do not mediate relationship between empowerment and performance. Other
scholars allude job-related attitudes provide a mechanism through which empowerment
and other mediating variables affect performance (Tutar et al. 2011; Oloko, 2008;
Kidombo 2007). Job satisfaction especially has been found to have positive relationship
with empowerment for it gives employees a sense of control and making work more

meaningful (Bowen and Lawler 992, 1995).

2.8.1 Employee Empowerment and Job-Related Attitudes

Earlier scholars have identified organization behavior and job satisfaction as key factors
and a result of empowerment (Laschinger et al. 2003; Spreitzer 1995; Kanter 1993).
Empowerment plays an important role in improving job satisfaction and organization
commitment. It has been described as a venue to enable employees to make decisions.
Dickson and Lorenz (2009) found a positive relationship between employee
empowerment and employee attitude which has effect on job satisfaction and
organization commitment. Gill et al. (2010), concurs that employee empowerment
significantly impact on job satisfaction however they also argue that there is need for
further research on perceived job satisfaction and influence of other factors such as

leadership styles.
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Organization Commitment (OC) is an antecedent to job satisfaction to the extent that it
involves a strong belief in and acceptance of the organization, a willingness to exert
considerable effort on behalf of the organization, and a strong desire to maintain
membership in the organization (Oloko, 2008). Meyer and Allen (1991) developed a
three-component model of organization commitment measuring affective (employees
emotional attachment to and identification with the organization), continuance (refers to
cost associated with leaving the organization) and normative (employees desire to stay
with the organization). Organization commitment predicts work variables such as
turnover and job performance. Mowday et al. (1982) argue that where there is no
organization commitment there is low rates of employee participation, psychological
withdrawal, and low degree of personal investment. Chen and Chen (2008) found that
some of the sub-dimensions of empowerment were either positively or negatively
correlated to organizational commitment, as such empowerment effect on organizational
commitment shows inconclusive results. This study will incorporate job—related attitudes
(job satisfaction and organization commitment) as an intervening variable on the

relationship between empowerment and performance.

2.8.2 Job-Related Attitudes and Organizational Performance

Job-related attitudes predict important employees’ behavior towards performance. First
employees with strong organization commitment are emotionally attached to the
organization and have strong desire to contribute significantly to the organizational
success (Kidombo, 2008; Mowday et al. 1982). This leads to competitiveness,
accountability, minimum wastage of resources, high innovativeness, and desire to
improve organizational performance. Laschinger et al. (2001) in their study of workplace
empowerment, organizational commitment and job satisfaction, confirmed that there is a

relationship between job-related attitudes and performance.

Notwithstanding the above, mistrust of management creates a poor work environment
which results to decreased organizational commitment. In their study Laschinger, et al.
(2001) and Mowday et al. (1982) concluded that providing empowering work
environments enables employees to accomplish work, increases work satisfaction and

trust in management which enhances performance in organizations. Tutar et al. (2011)
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concurs that organizational performance, effectiveness, success and productivity can only
be achieved by responsible, competent employees who find their jobs meaningful.
Employee commitment has long been recognized as an important factor to determine the

success of an organization.

The history of the relationship between job satisfaction and performance can be traced
back to the Hawthorne Studies. These studies were conducted in the 1930s and
investigated the effects of employee attitudes on performance. laffaldanno and
Muchinsky (1985) suggested that the statistical correlation between job satisfaction and
performance was R=.17 which confirmed an earlier conclusion that presumed relation
between job satisfaction and performance was just a ‘management fad’ and ‘illusory’.
Brayfield and Crocket (1955) on the other hand found statistical correlation between job
satisfaction and performance was R=.15. However Organ (1988) suggests that the failure
to find a strong relationship between job satisfaction and performance is due to the
narrow means often used to define employee performance. Organ (1988) argued that
when performance is defined to include important behaviours not generally reflected in
performance appraisals such as organizational citizenship behaviours, its’ relationship
with job satisfaction and employee satisfaction improves. Research supports the notion

that job satisfaction correlates with organizational performance.

Argyle (1989) found that when correlations are appropriately corrected (for sampling and
measurement errors); the average correlation between job satisfaction and job
performance is higher R=.30. In addition the relationship between employee satisfaction
and performance was even found to be higher for complex jobs than less complex jobs.
Thus contrary to earlier reviews, it does appear that employee satisfaction is, in fact,
predictive of performance, and the relationship is even stronger for professional jobs.
According to Robinson (2006) employee satisfaction and commitment are closely related

to job satisfaction.

Scholars (Kim 2013; Alakhatani et al. 2011; Fernandes and Moldogaziev 2011) have
established that job satisfaction and performance are correlated. Employees who are
satisfied tend to have lower mental and physical health issues, less accidents on the job,

can learn new tasks quickly, help colleagues at work place and are more supportive.
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Superior performance can therefore be attributed to job satisfaction. At the same time
satisfied employees remain in the organization and they support it.

2.9 Employee Empowerment, Organizational Performance and Institutional Factors

Substantial evidence suggests that empowerment and performance are positively related.
Hill and Hug (2004) in their study concluded that empowered employees do not
necessarily seek power in a political sense in the organization, but seeks for more
discretion in decision-making and within their own work situation. This is in line with the
ideology of total quality management which contributes greatly to continuous
improvement in modern organizations. However there is also evidence to suggest that
empowerment initiatives do not always deliver expected outcomes (Claydon and Doyle,
1996). Conger and Kanungo (1988) confirms that this could be due to lack of clarity in
management literature on what empowerment really means. This lack of clarity and
ambiguity surrounding empowerment literature leads to misinterpretation in theory and

practice.

A further research on conceptualization of empowerment is necessary and its’ impact on
performance. This will shape various parties expectations and outcomes. The policies,
strategies, structures adopted will enhance or hinder employee performance. Hill and Hug
(2004) contend that when management wants to implement empowerment they should
develop and communicate their definitions. Saif and Saleh (2013) who conducted a study
on employee empowerment and performance of private hospitals in Jordan found that
organizations that pursued empowerment strategies had the highest return on customer
satisfaction, achieved better quality and enhanced performance because the employees
were loyal, committed, psychologically empowered. They proposed that employees who
feel psychologically empowered feel more satisfied, this leads to better performance and

delivery of service.

2.10 Employee Empowerment, Institutional Factors, Job-Related Attitudes and
Organizational Performance
Employee empowerment is derived from the human relations school of thought. In

situations where there are proper institutional factors of structures, strategies and
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organization culture then empowerment and performance is enhanced and vice versa.
Also where there is proper empowerment structures employees are more satisfied with
their jobs and committed to the organization. Light (2004), posits that empowerment of
employees directly correlates to increased employee satisfaction. To sustain superior
performance the Resource Based View (RBV) theory postulated that when firms have
bundles of resources that are valuable, rare, inimitable, and non-substitutable, they can
implement value creating strategies not easily duplicated by competing firms (Wernerfelt,
1984; 1995). Empowered employees are valuable resources. However the debate on
organization performance is not concluded in extant human resources management
literature. According to the literature, performance must be considered beyond
quantitative outputs and to include behavioral inputs as well (Armstrong, 2006; Kaplan
and Norton, 1992). Performance encompasses more than financial measures; it includes
commitment of employees, outputs, customer service, employee satisfaction and
strategies that can improve efficiency. Context research situations and objectives
according to literature, has a major influence on nature and type of measures; with
possibility that the differing nature of organizational performance as dependent variable

in different studies have contributed to inconsistencies in findings.

On the other hand the institutional theory (North, 1990), suggests that organizational
structures and processes become institutionalized over time and these have an effect on
performance. Although an attempt is made to study the institutional factors, the process
through which this relationship is achieved is not well understood. There is therefore
need to carry out further research. The leaders who drive these strategies, structures
should possess the ability to help the organization achieve its objectives and over time
institutionalize them. Studies show that institution factors should support empowerment
process to increase performance and when this lacks there is negative impact. The
creation of an empowered organizational structure is important for achievement of
empowerment programs which leads to job satisfaction and organization commitment.
The organization leaders should also understand that their leadership styles influence the
behavior of the staff in the universities as such should select the style that best suite

organizational goals and employees’ needs and desires.
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2.11 Summary of the Literature and Knowledge Gaps

Pertinent literature has revealed that employee empowerment can be positively related to
performance and it is a critical factor organization commitment. Arising from the
prevalent industrial unrest across the country credibility of existing institutional structures
and leadership have been put to question due to their inability to comprehensively explain
the recent phenomenon. The need to explain the recent upheaval in spite of existing

structures has led to renewed interest in the subject today especially in the public sector.

The ‘traditional approach’ to looking at human resources practices has tended to rely on
the monitoring of hard and soft skills of human resource (Armstrong, 2010; Kidombo,
2008). The top management tends to make all the decision without involving employees,
however there is changing tide where employees are demanding of more participation in
the operations of their organizations.

The conclusion that may be drawn from the pertinent literature is that the existing
framework for analyzing employee empowerment is inadequate, and has thus failed to
explain the phenomenon of empowerment malpractice. Several researchers have
identified strategy, structure, leadership, and policies (institutional factors) as the main
missing link in empowering employees. Hence there is need to continue with research
endeavors, particularly in developing countries in an attempt to obtain concrete evidence
on the role of institutional factors in empowerment.

The literature analyzed above indicates the different studies and their area of focus in
employee empowerment and organization performance relationship. These studies
arrived at findings that have brought out the research gaps which have informed the
current study. The study focused on these gaps with a view to making a contribution to
the employee empowerment and performance relationship debate by researchers and
academicians. These gaps are presented in Table 2.1 below
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Table 2.1 Summary of Literature and Knowledge Gaps

Empirical Focus Findings Gaps Focus of Current
Studies Study
Gorbhani et | Factors affecting | There is significant Study failed to The study will
al. (2012) empowerment of | relationship between | consider effect of | incorporate
employees factors affecting institutional factors | institutional factors
empowerment of: empowerment of as moderating
having clear goal employees variable
training, providing
information,
delegation trust, and
participative
management and
empowerment of
employees
Tutar et al. | Investigated effect of | Employee Study failed to The study will
perceived empowerment is an consider effect of | incorporate other
(2011) ) . .
empowerment on important predictor other factors like factors such
contextual Variable to institutional factors | strategy, culture,
performance achievement such as: (strategy, | structure and
motivation and structure and leadership types
contextual culture)
performance of
employees.
Alakhatani et | Focus on employee Employee The study links The study will
empowerment and empowerment has empowerment as incorporate other
al. (2011) : . . - : . .
job satisfaction as predictive explanatory | predictor to job variables of
predictor for power on the job satisfaction which | institutional factors
effectiveness satisfaction leads to and organizational
performance commitment which
however failed to | have influence on
consider other empowerment and
variables performance
D.J. Kipkebut | Organizational Established Meyer The data for this The effect of
(2010) con_wmitn_]ent_and_ Job | and Al_len’s _ study was _ employee
Satisfaction in higher | multidimensional collected using empowerment not
educational organizational guestionnaires considered
institutions: The commitment is from 829 academic
Kenyan case applicable to a and 785
Kenyan setting administrative
employees from
three public and
three private
universities
Ke et al. | Focus on effects of Psychological Failed to The study
empowerment on empowerment aspects | incorporate other incorporates all
(2011)
performance of competence and aspects of aspect of
impact has influence | empowerment- empowerment
on performance structural
empowerment
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Shin, (2010)

Focused on state
policy effect on
institutional
performance in
higher education

Concluded that
accountability and
government policy
have effect on

performance of higher

Study measured
performance
through graduation
rates and research
funding only but

This study will
incorporate
institutional factors
and empowerment
outcomes effect on

education failed to examine performance
moderating
variable of
institutional factors
Gill et al. | Leadership and Employee Did not study other | There is need for
(2010) employee empowerment factors that could | further research on
empowerment on job | significantly impacts | lead to job perceived job
satisfaction in Indian | job satisfaction satisfaction and satisfaction and
restaurants performance in other factors on
different sector. employee
performance
Ismail et al. | Looked on Relationship between | Study ignored This study will
(2009) empowerment as a empowerment and other types of incorporate
mediating variable transformational leadership transactional
between leadership leadership leadership style and
and performance significantly other institutional
correlates with factors
performance
Moye ,and | Explored association | Found that employees | Failed to factor in | Extend study by
Henkin between employee who feel empo_v\{ered Jol_a-related _ introducin_g job-
empowerment and have more positive attitudes of job related attitudes as
(2006) interpersonal trust in | relationships with the | satisfaction and an intervening
managers: Survey managers i.e. build organization variable
carried on 2000 trust and perform commitment
salaried employees in | better
Fortune 500
companies;
Russ M J | Employee and Identified factors that | The study Effect of employee
2007 organizational predispose persons to | analyzed employee | empowerment not

differences in
organizational
commitment and
escalation of
commitment

escalate their
commitment

level of
organizational
commitment type,
moderators of
same university
respondents

considered
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2.12 Conceptual Framework

The conceptual framework model considers how employee empowerment, institutional
factors, job-related attitudes can be utilized to enhance performance. Previous studies
have established that employee empowerment attributes such as involvement in decision
making, autonomy, management support and training and development have impact on
organizational performance. It has been demonstrated that employee empowerment is a
critical aspect in motivating employees. Employees are empowered when they have
access to information, support, resources and opportunities to learn and grow in their

work environment.

On the basis of the conclusions from the literature reviewed, it can be argued that all
factors being constant, it would be expected that variations in empowerment programs
will probably cause differences in the output aspects of performance. From the literature
review it is conceptualized that organizational performance is dependent on unique
combination of employee empowerment factors and institutional factors. The results
show that though empowerment leads to increased performance in some instances it does
not achieve what it promises. There are also other variables that moderates and mediates
the relationship between empowerment and performance. One proposition is that
variations in actions relating to implementation can come from other factors such as
structure, strategy, culture and leadership styles. This in turn would influence the
intended organizational outcomes, which constitute behavioral inputs such as described
by Armstrong (2006).

Previous studies lend support to the positive relationship between employee
empowerment and performance. These study hypotheses that public Universities in
Kenya may increase their performance by adopting employee empowerment strategies.
This relationship may be influenced by institutional factors and job-related factors. The
variables that have been captured in the literature review, the relationships and linkages
among them have been integrated to constitute a conceptual framework as depicted in

Figure 2.1
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Figure 2.1 Conceptual Model
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The schematic diagram presented in Figure 2.1 suggests an interrelationship among

relationship between four variables under study employee empowerment, institutional

factors, job-related attitudes and performance.

Organizational performance is

independently influenced by employee empowerment. Institutional factors moderate the

relationship between employee empowerment and performance and job-related attitudes

mediates the relationship the influence of employee empowerment on performance of

public universities in Kenya.
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2.13 Conceptual Hypotheses

From the conceptual analysis and gaps identified the following hypotheses for the study
were formulated:

H1: Employee empowerment has influence on performance of Public Universities in

Kenya.

H2: The influence of employee empowerment on performance of Public Universities in

Kenya is mediated by Job-related attitudes.

H3: The influence of employee empowerment on performance of Public Universities in

Kenya is moderated by institutional factors.

H4: The joint effect of the employee empowerment, job-related attitudes, and
institutional factors is significantly greater than the effect of each individual variable on

performance of Public Universities in Kenya.

2.14 Chapter Summary

This chapter reviewed literature on the influence of independent variable employee
empowerment on organizational performance; the mediating role of job-related attitudes
and the moderating role of institutional factors on this relationship. The chapter also
explored the direct relationship between organizational performance, job-related attitudes
and employee empowerment. The chapter presented the theoretical foundation of the
study by reviewing the empowerment theory, psychological and structural empowerment,
institutional theory which constituted the theoretical underpinnings of the study. This was
followed by theoretical and empirical literature of the previous studies and a summary of

the gaps. A conceptual framework and the corresponding hypotheses were also presented.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This Chapter provides the link between the research model and empirical results. It
answers the what, the how and the why questions relating to the approaches and
methodological choices that were made relating to the study. In particular, the chapter has
explained the research philosophy, research design, population of study, sample design,
data collection methods and data analysis. The chapter also presents the study variables,

and their operationalization.

3.2 Research Philosophy

The research was concerned with understanding of the present with a view to being able
to predict the future situation. Research philosophy is the foundation of knowledge and
the nature of that knowledge contains important assumptions about the way in which
researchers view the world (Saunders et al., 2007). Research methods are influenced by

philosophical orientations.

Epistemologically, there are two broad research philosophies that dominate the literature
in the social sciences: positivism and phenomenology. These philosophical approaches
are defined by assumptions concerning reality (ontology), epistemology (knowledgeO,
human nature (pre-determined or not) and methodology. According to Cooper and
Schindler (2006), positivism takes the quantitative approach and is based on real facts,
objectivity, neutrality, measurement and validity of results. The roots of positivism lie
particularly with empiricism, that is, all factual knowledge is based on positive
information gained from observable experiences, and only analytic statements are
allowed to known as true through reason alone. Positivism maintains that knowledge
should be based on facts and not abstractions; thus knowledge is predicated on
observations and experiments based on existing theory. It sees the need to know in a
context when the truth is one and to predict as the important means to knowledge
creation. Positivism emphasizes that the observer is independent from what is being

observed, the choice of what to study is determined by objective rather than beliefs, and
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that the concepts need to be operationalized in such a way that they can be measured in a
sample and generalized to the whole population. This research was therefore grounded on
positivist research paradigm, a paradigm characterized by a belief in theory before
research, statistical justification of conclusions and empirically testable hypothesis, the

core tenets of scientific methods (Cooper and Schindler, 2003).

This required that the facts must be established for casual relationships that may be
observed. Empirical studies based on hypothetical and deductive research approach in
which the study begins with a hypothesis, are most appropriate for this kind of
investigations. The study of employee empowerment, institutional factors, job-related
attitudes and performance is a study that essentially seeks to establish possible
relationships among these variables and the strength of such relationships if they do exist.

This study therefore was inclined to a positivist research approach.

The phenomenological paradigm may be viewed as qualitative. Phenomenology suggests,
that knowledge is subjective, based in the experiences, personal knowledge and
interpretation of the individual. Its emphasis is on the world as experienced by a person,
not the world or reality as something separate from the person (Saunders et al., 2007).
The phenomenological approach does not begin from an established theory and then
proceed to collect data to either vindicate or reject the theory. This study was guided by
the positivist paradigm because it was anchored on theory from which hypotheses were
derived, followed deductive reasoning and employed quantitative methods to ensure

precision, logic and evidence testing.

3.3 Research Design

Research design is the plan and structure of the study so as to obtain answers to the
research questions. It is a framework for specifying the relationships among the study
variables. This study used descriptive cross-sectional survey design as it sought to
describe and establish relationships among key study variables. A positivist research
relies on taking large samples. The design chosen for this study was guided by the
purpose of the study, the type of investigation, the extent of researcher involvement, the

stage of knowledge in the field, the period over which the data is to be collected and the
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type of analysis. Cross-sectional studies have been found to be robust in relationships
studies given their ability to capture the population characteristics in their free and natural
occurrence (O’Sullivan and Abela, 2007). A cross-sectional approach enhances the

credence of results by providing conclusions on data as at a given point in time.

Other researchers (Monari 2013; Tutar et al. 2011; Oloko, 2008; Munyoki, 2007) have
used cross-sectional survey and regarded it appropriate and reliable to investigate similar
studies. This approach is versatile since employee empowerment is an abstract concept
which can be best studied using a survey. The approach provided the researcher an
opportunity to develop a broad based understanding of the joint effect of institutional
factors and job-related attitudes on employee empowerment variables within a public

institution of higher learning.

Kerlinger (1986) argues that survey method is widely used to obtain data useful in
evaluating present practices and providing basis for decision making. Cooper and
Schindler (2003) posited that if the research is concerned with finding out what, when,
and how much of phenomena, descriptive research design is found to be appropriate.
These were the key concerns of the present study, hence the appropriateness of the choice

of a descriptive survey design.

3.4 Target Population

The target population for this study comprised of Chartered Public Universities in Kenya.
For this study the public universities in Kenya were defined; first as all those who are
funded partly or wholly by the Government of Kenya. The second criterion for selection
to participate in the study was having a charter. This criterion provided twenty two
charted public universities for study as shown in Appendix 3. The twenty two public
universities are in line with Commission for University Education in Kenya list by 2013
(CUE, 2013). The chartered universities were preferred as they have defined structure, a
legal mandate to operate and are likely to exhibit elaborate relationships among the study
variables. The respondents were selected from the individual chartered universities. The
total population of the universities is over 25,353 employees. The institution formed the

unit of analysis and the respondents were selected from academic and non-academic staff
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(senior and middle level staff). A list of the twenty-two chartered public universities
served as the sampling frame. The list is attached in Appendix 3

3.5 Sample Design

The study was carried out in twenty-two chartered public universities in Kenya. Sampling
involves selecting individual units from a larger population. Stratified random sampling
was used to select samples from the population of the twenty two charted public
universities. To identify respondents in each university a multi-stage sampling technique
was applied. Multistage sampling allows a larger number of units to be sampled at a
given time. Multistage sampling involved the following stages. The first stage involved
selection of the respective twenty-two universities participating in the study from which
the respondents were drawn. The second stage involved selection of academic units
within  each university selected. Units in this study simply refer to
divisions/sections/departments in the institutions which was used to select participating
units. The academic units selected included: schools/faculties/centres/institutes or
directorates in each of the participating university. The total number of
Schools/Faculties/Institutes/Directorates was 219 in the Chartered Public Universities as
at 2013. The third stage involved selecting randomly twenty percent (20%) of the
schools/faculties/centres/institutes or directorates in respect of academic staff. Institutions
which had more than ten (10) Schools/faculties/centres/institutes or directorates only 10%
of the same were randomly selected to be used in the study. Choosing 10% of target
population is consistent with suggestion by Mugenda and Mugenda (1999) and Kerlinger
(1986) who posited that for descriptive studies 10% of the accessible population is
sufficient. Academic staff who participated in the study comprised of: professors,
associate professors, senior lecturers, lecturers, and assistant lectures and tutorial fellows.
All academic staff who participated in the study were grouped together regardless of

grade totaling to 1,137.

The fourth stage involved selecting randomly non-academic staff. Non-academic staff
comprised of senior and middle level staff. Senior management consisted of grade 11-15
or its equivalent; which comprised of: registrars, deputy registrars, finance officers,

deans, chairs of department, librarian, senior accountants, senior assistant registrars or its
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equivalent. All senior staff were grouped together irrespective of grade. Middle level staff
consisted of grades 6-10 or its equivalent which comprised of: assistant registrars, senior
assistant accounts officer, senior technologist, senior administrative assistant, transport
manager, procurement officer, assistant librarian, accountants, personnel officers,
assistant deans, executive secretary, or its equivalent. All middle level staff who
participated in the study were grouped/lumped together irrespective of their grades. Total

number of respondents for non-academic staff were 8,973.

The fifth stage involved use of stratified sampling to obtain respondents from the
sampled units. The various strata were identified and 10% of the staff in each unit/strata
was identified to be used in the study. This is consistent with recommendation by
Mugenda and Mugenda (1999). It is also consistent with Kerlinger (1986) who suggested
that for descriptive studies 10% of the accessible population is sufficient. Using 10% a
total number of 114 academic and 897 non-academic staff was randomly selected to take

part in the study. The selected units and details are presented in Appendix 4.

3.6 Data Collection

The study used both primary and secondary data. The research mainly relied on
quantitative data which was using a questionnaire. This tool was chosen because of the
nature of the respondents who were academic, senior managers and middle level staff in
the universities. The questionnaire was deemed well because of the high literacy levels
among the category of employees selected to participate in the study. Previous studies
such as Monari (2013); Mulabe (2013) in the same area have favoured the use of

questionnaires.

Primary and secondary data was collected. Primary data focused on employee
empowerment, institutional factors and job-related attitudes. Secondary data focused on
revenue growth. Secondary data was obtained from university records at Commission for
University Education, and Performance Contracting reports. The questionnaire was
subdivided into five parts. Part one obtained data on the profile of the respondents and
their respective institutions; Part two captured data on Employee empowerment; Part
three obtained data on Institutional factors; Part four obtained data on Job-related

Attitudes; and Part five captured data on non-financial Performance.
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The primary data was collected using a structured questionnaire with statements anchored
on a Likert-type five-point scale ranging from “Not at all (1) to “to a very great extent
(5)” was used to collect primary data. Semi structured questions were used to obtain
general information. Questions one to ten required the respondents profile and institution
profile. The rest of questions were designed to address research questions and objectives
based on study variables. The use of questionnaire was preferred in this study because the
respondents were literate and were able to understand the questions and respond
appropriately. Secondly a questionnaire could be administered simultaneously to a large

number of people at their convenience.

The survey questionnaire was administered to the respondents through the drop and pick
method. Cooper and Schindler (2003) posit that a self-administered survey method is
especially appropriate when it is important for the respondent to have adequate time to
carefully consider their responses as was the case in this research. Other advantages for
the self-administered questionnaire were cost and the anonymity provided to the
respondent. The decisions to use these methods were aimed at improving the quality of
data collected. Due to the large numbers of respondents, two research assistants were
engaged and briefed on how to approach the institutions, how to present themselves and
how to distribute the questionnaires to the respondents in the universities. The research
assistants were trained and sensitized them on the content of the questionnaire, data
collection method and procedures, and on issues of ethics. As a control measure and
ensuring that the research assistants actually visited the institutions and engaged
respondents, contact persons were requested to confirm that the research assistants indeed
visited and engaged the respondents. The researcher regularly engaged the research

assistants for purposes of monitoring progress on data collection.

To facilitate field work a letter of introduction explaining the purpose of the data
collection and assuring the respondents confidentiality was attached to the questionnaire.
It explained that the data being collected was for academic purposes and their
contribution as respondents was important, as the study would contribute to knowledge in

the human resource discipline. The respondents were assured that the identity of their
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organizations would be kept confidential. The researcher also got a license from the
National Council of Science and Technology to conduct research in the said sector.

3.7 Reliability and Validity

Reliability is a measure of degree to which a research instruments yields consistent
results (Mugenda and Mugenda, 2003). It was important to establish internal consistency
(the measurement of the concept is consistent in all parts of the test) of measurement
scales. Internal consistency of the research instrument was measured through Cronbach’s
Coefficient Alpha. Cronbach Alpha (a) is used to measure the reliability of a research in
which Likert type scale with multiple answers is used to collect data (Nachmias and
Nachmias, 2004). The current research adopted the Likert type scale as the instrument for
data gathering. Cronbach Alpha indicates the extent to which a set of measurement items
could be treated as measuring a single latent variable (Cronbach, 1951). The alpha
coefficient ranges in value from 0 to 1. A high coefficient implies that the items correlate
highly among themselves, that is, there is consistency among items measuring the
concept of interest (Nunnaly, 1978). Cronbach Alpha Coefficient (o) value of 0.7 was
used as cut off point and all items whose value was less than 0.7 were considered weak,
and therefore removed from the questionnaire. A summary of the scores of the variables
on the Cronbach’s Alpha Reliability Coefficient is presented in the Table 3.1. The study
also adopted measures from previous studies that had been previously tested for
reliability. Adjustments on the measurement instrument were made to ensure they were
relevant and in line with research.

Table 3.1 Reliability Test Table

Part of Variable Number of | Cronbach Alpha

Questionnaire Items Coefficients

Part Two Employee 39 939
Empowerment

Part Three Institutional Factors 59 .950

Part Four Job-related Attitudes 19 .925

Part Five Organizational 4 919
Performance

Source: Primary Data (2014)
Table 3.1 show that the Cronbach’s Alpha coefficient of the independent variable,
namely employee empowerment is .939, while for institution factors was .950, job-
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related attitudes .925 and organizational performance .919. All the coefficients for the
instrument measured above the minimum 0.7. These Alpha coefficients compare well
with those obtained from other studies (Fernandes and Moldogaziev (2011); Ming 2010;
Menon 2001) in the area.

Validity in research is concerned with whether a research measuring what is intended for
measurement. The validity of the instrument relates to its ability to measure the
constructs as purported. Validity is a measure of “correctness”. It is the accuracy and
meaningfulness of inferences, which are based on the research results. Validity is the
degree to which results obtained from the analysis of the data actually represent the
phenomenon under study (Mugenda and Mugenda, 2003; Sekaran, 2000). It is largely
determined by the presence or absence of systematic error in the data (non-random error).
The study used face, content and constructs validity. Face validity dealt with the
researcher’s subjective evaluation of the validity of the measuring instrument. The
current research relied on instruments developed in other related studies, as well as
concepts generated from appropriate literature. Content validity measures the extent to
which the instrument provides adequate coverage of the questions guiding the study
(Cooper and Schindler, 2006). A pilot study was undertaken to check for consistence and

any weaknesses in design and development of the questionnaire.

A pilot study was carried out before rolling out the main study. The pilot study revealed
important information within the data sets. In the pilot study, thirty respondents were
conveniently selected from two universities. The participants in the pre-test survey
answered all the questions. Out of thirty (30) who were sampled for the pilot test, only
twenty-five (25) responded. Questions that attracted bias and not clear were struck out.
The score for the pilot study was 0.85 which confirmed that there was a high internal
consistency in the data collection instrument. The results of the pilot study analysis were

incorporated in the final instrument before undertaking the main research.

Construct validity is an assessment of how well the theories or ideas have been translated
into actual measures. The variables in the study have been operationalized to reflect the

theoretical assumptions that underpin the conceptual framework for the study.
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3.8 Operationalization of Research Variables

This section describes the operationalization of research variables as depicted in the
conceptual model. Operationalization facilitates definitions of constructs into observable
behavior or characteristics that can be measured (Sekaran, 2000). The study was guided
by previous studies (Kanter, 1983; Spreitzer, 1995) that measured employee

empowerment and organizational performance.

Independent variable accounts for the variance of the differences in the dependent
variable. Employee empowerment (independent variable) was operationalized as:
decision making, autonomy, training, growth opportunities, access to information, and
management support. To measure the independent variable, the scale by Sprietzer (1995)
was adopted and modified to fit the context. An aggregate measure (composite score) of
employee empowerment was obtained by combining the mean score of empowerment
dimensions. The moderating variable consisted of institutional factors which included:
strategies, structure, organization culture, and leadership types. The intervening variable
was Job-related attitudes which consisted of job satisfaction and organization
commitment. Job satisfaction was measured using modified scale of Minnesota
Satisfaction Questionnaire to fit the context while employee commitment was measured
using modified Meyer and Allen (1991) also to fit context.

In the study, the dependent variable was organizational performance. A dependent
variable is one that is influenced by some other variable. Review of existing literature
provided an expansive view of measuring organizational performance namely: financial
and non-financial or quantitative and qualitative. The dependent variable organizational
performance was based on the following: financial performance was measured using
revenue growth. Non-financial performance was measured using: employee satisfaction,
customer satisfaction, research grants and publications, adherence to budget (monitoring

of financial performance).

The moderating variables are those variables on which the relationship between two other
variables is contingent. Cooper and Schindler (2003) posit that a moderating variable is a

second independent variable that is included because it is believed to have a significant
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contribution of contingent effect to the originally stated independent-dependent variable

relationship. Moderating variable in the study was institutional factors which had

strategy,

transformational).

structure,

culture, and

leadership styles dimensions (transactional and

The intervening/mediating variable in the study was job-related attitudes. An intervening

variable serves as a function of the independent variable in helping conceptualize and

explain the influence of the independent variable on the dependent variable. The

mediating variable in the study was job-related attitudes which had two measures namely:

job satisfaction and organization commitment.

The study variables are therefore operationalized and measured as follows:

Table 3.2 Operationalization of Research Variables

Variable Operation Definition Measure Question
Employee Decision Making Five-Point Part Two
Empowerment Extend managers make decisions without external Likert  Type | Q16 a 5-point
interference, confidence in decision making Scale scale
Autonomy Five-Point Part Two
Extend to which employee have say in scheduling Likert  Type | Q17 a 5-point
their work; Flexibility, locus of control, Perceived Scale scale
power
Training and Development Five-Point Part Two
Human resource development and opportunities — Likert type | Q18 a 5-point
growth Scale scale
Access to Information Five-Point Part Two
Extent of information sharing, vision, mission, Likert  Type | Q19 a 5-point
objectives; Timeliness of information; Integrity and | Scale scale
credibility of information; Accuracy and
completeness of information
Management Support Five-Point Part Two
Provision of resources for tasks; concern for | Likert  Type | Q20 a 5-point
employees; helping employees to do their tasks; Scale scale
Institutional Factors | Organization Strategy Five-Point Part Three
Extent of involvement in University strategic Likert Type | Q22- a b5-
planning and formulation of strategy Scale point scale
Organizational Structure Five-Point Part Three
Centralized power Likert Type | Q23- a b5-
Decentralized power - flexibility, division of | Scale point scale
decision making power, dynamic
Organization Culture Five-Point Part Three
Extent to which organization creates an enabling Likert Type | Q24- a b5-
empowerment culture; participative and non- Scale point scale
participative culture
Transactional Leadership Five-Point Part Three
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Motivating employees in direction of established Likert Type Q25- a b5-
goals; achievement of goals through rewards and Scale point scale
punishment; Emphasize on rules and procedures
Transformational Leadership Five-Point Part Three
Motivating employee through clear identification of | Likert Scale | Q26- a 5-
vision of the organization; Inspire and guides Type point scale
followers
Job-Related Attitude | Job satisfaction Five-Point Part Four
Motivated, high morale, feeling good about work Likert  Scale | Q27-a5-
Type point scale
Organization Commitment Five-Point Part Four
Unwillingness to leave the organization, Likert  Scale | Q28 —a5-
identification with the organization (-affective, Type point scale
continuance and normative)
Organizational Measure Question
Performance
Organizational Non-Financial Performance Secondary Part Five
Performance Customer Satisfaction data-reports, Q29 - a 5-
Employee Satisfaction performance point scale
Adherence to budget contract forms,
Research Output/Publications records from
departments
Financial Performance Secondary Part Five
data Q30 reports,
Revenue Growth performance
contract
forms

Source: Researcher (2014)

3.9 Data Analysis

Data was analyzed using both descriptive statistics (frequency distributions, means, and
standard deviations) and inferential statistics (correlation analysis, analysis of variance
and regression) to analyze the data. Descriptive analysis was conducted to present main
characteristics of the collected data. Inferential statistics were used to test a number of
hypothesized relations as to allow generalization of the findings to a larger population. To
test the pattern of relationships between research variables as stated in the hypotheses,
simple and multiple regression equations were used as required. The regression analyses
provided estimate equations to predict the magnitude of the dependent variable and
provide values for the predictor variables.

Pearson Moment Correlation (r) was derived to show the nature and strength of the
relationship among variables of the study. The relationship is strong when r=0.5 and
above, moderately strong when r is between 0.3 and 0.49, weak when r is below 0.29, and
a correlation of 0 indicates no relationship. The square of the correlation coefficient, the
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Coefficient of Determination (R?) was used to determine goodness of fit of different
models and used to measure the amount or degree of variation in the dependent
variable(s) attributed to the predictor variable(s). The closer R? is to 1, the better the fit of
the regression line to actual data. The Beta values show the amount of change in the
dependent variable attributable to the amount of change in the predictor variable, and the
F ratio is a measure of how well the equation line developed fits with the observed data
or it simply measures the model fit. The statistical significance of each hypothesized

relationship is interpreted based on the F and t values.

Stepwise regression analyses was used for verification of intervening role by adding them
sequentially to the regression equation to determine how much each variable is adding to
the Predictor Y. High values of the Coefficient of Determination (R?) (usually above 0.6)
signal the extent to which the model accounts for variation in the dependent variable, and
Analysis of Variance (ANOVA =F test).

A multiple linear regression was adopted for the joint effect to study the linear
relationships among the variables. A multiple linear regression analysis is a multivariate
statistical technique used to estimate the model parameters and determine the effect of
individual independent variables on the dependent variables. In multiple regression
analysis the model takes the form of an equation that contains a coefficient 31 for each
predictor; which indicates the individual contribution of each predictor model. In sum,
the coefficient B; indicates the relationship between independent variable and each
predictor. If the value is positive it can be stated that there is a positive relationship
between the predictor and outcome variable whereas a negative coefficient represents a

negative relationship.

The general model for predicting organizational performance was represented by the
following model: Y = a +B1X1 + B2Xot PsXs... PnXnter. Where Y is the dependent
variable and is a linear function of X;X,Xs...X4 plus €1, a is the regression constant or
intercept, B1...n are the regression coefficient or change induced in Y by each X, X3 ,are
independent variables, €; is the error term that accounts for the variability in Y that cannot

be explained by the linear effect of the predictor variables. To estimate model of
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performance was expressed as OP = a + B;EEc+ B2lFc+ BsJRAC+ €1. OP is the estimated
composite index of organizational performance measure, a is a regression constant or
intercept, PB;-3 are the regression coefficient. EE represents the composite score of
employee empowerment and is the independent variable. JRA represents the mediating
variables composite index. The moderating variables are represented by IF which is the
composite score of institutional factors. ; is the random error term that accounts for the
viability of the organization performance that cannot be explained by the linear effect of

the predictor variables.

To test the moderating effect of IF on the influence of EE and OP stepwise regression
analysis was used. In the first step independent variable (EE and OP) were entered into
the model as predictors of the outcome variable (OP). The independent variables do not
have to be statistically significant predictors of the dependent variable (OP) in order to
test for an interaction term (Baron and Kenny, 1986). In the second step, an interaction
term was computed. An interaction term presents a joint relationship between employee
empowerment and institutional factors and this relationship accounts for additional
variance in the dependent variable beyond that explained by either employee
empowerment or institutional factors alone. The moderator effect is present if the
interaction term explains a statistically significant amount of variance in the dependent

variable. The single regression equation was presented as:

Y= a + P1X+ B2Z+ BsXZ+ & where a is a regression constant or intercept, P IS the
coefficient relating to the independent variable, X(EE) to the outcome, Y(OP), B is
coefficient relating to the moderator, Z, to the outcome when X=0, XZ is the product of
employee empowerment and institutional factors and e; is the error term. The regression
coefficient for the interaction term B3 provides an estimate of the moderation effect. If B3,
is statistically different from zero, there is a significant moderation on the X (EE) and Y
(OP) relation.

To examine the mediating effect, a four step procedure was used (Baron and Kenny’s,
1986). Several regression analyses were conducted and the significance of coefficients
examined in each step. In the first step a simple regression analysis with independent

variable (EE) predicting the dependent variable (OP) was carried out. In the second
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equation, a simple regression analysis with the independent variable (EE) predicting the
intervening variable (JRA) was carried out. In the third equation, a simple regression
analysis was carried out with intervening variable (JRA) predicting the dependent
variable (OP) and finally, a multiple regression analysis with independent variable (EE)

and intervening variable (JRA) predicting the dependent variable was carried out.

The purpose of step one to three was to establish if zero-order relationships among the
variables existed and if they were statistically significant proceed to step four. If EE is no
longer significant when JRA is controlled, the findings would support full mediation. If
EE was still significant, that is both EE and JRA both significantly predict OP; the
findings would support partial mediation. Figure 3.1 represents the graphical

representation of the mediating effect:

Figure 3.1 Mediating Effect of Job-Related Attitudes on the Influence of Employee
Empowerment on Organizational Performance
Part A: Overall Direct Effect

EE___Pathc » OP

Part B: Path diagram for Mediation Effect of JRA
A

Path Path b
EE OP

Path ¢
Source: Adopted from Baron and Kenny (1986)

As indicated in the above Figure 3.1 testing for mediation involves establishing four
conditions by determining path ‘c’, independent variable is significantly related to OP
dependent variable; path ‘a’ shows that EE is significantly related to JRA, if JRA is not
associated with EE and they do not mediate the EE and OP relationship; path ‘b’ the JRA
are significantly related to OP and finally when controlling for the effects of JRA on OP,
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the effect of EE on OP is no longer significant Path ‘c’ (Baron and Kenny, 1986).
According to Baron and Kenny (1986), only Path ‘a’ (the independent variable is
correlated with the mediator) and path ‘b’ (the mediator affects the dependent variable)

are necessary conditions for establishing a mediation effect.

3.10 Test for Multicolinearity and Normality

Prior to testing the hypotheses using regression analysis the study ensured that the basic
conditions for the application and interpretation of the results is complied with. The use
of regression analysis assumes that the data is normally distributed and that there is

independence of errors as such it was necessary to control multicolinearity.

Multicolinearity exists when there is a strong correlation between two or more predictor
variables in a regression model and poses a problem in multiple regressions. Problems
caused by multicolinerity are such as increase in the standard errors of the B coefficients
meaning that the Betas have relatively higher variability across samples and less likely to
represent the population. The other problem is limiting the size of R the measure of
multiple correlation between the predictors and the outcome, and R squared the variance
of the outcome for which the predictors account, making the second predictor to account
for very little of the remaining variance. Further it reduces the contribution of predictors

making it difficult to assess the individual significance of a predictor.

In this study tests of normality were done using histograms, while linearity was done
using scatter plots. Multicolinearity and heteroscedasticity were tested using Variance
Inflation Factor (VIF) and Tolerance Statistic. VIF indicates whether a predictor has a
strong linear relationship with other predictors which can raise concern. Problems occur
if VIF is 10 and above (Meyers, 1990). At each level the predictor variables, the variance
of the residual terms is expected to be constant, that is - homoscedasticity. If variances
are unequal it is heteroscedasticity (Field, 1990). Tolerance statistic was computed as the
reciprocal of the VIF (1/VIF). Tolerance statistics values below 0.1 indicate a serious

problem while those below 0.2 indicate a potential problem.
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Appendix 6 and 9 show the histogram for empirical data from non-financial performance
and Revenue Growth respectively. Non-financial performance for this study comprised of
employee satisfaction, customer satisfaction, and adherence to budget, research output
(publications) performance perspectives. While financial performance was measured
using revenue growth. A composite variable of non-financial performance was computed
in SPSS and consequently, graphical representation of the frequency distribution of the
data generated in form of histograms. The distribution of the sample data for non-

financial performance was found to be normal.

Tests for normality of data were done. Q-Q plot was used for visual test of normality of
data. If Q-Q plots lie close to the straight line, the data set are interpreted to mean normal
distribution. However, if the points significantly depart from the straight line, the
distribution is assumed to be non-normal. As shown in Appendix 7 the data lie

approximately along the straight line indicating a normal distribution of the data.

3.11 Regression Models

Theoretical models are used in research to demonstrate functional relationships that exist
among the variables. Specifically these models enable the researchers to statistically
determine the contribution made by the controllable (independent) variable on the

dependent variable.

Dependent variables: Performance - denoted by Y

Independent variables: Employee Empowerment - denoted by X;(EE)

Mediating variables: Job-Related Attitudes (composite index) —denoted by X,(JRA)
Moderating variables: Institutional Factors (composite index) —denoted by X5(IF)

Joint Effect Variables: employee empowerment, job related attitudes, institutional factors
Bo = Constant Term

B= Beta Coefficient — Slope or change in Y, given 1 unit change in X;

e= Error Term

This study used Regression Analysis as follows:
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Model 1

H1: Employee Empowerment influence on Performance of Public Universities in Kenya
Organization performance =f (Employee Empowerment)

Y =Bo +P1X1+ €1

Where Y = performance

B, = Constant

X1 = Employee Empowerment

f = Coefficient indicating influence of employee empowerment on performance (change
in Y given one unit change in X;)

g1 = Error Term

Model 2

H2: The influence of employee empowerment on performance of Public Universities in
Kenya is mediated by Job-related attitudes

Y = Bo+ PX1+ BaXo+ €2

Where Y = Dependent Variable (Organization Performance)

B, = Constant

X1= Independent Variable (Employee Empowerment)

X, = Mediating Variable (Job-related Attitudes)

g =Error Term

Model 3

H3: The influence of employee empowerment on performance of Public Universities in
Kenya is moderated by institutional factors

Y =Bot B1X1 B3 X3+ PaX1 Xs+ €3

Where Y = Dependent Variable (Organizational Performance)

B, = Constant

X1 = Independent Variable (Employee Empowerment)

X3 = Moderating Variable (Institutional Factors)

X1X3 = Interaction Term

g3 = Error Term
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Model 4

H4: The joint effect of the employee empowerment, job-related attitudes, and
institutional factors is greater than the effects of each individual variable on
organizational performance

Organization Performance= f (Employee Empowerment, Job-Related Attitudes and
Institutional Factors)

Y =Bo+ P Xy + B2 Xot B3 Xz + &4

Where Y = Dependent Variable (Organizational Performance)

B, = Constant

X1 = Independent Variable (Employee Empowerment)

X?= Job-related attitudes

X3 = Moderating Variable (Institutional Factors)

g4 = Error Term

3.12 Test of Hypotheses

Table 3.2 shows a summary of the analytical models and interpretation of results. The
study utilized both correlation and regression analysis to determine the relationship
between employee empowerment, job-related attitudes, institutional factors and

organizational performance.
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Table 3.3 Summary of Proposed Research Objectives, Hypotheses and Analytical

Methods

OBJECTIVE HYPOTHESIS ANALYTICAL MODEL INTERPRETATION OF
RESULTS

1.Establish the H1: Employee Simple linear regression analysis | R*-Coefficient of determination
influence of empowerment has Performance=f (Employee assess how much the dependent
employee influence on empowerment)= variable variation is due to its
empowerment on | organizational a+By Xy +B X+ Bi3Xs + relationship with the independent
organizational performance Bia Xat+ B1sXs + &1 variable

performance

Where o=constant (intercept)
Y= Performance

B 1. P sCoefficient of H1
X1, Xz, X3, X4, Xs represents
dimensions of empowerment
X3 = Decision Making,
Xa=Autonomy, XzTraining &
development, X; Access to
Information, Xs Support by
Management, € Error Term

r=Correlation-to determine nature
and strength among the variables
Range £1, r=0.7 plus is a very
strong positive relationship; r= 0.5
plus is a strong relationship;
r=0.3-0.49 is moderate
relationship;

r=.29 or less is a weak relationship
r=0 there is no relationship
F-statistics (Analysis of Variance
shows whether the relationship is
statistically significant) If P-value
< =0.05, the relationship is
significant

T — test to determine individual
significance of the relationship

2. Determine the
effect of Job-
related attitudes
on the influence
of employee
empowerment on
organizational
performance

H2: The influence of
employee
empowerment on
organizational
performance is
mediated by Job-
related attitudes

Stepwise Regression Analysis-
This will be done to test
mediating effect of job-related
attitudes on influence of
employee empowerment and
performance

Performance=f (Employee
empowerment + Job-related
attitude)

Y=a+ P11 X3+ B 12X >+ B 13 X3
+ Bra Xat+ B1sXs + Bo1Xq1+ B2 X1z
+€,

X1,Xz, X3, X4, Xs represents
dimensions of empowerment and
Where X,,= Job satisfaction

X12 = Organization commitment
(represents Job-Related
Attitudes)

e=Error Term

Coefficient of determination(R2)
value will reveal the cause and
effect of relationship between job-
related attitudes and performance

R? = 1 (perfect fit)

R’= 0 (no variation)

Range 1

R=correlation

r=0.7 plus is a very strong positive
relationship; r=0.5 plusis a
strong

relationship; r=0.3-0.49 is
moderate relationship;

r=.29 or less is a weak relationship
r=0 there is no relationship

If P-value < =0.05, the relationship
is significant
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F-statistics (Analysis of Variance
shows whether the relationship is
statistically significant)

T — test to determine individual
significance of the relationship

3.Determine the
effect of
institutional
factors on the
influence of
employee
empowerment on
organizational
performance

H3: The influence of
employee
empowerment on
organizational
performance is
moderated by
institutional factors

Stepwise Regression analysis
Performance=f (Employee
Empowerment + Institutional
factors dimensions

Where Xg=strategy,
Xs=structure, Xg=culture, Xg Xio
leadership types (transactional
and transformational), € Error
Term

Y=o+ a1 Xo + B2 X7t P3aXs +
B3aXg+ P3sX 10+€3

By.... P4 Coefficient of H3

R? to assess how much of the
dependent variable’s variable is
due to the relationship with
independent variable

F-statistics (Analysis of Variance)
to assess the robustness and overall
significance of the regression
model

t- statistic assess significance of the
individual variables

4.Establish the
joint effect of
employee
empowerment,
job-related
attitudes, and
institutional
factors on
organizational
performance

H4: The joint effect
of the employee
empowerment, job-
related attitudes, and
institutional factors is
greater than the
separate effect of
individual variables
on organizational
performance

Multivariate Regression Analysis
Performance=f (Employee
Empowerment+ Institutional
factors + Job-related Attitudes)
Y=o+ B1EE+ BolF+B3JRAz + &4
o - constant

B1.3 are beta Coefficient of H4
EE, IF, JRA represents
dimensions of empowerment,
institutional factors, and job-
related Attitudes and € — error
term

Coefficient of determination (R?) is
expected to show percentage of
variation in organizational
performance as explained jointly
by the dimensions of employee
empowerment, institutional factors
and job-related attitudes ie R® and
R? change to assess how of the
dependent variables variation is
due to its relationship with the
independent variable

F-statistics (Analysis of Variance)
to assess the robustness and overall
significance of the regression
model

t- statistic assess significance of the
individual variables

Source: Researcher 2014
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3.13 Chapter Summary

This chapter has provided a general overview and described the research methodology
adopted in the study. Specifically, the chapter has explained the research philosophy, and
research design. Further the chapter addressed the population of the study, the sampling
design, data collection methods, reliability and validity of the data instruments and the
normality of the data and data analysis. The chapter outlined the operational definition
and measurement of the study variables and the statistical data techniques used which
consisted of descriptive statistics, correlation and regression analyses. The analytical
models used for data analysis and hypotheses testing were also provided. The collected

data was analyzed and presented in the next chapter.
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CHAPTER FOUR

DATA ANALYSIS, FINDINGS DISCUSSIONS

4.1 Introduction

In this chapter, the results of the research activities as defined in the methodology chapter
are presented. The study set to determine the influence of institutional factors, job-related
attitudes on the relationship between employee empowerment and organizational
performance in Public Universities in Kenya. The study was based on the following
objectives: employee empowerment influences organization performance; job-related
attitude mediates the influence of employee empowerment on performance; institutional
factors moderates the relationship between employee empowerment and performance;
and the joint effect of employee empowerment, institutional factors, job related attitudes

is greater than the effect of individual variables on performance.

The data collected for this study was analyzed and the findings are presented here. The
key features of the research findings are descriptive statistics and the results of the tests
of hypotheses and discussion of the findings. The analytical techniques used were
Pearson’s Product Moment and regression analysis (linear, stepwise and multiple

regression)

The chapter is divided into sections which include the following: Section 4.1 highlights
profile of respondents and organizations that participated in the survey to provide a broad
indication of the context; Section 4.2 highlights the demographic profiles of respondents
and their response, 4.3 highlights descriptive statistics on variables responses. Section 4.4
highlights hypotheses testing through simple linear, multiple and stepwise regression.
Section 4.5 presents the discussion of the findings. Relevant data was collected using
structured questionnaires that were divided according to thematic areas namely;
employee empowerment, institutional factors, job-related attitudes and organization
performance. Each of the themes was further divided into various sub themes namely:
employee empowerment included: decision making, autonomy, training and
development, access to information and management support; institutional factors

included: strategy, structure, organization culture, leadership styles (transformational and
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transactional) and job-related attitudes consisted of job satisfaction and organization
commitment. The questionnaire contained quantitative and non-quantitative performance
measures. The moderating variable was institutional factors while the mediating variable

was job-related attitudes.

4.2 Survey Questionnaire Response Rate

The overall objective of this study was to determine the influence of institutional factors
and job related attitudes on the relationship between employee empowerment and
performance of public Universities in Kenya. This study targeted 22 chartered public
universities in Kenya. The population of the 22 universities was approximately 25,345 a
sample of 1,011 was drawn using stratified sampling technique. Out of 1,011
questionnaires a total of 722 questionnaires were returned. However six questionnaires
were incomplete and were therefore not used in the analysis. The sample response rate
was 72%. According to Fowler (1984) a response rate of 72% is representative. This was
therefore considered representative sample for further analysis. This is a higher response
than those of similar studies conducted by Shah et al (2012) in a Pakistani University
who had a response rate of 56%. Omari (2012) who carried a study in public state
corporations in Kenya had a response rate of 48%.

The use of the drop and pick method and in some case follow-up telephone calls and e-
mails communication to the respondents improved the response rate (Kothari, 2009). This
was supplemented by where possible personal visits to the respondents, letter of
introduction from University of Nairobi and a Research permit and letter of authority to
conduct research from the National council for Science and Technology. Some
respondents did not complete the questionnaire for either lack of time or were simply
reluctant to fill it. Confidentiality and anonymity was assured. These measures were
taken as previous studies have shown that low response rates are experienced when

questionnaires are mailed to respondents.

4.3 Descriptive Statistics

Descriptive statistics were presented using frequencies, percentages, means and standard

deviations. The first part presents general information regarding the demographics of the
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respondents and the organizations. This was to understand the type of respondent and
their details. Means and standard deviation was calculated. Means is the most robust
statistic for interval and ratio data while standard deviation was employed as the measure
of dispersion. Standard deviation was chosen because of its stability (Cooper and
Schindler, 2006). Respondents were asked to indicate the extent to which agree or
disagree with statements describing the various variables. The items were measured using
five point Likert-type scale ranging from 1=Not at all to 5=To a very great extend.
Cronbach’s Alpha coefficient was used to measure reliability. It ranges between 0 and 1

and the cutoff point was .7 (Nunnally, 1978)

4.3.1 Demographic Profiles of Respondents
The survey questionnaire was distributed to various categories of staff in public
universities. The cadres surveyed comprised of academic staff, senior and middle level

employees of public universities in Kenya.

4.3.2 Distribution of Respondents by Gender
The respondents were asked to indicate their genders. The purpose was to get
perspectives from both sides of the device. Pertinent results are presented in Table 4.1

Table 4.1 Respondents by Gender

Gender Frequency Percent Cumulative Percent
Female 278 40.3 40.3

Male 411 59.7 100.0

Total 689 100.0

Source: Primary data (2014)

Table 4.1 above reveals that 59.7 % of the respondents were male, while 40.3% were
female. This data reveal that there is good spread of gender in the universities and is they
are Equal Opportunity employer. According to the official government policy in Kenya it
requires that at least each gender in an organization should have a minimum of 30%
representation; therefore this is consistent with the new Constitution of Kenya (2010). It

shows the universities have adhered to this policy.
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4.3.3 Category of Staff

The questionnaire was administered to both academic and non-academic staff. The non-
academic staff comprised of senior and middle level staff. Approximately 57.6% of staff
were in non-academics and 48.4% are in academics. This shows how vast the area of
operation was covered. The output shows there is a good spread in the university which
implies the output can authoritatively be considered to have addressed both academic and

non-academic perspective. The results are presented in Table 4.2 below

Table 4.2 Category of Staff

Category Frequency Percent Cumulative Percent
Non-Academics 343 51.7 51.7

Academics 282 42.5 94.1

Both 39 5.8 100.0

Total 664 100.0

Source: Primary Data (2014)

Table 4.2 show that the bulk of staff in the universities are non-academic 51.7 per cent.
42.5 per cent of staff are in academics, while 5.9 per cent are in both academic and non-

academic.

4.3.4 Distribution of Respondents by Age
The cadres surveyed comprised of staff in different age groups. Age was considered
important for this would give indication of the age bracket of employees in the

universities. Table 4.3 below shows the distribution of the respondents by age.

Table 4.3 Distribution of Respondents by Age Group

Age Frequency | Percent Cumulative Percent
Below 20 years 2 3 3

20-29 years 51 7.3 7.6

30-39 years 280 40.1 47.7

40-49 years 254 36.4 84.1

Over 50 years 111 15.9 100.0

Total 698 100.0

Source: Primary Data (2014)
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Table 4.3 above reveals that more than15.9% of the respondents were over 50 years and
more than 40.1% of the respondents are between the ages of 30-39 years category. The
age group of 40-49 years represented 36.4%. 20-29 years comprised 7.3 % of the
respondents. Below 20 years comprised of only 0.3 percent of the respondents. This
reflects that majority of employees in the surveyed institutions are younger and active.
This is the age at which most people seek for advancement and growth opportunities in
their careers and are open to change in organizations. This is consisted with other
scholars results (Monari, 2013, Kidombo, 2007).

4.3.5 Length of Service of the Respondents

The respondent’s characteristics included the length of service in current position. The
study set out to examine the respondent’s length of service in their current position in the
public universities. The target respondents for this study were academic staff, senior and
middle level staff of the public universities. The distribution of respondent’s length of

service in the current position is presented in Table 4.4 below:

Table 4.4 Duration Worked in the University

Duration Frequency | Percent Cumulative Percent
Below 2 years 74 10.6 10.6

3-5 years 216 31.0 41.6

5-10 years 226 324 74.0

10-15 years 73 10.5 84.5

Over 15 years 108 15.5 100.0

Total 697 100.0

Source: Primary Data (2014)

The survey results in Table 4.4 above reveal approximately 58.5% (32.4+10.6+15.5) of
the respondents have been with the institution for over five years. The respondent’s
length of service can be associated with experience and knowledge acquired over time
which leads to superior organization performance. It was also a measure of the ability to
articulate issues and challenges in the organization. Employees who have worked for a
period of time in an organization are deemed to have internalized and have understood
the systems and processes in the institution. Length of service in an organization has

implication on job satisfaction and organization commitment. Employees who have been
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in the organization for long periods tend to be comfortable with the practices and
leadership of the organization. They have attachment and are loyal to the organization
with no intention to leave soon. This is an indicator of employee commitment and job
satisfaction (Rush, 2007)

4.3.6 Level of Education

The study also sought to establish the highest level of education attained by the
respondents as an indicator of their knowledge capability. The highest level of education
attained and prior experience have been recognized as critical success factors in carrying
out work in the institutions of higher learning. According to Hirsch et al., (1997), a
positive relationship exists between high education levels and organization performance.

The relevant data are presented in Table 4.5

Table 4.5 Highest Level of Education

Highest Level of Education Frequency | Percent Cumulative Percent
Diploma 87 12.6 12.6

Degree 234 33.9 46.5

Masters degree 286 41.5 88.0

Doctorate 83 12.0 100.0

Total 690 100.0

Source: Research Data (2014)

Table 4.5 reveals that the respondents had a relatively high level qualification with 33.9%
and 41.4% holding degrees and masters’ degree certificates respectively. This implies
that the respondents have the relevant knowledge in their areas of operation within the
institution. The level of education has been cited as a critical factor in helping institutions
to survive and manage in difficult and turbulent conditions and to improve performance.
It also reveals that the institutions are staffed by knowledgeable people. The results are
consistent with developing countries workforce. Workforce in developing countries tends

to be fairly educated despite the environment they operate in.
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4.3.7 Employment Status

Respondents were asked to indicate their employment status in the universities. They
were to indicate whether they were permanent, contract or other. Table 4.6 presents the

findings.

Table 4.6 Current Employment Status

Employment Status Frequency Percent Cumulative Percent
Contract 169 24.4 24.4

Permanent 525 75.6 100.0

Total 694 100.0

Source: Primary Data (2014)

Table 4.6 reveals that 75% of the respondents are employed on permanent terms; while
24.4% of staff members are on contractual terms. The findings reveal that most of the
staff in universities have long-term employment relationship which enhances employee
satisfaction and commitment. This relationship impacts significantly on organizational
performance. Further, due to the length of service and status, staffs in the universities are
deemed to be knowledgeable about their jobs, and they understand the systems and
procedures in their organizations hence perform better. This is typical public sector

practice, where it is perceived that once employed it’s until one retires.

4.3.8 Demographics Profile of Organization

The organization profile presents the characteristics of the universities who participated
in the study. The key factors of interest for the study were the age of the organization
measured in terms of the number of years the university has been in operation. The study
sought to find out the age; the size of the university measured by the number of students
enrolled in that university. The age of the organization can increase its efficiency in that
the organization can discover what it is good at and specialize. The age of the institution
was measured by the number of years it has been in operation. Table 4.7 below presents

the results on the age of the universities.
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Table 4.7 Number of Years the University has been in Existence

Years of Existence Freguency Percent Cumulative Percent
Less than 5 years 160 24.4 24.4

6-10 years 65 9.9 34.3

11-15 years 34 5.2 39.5

16-20 years 25 3.8 43.3

Over 20 years 372 56.7 100.0

Total 656 100.0

Source: Primary Data (2014)

The results in Table 4.7 show that nearly half 56.7% of the public universities have been
in existence for over 20 years and that 24.4% have been in operation for less than five
years. The results show that majority of the universities in Kenya are over 20 years and
well established. The number of years the institution has been existence shows that they
are well established and the systems are established for they have had time to grow and
address challenges. Further the policies, procedures and practices are well in place. Older
institutions had experience curve benefits which could enable them achieve competitive
advantage. Twenty four percent (24.4%) of the institutions survey are new. They were
recently chartered, this have an impact on their structures and leadership styles.

The question required respondents to indicate if they knew the number of students
enrolled in their university by ticking the appropriate approximate number. The research

findings are presented below in Table 4.8 and Table 4.9

Table 4.8 Response on Knowledge of Number of Students Enrolled in University

Frequency Percent Cumulative Percent
No 93 134 13.4
Yes 601 86.4 99.8
2 2 0.2 100.0
Total 696 100.0

Source: Primary Data (2014)

Table 4.8 above reveals that 86.4% of the respondents had knowledge of approximately
how many students are in their respective universities and only 13.4% did not know. The

general feeling is that the organization shares information with the employees. Others get
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the data from the universities website. This is a positive sign that there is access to

information in the universities especially at departmental levels.

Table 4.9 below shows the approximate numbers of student enrolled currently in the
public universities. 43% of universities have enrolled over 20,000 students, while 19.9%
of the public universities had less than 5,000 students. The older universities had more
students enrolled than the newly established universities. This disparity can be attributed
to the fact that some of the universities were constituent colleges of the older seven
universities namely: University of Nairobi, Kenyatta University, Jomo Kenyatta
University College of Agriculture and Technology, Egerton University, Moi University,
Maseno University and Masinde Muliro University. However these constituent colleges
have since been elevated to fully fledged universities and awarded Charter in 2013, as
such they are still growing. The “older” universities on the other hand are well known
and are well positioned in the marketplace hence more students are attracted to these
institutions. Further some of the universities are attracting more students due the variety

of programs and flexibility they offer to prospective customers.

Table 4.9 Number of Students in the University

Cumulative
Students Enrollment Frequency Percent Percent

Less than 5000 120 19.9 19.9
6000-10000 132 21.9 41.9
11001-15000 50 8.3 50.2
16000-20000 38 6.3 56.5

Over 20000 262 43.6 100.0

Total 602 100.0

Source: Primary Data (2014)

4.3.9 Reliability and Validity
The study sought to establish the reliability of each study variable. Cronbach’s Alpha
Coefficient was used to test reliability of the instrument. The pertinent results are

summarized in Table 4.10 below.
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Table 4.10 Cronbach’s Alpha Coefficient

Variable Measure No. of Cronbach’s Alpha
Items Coefficient (a)

Employee Decision Making 39 939

Empowerment Autonomy

Access to Information
Training and Development
Management Support

Institutional Strategy 59 .950
Factors Structure

Culture

Leadership Style
Job Related Job Satisfaction 19 .925
Attitude Organization Commitment
Organizational Research grants and Publications 9 919
Performance Revenue Growth

Customer Satisfaction
Employee Satisfaction
Adherence to Budget

Source: Primary Data (2014)

The results in Table 4.10 suggest that organizational performance had Cronbachs’ Alpha
coefficient of .919 while institutional factors had the highest of .950. Employee
empowerment scored .939 while Job-related attitudes scored .925. Different scholars
have used different Cronbach’s Alpha Coefficient factors cut-off points (Nunnally 1978;
Hair et al., 1998). The reliability results exceeded the 0.7 level of acceptability revealing
a very high degree of reliability. Since the reliability results exceeds 0.7 lower level of
acceptability (Sekaran, 1992; Hair et al, 1998), internal consistency reliability measures
used were considered high and to have adequately measured the study’s variables and
were therefore considered for further analysis. Validity was tested through carrying out a
pilot study. The instrument was then modified in the form of structure and results

incorporated in the final instrument.

4.4 Means and Standard Deviations for Measures of Employee Empowerment
Variables

The study explored the means and standard deviations of various variables considered in
the study which included independent variable of employee empowerment, moderating
variable of institutional factors mediating variable of job-related attitudes. The dependent

variable was organizational performance which had financial and non-financial measures.
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The study set out to establish the degree of Employee Empowerment amongst
universities in Kenya. The research adopted and modified Kanter (1983) and Spreitzer
(1995) scale of Structural and Psychological empowerment. Employee empowerment
was conceptualized using both Kanter (1977 and Spreitzer (1995) dimensions of;
decision making, autonomy, training and development, access to information and

management support.

The respondents had been asked to indicate the extent to which their institutions focused
on the defined dimensions of employee empowerment which include: involvement in
decision making, autonomy, training and development, access to information and
management support. Different sets of questions anchored on five point Likert-type scale
ranging from 1=Not at all to 5=To a great extent were used to measure the five sub-
constructs. The employee empowerment theory suggests that the constructs are of equal
importance and were therefore measured as a one dimension construct. The universities
aggregate score of employee empowerment was computed as the simple average of the
mean score of the five dimensions. Standard Deviation (SD) was computed. SD is a
measure of variations from the mean. A small SD implies that most of the sample means
will be near the centre (mean) and a good estimator of the population mean. On the other
hand a large SD illustrates that the given sample mean will be a poor estimator of the
population mean for the data points are spread out over a large rate of values (Harper,
2000).

4.4.1 Decision Making

Involvement in decision making was to measure the degree to which the employees
influence decisions in their respective departments and the university as whole. Decision
making was assessed by asking the respondents to indicate the extent to which their
institutions involved them in decision making statement. To measure decision making, a

set of six items were used. The pertinent results are presented in the table 4.10 below:
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Table 4.11 Means and Standard Deviations for Measures of Decision Making

Standard
Items N Mean Deviation

Em_ployees have influence over what happens in 684 3.09 1.060
their dept/work

Employees 5|g_n|f|ca_ntly participate in deciding 681 595 1.056
what happens in their dept/work

Employees are involved in strategic planning 685 2.82 1.171
Employees_ are consulted on planning and 693 581 1156
procedure issues

Employees opinion is sought before making
changes in the department

Manggement seeks staff opinion on major 692 5 58 1911
appointments

Aggregate 3.442

689 2.78 1.222

Source: Primary Data (2014)

The results in Table 4.11 reveal that mean score for the five statements used to measure
involvement in decision making was 3.442. The overall mean score of 3.442 (moderate
extent) shows that the universities have a general agreement and sufficient understanding
of their involvement in decision making in the university. At departmental level
employees are moderately involved. However moderate results could also imply that the
employees are not really sure whether their input is considered. This reveals that
employees have influence at departmental level to a certain extent, but university wise

their input might not be significant.

Employees’ involvement in decision making is expected to enable the right atmosphere
for employee empowerment, which is supposed to translate into superior performance. In
addition the results show that the organizations surveyed understand the importance of
involving the staff in the process of decision making. The staff are the ones involved in
implementing the decisions and most of the strategies which affect their respective
departments (mean score=3.442, SD=1.060). The item on management seeking staff
opinion in major appointments recorded the lowest mean score (mean=2.58, SD=1.211).
The results imply that the organizations surveyed are conscious and care for the
employees. On the other hand it could imply that employee opinion at higher levels is not

considered. Further, despite staff having influence on decision making at departmental
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level, employees feel they are not involved in overall university decision making and
planning. They feel they have little control in change of department or on appointments.

4.4.2 Autonomy

The respondents had been asked to indicate the extent to which their institutions give
them autonomy to carry out their work. Autonomy was measured using six items
anchored on a five point Likert type Scale ranging from 1=Not at all to 5=To a great
extent were used to measure the ix sub-constructs. The respondents were required to rate

the statements about autonomy. The pertinent results are presented in the Table 4.12

Table 4.12 Means and Standard Deviation for Measures of Autonomy

Standard
Items N Mean Deviation
Staff have opportunity on self-rated 687 5 95 1184
performance appraisal

Staff have significant authority determining
how to perform their work

Staff determl_ne the procedures to be used to 682 592 1,062
carry out their work

Staff can take independent action 687 2.80 1.082
The university incorporates employee 687 5 80 1,009
recommendations

Staff can arrange, plan and design their own 684 279 1078
job content

Total Aggregate 2.867

683 2.94 1.026

Source: Research Data (2014)

Table 4.12 findings reveal that mean score for the six statements used to measure
autonomy was 2.867. The aggregate mean score of 2.86 (to a small extent) shows that
employees have little autonomy and there is a lot of control. The highest mean (mean
=2.95, SD=1.184) was on self-appraisal. In terms of planning and decision making there
is no autonomy, but in terms of independence of work at departmental level there is
autonomy to some extent. Staff can also make independent decisions concerning their
individual work (mean=2.80, SD=1.082). The findings results reveal that employees can
only make independent decisions in certain areas and not others. The academic staff for

example, have autonomy in the classroom.
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4.4.3 Training and Development

The questions in this section were meant to find out the extent to which training and
development are provided to employees and whether the employees choose the programs
best suited to their interest. The respondents had been asked to indicate the extent to
which their institutions gave them opportunity to participate in training and development
programs. To measure training and development, a set of nine items were used. The

pertinent results are presented in the table 4.13

Table 4.13 Means and Standard Deviation for Measures of Training and

Development

Standard
Items N Mean Deviation
Staff training program is part of strategic plan 686 3.39 1.098
Staff training is an on-going activity 688 3.21 1.097

Employees are highly trained and can handle
diverse activities

Employee development is linked to both
individual and organizational needs

The organization has instituted career
development strategies

There are clear paths/opportunities for career
growth

Training and development enables staff to move
easily from one grade to another

Employees have a choice on the type of training
and development programs

Staff opinion is sought vyhen nominating people 692 5 45 1167
to be awarded scholarship

Total —Aggregate 3.0267

684 3.21 1.013

688 3.11 1.047

689 3.03 1.086

674 3.02 1.104

692 2.98 1.151

692 2.84 1.133

Source: Primary Data (2014)

The findings of Table 4.13 above reveal that participation in the training programs is
moderate in the first six items. In terms of training and development the respondents
seem to agree that it is part of the organization strategic plan. The training and
development plan extends through all levels in the university. There was a general feeling
that the training programs offered by the institutions are relevant (mean=3.027). This
attitude could probably be attributed to sponsorship given by the universities for further
studies and research. Further it could be attributed to the kind of training the staff receive
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in the university. Management development is linked to both individual and
organizational needs. Most of the staff joining the universities will have acquired the
relevant qualifications prior to joining the university. Meeting employee training needs is
one of the critical success factors of capacity building in the organization. Skilled
employees are motivated and enhance performance. From the standard deviation there is
variation in the responses where one group rating is higher and the other lower. This
could probably be explained by the fact some universities are have been established for
long a period while others were recently charted hence have not strengthened the staff
development programs. It is assumed that older universities have training and
development policies established over time, while the new institutions are still grappling
with putting structures in place and their training budget low. Overall results reveal that

the universities are concerned with staff training and development.

4.4.4 Access to Information

The respondents had been asked to indicate the extent of flow of information. To measure
access to information a set of nine items were used. The pertinent results are presented in
the table 4.14 below:

Table 4.14 Means and Standard Deviation Measures for Access to Information

Standard

Items N Mean Deviation
There are clear lines of communication 694 3.27 1.015
Information is easily available 694 3.16 1.036
(I:Elr;aprllglyees understand the top management's vision 686 311 1.098
Information is easily shared between departments 684 3.05 .988
Feedback is easily given to and from management 687 3.04 1.045
There is multiple, free and open communication 688 3.03 1.050
Introduces changes without involving employees 687 2.98 1.162
The organization withholds information from 687 278 1114
employees

Organization acts as if it does not trust employees 689 2.71 1.173
Total Aggregate 3.014

Source: Primary Data

Table 4.14 results reveal the aggregate mean score was 3.014. The overall mean score of
3.014 (moderate) shows that by and large the members feel that there is some flow of
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information in the organization although the responses are varied. Information feedback
process seems adequate with a mean=3.04, SD 1.045. This is expected to help them

make informed decisions in their work.

There is also some kind of trust relationship between the employees and management
(mean=2.71, SD=1.173). The employee-manager relationship is one of the primary
components to a strong organization structure and culture. Employees rely on their
managers for career development and guidance. When the sense of trust is strong
between an employee and manager it adds to efficiency and increase in productivity. This
is facilitated by dual flow of information between the manager and employee. Item on
feedback is easily given by management it had a mean=3.04, SD=1.045 which implies
some are sure they get feed while others are not. The response is varied evidence by
SD=1.045.

4.4.5 Management Support

Management support refers to utilization and sharing of resources within the
organization. Management support was assessed by asking the respondents to indicate the
extent there is management support. To measure management support a set of nine items

were used. The pertinent results are presented in the table 4.15 below.

Table 4.15 Means and Standard Deviation Measures for Management Support

Items N Mean | Standard Deviation

Management is happy when employees do their 691 | 3.35 1125
work well ' '
There is emphasize on empowerment and growth | 687 | 2.92 1.050
Organization helps when staff have a problem 683 | 2.91 1.022
The organization really cares about staff well being | 686 | 2.89 1.019
The university supports staff initiatives and 691 | 2.88 1047

projects

Staff can easily talk to management 693 | 2.86 1.058
Resources are distributed equitably 690 | 2.79 1.100
Employees are rewarded for work well done 690 | 2.74 1.138

The organllzatlon shows I|ttle_concern on 685 | 2.69 1.096
employees' work and well being
Aggregate 2.892

Source: Primary Data (2014)
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Table 4.15 above results reveal that mean score used to measure management support
was 2.892. The overall mean score of 2.89 shows that the general feeling is that there is
some element of management support. The score on the ‘element that management
acknowledges when work is done well’, had the highest mean =3.35, SD=1.125 while
item on ‘employees are not rewarded for the same’ had mean=2.74, SD=1.138.
Management support in an organization is essential for lack of it leads to poor
management practices and negative working conditions which affect performance.
Studies (Armstrong et. al., 2006; Laschinger et al., 1997) reveal that quality of service is
directly affected by the degree of support given to staff by management. Employees who
perceive they have management support are more satisfied and committed to the
organization. Management support is concerned with rendering support for the

accomplishment of tasks or for innovative and risk-taking activities without delay.

Given the unidimensionality of the five components of employee empowerment, the
scores were computed using simple aggregate of the scores from the five responses.

Table 4.15 below presents a summary of employee employment as revealed by the study.

Table 4.16 Summary of Means of Employee Empowerment

Item Mean Score
16.1 Decision Making 3.442
16.2 Training and Development 3.026
16.3 Access to Information 3.014
16.4 Management support 2.892
16.5 Autonomy 2.867
Aggregate 3.048

The results in Table 4.16 show that the overall mean score of employee empowerment is
3.048. Decision making had the highest mean score of 3.442 followed by training and
development which had 3.026. The lowest overall mean score recorded was autonomy
with a mean score of 2.867. The results are consisted with the previous studies which had
concluded that employee empowerment is an effective tool for measuring performance
(Menon, 2001)
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4.4.6 Means and Standard Deviations for Measures of Institutional Factors
Institutional factors have been theorized in literature to be potentially important
determinants of performance in an organization. Institutional factors are the process by
which structures, schema, rules, norms, and routines become established as guidelines for
social behavior (Scott, 2004). They are processes which influence how people react to
situations and are influenced by the environment they operate in. For organizations to
survive they must confirm to the rules and belief systems prevailing in the environment
(DiMaggio and Powell, 1983; Meyer and Rowan, 1977), because institutional
isomorphism, both structural and procedural, will earn the organization legitimacy.
Institutional factors as relates to this study comprised of strategy, structure, and
organization culture and leadership styles. These are key attributes that were theorized as
moderating the influence of employee empowerment on organizational performance.

These variables were measured using 59 items across the four moderating variables
namely: strategy, structure, culture and leadership types (transactional and
transformational). A five point Likert type Scale was used to measure the variables where
1=Not at all and 5= To a great extent. The objective was to measure the extent to which
institutional factors hinder or enhance employee empowerment in institutions of higher
learning. The selection of the measurement items was informed by both theoretical
considerations found in the literature. The items on the scale were worded positively
while others were reversed to minimize tendency by respondents to absentmindedly just
tick the points.

4.4.7 Organization Strategy

Johnson and Scholes (2006) defined strategy as the direction and scope of an
organization over a long term; which achieves advantage for the organization within a
challenging environment. A strategy has been defined to include both goals and means
of achieving them; it is a conscious and purposeful plan to move from one point to
another in achievement of organizational goals. Porter (1996) contends that strategy is the
creation of a unique and valuable position involving a different set of activities. Strategy
addresses where the organization is heading to in the long-term and what resources will
be required to take the institutions there. Strategy is pervasive at all levels of the
organization and the universities have to involve their employees in the strategy
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formulation and implementation process to reap the full benefits. Strategy is to do with
the matching of the activities of an organization to the environment in which it operates.

The study sought to find out if employees in the universities were engaged in the process
of strategic planning and whether there was clear direction and shared vision in the
universities. The results for measurement of strategy are shown below in Table 4.17

Table 4.17 Means and Standard Deviation Measures for Organization Strategy

Standard
Items N Mean Deviation

There is clear direction and vision 690 3.51 1.079
Innovation and creativity is highly encouraged 686 3.39 1.130
The university is consistent in its strategic choices 687 3.35 1.040
Our organization is cost conscious 685 3.34 1.112
The university adheres to the strategic plan 685 3.30 1.053
There is a shared vision in the university 687 3.27 1.094
The university adopts new technologies 686 3.26 1.074
Our university is sensitive to the changing environment | 683 3.20 1.091
Our organization identifies and exploits new 684 319 1.092
opportunities

We always observe changes in the environment 684 3.15 1.287
Aggregate 3.662

Source: Primary Data (2014)

From Table 4.17 results strategy had an aggregate mean score of 3.662. The overall mean
score of 3.662 (moderate) reveals that the organization is sensitive to the environment
they operate in. There is a clear vision and direction which had a mean= 3.51, SD=1.079.
Innovation and creativity is highly encouraged in the public universities in Kenya. This is
evidenced by a mean=3.39, SD=1.130. This reveals that since the institutions operate in
turbulent environment, meeting the requirements of markets demands is critical if the
organization is to survive. Strategic decisions often have major resources implication for
an organization. Employees need to be involved in the strategic thinking of the
organization. For strategy to be successful employees must own it for they will be
involved implementing the strategy. As such it is important to involve the staff right from
strategy formulation stage then to implementation and evaluation. Strategic decisions are
concerned with the scope of the organizations’ activities which affect the employees. As
the public universities identifies and exploits new opportunities they must carry their staff
along.
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4.4.8 Organization Structure

Structure is hierarchical arrangements of the lines of authority; for they determine the
roles and flow of information through the different levels in the organization. Structures
in an organization can hinder or enhance success. The design and framework of structure
define the pattern of the organization. The organizations decision making processes are
affected by how fast they can be made. The design can be formal or informal. The study
adopted a mixed approach in definition of structure.

This study sought to determine the universities organization structure based on the
framework of either being centralized or decentralized. The respondents were asked to
state to what extent their universities are centralized or decentralized. The questions on
structure were meant to check whether the universities had a centralized structure
(authority and decision making concentrated at the top), or was decentralized (degree of
autonomy). Respondents were asked to indicate their perception of organization structure
using a five point Likert type scale. The findings from the questionnaire responses are
summarized in Table 4.18 below

Table 4.18 Means and Standard Deviation Measures for Organization Structure

Standard
Items N Mean Deviation
Power is centralized at the top 687 4.05 | 2.958
Decisions are made at the top 677 4.01|1.019
Organization rules and procedures are carefully defined 681 3.63 | .986

C_ommumcatlon and control proceeds through 685 362 | 986
hierarchical routes

Jobs are standardized and formalized 687 3.511.118
Workers in the organization are granted discretion 675 3.30 | 1.009
Thgre is emphasize on completion of tasks than 672 393 | 1.053
achievement of goals

Teamwork is encouraged 689 3.20 | 1.158
Leaders are considered as mentors and coaches 680 3.04 1131
There is low differentiation of tasks 673 3.04 | 1.056
Organization's structure is quite simple 684 2.751.385
Employees are involved in decision making 678 2.66 | 1.073
Organization is highly decentralized 685 242 | 1.161
Power and decision making are decentralized 686 238 1.131
Organization's structure is informal 680 2.23 | 1.127
Aggregated 3.138

Source: Primary Data (2014)
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The results in Table 4.18 above results reveal that mean score used to measure structure
was 3.138. The overall mean score of 3.138 (moderate) shows that the general feeling is
that the organization structure is moderately centralized. The organizations’ ability to
make decisions faster without a lot of bureaucracy enhances the delivery of service. The
findings also revealed that power is concentrated at the top (mean=4.05, SD=2.998).
This could be interpreted that most strategic decisions affecting the organization are made
by top management. The SD of 2.998 indicates as much as the respondents felt that
power is concentrated at top some respondents were of divergent view. There was no
close agreement and some were indifferent. Further the respondents felt that the
organization structure is not simple, this was indicated by a mean=2.75. Decentralization
of power was mostly in the department/units with mean=2.38, SD=1.161. Similarly,
respondents least ranked the item on organization structure being informal (mean=2.27,
SD=1.127). A Standard Deviation of greater than 1 shows the respondents views were

varied.

4.4.9 Organization Culture

Organization culture is the shared values, beliefs and norms that impact on the behavior
of employees. Respondents were asked to indicate their perception of organization
culture. Culture was viewed from the level of participation and non-participation culture.
In non-participative culture the survey questionnaire sought to establish the extent to
which organizations jobs are perceived as highly standardized and formalized, with
clearly defined rules, procedures and work process that must be followed; where
hierarchy and order is emphasized; heads perceive themselves as powerful and make all
the decisions; and emphasize on cost control. Efficiency and stability were the long term
goals and management focus on following procedures laid down. Pertinent results are
depicted in Table 19a
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Table 4.19 (a) Means and Standard Deviation for Measures of Non-Participative

Organization Culture

Standard
Items N Mean Deviation
All decisions are made by the top management 674 | 3.73 1.067
Hierarchy is emphasized in our organization 674 | 3.62 1.059
Jobs are highly standardized and rules and 689 | 3.57 1.050
procedures have to be followed
My organization put a lot of emphasize on cost 682 | 3.55 1035
control
Heads like seeing themselves as powerful 685 | 3.48 1.257
There is close supervision 693 | 3.32 1.017
The organization culture is less supportive 681  3.23 1.183
Tasks are not delegated 685 | 2.94 1.196
Aggregate 2.983

Source: Primary Data (2014)

The findings in Table 4.19(a) reveal that the culture in these institutions is moderately
non-participative with mean=3.73, SD=1.067. However the opinions were varied as
indicated by SD of 1.067. Most of the decisions are made by top management
(mean=3.73). Function of delegation is low (mean=2.94, SD=) which to a small extent
tasks are not delegated. Item on heads like seeing themselves powerful had mean=3.48,
SD=1.257. Opinion was also varied with some neither here nor there. The results in Table
4.19(a) reveal that the structures in some of the organizations surveyed are highly
centralized hence any suggestions or ideas have to pass through the formal hierarchical
channels. This implies there can be some delay in decision making and it is not

participative.

Participative culture sought to determine the extent to which organizations were
perceived to provide open, safe, friendly and involving working environment; where
teamwork is emphasized, creativity, innovation and where heads were mentors and
coaches. Management focus here is participation and consensus is encouraged and the
long term emphasize is employee empowerment. Results for participative culture are
indicated in Table 4.19(b) below.
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Table 4.19 (b) Means and Standard Deviation Measures for Participative

Organization Culture

Standard
Items N Mean Deviation

Orggn'lzat'lon puts emphasis on teamwork and 686 | 3.18 1382
participation

Creativity and innovation is encouraged 688 | 3.17 1.307
Ethical practices and good corporate citizenship is 688 | 3.15 1076
emphasized

Loyalty in our organization is strong 682 | 2.97 1.104
Wor'k'env'lronment is friendly and motivates 688 | 2.95 1036
participation

Focuses on internal integration and unity, and value
stability, order and control

Employees have impact in their work units through
involvement in strategic plans and governance

689 | 2.92 1.016

689 | 2.90 1.067

The leaders are mentors and coaches 687 |2.88 1.078
There is equity and fairness 680 | 2.77 1.104
Aggregate 2.988

Source: Primary Data (2014)

Table 4.19(b) findings show that there is emphasize on working in teams with a mean of
3.18, SD=1.382. Team work is an indicator that the organizations surveyed encourage
employee involvement and participation. Level of participation is also an indicator that
employees can articulate issues without intimidation. This implies that the universities
utilize team synergy for achievement of results. The statement ‘loyalty in organization is
strong, scored mean=2.97, SD=1.104, while ‘work environment is friendly, scored
mean=2.95, SD1.016. The perceptions of respondents on the two items were varied work
environment is conducive to a small extend. This implies working in these institutions is

encouraging and there is understanding and cooperation among the staff.

4.4.10 Leadership Styles

Leadership is about inspiring or influencing others. Effective leadership enables the
organization to achieve its objectives. Employees want to feel the organization cares by
allowing them greater participation and engaging them (Yukl, 2006). Leadership
enhances greater participation and influences both individual and the organization.
Leadership was measured using 17 (modified) items based on two leadership styles
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previously used by Yukl (2006), Lock and Crawford (2004). Leadership which was part
of the moderating variable had 17 items, which formed a continuum that ranges from
Transactional to transformational leadership. From the literature review the leadership
styles adopted in any organization cannot be exclusively transaction or transformational.
The practices can only be said to lean more towards either transactional or
transformational leadership style.

Transactional leadership consisted of seven items while transformational leadership had
ten items. Cronbach’s Alpha for Transactional leadership was .792 while
transformational leadership had .918. This implies high consistency among the measures.
In measuring the organization leadership variable a five point continuum Likert type
scale was used, where 1=Not at all and 5=to a very great extent. The mid-point for the
scale was 3.

4.4.10.1Transactional Leadership
Transactional leadership centers on the role of supervision and organization performance;

and reward and punishment are contingent upon the performance of followers. It pursues
a cost benefit economic exchange to meet workers needs in exchange of services. The
leader promotes compliance of their followers on established routines and procedures and
more concerned to following existing cultures and structures in the organization. Item 25
asked respondents to indicate extent to which transactional leadership style is practiced in

the organization. Below are the findings in Table 4.20

Table 4.20 Means and Standard Deviation Measures for Transactional Leadership

Standard
Items N Mean | Deviation
We work by rules and policies of the organization 689 | 3.44 1.024
Each employees role is clear 691 |3.23 1.055
Tasks are fully clarified 690 | 3.14 .960
My Iea_der negotiates and allocates resources 693 | 3.05 1071
accordingly
Supervisors suggest to employee how to execute tasks | 690 | 3.03 .982
We get regular feedback about our work 692 |2.79 1.051
Our plans are short-term 685 | 2.64 1.062
Aggregate 3.045

Source: Primary Data (2014)
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The results in Table 4.20 reveal an aggregate mean of 3.045 was obtained in transactional
leadership. This shows that majority of managers in the organizations surveyed practice
transactional leadership. This is where employees have to strictly adhere to the rules and
procedures and follow existing organization structures in exchange they are rewarded for
their efforts. The universities have clear policies and procedures on how to carry out
various activities in the organization. Item on ‘working by rules and procedures’ scored
mean=3.14, SD=.960. This implies respondents have a general agreement that tasks are
clarified and they work by rules and policies. The item on, supervisors spend time with
the employees guiding them, scored (mean=3.03, SD=.982), and on whether the leader
negotiates and allocates resources accordingly scored mean=3.05, SD=1.071. ‘Plans are
short-term’ had the lowest mean of 2.64, SD=1.062.

4.4.10.2 Transformational Leadership

Transformational leadership centers on people oriented style where it emphasizes team-
work, participation and collaboration with employees at different levels of the
organizations. Transformational leaders engage with their employees in order to buy in.
They inspire and motivate their followers. Respondents were asked to indicate extent to
which transformational leadership style is practiced in the organization. The findings are

presented in Table 4.21

Table 4.21 Means and Standard Deviation Measures for Transformational
Leadership

Standard
Items N Mean Deviation
Organization encourages teamwork 688 3.28 1.107
Creativity and innovation is encouraged 694 3.19 1.121
My immediate supervisor has clear vision and mission 694 3.18 1.079
Our leader is a mentor, coach and goal oriented 693 3.11 1.138
My leader has a strong influence and a sense of mission 694 3.02 1.092
Delegation of jobs is done regularly 696 3.02 993
Staff present ideas and can question issues affecting them 692 288 1.063
The university uses frequent feedback to modify behavior 693 288 1.006
Management style is inspirational 692 2.87 1.135
Our leader considers individuals interest 697 2.67 1.125
Aggregate 3.344

Source: Primary Data (2014)
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Table 4.21 results reveal that an aggregate mean of 3.344 was obtained. There is a
general agreement among the respondents that there is an element of transformational
leadership. This is indicated by item on ‘encouragement to work in teams’ (mean=3.28,
SD=1.107), and ‘creativity and innovation’ with a (mean=3.19, SD=1.121). Item on
‘delegation of jobs is done regularly scored (mean=3.02, SD=.993). This implies that
there is a general agreement that actually the leaders do delegate tasks in the universities.
Leaders that practice transformational leadership style tend to be people oriented. They
set goals and encourage participation to achieve organizational objectives and high
performance; at the same time providing opportunities for growth and development
which leads to employee motivation.

The overall results of leadership imply that most respondents felt that the organizational
leadership was slightly oriented towards transformational than transactional,
mean=3.344, mean= 3.045 respectively; at the same time some of the respondents were
not really sure where they can place their organization leadership style hence moderate

results.

4.4.11 Summary of Means for Institutional Factors

Below are mean scores for institutional factors, Table 4.22

Table 4.22 Summary of the Means of Institutional Factors

Question | Item Mean Score

Number

22 Strategy 3.662

23 Structure 3.138

24 Culture (2.983+2.988) 2.985

25 Leadership-Transactional 3.045

26 Leadership-Transformational 3.344
Aggregate 3.234
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4.4.12 Job-Related Attitudes

Job-Related Attitudes (JRA) centers on employees feelings about their jobs. Attitudes are
important component of human resource because they affect employee behavior.
Theoretical understanding and empirical findings suggest that job-related attitudes are
evaluative tendencies towards aspects of work that are based on feelings. They are
cognitive and affective aspects. Job-related attitudes were measured by two factors

namely job satisfaction and organizational commitment.

Job-related attitudes were measured using 19 items developed from job satisfaction and
organization commitment. A five point Likert type scale was used to measure the
variables: 1 representing =Not at all and 5=To a great extent. The objective was to
measure employee attitude towards their work. Of the nineteen items, nine were for job
satisfaction and ten for organization commitment. Job Satisfaction had Cronbach’s Alpha
of .874, while organizational commitment .881.To confirm pattern of scores a ranking of

the mean score was done.

4.4.13 Job Satisfaction

Job Satisfaction was assessed using nine items covering different aspects of the job. The
respondents were asked to rate their satisfaction at work. The questions were designed to
measure employee satisfaction with their jobs. Satisfaction was measured on a five point
Likert type scale. High scores were associated with high satisfaction and vice versa. The

results of the findings are in Table 4.23

The results of Table 4.23 show the aggregate mean of 2.976 was obtained for nine items.
This means that the respondents are neither satisfied nor dissatisfied with their work. The
item on “jobs having great impact on the success of the university”” had the highest mean
score of 3.30 and SD =1.028. A mean of 3.30 means there is a general agreement that
actually their jobs contribute to enhanced performance of the university. This result is
confirmed by employees perceiving that their jobs to be highly meaningful which had a
mean=3.23, SD=.985.
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Table 4.23 Means and Standard Deviation Measures for Job Satisfaction

Items N Mean Standard Deviation
Jops haye great impact on the success of the 692 330 1,028

university

Emplpyees perceive their job to be highly 690 393 985

meaningful

Very few accidents occur 692 3.14 1.034
Employe_es job gives staff a sense of 692 302 939
accomplishment

Relatlo_nshlp between employees and 689 296 981
supervisors is great

Opportunity for advancement is very good 692 2.93 1.072

Methods used to resolve conflicts are adequate | 690 2.88 .995
Level of motivation is high 694 2.72 1.082
Grievances are minimal 691 2.67 .990
Aggregate 2.98

Source: Primary Data (2014)

On the relationship between employees and supervisor the mean= 2.96, SD=.98 which
implies that the respondents were satisfied with the relationship between them and the
supervisors to a small extent. On the item of “methods used to solve conflicts” there was
a general agreement the methods the universities employ to solve conflicts is adequate
(mean=2.88, SD=.995). Levels of motivation scored mean=2.72, SD=1.082, the
respondents perception was varied although there some level of motivation to a small
extent. The item on “the grievances being minimal” there was a general agreement
among the respondents with a mean=2.67, and SD=.990, this had the least score. This
implies that the respondents’ ‘believe the grievances are not handled well’ or they are not

given an ‘ear’ by the management when they raise a concern.

The respondents were asked to rate on their satisfaction on opportunities for
advancement, the mean=2.93, SD=1.072. This implies the feelings were to a less extent
although some were extreme. The results show that some respondents were not really
sure whether they are satisfied with their jobs. Some respondents perceived that job
satisfaction in the university is low. The results imply that as much as some staff

members are satisfied with their jobs, there are some elements within the university who
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are completely dissatisfied with their jobs. As such a further survey could be carried out
to ascertain the exact cause of dissatisfaction in public universities.

4.4.14 Organizational Commitment

Organization commitment centers on the individuals attachment to the organization and
intentions to leave or stay. This concept has attracted considerable interest in an attempt
to understand why an employee chooses to remain in an organization and be loyal or vice
versa. In todays’ organizations commitment is one of the key factors to sustained
productivity, improved performance low turnover, absenteeism. Thus creating a
committed workforce is a priority of any organization. The questionnaire on organization
commitment had ten items which were measured on Likert type scale. One (1)
represented “Not at all” while 5=To a great extent. High scores (>2.5) were construed to
have high commitment and low scores of (<2.5) were associated with low commitment.
Respondents were asked to state their feelings whether they like working in their

organizations. The pertinent results and ranking of the items is shown in the Table 4.24.

Table 4.24 Means and Standard Deviation Measures for Organizational

Commitment

Standard
Item N Mean Deviation
Staff like working for this organization 694 3.18 976
Employees look forward to coming to work 694 3.09 975
Staff have strong desire to stay and maintain membership 693 303 997
Absenteeism rate is very low 693 3.02 1.090
Employees have close cooperation with their managers 687 2.93 972
Staff have individual attachment to this organization 686 2.93 .985
Employees perceive current and future opportunities as 689 291 1.002
adequate
Employees stay overtime to finish their work 693 2.88 1.112
Organization make commitment to employees 685 2.87 1.024
Labor turnover is low 685 2.76 1.032
Aggregate 2.96

Source: Primary Data (2014)

Table 4.24 findings reveal that the scores are close and the aggregate mean of 2.96 was
obtained. Respondents were asked to about “whether they like working in their
organizations”. The results obtained had a mean=3.18, SD=.976. This implies there is
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general agreement among organizations surveyed that staff liked working in their
organizations. This is indicator that staff had no intention of leaving soon; they have a
sense of belongingness to the university. This is evidenced by the length of service staff
have been working in the institutions; those over 20 years’ service was 15.5% and those
more between 5-10 years was 32%. However moderate results could also be interpreted
to mean the staff are not sure whether to stay or not but for the time being they are
comfortable. These results can be further confirmed by item on labour turnover with
mean=2.76, SD=1.032. On the item of “whether the employees have desire to stay and
maintain membership”, the response obtained (mean=3.03, SD=.997) which is moderate
results. On whether “perceive current and future opportunities” the response obtained
mean=2.91, SD=1.002. When there is lack of commitment there can be high labour
turnover which is costly for the organization. The respondents indicated that they prefer

their current institutions.

4.4.15 Summary of Means Job-Related Attitudes
Below is the summary score for job related attitudes

Table 4.25 Summary of Means of Job-Related Attitudes

Q. No. Item Mean

27 Job Satisfaction 2.98

29 Organization Commitment 2.96
Aggregate 2.97

Source: Primary Data (2014)

4.4.16 Organizational Performance
To survive in a highly competitive environment, organizations must constantly check
their financial and non-financial health. Positive financial viability ensures that an

organization continues to perform well both in short and long term.

Respondents were asked to state their feelings on non-financial performance and
adherence to budget of their universities. This was measured on Likert type scale where

1=Not at all, and 5=To a great extent. The non-financial measures consisted of ten items
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to measure the respondents’ perception of the organizations’ performance. The
Cronbach’s Alpha Coefficient of the scale was .919. The means and standard deviation

for each item is presented in Table 4.26.

Table 4.26 Means and Standard Deviation Measures for Non-Financial

Performance

Standard
Items N Mean Deviation
University has attracted qualified and capable employees | 677 3.83 1.000
Employees in the university are satisfied with their work 682 3.81 .989
Employee satisfaction index has improved over the last 3 | 663 3.63 1.181
years
There are minimum customer complaints in our university | 677 3.62 1.102
University monitors financial performance on regular 674 3.61 1.067
basis
University adheres to the set down budget for the year 662 3.59 1.135
Customer satisfaction index in the university has 680 3.58 .980
improved in the last 3 years
Utilization of funds is within the allocated budget 662 3.57 1.084
The university encourage staff to publish 682 3.56 1.139
Research grants won have increased in the last three years | 658 3.55 1.183
Adggregate 3.63

Source: Primary Data (2014)

Table 4.26 above shows that a mean score of 3.63 was obtained. This indicates that most of
the respondents feel that their services are superior compared to those of competitors. Item
which sought to find out if the universities attract qualified staff had the highest
mean=3.83, SD=1. This implies that there is a general agreement that the workforce in the
university is qualified and as such is capable of performing their work to achieve

organizational goals.

The results show that the overall mean score for the non-financial organizational
performance measure was 3.62. Increase in revenue and monitoring financial performance
mean score was 3.65, SD= 1.654. This implies that the universities focus on the changing
needs of their employees and environment. Research grants won had the lowest mean score

of 3.55. This may be attributed to fact that most of the universities are newly chartered and
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have not strengthened their research units to attract funding and could be due to lack of

facilitation as such the academic staff could be concentrating more on lecturing rather than

4.5 Correlation Analysis of All the Variables

Correlation analysis using Pearson’s Product Moment (PPM) technique was used to

establish the relationship between the main variables of the study. Correlation analysis is a

measure of linear association between two variables. The test was done to identify the

strength and direction of the associations among the variables of the study. The variables in

the study were employee empowerment, institutional factors, job-related attitudes and

organizational performance. Values of correlation coefficient range from -1 and +1. A

correlation coefficient of +1 indicates that two variables are perfectly and positively related

in a linear sense. While -1 indicates that two variables are perfectly related but in a negative

linear sense. Hair et al (2006) recommended that correlation coefficient (r) ranging from .81

and 1.0 are very strong; from .61 to .80 are strong; from .41 to .60 moderate; from .21 to .40

weak; and from .00 and .20 indicates no relationship. Table 4.27 summarizes the results.

Table 4.27 Correlations Matrix

Employee Institutional |Job related |Organizational
Empowerment |[Factors Attitudes Performance
Employee Pearson Correlation |1
Empowerment Sig. (2-tailed)
N 520
Institutional Factors ~ Pearson Correlation |.729" 1
Sig. (2-tailed) .000
N 402 503
Job- related Attitudes Pearson Correlation |.638™ 7797 1
Sig. (2-tailed) .000 .000
N 479 468 626
Organizational Pearson Correlation |.535™ 488" 3777 1
Performance Sig. (2-tailed) .000 .000 .000
N 477 469 567 620

**_Correlation is significant at the 0.01 level (2-tailed).

*Correlation is significant at the 0.05 level (2-tailed)

Source: Primary Data (2014)
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The correlation analysis with the main variables indicated positive and significant
coefficients between the variables. The pertinent results from Table 4.27 reveal that there is
significant relationship between employee empowerment and performance (r=.535, p-
value<.001). The Strength and direction of relationship is moderate; while employee
empowerment and job-related attitudes relationship (r=.638, p-value<.001) is also strong.
Employee empowerment with institutional factors the relationship is strong and significant
at (r=.729, p-value <.001). Job-related attitudes with performance (r=.377, p-value<.001).
Institutional factors and performance (r=.488, p-value<.001). These results were all positive
and statistically significant; hence supporting the fact that employee empowerment has a
positive influence on organizational performance. The correlation findings are consistent
with other reported findings in previous research by Fox (1998), Kanooni (2005), and Saif
& Saleh, (2013) among others.

Using the rule of the thumb as cited by Garson (2008), none of the independent variables
had a correlation of more than >0.8, which suggested that there was no multicolinearity.
Garson (2008) observed that inter-correlation among the variables of >.80 signals a
possible problem of multicolinearity, while Tabachnick and Fidell (2007) posited that a
correlation of >.90 showed that the variables would be measuring the same effect.

The variables of the study were further subjected to a second multicolinearity testing
using Variance Inflation Factor (VIF) and Tolerance tests in the regression analysis. The
variables had Variable Inflation Factors (VIF) ranging from 1.10 to 2.062 which is within
the criteria set by Meyers (1990), who suggest that VIF should be less than 10. The
tolerance value was between 0.367 and 0.710 which was within Menard’s (1995) criteria,
which suggested that tolerance value of less than 0.1 can infer multicollinearity.
According to O’Brien (2007) a tolerance value of less than 0.20 or 0.1 indicates serious
collinearity problems. Myers (1990) suggests that a Variable Inflation Factor (VIF) value
greater than 10 is a sign of collineartiy and a cause for concern.

Tests for normality were done using histograms and scatter diagrams. The results are
presented in Appendix 6 to 9. The overall results show that there is no multicolinearity

and therefore, the data was fit for analysis.
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4.6 Test of Hypotheses

The aim of this section is to test the hypotheses of the study and discuss the findings. The
hypotheses describe the relationship and linkages of the various variables as
conceptualized and illustrated in the conceptual model of the study. The study had four
objectives and four corresponding hypotheses. The testing of hypotheses involved the
effect of employee empowerment (predictor variable) on organization performance which
was the dependent variable, effect of job-related attitudes on the influence of employee
empowerment and performance, moderating effect of institutional factors on the
influence of employee empowerment on performance and the combined effect of
employee empowerment, institutional factors, job-related attitudes on performance of

Public Universities in Kenya.

These relationships between employee empowerment, job-related attitudes, institutional
factors and organizational performance were tested using inferential statistics namely:
simple linear regression analyses, multiple regressions, and stepwise regression analysis
were performed to examine the effect of the predictor variable on organization
performance (criterion/dependent variable). Regression analysis was done to establish the
statistical significance of the respective hypotheses. The analysis was done in stages
starting with the main variables to ascertain their independent effect on performance. In
the subsequent models different combinations were tested for the interaction effect and
joint effect. Stepwise regression was used to test mediating variable namely job-related
attitudes in the relationship between employee empowerment and organizational
performance, and the moderating effect of institutional factors on the relationship
between employee empowerment and performance. Regression analysis reveals the

contribution of the independent variable to the variations of the dependent variable.

The variables were measured using Interval Likert-type scale ranging from one (1) =not
at all and five (5) =to a very great extent and 3 being the mid-point and an aggregate
mean score for each variable was computed. All hypotheses were tested at 95%, 99%
confidence level (¢=0.05, .001). In addition, all the regression models are subjected to
multicollinearity test by assessing the Variance Inflation Factor (VIF) for each

independent variable. The VIF and the tolerance values were produced through statistical
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computer Package for Social Studies (SPSS version 17.0). The results indicated that all
the independent variables in the study had high tolerance levels and were hence free from

multicollinearity problem as such this allowed use of variables to test for hypothesis.

4.6.1 Influence of Employee Empowerment on Performance of Public Universities in
Kenya

The first objective of the study was to establish the influence of employee empowerment
on organizational performance. The literature and empirical evidence had suggested that
employee empowerment would be associated with organizational performance.
Employee empowerment under study had five dimensions namely: involvement in
decision making, autonomy, training and development, access to information and
management support. Organizational performance was composed of non-financial and

financial performance (revenue growth).

Data used to test hypothesis one for non-financial performance was collected using 38
items measuring employee empowerment and 10 items measuring non-financial
performance. The respondents rated the extent which itemized employee empowerment
programs were used in their organization, on a scale of 1="not at all to’ 5="to very great
extent’ on Likert- type scale. Equally the items measuring non-financial performance
consisted of statements that measured the extent to which they applied to the institutions,

on a scale of 1="not at all’ and 5=to a very great extent’.

To satisfy objective one, the following hypothesis was tested using simple linear

regression model.

Objective one: Employee empowerment influences performance in Public Universities in

Kenya; gave rise to hypothesis one which predicted as follows:

Hypothesis 1: Employee empowerment influences performance of Public Universities in

Kenya

Hypothesis One (H1) focused on establishing the influence of employee empowerment

on performance of public universities in Kenya. Test of hypothesis one was done using
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employee empowerment as independent variable and non-financial indicators of
performance as dependent variable and secondly, using financial performance, measured
by revenue growth. Composite index for four indicators of non-financial performance
was the criterion variable while composite index for the five indicators of employee
empowerment constituted the measure for the independent variable. A composite index
for employee empowerment was computed as the sum of responses divided by the total
number of indicators/measurement items. Simple linear regression analysis was used to

test the hypothesis. The regression results are presented in Table 4.28.

Table 4.28 Regression Results of Influence of Employee Empowerment on Non-

Financial Performance

Model R R Square Adjusted R Square Std. Error of the Estimate
1 535 .286 285 15767
ANOVA
Sum of
Model Squares Df Mean Square F Sig.
1 Regression 4.732 1 4.732(190.353 .000
Residual 11.809 475 .025
Total 16.541 476
Regression Coefficients
Standardized
Unstandardized Coefficients | Coefficients
Model B Std. Error Beta T P Value
1 (Constant) 224 .037 6.003 .000
employee .858 .062 535| 13.797 .000
empowerme
nt
Predictors: (Constant), Employee Empowerment
Dependent Variable: Non-Financial Performance

Source: Primary Data (2014)
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Table 4.28 shows a regression analysis that was performed in order to establish variation
of the relationship between employee empowerment and non-financial performance. The
regression results show that 28.6% of the variance in non-financial performance is
explained by employee empowerment (R?=.286, p-value<0.05) which is statistically
significant. However the regression did not explain 71.4% of the variation in performance
which was not captured in the model.

F ratio was significant (F=190.353, p-value<0.01). This implies that the regression of
employee empowerment on non-financial performance is statically significant at p<0.0.1
level of significance. This shows that the relationship between the two variables is strong,
positive and statistically significant. Equally, B coefficient indicates that employee
empowerment contributes substantially to the change in the non-financial performance
(B=.858, t=13.797, p-value<0.05). Specifically, for one unit change in employee
empowerment there is a corresponding 0.858 variation in non-financial performance. The
change is statistically significant. From these results, the hypothesized influence of

employee empowerment on non-financial performance is confirmed.

The results above show that employee empowerment explains variations of the
relationship between employee empowerment and non-financial performance. The
findings are consistent with the findings by Wilkinson (1998) which showed that
empowering employees brings a lot of benefit to the organization. Further, findings by
Wilkinson (1998) urged organizations to move away from hierarchical authority and
limited employee discretion to where there was great employee trust and empowerment
which lead enhanced performance. Further, study by Chen (2011) concur that there is
significant relationship between employee empowerment and performance. They
proposed that when employees feel empowered with autonomy, and opportunities to
influence decisions in their jobs, their performance improves significantly. The study
findings are consistent with Spreitzer (1995) proposition that contend that empowerment
practices such as providing employees with job-related knowledge and skills and granting

greater discretion, positively influence employee perceptions of performance.
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Thus the results lend support to extant literature that there is a positive relationship
between employee empowerment and organizational performance (Spreitzer, 1995;
Wilkinson, 1998; Fox, 1998).

Using the statistical results the regression model can be fitted as follows:
(OP=q +bx)

OP=.224+.858 EE;

Where:

OP=Non-financial Organization Performance

o = Constant

EE= Employee Empowerment

¢l1= Error term

4.6.2 Effect of Influence of Employee Empowerment on Financial Measures of
Organizational Performance

Testing hypothesis one with employee empowerment as independent variable and
financial performance as dependent variable was performed. Given that the universities
are non-profit making organizations, financial performance was measured on revenue
growth or decrease between years 2008/9 to 2012/2013. Revenue growth was regressed

on employee empowerment. The results are presented in Table 4.29

The regression results show that 3.8% of the variation in revenue growth is explained by
employee empowerment (R?*=.038, p-value<0.01). F ratio was significant (F= 20.276,
p<0.01). The F ratio implies the regression model of employee empowerment on revenue
growth is statistically significant at p<0.01. The t value implies that the coefficient of the
model parameter is statistically significant (p=-2.363, t=-4.503, p-value<0.01). The B
value implies that one unit change in employee empowerment is associated with -2.363
changes in revenue growth. The B value for revenue growth is affected inversely (p=-
2.363), however the influence of employee empowerment on revenue growth was
statistically significant. The finding were surprising and contrary to what was expected. It

was difficult for the researcher to explain why employee empowerment would lead to

125



negative revenue growth. This could probably be due to error in the methodology which
could not possibly be detected.

Table 4.29 Regression Results on Influence of Employee Empowerment on Revenue
Growth

Adjusted R
Model R R Square |  Square Std. Error of the Estimate
1 .194° .038 .036 1.38307
ANOVA"
Sum of
Model Squares Df Mean Square F Sig.
1 Regression 38.786 1 38.786( 20.276 .0009
Residual 987.043 516 1.913
Total 1025.829 517
Regression Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 3.328 315 10.577 .000
employee -2.363 525 -.194( -4.503 .000
empowerment

a. Predictors: (Constant), Employee Empowerment

b. Dependent Variable: Average Revenue Growth

Source: Primary Data (2014)

From results in Table 4.29 it can be concluded that the influence of employee
empowerment on revenue growth was minimal. This implies that employees can be
empowered but sometimes it does not automatically translate into revenue growth. For
example an academic staff is empowered to teach but no adequate facilities to attract
increased student enrolment. Secondly, this could be explained by the fact that
universities are public institutions which are not geared towards profit making. The major

focus of universities is rather delivery of effective and efficient services.
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Overall, the hypothesis (H1) that employee empowerment influences organizational
performance is confirmed by the findings above.

Using the statistical results the regression model can be fitted as follows:
(RG=Po +bX)

RG=3.328+-2.363 EE

Where:

RG = Revenue Growth

Bo = Constant

EE = Employee Empowerment
€ = Error term

Table 4.30 summarizes results for the influence of employee empowerment on each

factor of organizational performance.

Table 4:30 Summary Results for Effect of Employee Empowerment Influence on

Organizational Performance

Variables Non- Financial Revenue Growth
Performance
B SE B B SE B
Constant -224 .037 3.328 .315
Employee .858 .062 535 -2.363 | -525 -.194
Empowerment
R=.535 R=.193
R Square=.286 R Squared=-038
F=190.353 F=20.276
T=13.797 T=-4.503
*p<0.01 *p<0.05

Source: Primary Data (2014)
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In summary it can be concluded that non-financial performance measures had the
strongest relationship with employee empowerment compared with revenue growth.
Hypothesis one that employee empowerment influences organizational performance was

partially confirmed.

4.6.3 Employee Empowerment, Job-Related Attitudes and Organizational
Performance

The second objective was to determine the mediating effect of Job-related attitudes on the
influence of employee empowerment on organizational performance. Hypothesis 2 was
tested using Stepwise regression. A composite score of Job-related attitudes was
computed. The Baron and Kenny (1986) method was used to test for mediation.

Testing for mediation involve a four step model. First step employee empowerment and
organizational performance regression coefficients (beta) examined to determine the size
and direction and whether it was statistically significant (that is a regression model was
conducted for the influence of employee empowerment on organizational performance).
If this relationship is not significant there can be no mediation. In the second step, job-
related attitudes were regressed on employee empowerment and the beta examined to
ascertain if it is statistically significant. If it is statistically significant then we proceed to
step three. Step three involved regressing performance on job-related attitudes and the
beta was examined to confirm whether or not it is significant. The influence of employee
empowerment on performance was evaluated while controlling for the mediator. For
mediation to be confirmed the influence of employee empowerment becomes
insignificant when controlling for the mediator. To establish the mediating effect of job-
related attitudes on the relationship between employee empowerment and organization
performance the hypothesis was formulated as follows:

Objective Two: To determine the mediating effect of Job-related attitudes on the
influence of employee empowerment on organizational performance

Hypothesis 2: The influence of employee empowerment on organizational performance is
mediated by job-related attitudes

The results obtained are as follows:
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Step One: Influence of Employee Empowerment on Non-Financial Performance

In this step one independent variable is regressed on the dependent variable. This is to
determine whether the independent variable (employee empowerment) is a significant
predictor of dependent variable (performance). The results are shown Table 4.31

Table 4.31 Regression Results of Influence of Employee Empowerment on Non-

Financial Performance

Coefficients
Unstandardized Standardized
Coefficients Coefficients P
Model B Std. Error Beta T |Value
Step 1 (Constant) 224 .037 6.003 [.000
employee empowerment |.858 .062 535 13.797 |.000

Predictors: (Constant), Employee Empowerment
Dependent Variable: Non-financial Performance

R =.535
R 2=.286
F=190. 353 p<.001

Step Two: Influence of Employee Empowerment on Job-Related Attitudes

The second step a regression analysis to assess the relationship between employee
empowerment and Job-related Attitudes was performed. The regression analysis is to
confirm if the independent variable is a significant predictor of the mediator. Model 2
presents statistical results when job-related attitudes are included in the equation. The

results are summarized in Table 4.32 (Appendix 10)

The results presented in Table 4.32 reveal that 40.7% (R?=.407, p<0.05) of variation in
job-related attitudes is explained by employee empowerment. However, the model does
not explain 59.3% of the variation in job-related attitudes, suggesting that there are other

factors associated with job-related attitudes which were not captured by the model.
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Table 4.32 Regression Results for the Effect of Employee Empowerment on
Job- Related Attitudes

Coefficients

Unstandardized |Standardized
Coefficients Coefficients
Std. P
Model B Error Beta T Value
Step (Constant) .166 .024 6.989( .000
2 employee .718 .040 .638| 18.093| .000
empowerment

Predictors: (Constant), Employee Empowerment
Dependent Variable: Job-Related Attitudes

R =.638

R ?= .407

F=327.343, p<.001

Source: Primary Data

The regression results presented in the same table reveal that F and t values are
significant (F=327.343, p=.718, t=18.093, p-value<0.05). The F ratio implies that the
regression of employee empowerment on job-related attitudes is statistically significant.
The Beta value (B=.718, p<.0.05) implies that for one unit change in employee
empowerment, job-related attitudes increases by 0.718 other predictors held constant.
The results of the overall model reveals that the relationship between employee
empowerment and job-related attitudes is positive and is statistically significant
(F=327.343, p<0.05). This means that employee empowerment may predict job-related

attitudes. As such the criteria for step two were met.

The results are consistent with previous studies which indicate that employee
empowerment in public service had significant impact on job-related attitudes (Fernandes
and Moldogazier, 2011). The results indicate that there is sufficient evidence to support
the hypothesis that there is a relationship between employee empowerment and job-

related attitudes.
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Step Three Job-Related Attitudes and Non-Financial Performance

In step three, the influence of job-related attitudes on non-financial performance was
tested before employee empowerment was introduced into the equation. The results were
as represented in Table 4.33.

According to Baron and Kenny (1986) step three demonstrates that when the mediator
and the independent variable are used simultaneously to predict the dependent variable
the previously significant path between independent and dependent (Step 1) is now
greatly reduced. Step three yielded statistically significant model with the coefficient
being significant and thus the third condition was met.

The results in Table 4.33 show that job-related attitudes explains 12.1% of variation in
non-financial performance (R®=.121). At step 2, employee empowerment adds
significantly to non-financial performance as the variation increased from .121 to .294
(R? change =.173, p<.001). The results revealed that the regression coefficients in respect
to employee empowerment reduced from .858 to .509 when job-related attitudes was
added to the regression equation suggesting that job-related attitude may be exerting a
partial mediation effect. The overall model (F=60.554, p<.001) and individual variables
are statistically significant (p=.509, t=7.782, p<.001). The result provides sufficient
evidence to support the criteria for step three. Step three yielded statistically significant

model with the coefficient being significant and thus the third condition was met.

Step Four Employee Empowerment, Job-Related Attitudes and Non-Financial
performance

In step four, all the three variables namely: employee empowerment, job-related attitudes
and non-financial performance were entered into the regression equation to test for
mediation effect. The result reveal that 29.4% (R?=.294) variation in non-financial
performance is explained by employee empowerment and job-related attitudes. The R?
Change=.173 p<.001 (R? =.121 to R® = .294 p<0.001). The overall model is statistically
significant F=91.288; p<.001). The F ratios imply that the effect of job-related attitudes

on the relationship between employee empowerment and non-financial performance is
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statistically significant at p-value<.001 level of significance. The beta coefficient
(B=.879, p>0.05) were all statistically insignificant.

In step four, the model was significant but the coefficient for Job-Related Attitudes
became insignificant while that of employee empowerment remained significant. This
was contrary to condition four which required that the independent variable (that is
employee empowerment) should not be significant in the presence of mediating variable

(that is, job-related attitudes). Thus hypothesis two was not confirmed.

The study aimed at assessing the mediation effect of job-related attitudes on the
relationship between employee empowerment and non-financial performance. The

pertinent results are presented in Table 4.33 below.
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Table 4.33 Stepwise Regression Results for the Influence of Job-Related Attitudes

on Performance and its Effect on Employee Empowerment

Regression Coefficients

Unstandardized |Standardized
Coefficients Coefficients p-
B Std. Error Beta T |value
Step 1: Constant 224 .037 6.003 |.000 JR=.535
535
Employee .858 .062 13.797[.000 |R?=.286**
Empowerment F=190.352
Step 2: Constant .166 .024 6.989 |.000 JR=.638
Employee 718 .040 .638 18.093[.000 |R?=.407**
empowerment F=327.343
Step 3: Constant 430 .039 10.952(.000 |R=.348
Job-related Attitudes |.509 .065 348 7.782 |.000 |R’=.121**
F=60.554
Step 4: Constant 206 041 4.995 |.000
Job-related Attitudes |.007 .076 .005 .088 [.930 |R=.542
Employee 879 .085 539 10.361[.000 |R?=.2948**
Empowerment F=91.288
Model 3 Predictors: (Constant), Job- related Attitudes **P<.05

Model 4 Predictors: (Constant), Job -related Attitudes, Employee Empowerment
Dependent Variable: Non-financial Performance

Source: Primary Data (2014)

The results revealed that the regression coefficients in respect to employee empowerment

reduced from .858 to .509 when job-related attitudes was added to the regression

equation suggesting that job-related attitude may be exerting a partial mediation effect.

The overall model (F=60.554, p<.001) and individual variables are statistically

significant (=.509, t=7.782, p<.001). The result provides sufficient evidence to support

the criteria for step three.

The outcome of the test for mediation was as represented in table 4.33. The overall model

is statistically significant (F= 91.288, p<.001) and the individual variables are statistically
significant (=.879, t=10.361, p<001). The p-value of Job-related attitudes with respect to
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influence of employee empowerment on non-financial performance was (p-value=.930)
was therefore statistically insignificant. This results implies that there is no sufficient

evidence to support the mediating effect of Job-related Attitudes

Finally, a regression analysis was performed to examine the betas for the strength and
significance of the relationship. In step one, organization performance (non-financial)
was regressed on job-related attitudes and in step two, job-related attitudes was regressed
on employee empowerment to assess if there is significant change, the effect of
employee empowerment on the organization performance should no longer be

statistically significant at a =.05.

The results revealed that the regression coefficient for employee empowerment increased
from .286 (in step 1) to .407 (step 2) when job-related attitude was added, ($=.509,
p<.001). Summary Table 4.34 below:
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Table 4.34 Summary of Mediating Effect of Job-Related Attitudes on the

Relationship between Employee Empowerment and Non-Financial Performance

Analysis R R® Rsquare |B P-value
change

1 Analysis One: .535 .286 .858 .000
Organizational
Performance on

employee
empowerment
F=190.353 p-value<.001
T=13.797 p-value <.001
2| Analysis Two: .638 407 718 .000
Job-related attitude on
employee
empowerment

F=327.343 p<.001,
T=18.093 p<.001

3]  Analysis Three:

Step 1:Non-Financial .348 121 121 509 .000
performance on job-
related attitudes

F=60.554 p<.001

T=7.782<.001
4 Step2:Non-Financial
performance on Job-
related attitudes and 542 294 173 .879 .000
employee
empowerment

F=91.288 p<.001
(F change =107.352)
T=10.361 p <.001

Source: Primary Data (2014)

The results in Table 4.34 reveal that the correlation between employee empowerment
and performance was moderate and statistically significant at a=.05 (R=.535) and
(R?=.286, p-value<.001) explained the variation in performance. Correlation between
Job-related attitudes and empowerment was statistically significant (R=.638, p<.001) and
(R?=.407, p-value<.001) explained variation in job-related attitudes. This means that all

the factors in employee empowerment have significant relationship with performance.
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However there was no sufficient evidence to support the mediating effect of job-related
attitudes on the influence of employee empowerment on non-financial performance

(p=.930 which is >0.05). The mediation relationship is presented in Figure 4.1

Figure 4.1 Path Analysis of Mediating Effect of Job-Related Attitudes on the
Relationship between Employee Empowerment and Non-Financial Performance

Path A: Overall Direct Effect

EE R®=.286, B=.858, ¢=0.000 .OP

Path B: Path Diagram for Mediation Effect of Job-Related Attitudes

A

Path ¢

R?=.407, p=.718, a=.
Path ‘b’ R*=.121, p=.509, o
=.000

EE OP

Path ‘c’ - R?=.121, AR? change=.173, $=.718, 0=.000

In Figure 4.1, Part A represents direct relationship between employee empowerment and
non-financial performance. It comprises three paths. Path ‘a’ represents step 2 where
employee empowerment was regressed on job-related attitudes. Path ‘b’ captures step 3
which represents regression of job-related attitudes on non-financial performance. Path
‘c’ iIs where employee empowerment, job-related attitudes and non-financial performance
were entered into the regression equation. The overall results reveal that the findings
were statistically insignificant (p-value=.930) hence hypothesis two was not supported
p>0.05
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4.6.4 Mediating Effect of Job-related Attitudes on the Relationship between
Employee Empowerment and Revenue Growth

Previous studies and theoretical reasoning anticipated a significant relationship between
employee empowerment and job-related attitudes. Stepwise regression was used to test
for mediating effect as indicated above. Results were presented in Table 4.35.

In step one, independent variable is regressed on the dependent variable. This is to
determine whether the independent variable (employee empowerment) is a significant

predictor of dependent variable (revenue growth). The results are shown Table 4.35

Table 4.35 Influence of Employee Empowerment on Revenue Growth

Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T P value
1 (Constant) 3.328 .315 10.577 .000
employee -2.363 525 -.194( -4.503 .000
empowerment

a. Predictors: (Constant), Employee Empowerment
b. Dependent Variable: Average Revenue Growth

R=.194

R Squared =.0380
F =20.276, p<.001

Source: Primary Data (2014)

Table 4.35 show that 3.8% (R?=.038, p<.001) of variation in revenue growth is explained
by employee empowerment. However the model did not explain 96.2% of variation in
revenue growth, suggesting that there are other factors associated with revenue growth,
which were not captured in the regression model. The results indicate a statistically
significant model suggesting that the regression is fit for use. The F ratios and t value
were significant (F=20.276, p<.001). The coefficient for employee empowerment was

also significant (f = -2.363, p< .001) the first condition for mediation was thus met.
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Step Two: Influence of Employee Empowerment and Job-Related Attitudes

The second step intended to find out the influence of Employee empowerment on Job-
related Attitudes. This is to confirm that the independent variable is a significant
predictor of mediator. Model 2 presents statistical results when job-related attitudes are

included in the equation. Pertinent results are presented in Table 4.36

Table 4.36 Regression Results of Influence of Employee Empowerment on
Job Related Attitudes

Coefficients

Unstandardized |Standardized
Coefficients Coefficients
Std.
Model B Error Beta T Sig.
Step (Constant) .166 .024 6.989( .000
2 employee 718 .040 .638| 18.093| .000
empowerment

Predictors: (Constant), Employee Empowerment
Dependent Variable: Job-Related Attitudes

R =.638
R Squared= .407
F=327.343, p<.001

Source: Primary Data (2014)

The results in Table 4.36 show that employee empowerment explains 40.7% (R?=.407) of
variation in job-related attitudes. The results indicate that the overall model was
statistically significant (F=327.343, p<.001). The F value of 327.343 was statistically
significant. The F ratio implies that the effect of employee empowerment on job-related
attitudes is statistically significant. The coefficient of individual variables was
statistically significant (p=18.093, p<.001). Specifically, one unit change in the
relationship between employee empowerment is associated with 18.0931 unit change in
job-related attitudes. The results indicated that the relationship between employee
empowerment and job-related attitudes was statistically significant with the coefficient

also being significant. From these analyses it can be concluded that the effect of
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employee empowerment on job-related attitudes is positive and significant. The second

condition in testing for mediation was thus met.
Step Three: Influence of Job-related Attitude on Revenue Growth

Testing for the influence of Job-Related Attitudes on revenue growth yielded the results

presented in table 4.37

Table 4.37 Regression Results for Influence of Job -related Attitudes on Revenue
Growth and its Effect on Employee Empowerment

(a) Goodness-of-Fit

Change Statistics

R |Adjusted| Std. Error of | R Square F Sig. F
Model R | Square |R Square| the Estimate Change Change [dfl|df2| Change

1 535 |.286 |.285 15767

2 .638 |.407 |.406 .09938
3 12871.016  |.014 1.36831 .016 8.537 [1 (513 (.004
4 198" |.039  |.036 1.35355 .023 12.250 |1 |512 |.001

(b) Overall Significance of Models (ANOVA)

Sum of
Model Squares Df Mean Square F P value
Step 1: Regression |4.732 1 4,732 190.352 .000
Residual 11.809 |475 .025
Total 16.541 476
Step 2: Regression 3.233 1 3.233 327.343 .000
Residual 4.711 477 .010
Total 7.944 478
Step 3: Regression |15.984 1 15.984 8.537 .004°
Residual 960.481 (513 1.872
Total 976.465 (514
Step 4. Regression  [38.427 2 19.213 10.487 .000°
Residual 938.038 [512 1.832
Total 976.465 (514
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(c) The Individual Significance

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta T Sig. | Tolerance | VIF
1 Constant 224 .037 535 6.003 |.000
Employee .858 .062 13.797 |.000
Empowerment
2 Constant .166 .062 .636 6.989 .000
Employee 718 .040 18.093 [.000
Empowerment
3 Constant 2.562 226 11.354 |.000
Job-related
Attitudes -1.064 .364 -.128 -2.922  [.004 1.000 1.000
4 Constant 3.341 315 10.598 |.000
Job -related -.273 425 -.033 -.642 521 718 1.394
Attitudes
Employee -2.126 607 -.179 -3.500 |[.001 718 1.394
Empowerment

Model 3 Predictors: (Constant), Job-related Attitudes
Model 4 Predictors: (Constant), Job related Attitudes, Employee Empowerment
Dependent Variable: Average Revenue Growth

*Significant at P<0.05
Source: Primary Data (2014)

Step three yielded a statistically significant model (R?*=.016, p<0.05). The influence of
job-related attitudes was also significant (p=-1.064, t=-2.922 p<0.05). However the
relationship was negative. The third condition for mediation was met.

Step Four Employee Empowerment, Job-Related Attitudes and Financial
Performance

In step four, when controlling for Job-Related Attitudes, the influence of employee
empowerment on revenue growth remained statistically significant (p=-2.216, t=-3.500,
p<0.05) while the influence of job-related attitudes became insignificant (B=-.273, t=.521,
p>0.05 ). Specifically one unit of change in job-related attitudes is associated with -.273
unit change in revenue growth. The betas were negative contrary to expectation, this

could be due to an error in the methodology. Though the two models remained significant
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overall, the fourth condition in testing for mediation was not met. The findings thus did
not support the hypothesis with respect to revenue growth.

The findings of the regression results were summarized and represented in Table 4.38

Table 4.38 Summary of Regression Results

Analysis R R° |R B P Value
Square
change
1 | Revenue Growth on employee 194 | .038 -2.363 | .000
empowerment
F=20.276, p<0.05; T=-4.503,p<0.05
2 | Job-related attitude on employee 638 | .407 718 .001
empowerment
F=327.343 p<0.05; T=18.093 p<0.05
3 | Step 1:Revenue Growth on job- 128 | .016 | .016 .-1.064 | .004

related attitude

F=8.537, p<0.05; F Change=8.537, p<.0.05; T=-2.922 p<.0.05

4 | Step2:Revenue Growth on 198 | .039 |.023 -2.126 .521
employee empowerment, job-
related attitudes

F=10.487, p<.05; F change =12.250 p<0.05; T=-3.500 p<.05

Source: Primary Data (2014)

4.6.5 Moderating Effect of Institutional Factors on Employee Empowerment and
Organization Performance

The study sought to assess the moderating effect of institutional factors on the influence
of employee empowerment and performance. Moderated effects in a regression model
capture the effect of an independent variable on the dependent variable as a function of a
third variable. The moderating effect is assessed in terms of how the effect of the
explanatory variables changes when the moderator variable is introduced. To assess the

moderating effect, objective and Hypothesis three was formulated as follows:
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Objective Three: To determine the moderating effect of institutional factors on the

influence of employee empowerment on organization performance.

Hypothesis 3: The influence of employee empowerment and organization performance is
statistically and significantly moderated by institutional factors.

To test this hypothesis the moderating effect was computed using stepwise method
proposed by Baron and Kenny (1986). This involved testing the main effect of the
independent variable (employee empowerment) and moderator (institutional factors) on
the dependent variable (organizational performance) and the effect of interaction between
employee empowerment and the institutional factors on organizational performance.
Moderation is assumed to take place if the effect of interaction between the employee

empowerment and institutional factors on organizational performance test is significant.
Step One: Influence of Employee Empowerment on Non-Financial Performance

In step one; employee empowerment was regressed on non-financial performance. The

results are presented in Table 4.39.

The findings in Table 4.39 show the result of stepwise regression analysis for Model
1when only employee empowerment and non-financial performance variables are in the
equation model (R*=.286, p<0.05). These indicate that employee empowerment accounts
for 28.6% of the variability in non-financial performance. Further the table shows beta
coefficient is .858, t=13.797, p<.001 when employee empowerment is in the model.
These results indicate that for every unit increase in employee empowerment, non-
financial performance increased by 0.858. The overall model was also significant
(F=190.33, p<.001).
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Table 4.39 Regression Results for Influence of Employee Empowerment on Non-

Financial Performance

Model R R Square Adjusted R Square Std. Error of the Estimate
1 535 286 .285 15767
ANOVA
Sum of

Model Squares Df Mean Square F P.
1 Regression 4,732 1 4,732 190.353 .000}

Residual 11.809 475 .025

Total 16.541 476

Coefficients
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta T Sig.

1  (Constant) 224 .037 6.003 .000
employee .858 .062 535 13.797 .000
empowerment

a. Predictors: (Constant), Employee Empowerment

b. Dependent Variable: Non-financial Performance

Source: Primary Data (2014)

Step Two Effect of Employee Empowerment and Institutional Factors on Non-
financial Performance

The introduction of the moderator institutional factors in Model 2 significantly improves
the effect of institutional factors on the relationship between employee empowerment and
non-financial performance (R’=.331, p<0.05). Employee empowerment and institutional
factors explain 33.1% of the variation in non-financial performance. The F values are
statistically significant (F=111. 447, p=<0.05 and F=79.138, p<0.05) that the influence of
the independent variable and the moderator were significant in the model. Further the
table 4.40 shows the beta coefficient is p=.383, t=5.083, p<0.05 that is for every unit

increase in institutional factors non-financial performance increases by 0.383.
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Table 4.40 Stepwise Regression Results for the Influence of Institutional Factors on the
Influence of Employee Empowerment on Non-Financial Performance

Change Statistics
Adjusted R | Std. Error of the | R Square F Sig. F
Model R R Square Square Estimate Change | Change | dfl | df2 | Change
1 .535 .286 .285 15767
2 576 331 .328 15434 331 111.447 (2 450 |.000
3 .588 .346 .342 .15282 .015 10.042 |1 449 1.002
ANOVA
Model Sum of Squares Df Mean Square F P-value
1 Regression ]16.541 1 4,732 190.353 .000
Residual  ]11.809 475 .025
Total 4.732 476
2 Regression5.310 2 2.655 111.447 .000
Residual ]10.720 450 .024
Total 16.030 452
3 Regression|5.544 3 1.848 79.138 .000
Residual ]10.485 449 .023
Total 16.030 452
Regression Coefficients
Standardized
Unstandardized Coefficients | Coefficients Sig. (p-
Model B Std. Error Beta T value)
1 (Constant) 224 .037 535 6.003 <.0.05
Employee Empowerment .858 .062 13.797 <0.05
2 (Constant) .078 .046 1.704 >0.05
Employee Empowerment .669 .078 405 8.577 .<.0.05
Institutional Factors .383 .076 .237 5.023 <0.05
3 (Constant) 112 .047 2.400 >0.05
Employee Empowerment .648 077 .392 8.363 <.001
Institutional Factors .366 .076 227 4.836 <.001
Employee Empowerment* |-.018 .006 -.123 -3.169 <0.05
Institutional Factors

Model 2 Predictors: (Constant), Institutional Factors, Employee Empowerment

Model 3 Predictors: (Constant), Institutional Factors, Employee Empowerment, Interaction Employee
Empowerment *Institutional Factors

Dependent Variable: Non-financial Performance

Source: Primary Data (2014)
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Step Three Effect of Employee Empowerment, Institutional Factors and Interaction

Term on Non-financial Performance

In step 3 the interaction term was introduced in the model. All the variables of employee
empowerment, institutional factors and the interaction term were entered in the regression
model. The results under change statistics, reveal that the R? change increased by .015
from .331 to .346 (R® change =.015) when the interaction variable (employee
empowerment*institutional factors) was added. The change was statistically significant at
a=.05 (p-value<0.05). The results show statistically significant relationship between
employee empowerment, institutional factors and the interaction (F=79.138, p-
value<.001). The F changed from 190.353 to 79.138 showing a decrease when interaction
was added. The F ratio shows that the regression of employee empowerment and
institutional factors on non-financial performance is statistically significant. The t values
reveals that the coefficient of the model parameters are statistically significant at less than
p<0.05. The results in Model 1 Table 4.40 (for step one) show statistically significant
regression coefficients for employee empowerment (f=.648, t=8.363, p-value<0.01)
indicating that there is a linear dependence of employee empowerment on non-financial
performance. The Model was also statistically significant (B =.366, t=4.836, p=<.001).
The beta coefficient decreased from .648 to .366 when institutional factors were
introduced. When interaction term was introduced the beta coefficient reduced to -.018
for every unit change in non-financial performance. However the interaction showed an

inverse relationship (B=-.018, t=-3.169, p<0.05) though it is significant.

These findings are consistent with observations made by Ahadi, (2011), Gailbraith
(2002), Spreitzer (1995), and Kanter (1983) among others. The researchers concluded
that organization strategy, culture and leadership is critical in the success of
empowerment programs. In an empowered organization employees are able to participate
in decision making, performance of powerful tasks, they develop initiatives, and receive
management support in teams and individually. In addition, these findings support
conclusions by Gailbraith (2002) that employee empowerment and institutional factors
have influence on organization performance. The hypothesis that the institutional factors

moderate the influence of employee empowerment and non-performance is confirmed.
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Summary of the regression analysis on effect of institutional factors on the influence of
employee empowerment and non-financial performance is presented in Table 4.41

Table 4.41 Summary of Regression Analysis Results for the Moderating Effect of
Institutional Factors on the Influence of Employee Empowerment on Non-Financial
Performance of Public Universities in Kenya

Predictor Variables Dependent Variables Non-financial performance
B SE B T P

Employee Empowerment .648 077 392 8.363 | .000
R* =.286 F=190.353

Institutional Factors B SE B T P
.366 076 227 4.836 | .000

R?=.331, Change in R Square=.331
F Change =111.447, p <0.05

EE*IF B SE B T P

Model 3 -.018 .006 -123 | -3.169 | .002

R’= .346

Change in R Square=.015
F=79.138, p<0.05

F Change=10.042

The overall model

OP=.112+.648EE+.3661F-.018K
Where: OP=0rganization Performance
o = Constant

EE=Employee Empowerment
IF=Institutional Factors
K=Product of EE and IF

€ =error term
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4.6.6 Moderating effect of Institutional Factors on the influence of Employee

Empowerment on Revenue Growth

To test for the moderating effect of institutional factors on the influence of employee
empowerment on revenue growth for H3, stepwise regression analysis was performed.
The first step involved testing the influence of employee empowerment on revenue
growth (Table 4.29). The result showed a positive and significant relationship between
employee empowerment and revenue growth. The second step involved regressing the
independent variable and the moderator against revenue growth. The third step involve
creating an interaction term (z-score employee empowerment * z-institutional factors)
that is included in the model for testing the influence on revenue growth. Pertinent results
are presented below in Tables 4.42.

Step One: Influence of Employee Empowerment of Revenue Growth
In step one, employee empowerment was regressed on non-financial performance. The

results are presented in Table 4.42.

Table 4.42 shows the result of stepwise regression analysis for Model 1 when only
employee empowerment and financial performance variables are in the equation
(R?=.040, p<0.05). These indicate that employee empowerment accounts for 4% of the
variability in financial performance. Further, the table shows beta coefficient is.-2.407,
t=-4.478, p<.05 when employee empowerment is in the model. These results indicate that
for every unit increase in employee empowerment, revenue growth decreased by -2.407.
This implies that empowerment in the universities does not contribute to revenue growth.
Revenue growth in the universities could be attributed to other factors such as
engagement in income generating activities and increased student enrolment as is the

trend currently. The overall model was also significant (F=20.054, p<.05).
Step Two Effect of Employee Empowerment and Institutional on Revenue Growth

The introduction of the moderator institutional factors in Model 2 significantly improves
the effect of institutional factors on the relationship between employee empowerment and
non-financial performance (R%=.042, p<0.05). Employee empowerment and institutional

factors explain 4.2% of the variation in non-financial performance. The F values are
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statistically significant (F=10.571, p=<0.05) that the influence of the independent
variable and the moderator were significant in the model. Further the table shows the beta
coefficient is p=.-651, t=.-1.091, p>0.05 and for every unit increase in institutional
factors financial performance changes by.-651. The relationship is inverse. This implies
that employee empowerment and institutional factors affect revenue growth inversely.
This can be interpreted to mean that the basic characteristics of universities is different
from other scenarios where there is emphasize more on profit making strategies; while in
the universities the strategies are geared more on delivery of efficient services. When the
R squared increases in either mediating or moderating it indicates a stronger empirical
explanatory power on the relationship between the variables. The VIF values show that
the results are not invalidated by multicollinearity effects. Therefore on the basis of these
statistics, the hypothesis is supported. The study concludes that institutional factors
moderate the influence of employee empowerment and performance of public

universities in Kenya.
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Table 4.42 Regression Results for Moderating Effect of Institutional Factors on the
Influence of Employee Empowerment on Revenue Growth

Change Statistics
Adjusted R| Std. Error of the | R Square Sig. F
Model R [R Square| Square Estimate Change | F Change | dfl| df2 | Change
1 199 [.040 .038 1.34860 .040 20.054 1 (485 (.000
2 205" 1.042 .038 1.34849 .002 1.084 1 (484 |.298
3 205°  .042 .036 1.34986 .000 .018 1 (483 (.894
ANOVA
Model Sum of Squares Df Mean Square F Sig.
1 Regression  ]36.473 1 36.473 20.054 .000?
Residual 882.082 485 1.819
Total 918.555 486
2 Regression  ]38.443 2 19.222 10.571 .000"
Residual 880.112 484 1.818
Total 918.555 486
3 Regression  ]38.476 3 12.825 7.039 .000°
Residual 880.079 483 1.822
Total 918.555 486
Regression Coefficients
Unstandardized | Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta T Sig. |Tolerance| VIF
“(Constant) 3.335  |.321 10.376 |.000
employee empowerment [-2.407 |(.538 -.199 -4.478 |.000 (1.000 1.000
<(Constant) 3.544 |.379 9.346 .000
employee empowerment |-2.004 [.663 -.166 -3.024 |.003 |.658 1.520
institutional factors -.661 |.635 -.057 -1.041  |.298 [.658 1.520
{(Constant) 3.530 [.394 8.961 .000
employee empowerment |-1.997 |.665 -.165 -3.001 |.003 [.654 1.530
institutional factors -651 |.639 -.056 -1.019 |.309 [.650 1.538
interaction employee .006 .048 .006 134 894 ]1.958 1.044
empowerment
institutional factors

Model 1 Predictors: (Constant). Employee Empowerment

Model 2 Predictors: (Constant), Employee Empowerment, Institutional Factors
Model 3 Predictors: (Constant), Employee Empowerment, Institutional Factors, Interaction Employee
Empowerment Institutional Factors
Dependent Variable: Average Revenue Growth

Source: Primary Data (2014)
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Step Three: Employee Empowerment, Institutional Factors, Interaction Term on

Revenue Growth

In step 3 the interaction term was introduced in the model. All the variables of employee
empowerment, institutional factors and the interaction term were entered in the regression
model. The results under change statistics, reveal that the R? change increased by .002
from .040 to .042 (R® change =.002) when the interaction variable (employee
empowerment*institutional factors) was added. The change was statistically significant at
a=.05 (p-value<0.05). The results show statistically significant relationship between
employee empowerment, institutional factors and the interaction (F=7.039, p-
value<.001). The F changed from 20.054 to 7.039 showing a decrease when interaction
was added. The F ratio shows that the regression of employee empowerment and
institutional factors on revenue growth is statistically significant. The t values reveals that
the coefficient of the model parameters are statistically insignificant at less than p<0.05
(t=.-1.019, and t=.134, p>0.05). The Model was also statistically insignificant p=.651, t=-
1.019, p-value>0.05. The beta coefficient decreased from.-1997 to -.651 when
institutional factors were introduced. When interaction term was introduced the beta
coefficient reduced to -.006. However the interaction showed an inverse relationship (p=-
.018, t=-3.169, p<0.05). The findings were surprising and it was difficult to explain the

inverse relationship for it could be due to other factors such the methodology used.

Results in Table 4.43 indicate that the regression model is significant (F=20.054, p<.001,
F=10.571, p<0.001; F=7.039, p<0.001 in model 1, 2, and 3 respectively. However the
influence of institutional factors (B=-.651, t=-1.019, p>0.05) and the interaction term

(B=.006, t=.134, p>0.05) were statistically insignificant.

Summary of the regression analysis result for the moderating effect of institutional
factors on the influence of employee empowerment on revenue growth is presented in
Table 4.43 below.
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Table 4.43 Summary of Regression Results for the Moderating Effect of
Institutional Factors on the Influence of Employee Empowerment on Revenue
Growth

Predictor Variables Dependent Variables Revenue Growth
B SE B T P

Employee Empowerment -1.997 .665 -165 |-3.001 | <0.05
R® =.040, F=20.054

Institutional Factors B SE B T P
-.651 639 -.056 |-1.019 | >0.05

R?=.042, Change in R Square=.002
F Change =1.084, p <0.05

EE*IF B SE B T P
Model 3 .006 .048 .006 134 | >0.05
R’=.042

Change in R Square=.000
F=7.039, p<0.05
F Change=.018

Source: Primary Data (2014)
The regression model:

RG= 3.530-1.997EE-.6511F+.006K
Where: RG=Revenue Growth

o = Constant

EE=Employee Empowerment
IF=Institutional Factors
K=Product of EE and IF

€ =error term

4.6.7 Joint Effect of Employee Empowerment, Job-related Attitudes and
Institutional Factors on Organizational Performance

Objective four of the study sought to establish the combined effect of employee
empowerment, institutional factors, and job-related attitudes on organizational
performance. The literature reviewed, research objectives and the conceptual framework

gave rise to hypothesis four below.
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Objective Four: To establish the joint effect of employee empowerment, job-related
attitudes, and institutional factors on performance of Public Universities in Kenya

Hypothesis 4: The joint effect of employee empowerment, job-related attitudes, and
institutional factors is greater than the effects of each individual variable on

organizational performance

Hypothesis four used multiple regressions to test the effect of employee empowerment,
job-related attitudes, institutional factors combined on organizational performance. Table
4.45 shows the regression analysis result. Model 1 shows the direct relationship between
employee empowerment and organizational performance. Model 2 shows introduction of
institutional factors in the regression model whilst model 3 shows combined effect as job-
related attitudes is introduced in the model. The three combined variables put together
are: employee empowerment, institutional factors, and job-related attitudes to predict

organizational performance.

Hypothesis four was tested, first using non-financial indicators of performance and,
second based on financial performance specifically revenue growth. Composite index
was used for the indicators of non-financial performance which was a criterion variable
while composite index was used for the predictor variables. Regression Results are
presented in Table 4.44 below
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Table 4.44 Regression Results for Joint effect of Employee Empowerment,

Institutional Factors and Job related Attitudes on Non-Financial Performance

Change Statistics
Adjusted R| Std. Error of R Square Sig. F
Model R R Square | Square | the Estimate Change F Change| dfL | df2 | Change
1 573 .329 327 .15408 .329| 170.803 349 .000]
2 575 .330 327 .15408 .002 .987 348 321
3 578 .334 .328 .15396 .003 1.572 347 211
ANOVA
Model Sum of Squares Df Mean Square F P Value
1 Regression 4.055 1 4.055 170.803 .000]
Residual 8.286 349 .024
Total 12.341 350
2 Regression 4.078 2 2.039 85.892 .000]
Residual 8.262 348 .024
Total 12.341 350
3 Regression 4.116 3 1.372 57.879 .000]
Residual 8.225 347 .024
Total 12.341 350
Regression Coefficients
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T |PValue
1 (Constant) .164 .043 3.800 .000
employee empowerment .948 073 573| 13.069 .OOO|
2 (Constant) 135 .052 2.590 .010|
employee empowerment 874 104 528| 8.404 .000
institutional factors 113 113 .062 .994 321
3 (Constant) 127 .053 2412 .016
employee empowerment .906 107 548 8.463 .000]
institutional factors 215 140 19| 1.540 124
job related attitudes -131 104 -.091( -1.254 211

Model 1: Predictors (Constant), Employee Empowerment

Model 2:Predictors (Constant), Employee Empowerment, Institutional Factors
Model 3: Predictors (Constant), Employee Empowerment, Institutional Factors, Job-related Attitudes
Dependent Variable: Non-financial Performance

Source: Primary Data (2014)
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Model 1 show the results of analysis when only employee empowerment is used in the
model (R?=.329, Adjusted R’= .327 p<0.05). These results suggest that 32.9% of the
variability in non-financial performance is explained by employee empowerment, while
67.% of the variation is not explained by the model, implying that there are other factors
in the model that were not captured. These results are statistically significant. The beta
coefficient is positive .948; t=13.069, p<.05 indicating that one unit change in employee
empowerment is associated with .948 unit change in the relationship between employee
empowerment and non-financial performance. The results reveal that employee
empowerment has a strong and positive effect on non-financial performance. The F value
of 170.803, p<.05 is statistically significant implying that the data fit the model
adequately.

Model 2 introduces institutional factors in the model (R?*=.330, p<0.05). These results
imply that 33% of the variability in the non-financial performance is explained by
interaction of institutional factors and employee empowerment to predict non-financial
performance. 67% of the variation is not explained by the model, implying that there
could be other factors that were not included in the regression model. The beta coefficient
is positive .113; t=.994, p>0.05 implying that one unit change in institutional factors is
associated with positive .113 unit change in the relationship between employee
empowerment and non-financial performance. The results were statistically insignificant.
The F ratio implies that the overall regression model is statistically significant at
F=85.892, p<.05.

Model 3 brings in all the variables (employee empowerment, job-related attitudes, and
institutional factors) when job-related attitudes is introduced in the model to predict non-
financial performance (R®=.334, p<0.05). These results imply that 33.4% of the
variability in the non-financial performance is explained by the model. The model
indicates that 65.6% of the variability in non-financial performance is not explained by
the model, implying there could be other factors not captured by the model. However the
results are positive and significant. The beta coefficient is -.131, t=.-1.254, p>.05
implying that one unit change in the variables is associated with negative change of -.131
in the non-financial performance. However, the relationship is inverse and statistically

insignificant.
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As shown in Table 4.44 above, the F ratio ranged from 170.803 at p<0.001 in Model 1 to
F=57.879 at p<0.001 in Model 3. These results indicate that the regression models were
statistically significant and therefore fit for prediction. The result show that the joint
effect of employee empowerment, institutional factors, and job-related attitudes was
greater than the effect of each individual variable on non-financial performance
(R?=.334). Thus hypothesis four was confirmed.

It is evident from the Table 4.44 above that 33.4% (R*=.334) of the change in non-
financial performance is attributable to the three factors of employee empowerment,
institutional factors and job-related attitudes. Notable though was the fact that the change
in R? was minimal on addition of institutional factors (R? change=.002) and job-related
attitude factors (R? change=.003). The regression coefficients reveal that employee
empowerment had the largest contribution to non-financial performance (=.906, t=8.463
p<.001). Contribution by institutional factors was p=.215, t=1.540 p>0.05 however the
results were statistically insignificant. Job-related attitudes had the lowest contribution

p=-.131, t=-1.254 p=>0.05, however the results were not statistically significant.

The regression model that was used to estimate non-financial performance taking into
consideration the joint effect of employee empowerment, institutional factors, job-related
attitudes, on non-financial performance is as follows:

Joint effect model Y=Bo+P1X1EE+B2X2JRA+P3X3IF+e4 (
OP=.127+.906EE+.215IF-.131JRA

Where:

Y=Non-Financial Performance

o =Constant

EE=Employee Empowerment

JRA=Job-related Attitude

IF=Institutional Factors

€ =Error term
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4.6.8 Joint Effect of Employee Empowerment, Institutional Factors and Job-Related

Attitudes on Revenue Growth

The study sought to determine the joint effect of employee empowerment, institutional
factors, and job-related attitudes on organizational performance. One hypothesis was
developed from the literature reviewed and the conceptual framework. To test the
hypothesis of joint effect multiple regression was computed. Objective four gave rise to

hypothesis four as stated above.

Results in Table 4.45 below reveal that, Model 1 show the results of analysis when only
employee empowerment is used in the model (R?=.041, Adjusted R?*= .041 p<0.05).
These results suggest that 4% of the variability in revenue growth is explained by
employee empowerment, while 96.% of the variation is not explained by the model,
implying that there are other factors in the model that were not captured. These results are
statistically significant. The beta coefficient is negative.-2.375; t=-4,521, p<.05 indicating
that one unit change in employee empowerment is associated with -2.375 unit change in
the relationship between employee empowerment and revenue growth. The results reveal
that employee empowerment has a negative effect on revenue growth though statically
significant. The results were surprising and contrary to expectations and could not be
explained. The negative results could probably be due to the methodology used. The
employees can be empowered but this will not translate into increase the revenue. The F
value of 20.440, p<0.05 is statistically significant implying that the data fit the model
adequately.

Model 2 introduces institutional factors in the model (R?=.043, p<0.05). These results
imply that 4.3% of the variability in the revenue growth is explained by interaction of
institutional factors and employee empowerment to predict revenue growth 66.7% of the
variation is not explained by the model, implying that there could be other factors that
were not included in the regression model. The beta coefficient was.-.599; t=-.958, p<.05
implying that one unit change in institutional factors is associated with -.599 unit change
in the relationship between employee empowerment and revenue growth. The F ratio

implies that the overall regression model is statistically significant at F=10.678, p<.05.
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Model 3 brings in all the variables (employee empowerment, job-related attitudes, and
institutional factors) in the model to predict revenue growth (R*=.043, p<0.05). These
results imply that 4.3% of the variability in the revenue growth is explained by the model.
The model indicates that 66.7% of the variability in revenue growth is not explained by
the model, implying there could be other factors not captured by the model. However the
results are positive and significant. The beta coefficient is -.242, t=.-.558, p>.05 implying
that one unit change in the variables is associated with change in the revenue growth.
However, the relationship is inverse. The results were surprising and could be probably
due to the methodology used. This implies that employee empowerment contribution to
revenue growth is minimal. According to the research findings empowerment does not

directly contribute to increased revenue in public universities.

As shown in Table 4.45 below, the F ratio ranged from 20.440 at p<0.001 in Model 1 to
F=7.212 at p<0.001 in Model 3. These results indicate that the regression models were
statistically significant and therefore fit for prediction. The result show that the joint
effect of employee empowerment, institutional factors, and job-related attitudes was
greater than the effect of each individual variable on financial performance (R?=.043).

Thus hypothesis four was confirmed.

It is evident from Table 4.45 below that 4.3% (R?=.043) of the change in financial
performance is attributable to the three factors of employee empowerment, institutional
factors and job-related attitudes. Notable though was the fact that the change in R? was
minimal on addition of institutional factors (R? change=.002) and job-related attitude
factors (R? change=.001). The regression coefficients reveal that employee empowerment
had the largest contribution to financial performance B.-1,845; t=-2.589 p<.05. There was
no change when institutional factors were introduced. The beta value was -.548, t=-.866
p>0.05 and was statistically insignificant. Job-related attitudes had the lowest
contribution p=-.242, t=-558, p=>0.05 however the results were statistically

insignificant.
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In summary, the results in Table 4.45 indicated a significant model (F=20.440 p<.001)
though the explanatory power was very low. The addition of the other two variables
(institutional factors and job related attitudes) did not have significant change in R?=0.43,
R Square change =.001). Further, the contribution of employee empowerment was
significant (B= .157, t=-2.589, p= p<0.05). However the contribution of institutional
factors ( = -.049, t=-.866, p>0.05) and job-related attitudes (B = -.030, t=-.558, p>0.05)

was not significant.
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Table 4.45 Regression Results for Joint Effect of Employee Empowerment,
Institutional Factors, and Job-Related Attitudes on Financial Performance

Change Statistics
Adjusted R| Std. Error of | R Square Sig. F
Model R R Square | Square | the Estimate Change F Change | dfl | df2 Change
1 .202°  .041 .039 1.31512 041 20.440 1 482 1.000
2 206" .043 .039 1.31524 .002 .918 1 481 |.338
3 .208°  1.043 .037 1.31618 .001 312 1 480 |.577
ANOVA
Model Sum of Squares  |Df Mean Square |F P Value
1 Regression |35.352 1 35.352 20.440 .000?
Residual 1833.645 482 1.730
Total 868.997 483
2 Regression |36.941 2 18.470 10.678 .000°
Residual ]832.056 481 1.730
Total 868.997 483
3 Regression |37.481 3 12.494 7.212 .000°
Residual |831.517 480 1.732
Total 868.997 483
Regression Coefficient
Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Std.
Model B Error Beta T Sig. Tolerance |VIF
1 (Constant) 3.305 314 10.515 |.000
employee empowerment |-2.374 .525 -.202 -4.521 .000 1.000 1.000
2 (Constant) 3.492 370 9.432 .000
employee empowerment |-2.005 .652 -.170 -3.076 .002 .650 1.539
institutional factors -.599 .625 -.053 -.958 .338 .650 1.539
3 (Constant) 3.508 372 9.440 .000
employee empowerment |-1.845 712 -.157 -2.589 .010 544 1.837
institutional factors -.548 .632 -.049 -.866 .387 .636 1.572
job related attitudes -.242 434 -.030 -.558 577 .690 1.448

Model 1 Predictors: (Constant), Employee Empowerment

Model 2 Predictors: (Constant), Employee Empowerment, Institutional Factors

Model 3 Predictors: (Constant), Employee Empowerment, Institutional Factors, Job related Attitudes
Dependent Variable: Average Revenue Growth

Source: Primary Data (2014)
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The findings in Table 4.45 above supported the influence of employee empowerment on
revenue growth but were not sufficient to explain the effect of institutional factors and
job-related attitudes on the influence. The results were statistically insignificant. We can
conclude that the joint effect of employee empowerment, institutional factors, and job-

related attitudes is greater than the individual variables.

The regression model that was used to estimate financial performance (revenue growth)
in respect to joint effect of employee empowerment, institutional factors and job-related

attitudes is as follows.

Joint effect model Y=Po+P1X1EE+B2X2JRA+PsX3IF+¢4

Where: Y=Performance
Bo =Constant

EE=Employee Empowerment
JRA=Job-related Attitudes
IF=Institutional Factors

¢ =Error term
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4.7 Discussion of the Findings

This section presents the discussion of the findings of the study as well as interpretations.
It addresses the implications of the findings for the existing body of knowledge in the
field of human resource management. The primary focus of this study was to examine the
effect of institutional factors and job-related attitudes on the relationship between
employee empowerment and performance if it exists at all. To accomplish the objectives
of the study four hypotheses were developed and tested and findings presented. The
results showed that there is significant effect of employee empowerment on performance
of public universities in Kenya. Below is the discussion on the findings which
corresponds with the research objectives.

4.7.1 The Influence of Employee Empowerment and Organization Performance

The first major finding under objective one of the study was the influence of employee
empowerment on performance of Public Universities in Kenya. The regression results
revealed that employee empowerment has a positive and statistically significant influence
on financial and non-financial performance. As discussed earlier other non-financial
performance factors namely: publications, student enrollment and completion rates had
no significant effect on the influence of employee empowerment and performance; as

such they were dropped.

One of the key findings of this study is that as organizations continue to engage
employees and giving them more autonomy, performance improves positively. As
reported earlier in the chapter, employee empowerment has a statistically significant
effect on non-financial performance (r=.535, p<0.05). Employee empowerment
accounted for 28.6% of variation in non-financial performance (R? = .286) and was
statistically significant (F=190.353 p=.858, t=13.797, p<.05), while employee
empowerment accounted for 0.38% of revenue growth and was statistically significant
(F=20.276, p =-2.363, t=-4.503 p<0.05). The beta coefficient shows for every increase in
employee empowerment there is decrease in revenue growth, thus the relationship is
inverse. This result was surprising and contrary to expectations. It could not be explained
further.
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These findings support the results by Chen (2011) who carried out a study on the
influence of employee empowerment on performance in Malaysia automobile industry.
In the said study it was found that employee empowerment influences performance, and
that there was significant correlation between empowerment dimensions and
performance. The study proposed that when employees feel they have autonomy,
freedom and opportunities to influence decision making in their jobs their performance

improved significantly (Chen, 2011).

The findings of the study are further corroborated by those obtained by Yang and Choi
(2009), Menon (2001), Spreitzer, (1995) among others. Spreitzer (1995) found that
employee empowerment had an economically and statistically significant impact on
performance. The current study is also consisted with studies carried out by Fox (1998)
and Spreitzer (1995). The said studies confirmed that involving employees in decision
making enhances performance. Fox (1998) noted that empowerment has a ‘win-win’
outcome, that is while improving organizational performance and contributing to the

bottom line, it simultaneously leads to improvements in the experience of the workers.

Further studies by Spreitzer (1995) also confirmed that employee empowerment
influences both employee satisfaction and customer satisfaction dimensions of
performance. Fernandes and Moldogaziev (2011) further supported effect of employee
empowerment on employee satisfaction. In the said study the authors investigated the
direct influence of psychological empowerment on performance in the public sector; their
study established that empowerment work place practices affect employee satisfaction
and customer satisfaction which in turn affects performance. They also established that
empowerment had a strong direct effect on customer satisfaction and productivity. As
such empowerment is a managerial strategy to get more employee commitment in return
for ceding some amount of control. This action leads to employee satisfaction which has

direct relationship with customer satisfaction and performance.

In addition, the said study by Fernandes and Moldogaziev (2011) established that
organizations with high level employee satisfaction had a flexible and engaging culture
than those organizations with more structured hierarchical and less flexible environment.

Increased levels of employee satisfaction lead to loyalty, quality work and increased
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retention ratios. Employee satisfaction is a measure of how happy workers are with their
jobs and working environment. Employee satisfaction affects employee behavior.
Motivated employees will work effectively and efficiently to satisfy customer needs,
increased understanding of tasks to be performed and higher levels of job satisfaction and
organization commitment. This is in line with psychological contract and psychological
empowerment theory; for satisfaction to be high promises and expectations have to be
met, any contrary perception leads to psychological contract violation which can have

negative repercussions.

The current study also concurred with studies carried out by Bowen and Lawler (1992).
The study carried out at Federal Express in USA established that employee empowerment
influences organizational performance. Similar studies done by Carlzon (1989) in
Scandinavian Airlines further corroborated that empowerment enhances employee

performance.

In the higher education sector, findings from a study carried out by Ahadi (2011) in
higher education further confirms that psychological empowerment in higher education
context especially in the universities is an important factor which improves work
outcome behavior especially for the academic staff in the institutions. Boonyarit et al
(2010) in their study on teachers in Thailand public schools supported the findings of the
current study. In the said study it was established that teachers’ perception of structural

and psychological empowerment had effect on their performance.

Armstrong and Laschinger (2005) argue that empowerment structural factors of access to
information, opportunity to learn and growth, and support is statistically and positively
related to performance. Their findings were based on research carried out in a hospital in
Canada (Magnet Hospital) where a study was conducted on nurses’ patient care and
nurses’ burnout. The results of the said study concluded that there was strong and direct

relationship between employee empowerment and organizational performance.

However the findings of this study contradict those by Clutterbuck and Kernaghan (1994)
who found that despite the depicted benefits of empowerment, employee empowerment

has no effect on organizational performance. This could be attributed to the unwillingness
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of managers to empower their subordinates. The managers fear to lose control, fear of
anarchy, personal insecurity, lack of skills, decision making and problem solving are

embedded in the managers mind.

The findings of this study further contradict the findings by Harley (1999). Harley’s
(1990) study done in Australian Workplace Industrial Relations Survey of 1995, found no
evidence of increased employee autonomy and increased performance from
empowerment schemes. Other critics of empowerment (Cunningham et al., 1996; Legge,
1995) have suggested that there is little evidence that empowerment provide workers with

increased power or influence their performance.

The findings on the relationship between employee empowerment and revenue growth
were positive and significant. The results revealed that employee empowerment explains
only 3.8% (R®= .038) and the model was statistically significant (F=20.276, p-
value<.001). From the studies, the beta coefficient of revenue growth was (p=-2.363,
p<.001) as reported earlier. However the relationship between empowerment and revenue
growth was negative. This result can be interpreted to mean that even if employees are
empowered it does not directly translate into revenue growth. Revenue growth could be
as result of combination of other factors such as increased student enrollment, grants for

research, and increase in income generating activities in the universities.

Employee empowerment is seen as ‘soft’ human resource management orientation which
gives employees autonomy; this in turn motivates them to do their work. This therefore
explains why employee empowerment is a strong and significant effect on financial and
non-financial performance. As hypothesized that employee empowerment has an
influence on organizational performance, the results were statistically significant as such
it can be inferred that as employee empowerment increases non-financial performance

increases.

4.7.2 The Influence of Employee Empowerment and Performance is Mediated by
Job-Related Attitudes
This study established that the influence of employee empowerment on both financial and

non-financial performance is not mediated by job-related attitudes. Using stepwise

164



regression analysis the study revealed that 40.7% (R?=.407 p-value<.001) of the variation
in the job-related attitudes is explained by employee empowerment. The F=327.353,
t=18.093, B=.718, p< 0.05 was statistically significant. Job-related attitudes explained
12.1% (R?=.121, p<0.01) variation in non-financial performance as explained in Table
4.37; and 3.8% (R?=.380, p<0.01) variation in revenue growth. As discussed earlier the
hypothesis two was not supported. The results revealed there was no mediation effect.

This findings support the results of the study by Laschinger et al (1997). The said study
found that empowerment had strong relationship with performance. The said study found
that success to empowerment structures and control over nursing practices together
accounted for 51% of organizational performance. Other results found that autonomy was
significantly related to job satisfaction, organization commitment and intent to stay on the
job. The results are in line with Kanters’ Theory of Structural Empowerment. The
findings support Kanters’ (1983) contention that work empowerment is associated with
employee involvement in decision making, access to information and increased

performance.

The findings further corroborate the study by Kim (2013), on employee empowerment
and job satisfaction in public sector. Job satisfaction arises due to employees being
involved in decision making. It results from training and development to advance skills,
being given challenging work and sustaining good employee relations. The study
established that employee empowerment is related to a variety of work attitudes and
behaviors which include job satisfaction, innovativeness, organization commitment and
retention (Kim, 2013). The current study is consistent with findings obtained by
Fernandes and Moldogaziev (2011). The study found positive and significant relationship

between employee empowerment and job-related attitudes in public sector.

Other studies established that the extent to which management is perceived to be
receptive to employees’ ideas is associated with affective commitment (Allen and Meyer,
1990). The authors found that participation in decision-making strongly correlated with
job satisfaction, affective commitment, and autonomy. However they further noted that
although employees’ contribution to decisions affecting their work improved their ability

to be effective, it also added to their workload. Further literature suggest that the
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individuals become committed to the organization for a variety of reasons including an
affective attachment to the values of the organization, a realization of the cost of leaving

and a sense of obligation to the organization Meyer and Allen (1997).

Studies by Meyer and Allen (1997) confirm that there is a positive relationship between
commitment and performance. Commitment is indicated by low turnover and perceived
positive support of the organization. This is shown through proper structures, strategies,
leadership and organizational culture. Respondents in the current study indicated that
they prefer their current institutions to others and have intention to stay (mean=3.18,
SD=.974). Maintenance of the relationship with the university is seen as the most
important aspect to commitment. The study is in line with Meyer and Allen (1990) study
that postulates that staff may stay in an organization because they like it (affective), or
they feel obliged (normative conformity) or they have a good reason for the commitment

(rational choice).

Findings obtained from Namasivayam and Zhao, (2007) study confirms that job
satisfaction was found to be an antecedent of organization commitment and it is
positively correlated to organization commitment. The authors further allude to the fact
that affective commitment has a stronger direct effect on job satisfaction than normative
commitment. Job satisfaction was found to account for greater variance in organization
commitment (Lambert, 2004). Overall results confirmed that employee empowerment
has impact on job satisfaction and organization commitment as confirmed by the current
study. However as reported earlier in the chapter the findings obtained from the current
study concluded that there was no mediation effect of job-related attitudes on the

influence of employee empowerment on organizational performance.

Notwithstanding the results discussed above, some authors have found that empowerment
effect on organizational commitment is inconclusive. Chen and Chen (2008) and Robert
et al., (2000) Humborstad (2011) conducted a study in India and Taiwan and found that
some factors of empowerment correlated positively to organization commitment and
others were negatively correlated. Some managers might perceive and accept
empowerment to be a motivating factor of the human resource while others might find it

very difficult because of their traditional norms. Empowerment can bring conflicts with
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traditional hierarchical and managerial rules. Humborstad (2011) contends that
empowerment in the west has positive effects, but in the east in countries like China it
does not seem to fit very well. The author explains these inconsistencies are due to the

phenomenon of power distance.

Other empirical researchers have argued that job-related attitudes through empowerment
could affect turnover intentions. Job-related attitude is a psychological response to
specific organizational conditions which can lead to turnover. For example today,
universities are experiencing a high turnover of staff due to rapid changes taking place.
Some of the changes affecting the universities include: rapid expansion, high student
enrollment, competition to name a few. For example total student enrollment in public
universities in 2009 was 123,000; in 2012 the number has more than doubled (Appendix
5). This translates to greater workload, teaching larger classes while using limited
resources. Competition from newly chartered universities and private chartered
universities is another factor. The issue of migrating to other countries and other
government agencies leading to brain drain is a serious challenge. Low morale evidenced
by numerous strikes due to low compensation as compared to other sectors such as
energy, finance, and revenue collection. Further there is little room for research due to
lack in some instances of facilitation among others. These institutions have tended to use
part time workers especially in academic area. As such adoption of employee
empowerment is critical for it has significant relationship with job-related attitudes.
Researchers (laffaldano and Muchinsky, 1985; Vroom, 1966) confirm job satisfaction

and organizational performance relationship.

Viewed against the pertinent results, the picture is clarified. It was observed that job-
related attitudes have a positive and significant impact on performance. Job satisfaction
can actually be seen as a subset of employee empowerment. Job satisfaction is an
indicator of organizational effectiveness and performance, and it influences organization
commitment. It becomes clear that job-related attitudes are indeed part of employee

empowerment especially at initial stages.
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4.7.3 The Influence of Employee Empowerment on Organizational Performance is
Moderated by Institutional Factors

As noted earlier in this chapter influence of employee empowerment on financial and
non-financial performance is statistically significant. This relationship is moderated by
institutional factors. The moderating effect of institutional factors was tested using
stepwise regression analysis. Significant relationships were found between employee
empowerment and non-financial performance and employee empowerment and revenue
growth. The data supported the moderation effect of institutional factors on the influence
of employee empowerment and organizational performance. The adjusted R squared
increased from .286 to .342, which implied moderation effect.

The findings of the study showed that employee empowerment has a statistically
significant influence on non-financial performance (F=190.353 p=.858, t=13.797,
p<.005), has statistically insignificant influence on customer satisfaction (F=1.654,
p>0.05, B=.057, t=1.286 p>.005), has statistically insignificant influence on employee
satisfaction (F=.011, p>0.05, p=-.005, t=-.104, p>.005) and statistically significant
influence on financial performance- revenue growth (F=20.276 p=-2.363, t=-4.503,
p<.005). From the findings it is evident that all the criteria for moderation were met. The
influence of the independent variable and the moderator were significant in the model (p-
value<.001 in both cases). The interaction term was also statistically significant (p= -
.018, t=-3.169, p<0.05). The findings thus supported the hypothesis. The findings are in

line with extant literature.

These findings support the results of the study by Yazdani et al., (2011). The study
emphasized that it is important to have a clear vision, objectives and clear direction both
to the employees and the organization as a whole. Organization strategy entails
specifying the universities vision and mission, developing policies and plans and
allocating of resources to implement the empowerment programs. There is need to
involve the employees in the process of strategy planning and formulation. A clearly
communicated strategy is all inclusive. The said study established that strategy has

impact on the relationship between employee empowerment and performance.
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Further studies by Lorsch et al (1973) revealed that highly centralized structures can lead
to bureaucracy which can have negative impact especially in view of the changing
environment organizations operate in. Rather than trying to control employees they
should be given mandate and discretion to carry out their work. Employees who feel like
their contributions are not valued sometimes will experience feelings of discontent and
less empowerment. This study’s findings revealed that having decentralized structures
was preferred to having centralized structures in the public universities. The respondents
in the study indicated that power in the universities is highly centralized at the top
(mean=4.05, SD=2.958) which means in the majority of decisions employees are not
involved or consulted (mean=4.01, SD=1.019). This type of structure is perceived by
employees to be controlling and decisions can sometimes take long. This has impact on

employee empowerment in the public universities.

Although literature relating to the moderating effect of institutional factors on the
relationship between employee empowerment and performance is limited, it has been
argued that institutional factors reinforce or determine the success of empowerment
programs. Studies by Schein (2004) posited that organization culture (which is part of
institutional factors) may determine or hinder organization success. Culture exerts a
strong influence on behavior of employees and work related attitudes of job satisfaction
and organization commitment (Yazdani et al., 2011). When employees are involved in
decision-making they develop a sense of ownership and take responsibility and hence
become accountable for their actions. Specifically this provides employees with greater
goal and motivation that makes them willing to go an extra mile in performing their roles.
Further organizations that allow participative culture create a positive working
environment which facilitates creativity, innovation and flexibility by employees. This in
turn leads to employee autonomy have positive effects on the organizational

performance.

On the other hand, a rigid and autocratic culture inhibits employees the ability to be
creative and innovative thus lowering their morale or quality of work life and a barrier to
performance. The result of this study therefore supports the existing body of literature on

influence of organization culture on performance. This study measured culture using
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modified involvement scale measures; which looks at the extent of employee
participation in organizations decisions. This is in line with the proposal by Glasser,
Hacker and Zamano (1987) who introduced six measures of organization culture. These
dimensions include employees’ perception of teamwork, morale, information flow,

involvement, supervision and quality of meetings.

The relevant literature provides evidence which have addressed the importance of
cultural values in explaining the organizational, managerial and individual aspects in
organizational life. There is a growing recognition that organization culture actually
exerts strong influence on performance (Ahadi, 2012). Further organization culture plays
a critical role in motivating the staff for it creates commitment among the workers which
IS an empowerment outcome. Ahadi (2011) contends that one way to induce and maintain
high work motivation and positive attitude is participation. As such public universities
have to increase participatory culture in the institutions to enhance empowerment and
performance. The organization culture helps in internalizing the process and support and
once it is understood then it leads to more commitment and performance. The norms and
values of organization based upon different cultures influence the staff. The revenue
growth in an organization motivates them and helps to enhance the performance of the

employees.

Previous studies seeking to establish the moderating effect of institutional factors
received mixed results. Monari (2013); Kandie (2009) established that organizational
leadership provided significant moderating effect on linking empowerment and
performance. Leaders who articulate the importance of having an aligned vision can
receive positive support. Organizational goals must be aligned with the vision of the

organization.

Other studies have indicated that organizational leadership exerts effects on employee
attitude and behavior (Bass 1999). A study conducted by Boonyarit et al (2010) in public
schools in Thailand revealed that perceived leadership towards managers was positively
related to psychological empowerment and further confirmed that teachers’ perception of
empowerment was predicted by transformational leadership. Leaders who articulate the

importance of organizations having an aligned strategy and structure can receive positive
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work output from their staff. As such transformational leadership style affects employee
empowerment. Bonyaati et al (2010) further established that there is a relationship
between leadership and structural and psychological empowerment. Positive leadership
leads to psychological empowerment and when employees feel there is management

support performance increase.

Further, Drucker (1994) posited that a manager does not handle people but they
motivate, guide and organize them to accomplish their goals and that their effectiveness
depends on how their leader communicates to them and give them direction As such the
university heads must motivate and have good communication with staff from all cadres.
On the other hand employees who recognize the importance of being aligned to the goals
and objectives of the organization will increase their value by enhancing their
productivity and reducing waste. Transactional leadership was characterized by
contingent reward behavior and exchange; while transformational leadership is more
likely to share and delegate power with employees and involving them in decision
making than the transactional leaders. Bass (1999) confirm that effective leadership acts

through empowering employees to engage them and improve work performance.

The results of this study confirm previous studies that have organization strategy aligned
with their structures and leadership styles being considered as one of the most important
components in increasing performance (Wilkinson, 1998) as such they influence the
relationship between employee empowerment and performance. These components of
institutional factors moderate the relationship between employee empowerment and
organizational performance. When leaders involve staff in propelling the organization
forward, it builds synergy and commitment at all levels. By fostering participative culture

employees are engaged to deliver quality service and achieving universities goals.

From the literature and empirical evidence it is clear that studies on empowerment and
performance concluded that when employees are empowered, and institutional factors are
in place organizational productivity increases. One of the major findings of this study is
that a significant relationship exists between institutional factors and performance.
Transformational and transactional leadership, strategy, structure and culture had a

positive effect on performance and the results were significant. The hypothesis was
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therefore supported that institutional factors moderated the influence of employee

empowerment on performance of public universities in Kenya.

4.7.4 Joint Effect of Employee Empowerment, Job-related Attitudes, and
Institutional Factors on Performance

Objective four of the study was designed to determine the relative importance of joint
effect. The joint effect is the combined effect of employee empowerment, institutional
factors and job-related attitudes on performance. The study found that the joint effect of
the variables on non-financial and financial performance was greater than that of the
individual variables. The study found that the predictors had varied effects on
organization non-financial and financial performance. The effect of employee
empowerment on performance was positive. The regression coefficient was statistically
significant R?=.286, p< 001. The results showed R’ values improved when all the
variables were regressed on performance (Achange in R? = .329; .002; .002). The findings
of the study were reported in Table 4.48 and 4.49. The results revealed that the joint
effect of employee empowerment, job-related attitudes and institutional factors as
evidenced in the model was greater than the individual effects of the variables. This is
true when the comparison is done of the individual variables contribution as discussed
earlier in the chapter. Thus the hypothesis which stated that the joint effect of employee
empowerment, job-related attitudes and institutional factors being significantly greater
than the individual effect on performance of public universities in Kenya is thus

confirmed.

The findings of this study are consistent with other scholars (Monari (2013); Omari
(2012); Letting 2008; Munyoki, 2007).Those previous studies established that the joint
effect of variables is greater than the individual variables on the dependent variable.
Employee empowerment, institutional factors, job-related attitudes effect on performance
was greater than the effect of individual variables. The findings concur with Munjuri
(2013) who found that performance is not derived from a single factor but from a

combination of factors that complement and reinforce each other.

The individual effect of job-related attitudes on performance is an indication that job-

related attitudes are a relatively strong predictor of performance. Studies done by
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Fernandez and Moldogazieve (2013) confirm the positive relationship between employ
empowerment, job satisfaction and performance. Further the results of the study support
findings by Ahadi (2011). The said study posited that in addition to employee
empowerment, job-related attitudes influence performance (Ahadi 2011). Further
findings by Kazlauskaite et al (2009) argued that employee empowerment is not a single
dimension HR practice but requires a set of HR practices for it to succeed. However
despite the positive results between employee empowerment, job-related attitudes and
performance, job-related attitudes was found not to mediate the influence of employee

empowerment on performance as indicated earlier in the study.

Further, the regression results on the relationship between institutional factors and
organizational performance was positive and statistically significant. This result implies
that with changes in higher education sector in Kenya, institutions must be conscious of
their environment and move with the times. The strategy adopted, the structure and
leadership style adopted must be aligned to achieve better results. Studies by Ismail et al
(2009) established that the leadership style for example that will produce the best results
in an organization is the one that can motivate followers to identify with the leaders
vision, and strategy. The results of the said study further posited that the ability of the
leader to stimulate, influence will increase empowerment of the follower’s management
of their jobs. Organization culture was also found to influence performance
(Kumarashinge and Hoshino, 2003). The authors posited that performance in any
organization is influenced by organization culture and structure adopted by that
organization. Some organizational culture is group-oriented and participatory while

others are individual-centred and non-participatory.

In the extant literature, no study known to the researcher has addressed the combined
effect of these variables on organization performance. The results of multiple regression
findings were unique to this study and are therefore a contribution to the body of
knowledge. Performance was predicted by employee empowerment which explained
28.6%. Job-related attitudes and empowerment was 24.6% (R®=0.246). Specifically no
study has attempted to empirically examine this relationship in Kenya. The overall

models remained significant on every addition of variables.
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The findings of this research support therefore the existing body of knowledge in the field
of human resource management. Overall the results of this study thus support and add
knowledge to the extant literature on the relationships depicted in the conceptual
framework in Figure 2.1. Further current study contributes to the extant literature by
focusing on Kenyan institutions rather than organizations in developed countries as
employed by previous studies. Archival evidence on this relationship in the developing
context especially in Kenya is paucity. Therefore the finding of this study serves as

reference material for future studies in the field.

4.7.5 Chapter Summary

The chapter presented the results of the key study variables. The hypotheses tests were
computed in line with the objectives. The regression analysis combining simple, multiple
and stepwise has brought out the kind of models the research framework was designed to
capture. To bring a deeper understanding for the results coming from research
interactions between variables have been analyzed. The individual parameters making up
the major variables of employee empowerment and organization performance have also
been regressed to find the effects they have collectively and individually. The results
revealed statistically significant results at p<0.05 significance level between employee
empowerment and organizational performance. The mediating effect of job-related
attitudes on the influence of empowerment and performance was found to be
insignificant. Institutional factors were found to moderate the relationship between
employee empowerment and performance. The chapter also presented the discussions of
the results with theoretical and the empirical studies. This information is used to discuss
the findings and inform the summary, conclusions and recommendations there in that are

presented in next chapter.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

The purpose of the study was to examine the relationship between institutional factors,
job-related attitudes, employee empowerment and performance of Public Universities in
Kenya. The chapter provides a summary of the major findings of the study,
interpretations, discussion on theory and practice and conclusions based on the findings
of the study and recommendations. It also presents the limitations of the study and
outlines proposed areas of future research. The chapter starts with the summary of
findings to highlight the major issues that were found against the research objectives.

These issues produce major conclusions that can be derived from these findings.

The first objective was to determine the influence of employee empowerment on
organizational performance. The second objective aimed at assessing the mediating effect
of job-related attitudes on the influence of employee empowerment on organizational
performance. The third objective sought to establish the moderating effect of institutional
factors on the influence of employee empowerment on organizational performance. The
fourth objective sought to establish the joint effect of employee empowerment, job-
related attitudes, and institutional factors on performance of Public Universities in Kenya.
To accomplish the objectives of the study, four hypotheses were developed and tested

and the findings presented.
5.2 Summary of the Findings

The purpose of this study was to determine the influence of institutional factors and job-
related attitudes on the influence of employee empowerment and performance of Public
Universities in Kenya. Four hypotheses were developed and four objectives addressed.
Data was collected from the field and was presented through descriptive statistics along
the main variables of the study. The data was obtained from various respondents who
work in the public universities in Kenya. The instrument had items that were developed

from other studies, which were modified to fit the current scenario. Hypotheses were
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tested using inferential statistics namely: simple, multiple and stepwise regression.
Simple linear regression was employed to determine the effect of employee
empowerment (involvement in decision making, autonomy, training and development,
access to information and management support) on performance of Public Universities in
Kenya. Stepwise regression analysis was performed to determine whether job-related
attitudes had a mediating effect on the relationship between employee empowerment and
performance on Public Universities in Kenya. Stepwise was performed to determine
whether institutional factors had a moderating effect on the relationship between
employee empowerment and performance of Public Universities in Kenya. Multiple
regression analysis was employed to determine whether combined effect of employee
empowerment, institutional factors, and job-related attitude was greater than the isolated
individual effects on measure of organizational performance. The financial indicator used
was revenue growth in view, that the public universities are non-profit making

organizations and are part or fully funded by the Government of Kenya.

Following on theoretical and empirical literature review a conceptual model was
developed for the study. This study departed from previous studies by looking at the
combined effect of employee empowerment, job-related attitudes and institutional factors
on performance. The conceptual model linked employee empowerment variables to
organizational performance. Hypotheses were developed concerning the relationships
between these variables with specific reference to the Public Universities in Kenya. A
questionnaire was developed to measure the variables. Public universities in Kenya were
targeted and the data collected was used to test the hypotheses using several statistical
approaches. The results from the analysis of the study supported three hypotheses as
stated in the study. The study confirmed that employee empowerment has an effect on
organizational performance. The study used the proposed theories of empowerment,
psychological and structural empowerment and institutional theory. The theories based
their arguments on the need to attain legitimacy. Empirical work had shown that in
psychological empowerment, organization commitment is shown by employees who are
emotionally attached to their organization. These employees are more likely to exceed
performance standards because they are psychologically motivated and work out of their

volition rather than due to external force.
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Table 5.1 below outlines the objectives and corresponding hypotheses that guided the
study, the type of analysis and the interpretation of the results are also shown. Statistical

tools used were linear and multiple regressions.

Summary of Tests of the Research Objectives, Hypotheses and Results

Table 5.1 Summary of Research Objectives, Hypotheses and Results

Objectives Hypothesis Results Remarks
Level of Significance
(p-value)

Obijective 1: Employee H1: Employee R?=.286, p<.001 p=.858, | Confirmed
empowerment influences empowerment t=13.797, p<..001
organization performance in | influences organization | F=190.353
public universities in Kenya | performance
Objective 2: Determine the H2: The influence of R?=.407, p<.001, p=.007 | Not
mediating effect of Job- employee p>0.05; t=.088 Confirmed
related attitudes on the empowerment on
influence of employee organizational
empowerment on performance is
organizational performance mediated by job-related

attitudes
Objective 3: Determine the H3: The influence of R%=.331, B =.858, Confirmed
moderating effect of employee p<.001
institutional factors on the empowerment on
influence of employee organization t=-3.169
empowerment on performance is F=79.138
organizational performance | statistically and

significantly moderated

by institutional factors
Objective 4: Establish the H4: The joint effect of | R°=.329; R”=.330; R° | Confirmed
joint effect of employee the employee =.334
empowerment, job-related empowerment, job- AR? change=.002;
attitudes, and institutional related attitudes, and AR? change=.003
factors on organizational institutional factors is B=.548, p=.000;
performance significantly greater B=.119, p=.124;

than the sum of the p=.-.091, p>0.05

effects of individual t=8.463, p<.001

variables on t=1.540, p<0.05

organizational t=-1.254, p>0.05

performance

Source: Researcher (2014)

As shown in the Table 5.1 the study had four objectives and four hypotheses that were
tested. The result show statistically significant positive relationships between employee
empowerment and organizational performance, institutional factors and job-related

attitudes. The results revealed that the intuitional factors moderated the influence of
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employee empowerment on organizational performance. Job-related attitudes results
revealed that there was no mediation effect on the influence of employee empowerment
on organizational performance. As predicted hypotheses H1, H3, H4 were supported.

However the results for H2 were statistically insignificant hence not supported.

The findings of the study contribute to better understanding of the human resource in
higher education. In summary we can safely conclude that employee empowerment has

significant influence on performance of Public Universities in Kenya.

Higher education has been experiencing tremendous changes in Kenya for the last 15
years. The management of the universities has undergone changes culminating in
introduction of performance contracting in the universities and other public corporations
in Kenya. Secondly the universities which had been chartered using individual bills were
now consolidated into one Universities Act of 2012. Some of the universities had to be
audited afresh for accreditation. Thirdly for the last couple of years there have been
several changes in the education sector such as introduction of free primary education
and subsidized secondary education. The student enrollment in the universities has more
than doubled leading to staff stress, burnout, and stretched resources. Fourthly the
universities are expected to provide manpower for the achievement of Kenya Vision
2030. Fifthly in view of government financial constrains the universities have been
encouraged to source for other means of funding and engage more in income generating
activities. They are supposed to come up with more innovative and creative income
generating ideas and programs. The study was undertaken on the backdrop of all these
changes taking place in the public sector. The assumption in this research was that
employee empowerment has a role in influencing performance in view of making the

workforce in the universities to be more versatile and equipped to cope with changes.

The findings of this study confirm expectations from the literature reviewed but largely
they are significantly new as this the first time the study is being conducted in a
developing country context and in public universities. Findings that confirm expectations
from the literature in this study shall be called advances on previous research. The results

indicated that there were strong or moderately strong correlation among the variables,
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factors making up the variables, and factors across the variables. The summary of the
findings is given under the corresponding objective.

5.2.1 Influence of Employee Empowerment on Organization Performance

The first objective of this study was set out to determine the extent to which employee
empowerment influences performance of Public Universities in Kenya. Employee
empowerment had five dimensions namely: involvement in decision-making, autonomy,
training and development, access to information and management support. To address
objective one Hypothesis one was formulated the influence of employee empowerment

on organizational performance. Both financial and non-financial measures were used.

To test the first hypothesis, a composite index was calculated of all the dimensions of
empowerment and non-financial performance measures. The results were regressed on
non-financial performance and financial performance (revenue growth). The findings
showed that employee empowerment had statistically significant influence on non-
financial performance. The results revealed that 28.6% of variation in non-financial
performance is explained by employee empowerment and 3.8% of variation in revenue
growth is explained by employee empowerment. The study found positive and significant
relationship between employee empowerment and performance. From the findings
hypothesis one was supported. The results were strong, positive and statistically
significant at p<0.05. These results in general support the fact that application of
employee empowerment strategies is a key to effective organizational performance. As
the institutions increase the use of employee empowerment, performance improves
positively. Theoretical and past research evidence lends support to these findings (Chen,
2011; Menon, 2001; Spreitzer, 1995; Thomas and Velthouse, 1990). The researchers
confirmed that there is significant correlation between dimensions of empowerment and
performance. When employees are empowered by being given autonomy, opportunities
for growth, involvement in decision making, their performance improves and they behave

as desired.
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The descriptive statistics revealed that involvement in decision making had the highest
mean score. This implies that employees need to have a voice in what is happening in the
university not only at departmental level but in the overall strategic decisions affecting
the institution. When employees are engaged then the institution reaps the benefits of
empowerment. When employees have a greater sense of empowerment to do their jobs
they develop greater sense of loyalty and commitment to the institutions. The study
suggested that universities need to be innovative to be able to cope with turbulent and

competitive environment.

These findings are essential because employee autonomy and involvement in decision
making plays a key role in influencing performance. The study indicate aggregate mean
for employee empowerment was =3.048. The findings concur with other similar studies
which confirmed that as employees are empowered and assume more responsibility they
must be given authority to make decisions. The most successful adoptions of
empowerment have to entail significant changes in the way the universities think, more

innovative thinking should be encouraged.

Employee satisfaction though insignificant was found in other studies to be an important
factor in any organizations, for it reduces turnover cycle. Turnover increases costs in the
organization. Employees who have a high degree of satisfaction toward the organization
tend to be more productive and loyal. When there are high levels of job satisfaction it is
indicated by employee commitment and loyalty to the organization. Employee
empowerment is directly related to job satisfaction and organization commitment. The
study revealed that (R*=.407) of job-related attitudes was explained by employee

empowerment.

The process of empowerment helps employees realize their full potential at the same time
provide solution to problems of management. This is in line with studies carried out
among bank workers in Australia by Geralis and Terzioviski (2003). The said study
confirmed that when empowerment is implemented it is related with greater employee

well-being, productivity, performance and service quality.
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In support of the current findings a study done by Ahadi (2011) confirmed structural and
psychological empowerment has impact on staff in academic institutions. It improves
their skills, and increase in professional growth through this they accomplish the mission
and goals of the universities. The investment in employee development is important for
universities. When Kenyan universities emphasize HR practices that focus on
empowering employees, enhancing their growth and development this is an indication of
the value these organizations attach on their employees and need to meet challenges in
the turbulent environment. In addition training and development programs enhance the
skills and behaviors of employees in a way that impacts on the productivity of the
university. Organizations that do well, invest in human resource development schemes
unlike those who do not. The study therefore concluded that embracing empowerment in

the universities is important in that it enhances the workforce performance.

5.2.2 The Influence of Employee Empowerment on Performance is Mediated by
Job-Related Attitudes

The second hypothesis stated that the influence of employee empowerment on
performance is mediated by job-related attitudes. The mediating effect of job related
attitude on the employee empowerment and organization performance relationship was
not supported. The mediating effect was tested and it was found to be insignificant. The
evidence showed that there was no mediation of job-related attitudes on the relationship
between employee empowerment and organization performance. The hypothesis was not
supported. The results suggested that the job-related attitudes do not play a significant
role in influencing this relationship; however there was a positive relationship between

employee empowerment and job-related attitudes.

The positive and statistically significant relationship between employee empowerment
and job-related attitudes and organizational performance is further supported by Kim
(2013). Employees can be influenced by use of effective human resource practices
including motivation in both financial and non-financial aspects of the organization.
Managers should encourage employees and interact with them both on rational and
emotional basis. This will lead to job satisfaction and employees will be motivated.
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However other studies (Wong and Laschinger 2012; Viacharakiat 2008; Seibert et al
2004) contend that employee empowerment have significant influence on job-related
attitudes. Some dimensions of employee empowerment were positively correlated with
organization commitment. Significant predictor of job satisfaction was found to be
structural empowerment. As such employees who work in institutions that provide staff
development and opportunities, management support and resources, and access to

information are likely to work better and have intent to stay in the universities.

According to Baron and Kenny (1986) the dependent variable employee empowerment
must be statistically and significantly related to the mediating variable for full mediation
to take place. In this study employee empowerment was significant predictor of job-
related attitudes, thus the results showed no mediating effect by job-related attitudes on
influence of employee empowerment and organizational performance. The results for
financial measures yielded insignificant results as such did not meet the criteria for

further investigation.

5.2.3 The Influence of Employee Empowerment on Performance is Moderated by
Institutional Factors

The third objective was to determine the moderating role of institutional factors on the
influence of employee empowerment and performance. The institutional factors variables
considered were strategy, structure, and organization culture and leadership styles.
Strategy referred to involvement of staff in the strategic planning process and if there is
clear direction goals and direction, while structure was centralized or decentralization of
power, culture was participative and non-participative and leadership was transactional
and transformational leadership. The moderating effect was analyzed using stepwise
multiple regression technique and the change in R®> was noted in each model as the
variables were removed or added. The findings indicate that institutional factors
moderated the relationship between employee empowerment and non-financial
performance. However in the test on moderation on revenue growth there was no
moderation for the results yielded insignificant results. The correlation and regression
analysis were performed and the results show that most variables had significant

relationship. They had positive betas thus support for the hypothesis three.
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From the results of the present study there is clear demonstration that a highly centralized
structure existed within universities. The public universities have been found to be
complex in nature highly centralized with clearly defined rules limiting employee
autonomy on their work and involvement in decision making process. Only a few of the
universities have decentralized structures, and this is found mostly at the departmental

level.

The findings of the current study have revealed statistically significant relationships
between the components of institutional factors. The findings imply that institutional
factors play a critical role in determining the performance of the universities. Leadership
style adopted by the management has impact on the relationship between employee
empowerment and performance. The leader is supposed to provide clear vision and
direction of where the organization is heading to. The findings of the study further reveal
that if employees are involved in strategy making process they will own the whole
process of strategy formulation and implementation. This makes it easier for management
to implement any new strategies, for the employees are ready to and prepared to take on
new responsibility. Further the results have shown that institutional factors can break or

make an organization.

The study supports existing body of knowledge on the role of involving employees in
planning and articulating the strategy in the universities. The organization structures
should be enabling, the leadership style inspirational and encourage empowerment
culture. These factors play a critical role in organizational performance. Studies reveal
that positive culture is very important in an academic environment, for academics are
greatly affected by the kind of institution in which they work (Ahadi 2011; Hamidifar
2009).

The findings concur with Robbin (1990) study, who found that organization structures
have moderating effect on the relationship between employee empowerment and
organizational performance. In his study Robbin (1990) found that the structure of an
organization is not isomorphic with its control system and that structure is related to
control. Government institutions tend to have many levels of hierarchy and many

divisions which lead them to develop more complex measures of output. This study is in
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line with Burns and Stalker (1961) who found that complex organizations tend to have
more homogeneous tasks within departments which increases the supervisory efficiency
of the managers and decreases the need for complete measures of output. Structures
whether centralized or decentralized can optimize performance, hence providing much

support in the current study.

5.2.4 Joint Effect of Employee Empowerment, Job-Related Attitudes, and
Institutional Factors on Performance is Greater than the Individual Independent

Mediating and Moderating Variables

Hypothesis four tested for the overall joint effect of independent mediating and
moderating variables on performance. In conclusion the test of hypothesis four which
sought to establish the overall joint effect of the institutional factors on the relationship
between employee empowerment and performance revealed that the joint effect of the
independent variable and moderating effect and mediating effect was greater than the

effect of the individual variables acting alone on the relationship.

The results indicated the overarching importance of considering the influence of
employee empowerment on performance rather than considering isolated variables. On
the influence of employee empowerment on financial performance, results indicated
3.8% contribution of the variation in revenue growth was explained by employee
empowerment. Regarding the joint effect of the independent, mediating and moderating
variables on performance, the results confirmed that the combined effect was greater than
the individual effect on performance. Employee empowerment had the highest
contribution; institutional factors and job related attitudes contributed (R* =. 330; R?
=334 AR? change=.002; AR? change=.003) respectively. Institutional factors
significantly moderated the relationship between employee empowerment and
performance of Public Universities in Kenya. As such this confirms the joint effect has

greater contribution than the individual variables.

The findings in the previous chapter four indicated that respondents were committed to
their organizations. Respondent’s perception on employee empowerment was varied, as

some felt there was no autonomy or involvement in decision making except at
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departmental level. As such it is important that the universities enhance process of
decision making to include employee opinions and this should be acknowledged.

Some of the findings from the current research do confirm expectations from the
literature reviewed and empirical evidence provided however some of the findings are
new as this is the first time the study is being conducted in Kenyan context. Findings that
confirm expectations from the previous studies shall be called advances on previous
research, the new ones will be called contribution to the study. Based on the research
findings it was confirmed that indeed employee empowerment is a critical factor in

performance of employees in organizations.

From the discussions and findings it is clear that employee empowerment alone is not
enough to achieve maximum performance. The findings also revealed that there is
interaction effect between employee empowerment and job-related attitudes, employee
empowerment and institutional factors. Aligning employee empowerment and the
moderating variable enhances performance. In practice this means that in order to
understand fully the influence of employee empowerment on organization performance
the moderating variable should be included. Upon reflection this result makes sense
considering the fact that most studies have just looked at the direct relationship between
employee empowerment and organizational performance. Organizations which fail to
align these variables together then will not perform effectively. There has been
considerable debate about the importance of fit between the context in which an
organization is operating and which strategies and practices are most effective (Pfeffer
1994). Huselid (1995) suggested that depending on the context different systems of

human resource management can be adopted effectively.

5.3 Conclusions

This section presented the conclusion of the study in the context of the literature review
and the findings. The conclusions are made in line with the objectives and hypotheses of
the study. The research had four objectives: the influence of employee empowerment on
performance of public universities in Kenya; the influence of employee empowerment on

organizational performance is mediated by job-related attitudes; the influence of
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employee empowerment on organizational performance is moderated by institutional
factors, and fourthly the joint effect of employee empowerment, job-related attitudes and
institutional factors is greater than the individual effect of the variables. These objectives
were developed after reviewing the literature and four hypotheses were developed. The
hypotheses were accepted or rejected based on the levels of significance of the various
statistical tests.

5.3.1 Influence of Employee Empowerment and Organizational Performance

Objective one of the study was to find out the influence of employee empowerment on
organizational performance. This objective gave rise to hypothesis one. To establish this

simple linear relationship regression analysis was done.

The results evidently indicated a strong relationship between employee empowerment
and organizational performance. The study also found statistically significant influence of
employee empowerment on organizational performance. The results show that
empowerment plays a critical role in influencing performance in the organization. Of
particular importance is that the study showed aggregated mean of employee
empowerment was 3.048, which imply that there is a general feeling in the public
universities that there is some element of empowerment. From the findings of the first
hypothesis it would be safe to conclude that employee empowerment has a positive effect
on performance in public universities in Kenya. It would be of importance if institutions
would enhance their empowerment function and align them to human resource strategy

and organization structure to enhance performance.

These observations reinforced the findings of previous studies on the effect of
empowerment, such as the study by Menon (2001); which posited that improved
performance depends on how strategically the human resources is valued and encouraged
to participate in decision making process. The results also are consisted with Spreitzers’
(1995) theoretical suggestion that employee empowerment influences performance.
However, these findings were contrary to Lawler et al (2001) study which reported no
significant influence of empowerment-oriented practices in the organizations studied.
Moreover those who introduced empowerment found it challenging to build genuine

employee empowerment practices.
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The results of the findings imply that the universities should direct their attention to
meeting employees needs such as: creating empowering environment, more management
support, access to information, investing more training and development, participation in
decision making, inspiring leadership, involvement in strategic planning and enabling
structures leading to job satisfaction and organization commitment. Empowerment is
significant and vital to job satisfaction. The management of the universities must further
empower their employees not only at departmental level, but university wide by investing
greater resources in promoting policies that will enhance employee empowerment. These
will lead to greater achievement of organizational objectives. When individual and teams
are empowered through sharing information, and resources, it results to better
performance. We can therefore conclude that implementation of empowerment strategies
will contribute positively performance; as such employee empowerment has significant
influence on performance in public universities in Kenya. Therefore well designed
empowerment programs can promote employee engagement and enhance commitment

culture in the universities.

5.3.2 Mediating Role of Job-Related Attitudes on the Influence of Employee

Empowerment on Organizational Performance

The second objective and hypothesis two was to find out if job-related attitudes mediated
the influence of employee empowerment on organizational performance. Job-related
attitudes and empowerment were directly correlated, and the results were statistically
significant. The findings obtained imply that empowerment should lead to enhanced job-
related attitudes which in turn will lead to greater performance of employees in the public
universities. The results of the findings of the study revealed that the influence of
employee empowerment and organization performance was not mediated by job-related
attitudes contrary to other previous findings. However, on further analysis although not
included in the conceptual framework and hypotheses it was found that employee
empowerment mediated the relationship between job-related attitudes and organizational
performance. This is a reverse of what was predicted. The employee empowerment
principles of decision making, training and development, management support had the
strongest impact on organizational performance. Based on the findings of the study the
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second hypothesis was not confirmed. Therefore there is no mediation effect of job-
related attitudes on the relationship between employee empowerment and organizational

performance.

Employee empowerment dimensions have varied impact on performance. To that end the
emphasis of empowerment programs should be incremental. On level of importance,
involvement in decision making was the most important factor. The other conclusion that
can be inferred from the findings is that employee empowerment has not been entrenched
in the management processes in the university. This has the effect of reducing employee
motivation in higher education. This is evidenced by numerous industrial actions which
have taken place the last couple of years, quality of services offered and staff mobility.
Most of the universities are also overstretched with increased demand for higher
education, which is evidence by increased student enrolment in the universities. As such,
for there to be job satisfaction and organization commitment the environment has to be
conducive and supportive of the staff, which will lead to increased productivity and
employee retention. Employees who are satisfied with their jobs will engage in their work
with greater interest (Saif & Saleh, 2013). Literature on employee empowerment reveal
that empowerment give rise to organizational commitment (Kim, 2002; Spreitzer and
Mishra 2002), motivates employees thus leading to enhanced performance.
Empowerment has significant influence on job satisfaction. When employees perceive
themselves as empowered, they perform their jobs effectively, there is a sense of
autonomy and they feel happy and proud about their jobs.

5.3.3 Moderating role of Institutional Factors on the Influence of Employee

Empowerment on Organizational Performance

The third objective was to determine the moderating role of institutional factors on the
influence of employee empowerment and organizational performance in public
universities in Kenya. From the objective a hypothesis was formulated as discussed
earlier. The moderating role was analyzed by use of stepwise multiple regression the R
squared and change in R squared was noted as the variables were removed or added in
the model. The findings indicate that institutional factors moderated the relationship

between employee empowerment and organizational performance.
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At the same time findings indicated that employee empowerment has a positive and
significant correlation with institutional factors. These findings help the study to conclude
that in an organization that has proper structures, forward looking strategies, and
transformational leadership fosters an empowerment culture. This leads to job
satisfaction and organization commitment. An involvement culture has significant effect

on the performance of universities.

Institutional factors were found to positively and significantly moderate the influence of
employee empowerment and performance. This was confirmed further by the moderating
role of institutional factors interaction effect of employee empowerment and institutional
factors which showed that the strength of the relationship between employee
empowerment and performance was reduced. This implies a moderating effect on the

influence of employee empowerment and performance of Public Universities in Kenya

It is therefore reasonable to conclude from the empirical evidence adduced in the study
that employee empowerment influence performance and this influence is moderated by
institutional factors in Public Universities in Kenya. Based on the findings of the study

the third hypothesis was confirmed.

5.3.4 The Joint effect of Employee Empowerment, Job-Related Attitudes and

Institutional Factors on Organizational Performance

Objective four sought to establish the joint effect of employee empowerment, job-related
attitudes and institutional factors being significantly greater than the effect of each
individual variable on performance of public universities in Kenya. The hypothesis was
confirmed, no previous studies had looked at this relationship and this is therefore a
contribution to the body of knowledge. The findings in this study have practical
implications for theory and managerial practice in human resource discipline. Further, the
findings of the combined effect of employee empowerment, institutional factors, and job-
related attitudes were positive and statistically significant. This suggests that the
influence of combined variables on performance is stronger than the individual effect of
each variable, thus confirming hypothesis four of the study.
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The findings of the study concluded that in order to maximize on the contribution of
empowerment practices the right institutional factors must be in place. It is imperative
that the managers of universities implement the empowerment programs properly as they
add more weight in influencing performance. The findings of hypothesis four have
contributed to the overall outcomes of the study as no other previous studies have studied
this relationship.

The results from the study indicate that the two hypotheses regarding the influence of
employee empowerment on organizational performance (H1) were statistically significant
at p<0.05 significance level and were therefore supported. Conversely the hypotheses that
the influence of employee empowerment on organizational performance was mediated by
job-related attitudes were not statistically significant and thus not supported. In the
hypotheses regarding the joint effect of the independent, intervening and moderation on
performance was greater than the individual effect were statistically significant and was

supported.

The findings suggest that institutions are involved in various changes to improve their
organizational performance. These often can result to employee empowerment where it is
interpreted as the decentralization of decision making or giving employees more latitude
in carrying out their duties. Organizations do recognize the importance of employee skills

as a key success factor in empowerment initiatives.

Empowerment often affects organization culture. This is because it demands a move from
traditional culture where staff are just given their job descriptions and responsibilities to
where they now have a say in their jobs. Universities have to realize that even if the
employees are highly skilled and motivated if they work in highly structured,
constraining environment where they do not feel they can take decisions (autonomy),

they will conform to that and empowerment is unlikely to succeed.

Obstacles to implementing empowerment were explained as: lack of involvement in
decision making beyond the departmental level; lack of trust; lack of clear policies and
guidelines; and minimal management support among others. Autonomy scored the lowest

mean=2.867 this implies the structures do not allow employees in the universities to
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make independent decisions concerning their work. Although it might be argued that
academic staff have some autonomy within the classroom setting, still there is

management control on other issues affecting them.

Above all universities have to make far reaching changes in their ideologies and policies
to meet expectations of staff. On an ideological level the institutions have to recognize
employees as a key resource to organizational success. This has to be applied with
consistency and vigor, and the universities have to move beyond mere compliance to a
position of building genuine employee commitment. They have to adopt employment
policies that treat employees as though they are the most important asset in the
organization (Pfeffer, 2013). Employee reward package, career development and growth,
involvement in decision-making process coupled with participation in the process of

strategic planning will have far reaching benefits.

Like all other organizations, universities believe that the key to successful achievement is
to focus on the empowerment of its human resource. The human resource is an important
factor in the universities for it gives them a competitive edge. As defined by the resource
based theory (RBV) (Wernerfelt 1984), for a firm to have competitive advantage there
resources should be rare, valuable, inmitable, and non-substitutable. The universities can
reach a sustainable competitive advantage through unique resources which they hold and
these resources cannot be easily bought or transferred. Empowerment allows leadership
within the universities to select and give more responsibilities to both academic and non-
academic staff. Practically universities can change organizational policies, processes,
practices and structures away from top-down systems towards high involvement practices

where power, knowledge, information and rewards are shared.

It is noteworthy that when the employees perceive that the organization considers them
important then the state of powerlessness is changed at workplace (Spreitzer, 1995).
Empowerment is a relevant human resource practice and it makes significant tool in
enhancing positive work-related attitudes. Secondly work will have meaning and
employees who have authority and control on their jobs perform better than those
without. Employees will have self-determination and their work will impact on

organization success.
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Leaders also influence employee perception of access to empowering work structures:
information, opportunities for growth, resources and support. Managers who have an
insight to their core values are not afraid to solicit others views that may challenge or
agree with the leaders views before making decisions, and objectively considering all the
data collected and viewpoints. This is fundamental to empowerment. Involving
employees in decision making and connecting the decisions to the different unit goals
increased ownership of work results. Indeed the more the employees in the universities
perceive structural and psychological empowerment the more they will be satisfied with
their jobs and will have intent to stay in public universities as such cost of turnover will
be minimized. Employees who work in environments that provide opportunities and
ample resources, and support will have capacity to achieve their goals. We can therefore
conclude that institutions should empower their staff, develop their capacity and also
encourage them to work in teams to achieve better performance. Based on the findings of
the study the fourth hypothesis was supported.

5.4 Recommendations

The study focused on the effect of institutional factors and job-related attitudes on the
relationship between employee empowerment and performance of public universities in
Kenya. The study highlights the importance of employee empowerment as one of the
factors that influence performance. However, this influence is moderated by institutional
factors and mediated by job-related attitudes. This study has shown that the universities
that implement effective employee empowerment programs have a competitive
advantage. Further the dimensions of employee empowerment have strong relationship
with performance. It is therefore recommended that universities intending to enhance
their staff performance through empowerment should appreciate the benefits it brings.
Employee empowerment is more relevant in today’s’ competitive environment where
workers are more aware of their rights and are more skilled and knowledgeable. Further
most organizations today are also moving towards decentralized, organic type of

organizational structures.
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The action of employee empowerment brings leaders, decision-makers and employees
together, hence shortening the duration of activities and decision making process. Any
type of managerial style that can pave way for developing the feelings of fulfillment will
yield employee empowerment. Empowered individuals will have a more active role in
the organization life, will take on initiatives, and their participation in the activities of the
organization will be enhanced. Involvement and empowerment of employees is key to the

success of institutions.

Through an effective employee empowerment program the system has great benefits.
Structures and leadership styles on the other hand impedes on the effectiveness of these
programs. Leaders within all levels (from departmental to other higher levels) of the
organization have a profound effect on the universities overall climate regarding
empowerment. As the style of leadership will hinder or enhance empowerment in the
universities. There is need for good leadership to be in place at all levels to formulate and
implement policies of employee empowerment. Management should involve employees
in decision making process at all levels. There is need for more investment in training and
development programs to enable employee cope with change. Employees who are
empowered will carry the vision of the university and offer quality work; as such

empowerment should be encouraged.

The structures should be enabling to allow more employee participation in decision
making to reap the benefits from employee empowerment. A clearly established structure
gives the group the means to maintain order and resolve conflicts. Organizational
leadership refers to finding new and innovative ways to involve and motivate employees
and affect positive change. By its nature leadership involves decision making and
inspiring the staff. On the other hand organization culture helps in internalizing joint
relationships that support effective management.

To address some of the contradictions it is recommended that the universities invest more
in their staff and structures, adopt transformational leadership style to enhance
performance. An empowering leadership style involves behaviors that enhances the
meaningfulness of work, foster participation in decision making and provide autonomy

from bureaucratic structures. Successful employee empowerment programs require
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redistributing of information knowledge and rewards. This can be done by first investing
in training and development, attitude change among others.

The institutions should focus on other sources of revenue to increase their revenue base.
For example engage more in income generating activities to sustain revenue growth.
Engage in more research programs and aim to become world class Research University.
Secondly the institutions should ensure that quality teaching and service delivery goes
beyond their boundaries, that is, not only in the institutions but globally to enhance the
university ranking in the world. This will boost customer satisfaction rating and research

output which have significance contribution to institutions ranking.

Universities should not only build a culture of knowledgeable workers but give them the
resources to do their job and when they come up with all that important idea, implement
it with capability of the organizations resources. The interaction between participative
decision making, flow of information, flat organization structures, training and
development reinforces empowerment practices. Employee empowerment influences
employee attitudes towards achievement of organizational goals. An empowered
organization will recognize the contribution of all employees and will work to develop
each to his or her full capability. An empowered organization will recognize that
competency in one area does not indicate competence in another area; the effort of every

employee has an impact on the success of the entire organization and all work is valued.

Universities perform a set of activities towards achieving strategic goals, as such it is
important they respond quickly and perform efficiently. The way the workers are
managed has its effects on performance of the university. Empowerment is anything but
simple and quick; it demands a willingness to embrace uncertainty, trust people, and
exercise faith. The implementation of empowerment practices not only increase
employee satisfaction but also increase customer satisfaction. Universities are not profit
making organizations, there mandate is to deliver quality effective and efficient services.
The interaction of the variables showed significant coefficient in the different models
indicating positive association of the variables and their contribution to performance of

public universities in Kenya.
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5.5 Limitations of the Study

The researcher encountered a number of challenges related to the research and most
particularly during the data collection process; however the limitations did not have a
significant interference with the outcome of the study. The first limitation was the
geographical spread of the public universities in Kenya, making access difficult. During
the months when data was being collected there was a strike by workers in the public

universities (early 2014), leading to delay in responses.

Secondly, some of the respondents found it difficult to fill the questionnaire because they
felt giving the information required might jeopardize their jobs; however this was
overcome by assurance that the information will not be divulged and is for academic

purpose.

The study did not obtain 100% response rate due to unwillingness and unavailability of
some targeted respondents given the nature of information to be collected. The researcher
in data collection process further experienced what other previous researchers (Monari,
2013; Mutuku, 2012; Munyoki, 2007) experienced. They reported that first the selection
of the variable in the conceptual model was not exhaustive and could have included other

variables such as: other types of leadership which could be moderators

Another limitation was that the study was conducted on premise that all chartered Public
Universities had the same structures and working conditions albeit at varying degrees
without first grouping the universities on basis of their similarities. The only similarity
considered in the study was whether they were fully chartered and were public

institutions.

Individual respondents also differ in their perception therefore making generalization on
responses a limitation. The results for this study were self-reporting. This assumed that
the responses were factual and that they were actually given by the target group. The
questionnaire design and results depend on employees’ perception which has been
implemented in order to analyze the effect of empowerment. Use of self-administered

questionnaires is also a limiting factor in terms of understanding of the questions for
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which answers were being sought. However to some extent the risks involved were

reduced by use of multiple informants from each of the participating institutions.

Another limitation was that the present study is cross-sectional. A longitudinal
examination of variables as they occur and as managerial interventions are made to
improving desirable organizational outcomes would have been better, for such a study

could have observed the changes of the variables.

The conceptual underpinning of the research came from studies conducted in the western
and developed world context. In view that the culture and human behavior differ from
country to country further studies should be carried out in developing countries context.
To confirm the generalizability of the study this work could be replicated in other

contexts.

The other challenges faced was resource limitations during the entire period of the
research ranging from time, finances and technical support during the data analysis and
thesis development. The study focused on public universities which are spread all over
the country. The researcher had to hire assistant researchers; who had to be trained first,

to assist in data collection.

Despite the limitations experience the quality of the study was not compromised. The
study was designed in highly scientific manner following a thorough literature and
theoretical review. The study was rigorous in its approach analysis, interpretation and
reporting of the findings. The implications discussed did not therefore have any material
effect on the results and findings of the study. The results and the findings of the study
have made an immense contribution to the existing body of knowledge, especially in the

area of human resource management.

5.6 Implications of the Research Findings

The current research examined the relationship between employee empowerment, job-
related attitudes, institutional factors and performance. The mediating role of the job-
related attitudes and moderating role of the institutional factors were also explored. The

study results present theoretical and policy implications.
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5.6.1 Theoretical Implications

The findings of this study are consistent with underpinning theories of this study. As
regards theory the current study was anchored on the empowerment theory, psychological
and structural theory and institutional theory. These theories were used to ground the
arguments and concepts that enabled the study to be carried out. This theoretical
framework facilitated an informed interrogation of key variables and concepts
underpinning these investigations on appropriate extant theories. These theories
suggested that when employees are empowered, and power is shared it enhances
performance in the organization (Spreitzer, 1995; Kanter, 1983). This study supports the
theories that empowered employees perform better compared to those not empowered,
which translates to improved organizational performance. The study further confirms the
scope of employee empowerment and performance. This is done when employees are
allowed to participate; plan for their work and set targets then motivation is enhanced.
This in turn leads to greater effort and hence increases performance.

The study also introduces a model which incorporates other non-financial measures of
performance customer satisfaction, research grants and publication, adherence to budget
and employee satisfaction. As noted previously the results in the present study are
consistent with the findings by other researchers in these areas (Fernandes and
Moldogaziev 2011, Ahadi 2011; Monari 2013) who also used other measures of non-

financial performance such as: efficiency, quality of decisions and employee outcome.

The findings of this study show that employee empowerment contributed significantly to
performance. Employees expect to be considered favorably by the management for this
affect job satisfaction and organization commitment. The organization culture sets the
pace and creates environment for empowerment. The structures are expected to be
supportive while the leadership gives direction. Thus study supported the theories of

empowerment and institutional theory.

The research also serves as a reference point for studying the relationships between
employee empowerment institutional factors and performance. Other researchers can test
other moderating variables to this relationship to find out which ones are more

significant. Previous empirical research on the influence of employee empowerment and
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performance recommended further research on to find put which variables moderate this
relationship. This study found that participative culture and leadership style have
significant influence on this relationship. However the findings revealed that job-related
attitudes did not mediate the influence of employee empowerment on performance. This
should be further explored. Probably we can try to use employee empowerment as a
mediating variable on the relationship between job-related attitudes and performance.

Further the study contributes to understanding the link between employee empowerment
and organization performance while at the same time confirms the findings of previous
studies that have found significant link between employee empowerment and
organizational performance. Researchers (Spreitzer, 1995; Menon 2001) confirm that
empowerment is critical and leads to enhanced organizational performance. Previous
studies focused on examining one or two variables, such as power sharing, access to
information and how they affect the relationship between employee empowerment and
organization performance, while the current study examined the interrelationships among
three variables namely, employee empowerment, job-related attitudes, institutional
factors and performance. This study therefore brings out increased understanding that the

combined effect of the study variables is greater than the individual effects.

This study contributed to existing knowledge by empirically confirming that institutional
factors moderated the relationship between employee empowerment and organization
performance. Most of the previous related studies have been done in the context of
developed countries, hence the findings if these studies may not be fully applicable to
organizations in developing countries due to contextual differences. The findings of this

study would therefore be more relevant in the Kenyan context.

Regarding the research methodology, the study used correlation, positivist, research
design, stratified sampling technique and primary data was collected. Simple linear,
stepwise regression and multiple regression analysis were used to test hypotheses and
pertinent results presented. In terms of study contributions the study reiterates that
employee performance depends on empowerment strategies, structures and leadership in
the organization. Positive culture is to be encouraged and employee development

enhanced.
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5.6.2 Policy Implications

As far as policy is concerned the results of this study have implications for the
government, private sector. The study reports that each of the investigated variables had
an effect on performance. Universities have been regarded as major contributor of human
capital in Kenya as such the findings of this study should assist the practitioners in policy
making. Specifically such policies should include how empowerment may be encouraged
in institutions accompanied by proper strategies and leadership. It can also be applied in
the policy of human resource development. Training and career development is one of the
measures of empowerment. The manager should formulate and implement policies and

practices that will foster empowerment in all areas in the organization.

The findings revealed a statistically significant relationship between employee
empowerment and job-related attitudes. The influence of job-related attitude on
performance was also statistically significant. This implies that if organizations create
and build empowerment programs this will enhance job satisfaction and organization
commitment which in turn will improve organizational performance. The empowerment
programs will also minimize labor turnover. One of the major causes of labor turnover in
organizations is dissatisfaction and violation of psychological contract. When employees
perceive that the HRM policies and practices are unfair it leads to dissatisfaction. This
perception can lead to labor turnover which is costly for the organization. The research
findings revealed that job-related attitudes do not mediate the influence of employee

empowerment and organization performance.

The findings revealed that a statistically significant relationship between employee
empowerment and institutional factors. The influence of institutional factors on
performance was significant. This implies that organizations that implement proper
structures will reap benefits. The implication of this to theory and practice is that
institutions should strengthen their structures so as to maximize on employee
empowerment. Employees who are empowered are believed to contribute more to
organization success as the organizations should be keen on increasing the level of

employee empowerment.
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The study observed that human resource management has not yet become strategic in
universities and that reflects in universities low scores on sharing of vision, training and
development and autonomy. The study makes a recommendation to university
management to redesign human resource management policies/function to become more
strategically aligned. Key among them the areas to be addressed is empowerment
practices. There is need to align strategies that will empower employees especially in

areas such as autonomy, access to information, and involvement in decision making.

The study found disconnect between leadership practices and prevailing cultures. Study
recommends that university management to invest more in strategic human resource so as
to integrate human resource practices and approaches like employee empowerment in the
structure and culture. The findings of the study are important in that higher education
institutions have been vested with meeting country’s human capital development needs
for the achievement of the Kenya Vision 2030 Agenda. The universities are meant to be
partners with the government to build manpower capacity. With education being
identified as one of the major sectors in the country there is need for government
interventions as the country endeavors to be a globally competitive state. The government
and universities should work together and apply the concepts of employee empowerment
to enhance performance to achieve this vision. Part of government policy in education is
linking university education with industry for sustainability and development of the

country.

From the current study, it is evident that employee empowerment have direct positive
relationship with Public University Performance. The policy makers in education sector
may support the universities by offering more grants in research skills and capabilities to
ensure our universities are ranked amongst research universities in the world. This can be
done in conjunction with partners and friends of the universities. Policy makers can
consider the unique nature of the sector by offering support in terms of policies that
argument growth and better delivery of service which translates in being world class
research universities; this will increase capacity for innovation and creativity in

institutions of higher learning.
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5.6.3 Implications for Practice

The study bears significant implications for practice. The study clearly confirms earlier
research that employee empowerment has significant effect on performance of
organizations. The link between empowerment practices and performance is causal for

enhanced performance.

Empowerment can influence performance through job satisfaction and commitment.
Empowerment also has an effect on achievement motivation; as such the public sector
can easily adopt empowerment practices to enhance productivity in the institutions of
higher learning. Empowerment practices aimed at granting employees discretion to
change their work process and providing them with work opportunities to acquire job

related knowledge skills have strong positive effects.

From the managers and policy makers in the universities the study findings imply that
there is a need for paradigm shift from work as usual. The institutions are facing new
challenges today more than ever before, as such must learn new ways of coping with
environmental changes. One way of coping is institutionalizing empowerment practices
and programs. This process will provide employees with opportunity to grow and change

work attitudes and behavior.

University management can also apply the findings of this study in other areas of human
resource management such as in training and development policy, rewards policy,
employee involvement in decision making beyond the departments, and involvement in
strategy planning process. The study suggested that employee commitment in an
organization leads to low turnover and employees tend to stay longer in the organization
with no intent to leave if they are committed. Job satisfaction also makes the staff to

perform better for it leads to employee satisfaction.

The findings provide insights into how employees can better be empowered and this way
they will exhibit higher feelings of satisfaction, motivation and commitment which in
turn will translate to enhanced performance and low turnover. The study would also
recommend a change in policy in order to involve employees more in empowerment

programs and in strategic issues. There is need to have self-evaluation in view of the
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current changes in the country such as: vision 2030 which seeks to make Kenya a middle
income country; Kenya Constitution (2010) emphasize on devolution and the
reengineering of process in the country (performance contracting), and emphasize on
integrity, accountability and transparency in all activities. These changes will impact on
how institutions are run and on the changing role of human resource management. To
cope with changes the universities will need to institutionalize change. Organizations that
are conscious of the changes taking place in the environment stay on “top of their game.”
They will have clear direction and strategies; and will harness all their efforts towards
meeting these challenges. The organization should have the ability to reengineer, redefine
and re-allocate resources to cope with the changes.

5.7 Suggestions for Further Research

The researcher offers the following direction for further research. This study had
hypothesized that the influence of employee empowerment on performance is mediated
by job-related attitudes. The findings revealed that job-related attitudes were found not to
mediate the influence of employee empowerment on organizational performance. As
such further research may address why this is so. There could be other variables that
mediate the relationship between employee empowerment and organizational
performance. Secondly the variable of employee empowerment can be investigated

further and used as a mediating variable.

Further the study only looked at the moderating effect of institutional factors on the
influence of employee empowerment and performance. The study collected cross-
sectional data. This may not give a clear understanding of the effect of the institutional
factors on the relationship between employee empowerment and organizational
performance. Probably there could be other factors namely: age of organization, gender,
employee characteristics, and technology which could have greater impact on the

relationship between employee empowerment and organization performance.

Given that this study focused on Public Chartered Universities in Kenya it is
recommended that similar study be conducted among other universities that are chartered

but private, others with letters of interim authority. Future studies can also be carried out
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in other sectors like manufacturing, commercial and non-governmental organizations.
The study can also be replicated in other developing countries in Africa as well as the

developed countries to determine whether the same results can be obtained.

Cross sectional survey method was used to collect data. This method has a number of
limitations as such a further study can be conducted using longitudinal survey. Further
the measures used in this study were perceptual; most of the data collected was for key
variables were qualitative. This measures raises concern about common method bias and
the honesty of the source. As such future studies can use other measures of scale apart

from likert type scale.

The study also suggests that future studies could consider triangulating data collection to
use a combination of different or multiple methods. Using such different methods may

ensure that appropriate and adequate information and data is obtained for further analysis.

The current study did not cover the antecedents of employee empowerment. Therefore
conducting a study to identify the determinants should be conducted. In view of the fact
that this study focused on organizations as unit of analysis another study targeting
individual perceptions of employee empowerment as well as their job-related attitudes
should be conducted. In addition a study on why job-related attitudes are not predictor of

organization performance should be investigated.

The study looked at the moderating effect of institutional factors on the relationship
between employee empowerment and performance. This may not give a very clear
picture of the impact on the relationship, for institutions are evolving as they interact with
their environment. Other institutional factors could be considered such as: other
leadership styles, different organizational structures and cultures. However, the current
study has opened up fertile ground for future research.

The study serves as a reference point for those studying employee empowerment,
institutional factors relationship with performance. Other researchers can test other
moderators and intervening variables on the relationship between employee
empowerment and performance to find out which variables have the most significant

effect.
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In conclusion this research has brought in new insight into human resource management
fields showing that organizational competiveness depends on alignment of human

resource practices such as employee empowerment, job-related attitudes and institutional

factors in order to enhance performance.

204



REFERENCES

Abagi, J.0. (1998). Revitalizing Financing of Higher Education in Kenya: Resource
Utilization in Public Universities. Accra: Association of African Universities

Abbasi, M.M., Khan, M., Rashi, K. (2011). Employee Empowerment, Service Quality,
and Customer Satisfaction in Pakistani Banks. The IUP Journal of Bank
Management, 10 (4).

Adeyeye, F. (2008). Globalization and the challenges of Human Resource in Africa. Peer
Reviewed of the 9" Annual Inter Conference of the International Academy of
African Business and Development (IAABD) 9, 487-494. Held in University of
Florida. Gaines Ville Florida.

Aggarwal, U. and Bhargava S. (2009). Reviewing the Relationship between HR practices
and Psychological Contract and their Impact on Employee Attitude and
Behaviour. Journal of European Industrial Training 33 (1): 4-31.

Ahadi, S. (2011). Mediating Role of Psychological Empowerment In The Relationships
Between Structural Empowerment And Organizational Culture And Workplace
Outcomes Among Academics In Malaysian Research Universities. PhD
Unpublished Thesis, University Putra Malaysia

Alkahatani H.A., Suaiman, M., & Jared, A. (2011). Employee Empowerment: Job
Satisfaction: An Empirical study of Malaysian Management. World Applied
Sciences Journal, 13 (5): 1269-1280.

Alo, O. (1999). Human Resource Management in Nigeria. Business and International
Support Associate Limited.

Akaranga, E. M. (2008). The Process and Effects of Perfromance Contracting in Kenyan
Public Sector. MBA Project; United States International University (USIU),
Nairobi.

Argyris, C.H. (1998). Empowerment: The Emperor's New Clothes. Harvard Business
Review 76(3): 98-105

Armstrong, M. (2010). Handbook of Human Resource Resource Management Practice.
10" Ed. London: Kogan Page Limited

Armstrong, M. (2006). Handbook of Human Resource Management Practice. 9" Ed.
London: Kogan Page Limited

Armstrong, K.J., & Laschinger, H. (2006). Structural Empowerment, Magnet Hospital

Characteristics, and Patient Safety Culture. Journal of Nursing Care Quality,
June/2006

205



Armstrong-Stassen M. & Cameron S. (2003) Dimensions of control and nurses' reactions
to hospital amalgamation. International Journal of Sociology and Social Policy
23 (8/9): 104-128.

Aycan, Z., Al-Hamadi, A.B., Davis, & A., Budhwar, P. (2007). Cultural Orientations and
Preference for HRM Policies and Practices. The case of Oman. International
Journal of Human Resource Management, 18: 11-32.

Avolio, B.J., Zhu, W., Koh, W., & Bhatia, P. (2004). Transformational Leadership and
Organizational Commitment: Mediating Role of Psychological Empowerment
and Moderating role of Structural Distance. Journal of Organisational Behaviour,
25(8): 951-968.

Awan, H.M., Bukhari, & K.S., Talia, S. (2011). Influence of Leadership Empowerment
Behaviour on Organizational Performance. Management Research Review

Awino Z. B. & Gituro W. (2011). An Empirical Investigation of Supply Chain
Management Best Practices in Large Private Manufacturing Firms in Kenya.
Prime Journals Business Administration and Management (BAM). 1 (2): 26-31.

Bandura, A. (1986). Social Foundation of thought and action. Prentice Hall.

Bandura A. (1977). Self-efficacy, Toward a Unifying Theory of Behavioural Change.
Psychology Review, 84

Barlette, C.A., & Ghoshal S. (1990). Matrix Management: Not a Structure, a frame of
Mind. Harvard Business Review, 64(4): 138-145

Bass, B.M. (1985). Leadership and Performance beyond Expectations. Free Press: New
York.

Bass, B. M. (1990). From transaction to transformational leadership: Learning to share
the vision. Organizational Dynamics 3

Bass, B M & Riggio R. (2006). Transformational Leadership. 2" Edition, Erlbaum

Bass, B.M. & Avolio, B.J. (1993). ‘Transformational Leadership and Organizational
Culture’. Public Administration Quarterly, 17(1): 112-117

Beer, M., spector, B., Lawrence, P., Mills, D., & Walton, R. (1985). Human Resources
Management: A General Managers Perspective. New York: Free Press

Begley, T. M., & Czajka, J. M. (1993). Panel analysis of the Moderating Effects of
commitment on Job Satisfaction, intent to quit, and health following
Organizational Change. Journal of Applied Psychology, 78(4): 552 -556.

206



Blanchard, K., Carlos, J., & Randolph. A. (1999). The Three Keys to Empowerment. San
Franciso, Barret-Koehler Publishers, Inc. (1999:11)

Block, P. (1987). The Empowered Manager. San Francisco: Jossey-Bass

Bjorck, F. (2004). "Institutional Theory: A New Perspective for Research into I1S/IT
Security in Organizations," HICSS, p. 70186b, Proceedings of the 37th Annual
Hawaii International Conference on System Sciences (HICSS'04) - Track 7, 2004

Boje, D. M. & Rosalie, G. A. 2001. Where's the power in empowerment? Answers from
Follett and Clegg. Journal of Applied Behavioral Science, 37(1): 90-117

Boonyarit, I. Chomphupart, S., & Nattawut, A. (2010). Leadership, Empowerment &
Attitude Outcomes. The Journal of Behavioural Science. 5(1):1-14.

Bowen, D. E. & Lawler, E. E. 1995. “Empowering Service Employees.” Sloan
Management Review, 36:73-84.

Bowen R., & Lawler, T. (1992). The Empowerment of Service Workers: what why, how
and when. Slogan Managmnet Review. Spring: 31-39

Brayfield, A.H. & Crockett, W.H. (1955). Employee Attitudes and Employee
Performance. Psychological Bulletin, 52: 396-424.

Baron, R. M., & Kenny, D. A. (1986). Moderator - Mediator Variables Distinction in
Social Psychological Research: Conceptual, Strategic and Statistical
Considerations. Journal of Personality and Social Psychology, 51(6):1173 - 82.

Burke, W. (1986). Leadership as empowering others In S. Srivastra (Ed). Executive
Power pp 51-77. San Francisco Jossey-Boss

Burns, T. & Stalker, G. M. (1961). The Management of Innovation. Tavistock, London.

Carlzon, J. (1989). Moments of Truth. London: Harper and Raw

Chen, C.K., & Chen, Y.C., (2008). The Impact of Work Redesign and Psychological
Empowerment on Organizational Commitment in a Changing Environment: an
example of from Taiwan’s State-owned Enterprises. International Public

Management Association for Human Resources, (37): 279-302

Chen, K.P. (2011). A Study on The Impact of Empowerment on Employee Performance
in the Automotive Industry in Malayasia. Open University of Malaysia

Child, J. (1977). Organization. A guideline to Problems and Practice. NY. Harper and
Row

207



Child, J. (1972). Organizational Structure, Environment and Performance: The Role of
Strategic Choice. Sociology Journal 1-22

Claydon, T. & Doyle, M. (1996). Trusting me, Trusting you? The Ethics of Employee
Empowerment. Personnel Review, 25 (6): 13-25

Clutterbuck D., & Kernaghan, S. (1994). The Power of Empowerment. Kogan Page .
London

Colquitt, J.A., Conlon, D.E., Wesson, M., & Porter, Ng, K.Y. (2001). Justice at the
Millenium: A Meta-analytic Review of 25 Years of Organizational Justice
Research. Journal of Applied Psychology, 86:425-445

Collins, D. (1995). Rooting for Empowerment? Empowerment in Organizations Journal,
3(2): 25-33.

Commission of University Education (CUE) (former Commission for Higher Education
(CHE), (2012)

Conger, J. A. & Kanungo, R. N. 1988. The Empowerment Process: Integrating Theory
and Practice. Academy of Management Review. 12, 471-482.

Cooper, R. D. & Schindler, S. P. (2003). Business Research Methods. 8" Edition. Boston:
Irwin McGraw-Hill.

Cooper, R. D. & Schindler, S. P. (2006). Business Research Methods. 9™ Edition. cGraw-
Hill Publishing Co. New Delhi-India.

Covey, S. (1994). Daily Reflections of Highly Effective People. Amazon.com
Cronbach, L. (1951). Coefficient Alpha and the Internal Structure of Tests.
Psychometrika, 16:3

Cropanzano, R. & Folger, R (1992). Procedural Justice and Worker Motivation and work
Behaviour 5" Ed, pp 131-143. New York: McGraw-Hill

Cunningham, 1., Hyman, J., & Baldry, J (1996). Empowerment: the Power to do What?
Industrial Relations Journal, Vol.27 No.2, pp.143-54.
http//:dx.doi.org/10.1111/j.1468-2338.196.tb00764.x

Daft, R. I. (2007). Understanding the Theory and Design of Organizations. Thompson
South Western: West Publishing Company

Daft, R. L. (1983). Organization Theory and Design, West Publishing Company, St Paul

Deephouse, D. L. 1996. Does Isomorphism Legitimate? Academy of Management
Journal. 39: 1024-1039.

208



Denison, D. R., & Mishra, A. K. (1995). Toward aTheory of Organizational Culture and
Effectiveness. Organizational Science, 6 (2): 204-223.

Dessler,G. (2008). Human Resource Management (11" Ed), New Delhi, Printice Hall

Darvish, H., Amir Khani, A.H., Assarha, M., & Sotodeh Arani, H. (2013). A Survey on
the Impact of the Training period on Empowering Management Team: A case
study Saipa Group. Management Science Letter. 3(6): 1819-1824

David, F.R. (1999) Strategic Management Concepts and Cases. 7" Ed. New Jersey:
Prentice Hall

Dhladhla, T.J. (2011). The Influence of Leader Behaviour, Psychological Empowerment,
JobSatisfaction, and Organizational Commitment on Turnover Intention. MA
University of Stellenbosch.

Dickson K. E, Lorenz A. (2009). Psychological Empowerment and Job Satisfaction of
Temporary and Part-time nonstandard Workers: A Preliminary Investigation.
Journal of Behavioral and Applied Management, 1:, 166-192

DiMaggio P., & Powell, W. (1983). ‘The Iron Cage’ Institution Isomorphism and
Collective Rationality in Organizational Fields. American Sociological Review,
48:147-60.

Dimba E. & K’Obonyo P. (2007). Influence of Culture on Strategic Human Resource
Management (SHRM) Practices in Multinational companies (MNC) in Kenya: A
Critical Literature Review. www.strathmore.edu August, 14" 2012

Dunharm, R.B., Grube, J. A., & Castaneda, M. B. (1994). Organization Commitment:
The utility of an integrative definition. Journal of Applied Psychology. 79: 370-
380

Dunford, B. B., Snell, S., & Wright, P. (2001). Human Resource and Resource Based
View of the Firm. Centre for Advanced Human Resource Studies (CAHRS)
working Papers. Cornwell University ILR School.

Eisenberger R., Huntington R., Hutchinson S., & Sowa D. (1986) Perceived
Organisational Support. Journal of Applied Psychology 71: 500-507.

Elnaga, A.A., Imran, A. (2014). The Impact of Employee Empowerment pn Job
Satisfaction: Theoretical Study. American Journal of Research communication
2(1)

Emerson, R., (1976). Social Exchange Theory. Annual Review of Sociology. 2:335-362

209


http://www.strathmore.edu/

Erickson, J.1., Hamilton, G.A., Jones, D.E., & Ditomassi, M. (2003). Measuring the
Impact of collaborative Governance: Beyond Empowerment. Journal of Nursing
Administration, 33(2): 96-104.

Fernandez S. & Moldogaziev T. (2011).Using Employee Empowerment to Encourage
Innovative Behaviour in the Public Sector. School of Public and Environmental
Affairs, Indiana University.

Field, A. (1990). Discovering Statistics Using SPSS, London: Sage Publications Ltd.

Fleishman, E.A. (1953). Leadership Climate and Human Relations Training. Personnel
Psychology, 6: 205-222.

Fox J. (1998). Employee Empowerment: Apprentice Model. Barney School of Business
University of Hartford.

Fowler, F. J. Jr. (1984). Survey research methods. Thousand Oaks, CA: Sage.

Fragoso, H. (2006). An Overview of Employee Empowerment: Do’s and Don’ts.
Contract Management. Accessed at www.iusb.edu/journal/2014/fragoso.html

Fredrik Bjorck. (2004). "Institutional Theory: A New Perspective for Research into IS/IT
Security in Organizations," HICSS, p. 70186b, Proceedings of the 37th Annual
Hawaii International Conference on System Sciences (HICSS'04) - Track 7, 2004

Fry, W. L., & Slocum, J. (1984.) Technology, structure and workgroup effectiveness: A
Test of Contingency Model . The Academy of Management Journal. 27(2)

Gachoka, H. (2010). The effect of Performance Management System on Perceptions of
Organization Justice in State Corporations. Unpublished PhD Thesis. University
of Nairobi.

Galbraith, J. R. (2002). Designing Organizations: An Executive Guide to Strategy,
Structure, and Process. San Francisco: Jossey-Bass, (10).

Garson, D. (2012). Testing Statistical Assumptions. North Caroline State University
2012 Ed. Blue Series Books

Giddens, A. (1989). Structuration theory and the constitution of social life. NY: St
Martin’s press,

Gill, A; Flaschner A; Shah C; & Bhutanin, I. (2010). The Relations of Transformational
Leadership and Empowerment with Employee Job Satisfaction: A Study among
Indian Restaurant Employees. Business and Economics Journal, BEJ-18.

Gilliland, S.W. (1993). The perceived fairness of Selection System: an Organizational
Justice Perspective. Academy of Management Review 184(4): 694-734

210


http://www.iusb.edu/journal/2014/fragoso.html

Ghosh, A.K. (2013). Employee Empowerment: A Strategic Tool to obtain Sustainable
Competitive Advantage. 30( 3):1

Ghoshal, S., Korine, H., & Szulanski, G. (1994). ‘Interunit communication in
Multinational Corporations'. Management Science, 40, 96-110.
http://dx.doi.org/10.1287/mnsc.40.1.96

Ghorbani, S., Alilou R., & Noubari L. (2012). Investigating Effective Factors on
Employees Empowerment in Islamic Azad University, Sarab Branch. Journal of
Basic Applied Science Research., 2(5): 4854-4860.

Greenwood R. & Suddaby. R. (2006). Institutional Entrepreneurship In Mature Fields:
The Big Five Accounting Firms. Academy of Management Journal, 49(1): 27-48.

GoK, (2005). Ministry Human Resources Development Strategy. Government Printers:
Nairobi.

Goldsmith , Marshall (2010). Empowering your Employees to Empower themselves.
Harvard Business Review (2010)

Gore, A. (1996). The Best Kept Secrets In Government- Digest Version. National
Performance Review, September 1996. Public Administration Review, (30)

Gore, J. (1992). What Can We Do For You! What Can “We” Do For “You”? (pp. 54-73).
In C. Luke & J. Gore (Eds.). Feminisms and Critical Pedagogy. New York:
Routledge.

Geralis, M., & M. Terziovski. 2003. “A quantitative analysis of the relationship between
empowerment practices and service quality outcomes.” Total Quality
Management and Business Excellence 14 (1): 45-62.

Guest, D. (1987). Human Resources Management and Industrial Relations. Journal of
Management Studies., 24: 503-521

Guest, D. (1989). Personnel and HRM: Can you tell the difference? Personnel
Management Journal, pp. 48-51

Guest, D. (1998). Beyond HRM: commitment and the Contract Culture, in Sparrow, and
Marchington, M. HRM: The new Agenda, Pitman London.

Guest D. (2001). Human resource Management: When Research Confronts Theory.
International Journal of HRM, 12(7): 1092-1106

Hackman, J.R., & Oldham, G.R. (1976). Motivation through the design of work: Test of a
Theory. Organisational Behaviour and Human Performance, 16 (4):250-279.

211


http://dx.doi.org/10.1287/mnsc.40.1.96

Haid, M., & Sims, J., (2009). Employee Engagement: Maximizing Organizational
Performance. Right Management (Leadership Insights)

Hair, J.F. Jr., Black, W.C., Babin, B.J., Anderson, R.E., & Tatham, R.L. (2006).
Multivariate Data Analysis. 6™ ed. New Jersey. Prentice Hall.

Hales, C.P., & Klidas, A. (1998). Empowering in five Star Hotels: Choice, Voice, or
Rhetoric? International Journal of contemporary Hospitality Management. 10(3)
88-95

Hall, E.T., & Hall, M.R. (1990) Understanding Cultural Differences: Germans, French
and Americans. Yarmouth, ME: Intercultural Press

Hamidifar, F. (2009). A Study of the Relationship between Leadership Styles and
Employee Job Satisfaction at Islamic Azad University branches in Tehran, Iran.
Journal of Management 4(2)

Hambrick, D.C. (2003). On the Staying power of defenders, analyzers and prospectors.
Working Paper, Pennsylvania State University

Humborstad, S.I.W., Humborstad, B., Whitfield, R. & Perry, C. (2008). Implementation
of empowerment in Chinese high power-distance organizations. The International
Journal of Human Resource Management, 19:1349-64.

Handy, C. (1993). Understanding Organizations. London Penguin Books

Harley, B. (1999). The Myth of Empowerment: Work Organization, Hierachy and
Employee Autonomy in contemporary Australian Work places. Work
Employment and Society 13 (1): 41-66

Harper, W.M. (2000). Statistics 6™ Ed, England

Hauge, A.H. (2011). How can Employee Empowerment be made Conducive to both
Employee Health and Organization Performance? An Empirical Investigation of a
Tailor-made Approach to Organization Learning in a Municipal Public Service
Organization. PhD Thesis. University of Bergen

Heathfield, S. (2014) "Empowerment.” About.com Human Re

Hill, Linda (2003). Leadership Development: A Strategic Imperative for Higher
Education. Harvard University

Hill, F., & Huq, R. (2004). Employee Empowerment: Conceptualizations, Aims and
Outcomes Total Quality Management, 15, (8), 1025-1041

Hisrch, R.D., Brush,C.G., Good, D., & DeSouza,G. (1997). Performance in

Entrepreneurial Ventures: Does Gender Matter?Frontiers of Entrepreneureship
Research. Wellesley, Mass: Babson College

212



Hofstede, G, (1991). Cultures and Organizations. London: McGraw-Hill.

House, R. J. (1996). Path-goal Theory of Leadership: Lessons, Legacy, and a
Reformulated Theory. Leadership Quarterly. 7 (3): 323-352

Hoskisson, R.E., Eden L., Chung M.L., & Wright, M. 2000. Strategy in Emerging
Economies. The Academy of Management Journal 43(3):249-267

Humborstad, W. (2011). Employee Empowerment, Job Satisfaction and Organizational
Commitment: An in-depth empirical investigation. Chinese Management Studies.
5 (3): 325-344

Huselid, M. (1995). The Impact of HRM Practices on Turnover, Productivity and
Corporate Financial Performance, Academy of Management Journal, 38(3):635-
672

laffaldano, M.T. & Muchinsky, P.M. (1985), Job Satisfaction and Job Performance: a meta-
analysis. Psychological Bulletin, 97: 251-73.

Ismail, A., Nur B., Natasha A., & Rabaah T. (2009) Relationship between
Transformational Leadership, Empowerment and followers’ Performance: An
Empirical Study in Malaysia - www.revistanegotium.org.ve 13 (5):5-22

Iverson, R.D., & Buttigieg, D.M. (1999). Affective, Normative and Continuance
commitment: Can the right kind’ of commitment be managed? Journal of
Management Studies. 36(3):307-333

Janssen, O. (2004). The Barrier effect of conflict with superiors in the relationship
between Employee Empowerment and Organizational Commitment. Work &
Stress. 8(1):56-65.

Jiambalvo. J. (2001). Managerial Accounting. Wiley, N.Y.

Jing-Zhou, P., Xiao-xue Zhou, & Xian-qing Zhou (2008). The Role of leadership
between the Employer and the Organization: A Bridge or a Ravine. An Empirical
study from China. Journal of Management and Marketing Research.

Johnson, G., & Scholes, K. (1984) Exploring Corporate strategy. Prentice Hall
International

Jonathan, V.L. & Johnmark, D.R. (2012). The Impact of Employee Empowerment on
Customer Satisfaction in the Nigeria Service Organizations. (A Case study of
some selected Hotels in Jos Plateau State). International Journal of Current
Research and Review. 4(19):37-52

213



Joyce, P (2003). Strategy in the Public Sector, a guide to effective change management.
John Wiley & Sons, Chester

Juran, J.M. (1979). Quality Control Handbook. New York, McGraw-Hill

Kamoche, K. (2002). Introduction: Human Resource Management in Africa,
International Journal of HRM, 13:(7):993-997

Kanooni, A. (2005). The Employee Empowerment in Information Technology
Department. Capella University

Kanter, R. M. (1993). Men and Women of the Corporation. (2nd Ed.). New York: Basic
Books.

Kanter, R. M. (1983). The Change Masters. New York: Simon & Schuster

Kanter, R. M. (1977). Men and Women of the Corporation. New York: Basic Books.

Kaplan, R.S., & Norton, D.P. (2008) The Balance Scorecard. Harvard Business School
Press. Boston, MA

Kaplan, R.S., & Norton, D.P. (1992). The Balanced Score Card — Measures that Drive
Performance. Harvard Business Review. 49: (9)134-145.

Kay, G., Bryman, A., Dainty, A., Price, A., Naismith, N. and Soetanto, R. (2008),
“Understanding empowerment from an employee perspective: what does it mean
and do they want it?.” Team Performance Management, 14:(1)39-55.

Kazlauskaite, R., Buciuniene, I., Turauskas., & L, Salciuvien. (2009). A comparative
study of Employee Empowerment in Danish and Lithunian Hotels.
Transformations in Business and Economics

Ke W., & Zhang . (2011) Effects of Empowerment on Performance in Open-Source
Software Projects. IEEE Transactions on Engineering Management

Kerlinger, N.F. (1986). Foundations of Behavior Research. New Delhi: Surjeet
Publications

Kidombo, H. J. (2007). Human Resource Strategic Orientation, Organizational
Commitment and firm performance in Large private Manufacturing Firms in
Kenya. Unpublished Ph.D Thesis, University of Nairobi, Kenya

Kibaji, E. (2010). “Major Challenges: We need to rethink strategies on university
Education” Daily Nation 24" June 2010.p13.

Kim, S. (2002). Participative Management and Job Satisfaction: Lessons for Management
Leadership. Public Administration Review. 62:(2):231-241

214



Kim, S. Y. (2013). Exploring the Relationship among Leader-Member-Exchange and Job
Satisfaction in Public Organizations. Paper presented to 12" Public Management
Research Conference. Wisnconsin.

Kinlaw, D.C. (1995). The Practice of Empowerment. London: Gover.

Kipkebut, D.J. (2010). Organizational commitment and Job Satisfaction in Higher
Education Institutions: the Kenyan case. Unpublished PhD Thesis, Middlesex
University.

Kirkman, B.L. & Rosen, B. 1999. “Beyond Self-Management: Antecedents and
Consequences of Team Empowerment.” Academy of Management Journal. 42:
58-74.

Klidas, A.K. (1995). Employee Empowerment in European Hotel Industry. Meaning
process and cultural relativity. Thela Thesis, Amsterdam 2001

Kluska, K.M., Laschinger-Spence, H. K., & Kerr, M. S.(2004). Staff Nurse
Empowerment and effort-reward imbalance. Canadian Journal of Nursing
Leadership, 17(1): 112-128.

Kobia M. & Mohammed N. (2006). The Kena/a Experience with Performance
contracting. Paper presented in the 28" African Association for Public
Administration Management, Annual Round Table conference in Arusha
Tanzania

Koll, P.J., B.J. & Burke P.J. (1988-1989). Continuing Professional Development:
Implication for the teacher Educator. Action in Teacher Education, The
Association of Teacher Educators 4:24-31

Kothari C.R. (1990). Research Methodology: Methods and Techniques, Gupta, Delhi

Kotter, J.P., & Heskett, J.J. (1992). Corporate culture and performance. Free Press. New
York

Kumarasinghe, S., & Hoshino, Y. (2003). Influence of Corporate Culture, Strategy, on
Organizational Performance. An Empirical Study of Business Organizations in Sri
Lanka. Japanese Journal of Administrative Science. 16: (3): 227-242.

Kushner, R.J., & Poole. P.P. (1996). Exploring structure-effectiveness relationships in
non-profit arts organizations. Nonprofit Management and Leadership. 7: 119-136

Krejcie, Robert V., & Morgan, Daryle W. (1970). Determining Sample Size for Research
Activities, Educational and Psychological Measurement, 1970

215



Lambert, E. (2004). The Impact of Job Characteristics on Correctional Staff Members.
The Prison Journal, 84 :(2): 208-227.
http://dx.doi.org/10.1177/0032885504265078

Lawler, E. E., Mohrman, S. A., & Benson, G. (2001). Organizing for High Performance:
Employee Involvement, TQM, Reengineering, and Knowledge Management in the
Fortune 1000. San Francisco: Jossey-Bass

Laschinger H., Purdy N., Cho J. & Almost J. (2006) Antecedents and Consequences of
Nurse Managers' Perceptions of Organisational Support. Nursing Economics 24
(1): 20-29.

Laschinger , S.H.K., Finegan, J., Shamian, J. & Wilk, P. (2003). The Relationship of
Empowerment and Selected Personality Characteristics to Nursing Job
Satisfaction. Healthcare Quarterly, 6(4):2-11.

Laschinger , S.H.K., Finegan, J., & Shamian, J. (2001). Promoting Nurses’ Health: Effect
of Empowerment on Job Strain and Work Satisfaction. Nursing Economics, 19
(2): 42-52.

Laschinger , S.H.K., & Havens, D.S. (1997). The Effect of Workplace Empowerment on
Staff Nurses Occupational Mental Health Work effectiveness. Journal of Nursing
Administration (27)6: 42-50

Legge K. (1995). Human Resource Management: Rhetorics and Realities. Macmillan,
London

Leventhal G. (1980) What should be done with Equity Theory? New Approaches to the
Study of fairness in Social relationship. In K. J. Gergen M. S. and R.H. Wills
(eds) Social Exchange: Advances in Theory and Research, New York: Plenum.

Liden, R. C.,Wayne, S. J., & Sparrowe, R. T. (2000). An Examination of the Mediating
role of Psychological Empowerment on the relations between the Job,
Interpersonal relationships, and Work Outcomes. Journal of Applied Psychology,
85(3): 407-417.

Likert, R. (1932). A Technique for the Measurement of Attitude. Archives of Psychology
140: 1-55

Light, J. (2004). The Relationships and Effects of Employee Involvement, Employee
Empowerment, and Employee Satisfaction by Job Type in Large Manufacturing
Environment. Capella University.

Lincoln, N., Ackers, P & Wilkinson, A. (2002). The Meaning of Empowerment: the

interdisciplinary Etymology of a New Management Concept. International
Journal of Management Reviews. 4: (3):271-290.

216



Linda, H (1997). A Review of the Literature on Employee Empowerment in Organization
Journal of Human Resource Management 5(4): 202-2012

Locke E., & Schweiger, D. (1979). Participation in Decision-Making. One More Look.
Research in Organization Behavior. 1:265-339.

Locke, E.A., & Latham, G.P. (1990). A theory of goal setting and task performance.
Englewood Cliffs, NJ: Prentice Hall.

Lorsch, Jay W., & Stephen A. Allen.(1973) Managing Diversity and Interdependence.
Cambridge, MA: Harvard University Press

Luthans (1998). Organizational Behaviour, McGraw-Hill, NY
Malhotra, N., Budhwar, P. & Prowase. (2007). Linking rewards to Commitment: An
Empirical Investigation of Four UK Call Centres. The International Journal of

Human Resource Management 18:(12): 2095-2127

McCrirmmon, Mitch.( 2010). Empowerment. (www.leadersdirect.com)

Macey, W.H., & Schneider, B. (2008) The Meaning of Employee Engagement. Industrial
and Organizational Psychology, 1: 3-30.

Malhotra, N., Budhwar, P., & Prowse, P. (2007). Linkage Rewards to Commitment: An
Empirical Investigation of Four UK Call Centres. International Journal of Human
Resource Management. 18:(12): 2095-2017

Mathieu, J.E., & Zajac D.M. (1990). A Review and Meta-analysis of the Antecedents,
Correlates, and Consequences of Organizational Commitment. Psychological
Bulletin 108 (2): 171-194.

Matthews, R. A., Diaz, W. M., & Cole, S. G. (2003). The Organizational Empowerment
Scale. Personnel Review, 32(3):297-318.

Men, R.L. (2010). Measuring the Impact of Leadership Style and Employee
Empowerment on Perceived Organization reputation. Institute of Public Relations

Menard, S. (1995). Applied Logisitics Regression Analysis: Sage University Series in
Quantitiave Applications in the Social Sciences. Thousand Oaks, CA, Sage

Menon, S.T. (2001). Employee Empowerment an Integrative Psychological Approach.
Applied Psychology: An International Review, 50(1): 153-80

217


http://www.leadersdirect.com/

Meyer J., Allen N. & Smith C. (1993) Commitment to Organizations and Occupations:
extension and test of a Three-component Conceptualization. Journal of Applied
Psychology 78: 538-551.

Meyer J.P. & Allan, N.J. (1997). Commitment in the workplace: Theory, Research and
Application. Thousands Oaks, CA: Sage.

Meyer J.P. & Allan, N.J. (1991). A Three Component of Conceptualization of
Organizational Commitment. Human Resource Management Review (1), 61-89.

Meyer, J. W., & Rowan, B. (1991). Institutionalized organizations: Formal structure as
myth and ceremony. In W. W. Powell and P. J. DiMaggio (Eds.). The New
Institutionalism in Organizational Analysis (41-62). Chicago: University of
Chicago Press

Meyer, J.P., Becker, T.E. & Vandenberghe, C. (2004). Employee Commitment and
Motivation: A Conceptual Analysis and Integrative Model, Journal of Applied
Psychology, 89:(6): 991-1007.

Meyer, R. (1990). Classical & Modern Regression with Applications. 2" Ed. Boston:
Duxbury.

Miles, R.E., & Snow, C.C. (1978). Organizational Strategy, Structure and Process.
McGraw-Hill, New York

Miles, R.E. & Snow, C.C. (1984). Designing Strategic Human Resources Systems.
Organizational Dynamics, 31(1):36-52

Miller, K.I. & Monge, P.R (1986). Participation, Satisfaction and Productivity: A Meta-
Analytical Review. Academy of Management Journal, 29:(4): 727-753

Ming J.S. (2010). A Model of Higher Education Institutions Choice in Malaysia — A
Conceptual Approach. International Conference on Business and Economics
Research

Mintzberg, H. (1998). Integrated Performance Management Framework: A guide to
strategic implementation. Sage

Mintzberg, H., & Quinn, J. (1996). The Strategy Process: Concepts, Contexts, and cases.
Englewood Cliffs, New Jersey, Prentice Hall

Mintzberg, H. (1983). Structure in Fives. Englewood Cliffs, NJ, Prentice Hall

Mishra K., Spreitzer G. & Mishra A. (1998) Preserving Employee Morale during
Downsizing. Sloan Management Review 39: 83-95.

218



Monari F. (2013). The Influence Of Time Management Tendencies And Organizational
Factors On The Relationship Between Employee Attributes And Organizational
Performance Of Universities In Kenya. Unpublished. PhD Thesis. University of
Nairobi

Morrell, K. & Wilkinson, A (2002). Empowerment: though the smoke and past the
mirrors? Human Resource Development International, 5 (1):119-130

Mowday, R.T., Porter, L.W., & Steers, R.M. (1982). Employee-Organizational
Linkages: The Psychology of Commitment, Absenteeism, and Turnover. Academic
Press New York

Mowday, R.T., Porter, L W. & Steers, R.M. (1979). The Measurement of Organizational
Commitment. Journal of Vocational Behaviour, 14: 224-247.

Moye, M. J., Alan B.,& Henkin, (2006). Exploring Associations between Employee
Empowerment and Interpersonal Trust in Managers. Journal of Management
Development, 25(2): 101 — 117

Mugenda, O. M., & Mugenda, A. G. (2003). Research Methods: Quantitative and
Qualitative Approaches. Nairobi: Acts Press

Munjuri, M.G. (2013). The Effect of Human Resource Management Practices in
Enahncing Employee Performance in Catholic Institutions of Higher Learning in
Kenya. International Journal of Business Adminstration, 2: No. 4

Mutuku, C. (2012). Influence of Involvement Culture and Diversity Management
Strategies on the Relationship between Top Management Team Diversity, Quality
of Decisions and Performance of Commercial Banks in Kenya. Unpublished PhD
Thesis, University of Nairobi

Nachmias, C.F. & Nachmias, D. (1996). ResearchMethods in the Social Sciences. 5"
Edition Arnold, London.

Nahapiet, J., & Ghoshal, S. (1998). Social capital, Intellectual Capital, and the
Organizational Advantage. Academy of Management Review, 23 (2): 242-266.

Namasivayam K., & Zhao X. (2007). An Investigation of the Moderating Effects of
Organizational Commitment on the Relationships between Work Family Conflict
and Job Satisfaction Among Hospitality Employees in India. Tourism
Management, 28(5): 1212-1223.http://dx.doi.org/10.1016/j.tourman.2006.09.021

Ngambi, H. C. (2010). The Relationship between Leadership and Employee Morale in
Higher Education. African Journal of Business Management 5(3): 762-776.

Nick, N., Jack I. S., Warren R.N., & Barbara, W. (1994). Empowerment in Organizations.
2(3):45-55

219



Njeru, W. G. (2013). Market Orientation, Marketing practices, Firm Characteristics,
external Environment and Performance of Tour Firms in Kenya. Unpublished
PHD Thesis, University of Nairobi

North, D. (1990). Institutions, Institutional Change and Economic Performance.
Cambridge University Press

Nordin, S.M., Mohamed, H., & Ghazali, Z. (2006). The Impact of Formalization and
Centralization on Organizational Communication: A Study on a Highway
Concessionaire in the Klang Valley, Malaysia

Nunnally, J.C. (1978). Psychometric Theory, New York: McGraw-Hill.

Nyambegera, S.M.. (2002). Ethnicity and human resource management practice in Sub-
Saharan Africa: The relevance of the Managing Diversity Discourse.
International Journal of Human Resources Management, 13(7): 1077-1090

Nyambegera, S.M., Sparrow, P., & Daniels, K. (2000). The Impact of Cultural Value
Oreintation on Individual Human Resource Management Preferences in
Developing Countries and Lessons from Kenya Organizations. International
Journal of Human Resource Management. 11(4):639-663

O’Brien, R.M. (2007). A Caution Regarding Rules of Thumb for VIF. Quality and
Quantity, 41(5):673

Obwogi, J. (2011). Factors that affect the Quality of Teaching Staff in University in
Kenya. Unpublished Ph.D Thesis, Jomo Kenyatta University of Agriculture and
Technology

Odadi, W. (2012). The Influence of Personal and Institutional Factors on the relationship
between Organizational Restructuring and Employee Quit Decsions in
Commercial Banks in Kenya. Unpublished Ph.D Thesis, University of Nairobi

Ogolla, K. (2012). Organizational Configuration, Stage of Development and Performance
of Commercial Banks in Kenya. Unpublished PhD Thesis, University of Nairobi

Oliver, C. (1997). Sustainable Competitive Advantage: Combining Institutional and
Resource-based Views. Strategic Management Journal, 18: 697-713.

Oldham, G.R., & Hackman, R.J. (1981). Relationships between Organization Structure
and Employee Reactions: Comparing Alternative Frameworks. Administrative
Science Quarterly. 26(1)

220



Oloko, M. (2008). The Influence of Power Distance Culture on the Relationship between
Empowerment and Performance: A study of Multinational Corporations in Kenya.
Unpublished PhD Thesis, University of Nairobi

Olayo. J. O. (2005). The Impact of Employee Empowerment on Work Performance: Case
Study of Selected Public Universities in Kenya. Unpublished MBA Thesis
Kenyatta University

O’Malley, M. (2000). Creating commitment: How to attract and retain Talented
employees by building Relationships that last. New York: John Wiley and Sons,
Inc.

Omari S. (2012). The influence of Contextual and Cognitive Factors on the Relationship
between Employee characteristics and Employee Outcomes in Public
Corporations in Kenya. Unpublished. PhD Thesis. University of Nairobi

Organ, D.W., & Ryan, K. (1995). A Meta-analytic Review of Attitudinal and
Dispositional Predictors of Organizational Citizenship Behavior. Personnel
Psychology, 48(4): 775-802

Owino, A. Okwiri. (2010). The Relationship between ISO 9001 certification status and
Operational Performance of Government Agencies in Kenya. Unpublished PhD
Thesis, University of Nairobi.

O’Sullivan, D., & Abela,V. A. (2007). Marketing Performance Measurement ability and
Firm Performance. Journal of Marketing, (71): 79-93.

Park, S.M. & Rainey, H.G. (2008). Leadership and Public Service Motivation in U.S.
Federal Agencie . International Public Administration Journal (11): 109-142

Pastor, J. (1996). Empowerment: What it is and what it is not. Empowerment in
Organizations, 4(2): 5-7

Pearce, AJ. & Robinson, B.R. (1997). Strategic Management: Formulation,
Implementation and Control. (6" ed.). Irwin, McGraw Hill.

Pickard, J. (1993). The Real meaning of Empowerment. Personnel Management. 28-33

Pfeffer, J. (2013). Power, Capriciousness and Consequences, Harvard Business Review.
90:4

Pfeffer, J. (1994). Competitive Advantage through People: Unleashing the Power of the
Work force. Boston: Harvard Business School Press. Harvard

Psoinos, A., T. Kern and S. Smithson (2000), ‘An exploratory study of information
systems in support of employee empowerment’, Journal of Information
Technology. 15: 211-230.

221



Porter, M. (1996).What is Strategy? Harvard Business Review.

Quinn, J. B. (1980). Strategies for Change: Logical Incrementation. Illinois lrwin:
Homewood

Quinn, R. E., & Spreitzer, G. M. (1997). The Road to Empowerment: Seven Questions
every Leader should Consider. Organizational Dynamics, 26(2): 37-49

Rahmdel, M., & Rahmdel, N. (2013). A study on relationship between empowering
employees and social capital depreciation: A case study of treasury department.
Management Science Letters (3):2609-2614

Ramlall, S. (2004). Review of Employee Motivation Theories and their Implications for
Employee Retention within Organizations. Journal of American Academy of
Business, 5(1): 52-63.

Randolph, W.A. (2000) — Re-thinking Empowerment it is hard to achieve? Organization
Dynamics, 29 (2): 94-107

Randolph & Sashkin (2002), Can Organizational Empowerment? Work in Multinational
Settings, Academy of Management Executive, 16 (1): 102-115

Rappaport, J (1987). Terms of Empowerment/exemplars of Prevention: Toward a
Theory for Community Psychology. American Journal of Community Psychology,
15(2): 121-148.

Rhoades, L.; & Eisenberger, R. (2002). Perceived Organizational Support: A Review of
the Literature. Journal of Applied Psychology. 87(4), 698-714.

Ritzen, J. (2011) Strategy, Structure and Organization: Mission Differentiation. 2™
International Conference and Exhibition in Higher Education. Riyadh

Robbins, T. L., Crino, M. D., & Fredendall, L. D. (2002). An Integrative Model of the
Empowerment Process. Human Resource Management Review, 12(3): 419-443.

Robbins, S. (2000). Organization Behaviour. San Diego. Prentice Hall

Robbins, S., & Stephen P.(1990) Organization Theory: Structure, Design and
Applications. New Jersey: Prentice Hall International Editions

Rothman, S. & Coetzer, E.P. (2003). The Big Five Personality Dimension on Job
Performance. S.A. Journal of Industrial Psychology 72.

Rousseau, D. (1995). Psychological contracts in Organizations: Understanding Eritten
and Unwritten Agreements. Thousand Oaks CA: Sage

222



Russ, M.J. (2007). Employee and Organizational differences in Organizational
Commitment and Escalation of Commitment. Unpublished PhD. Dissertation.
Louisiana State University

Saari, L. M., & Judge, T. A. (2004). Employee Attitude and Job Satisfaction. Human
Resource Management .Wileys Periodical. 43(4): 395-407.

Saif, N.1., & Saleh, A.S. (2013) Psychological Empowerment and Job Satisfaction in
Jordan Hospitals. International Journal of Humanities and Social Sciences. 50.

Sandeep K. Gatenby M., Rees C., Saore, E., & Truss K. (2008). Employees Engament.
Working Paper Series No.9. Kingston University

Saunders, M. Lewis P & Thornhill, A. (2007). Research Methods for Business Students,
Prentice Hall Financial Times, 4" Ed. NY

Scott, W. R. (1995 & 2004). Institutions and Organizations. Thousand Oaks, CA, Sage

Shah S.M., Shah, A., Memon M.S., & Phulpoto, A. (2012). The Impact of Organizational
Culture on the Organizational commitment: A Study of Faculty Members of
Public Sector Universities of Pakistan Interdisciplinary Journal of Contemporary
Research in Business 3(9)

Schein, E. (1992). Organizational Culture and Leadership: A Dynamic View. San
Francisco, CA: Jossey-Bass. p. 9.

Sekeran, U. (1992). Research Methods for Business: A Skill building Approach. NY:
John Wiley

Seibert. S. E., Silver, S., & Randolph, A. (2004) Taking Empowerment To The Next
Level:A Multiple-Level Model Of Empowerment, Performance, And Satisfaction.
Academy of Management Journal 2004. 47(3): 332—-349.

Shaker Qudah & Yahya Melhem. (2011). Impact of Information and Information
Technology on Empowerment of Employees Private School Sector in Northern
Region in Jordan . Journal of Emerging Trends in Economics and Management
Sciences (JETEMS) 2(1): 40-48.

Shin, J. C. (2010) Impacts of performance-based accountability on institutional
performance in the U.S. Higher Education 60:47-68 DOI 10.1007/s10734-009-
9285

Sifuna, D. N. (1998). The Governance of Kenyan Public Universities. Research in Post-
Compulsory Education, 3 (2): 175-210.

Silva, P. (2006). Effects of disposition on hospitality employee job satisfaction and
commitment. Journal of Contemporary Hospitality Management. 18(4): 317-328

223



Simmons, R. (2000). Performance Measurement and Control Systems for Implementing
Strategy: Text and Cases. Englewood Cliffs, NJ: Prentice Hall

Sink, D. S. & Tuttle, T.C. 1989. Planning and Measurement in Your Organization of the
Future Press: Norcross, GA: IE.

Spreitzer, G., & Doneson, D. (2005). Musings on the Past and Future of Employee
Empowerment. Handbook of Organizational Development. Thousand Oaks: Sage.

Spreitzer, G.M. (2007). Taking Stock: A Review of more thanTwenty Years of Research
on Empowerment at Work. Centre for Effective Organizations.

Spreitzer, G. M. (1995). Social Structure Characteristics of Psychological Empowerment.
Academy of management Journal, 39: 483-504

Spreitzer, G. M. (1992). When organizations dare: The Dynamics of Individual
Empowerment in the Workplace. Unpublished Doctoral Dissertation, University
of Michigan, Ann Arbor.

Spreitzer, G. & Quinn, R. (2005). Entering the Fundamental State of Leadership: A
Framework for the Positive Transformation of Self and Others. University of
Michigan

Smith, B. (1997). Empowerment the challenge is now. Journal of Empowerment in
Organization, 5(3): 120-122.

Smithson, S. & Anna Psoinos, (1997). The Impact of Emerging Information
Technologies on the Empowered Organization. Proceedings from International
Conference on System Sciences IEEE

Stoner, J.A., Freeman, R.E. & Gilbert, Jr, D.R. (1995). Management 6" Ed. London:
Prentice Hall

Suchman, M. C. (1995). Localism and Globalism in Institutional Analysis: The
Emergence of Contractual Norms in Venture Finance. In The Institutional
Construction of Organizations: International and Longitudinal Studies, 39- 63,
W. Richard Scott, & Sgren Christensen, ed. Thousand Oaks, CA: Sage.

Suddaby, R. (2010). Construct clarity in theories of management and organization.

Academy of Management Review, 35: 346-357.

Sutton J. (1997). One Hotel-Two Systems. In Teriovski (Ed) Relevant Research in
quality management. 227-235. Melbourne Australia. Quality Research Unit,
Monash University

224



Tae-Jun, Cho. (2008). An Integrative Model of Empowerment and Individual
Performance under conditions of organizational Individualism and Collectivism
in Public Sector Organizations. Korea

Tannenbaum, A. 1968. Leadership: Sociological Aspects. International Encyclopedia of
the Social Sciences 9:101-107.

Thomas, K.W., & Velthouse, B.A. (1990). Cognitive Elements of Empowerment: An
Interpretive Model of Intrinsic Task Motivation. Academy of Management
Review, 15(4): 666-681

Thompson Reuters. (2008). Finding Meaningful Performance Measures for Higher
Education. A Report for Top Executives.

Trist, E., Higgin, G., Murray, H. & Pollock, A. (1993). Alternative work organizations:
An exact comparison (1963). In E. Trist and H. Murray (Eds), The social
engagement of social science: The socio-technical perspective (\Vol. 11).
Philadelphia: University of Pennsylvania Press, 1993

Tutar, H., Altinoz, M., & Cakiroglun, D. (2011). The Effects of Employee Empowerment
on Achievement Motivation and the Contextual Performance of Employees.
African Journal of Business Management, 5(15):6318-6329.

Troyna, B. (1994). Blind faith? empowerment and educational research. International
Studies in Sociology of Education, 4(1), 3-24

Vacharakiat, M. (2008). The Relationship of Empowerment, Job Satisfaction and
Organization commitment between Filipino and American Registered Nurses
working in USA. PhD Thesis. Geaorge Mason University

Venkatraman, N., & Ramanujam, V. (1986). Measurement of Business Performance in
Strategy Research: Comparison Approaches. Academy of Management Review,
(11): 801-814.

Vogt, J & Murrel, K. (1990). Empowerment in Organizations. Amsterdam: Pfeiffer and
Co.

Vroom, V. H. (1966). Work and Motivation. NY; Wiley

Wagner, R. & Harter, J.K. (2006). The Elements of Great Managing , New York: Gallup
Press.

Wang, Y. (2004). Observation on the Organization commitment of Chinese Employees:
Comparative Studies of State-Owned enterprises and Foreign invested
Enterprises. International Journal of Human Resource Management. 15(4): 649-
669.

225



Wanzare Z. & Ward,. L K. (2000) Rethinking staff development in Kenya: Agenda for
21% Century. International Journal of Educational Management. 14(6):265-275

Waweru E. (1984). Management of Human Resources in Kenya. Nairobi: Kenya
Literature Bureau

Wasyonju , M.G., Kindiki, J.N., & Kali J. (2012). Impact of Brain Drain on the quality of
Education in Moi University, Kenya. Journal of Emerging Trends in educational
Research and Policy Studies. (3),241-246

Weber, M. (1921/1968). Economy and Society. (G. Roth, C. Wittich, Eds., G. Roth, & C.
Wittich, Trans.) Los Angeles: University of California Press, pp. 956-958

Weiss, H. M., & Cropanzano, R. (1996). Affective events theory: A theoretical
discussion of thestructure, causes, and consequences of affective experiences at
work. Research in Organizational Behavio. 18: 1-74.

Wernerfelt. B. (1984). A Resource-Based View of the Firm. Strategic Management
Journal. (5):171-180.

Wilkison, A. (1998). Empowerment: Theory and Practice. Personnel Review. 27(1): 40-
56

Wong, A. Tong, (2014). Evaluation of Organizational Commitment Models and their
Components in Asian cities International Journal of Human Resources Studies.
14 (2)

Wong, C., & Laschinger, H.K.S (2012) Authentic leadership, performance, and job
satisfaction: the mediating role of empowerment. Journal of Advanced Nursing

Wong, Kee-Luen., Choon. Y., & Lau T. (2011). Psychological Empowerment and
Organizational Commitment in the Malaysian Private Higher Education
Institutions: A Review and Research Agenda. Academic Research International
1: 3.

Wu, A. D, & Zimbo, BD (2007). Understanding and using Mediators and Moderators.
Social Indicators Research, 87(3): 367-392.

Wu, V & Short, P. M. (1996). The Relationship of Empowerment to Teacher Job
Commitment and Job Satisfaction. Journal of Instructional Psychology , 23: 85-
89.

Wright, B. E., & Kim, S. (2004). Participation’s Influence on Job Satisfaction: The

Importance of Job Characteristics. Review of Public Personnel Administration.
24:18-40.

226



Yaacob, A. (1998). Organizational Commitment among Academics in an Institution of
Higher Learning: The Case of Malaysia. Unpublished PhD dissertation, Coventry
University, UK.

Yazdani, B. & Yaghoubi, N.M. & Giri, E.S., (2011) Factors affecting the Empowerment
of Employees. European Journal of Social Sciences, 20 (2): 267-274.

Yang, S. & Choi, S. O. (2009). Employee Empowerment and Team Performance:
Autonomy, Responsibility, Information, and Creativity Team Performance
Management, 15 (5/6): 289-301.

Yeh-Yun, C. (1998). The Essence of Empowerment: A Conceptual Model and a Case
Illustration. Journal of Applied management Studies. 223

Youndt, M.A,, Snell, S., Dean, Jr.J., & Lepak, D. (1996). Human Resource Management
Manufacturing Strategy and Firm Performance. Academy of Management
Journal. 39(4): 836-866

Yong & Choi (2009). Motivation and Personality. www.wikiversity.com (on 17"
October 2012 at 7 pm).

Yukl, G. A. (2006). Leadership in Organizations (6" Ed.). Upper Saddle River, NJ:
Pearson/Prentice Hall.

Zusman, A., (2005). Challenges Facing Higher Education in the Twenty-first Century. In
P G. Altbach, R. O .Berdah. American Education in the Twenty-first Century.
Baltimore, MD: John Hopkins University.

227


http://www.wikiversity.com/

APPENDICES

Appendix 1: Letter of Introduction

Dear Sir/Madam

RE: PERMISSION TO CONDUCT PH.D RESEARCH IN YOUR
ORGANIZATION

I am a Doctoral candidate at the University of Nairobi, School of Business. As part of my
degree requirements, | am required to conduct a field study in the Public Sector. The Title
of my Study is: “The Effect of Institutional Factors and Job-Related Attitudes on the
Relationship between Employee Empowerment and Performance of Kenyan Public
Universities.” I am pleased to let you know that your organization falls within the
population of interest. This is therefore to kindly request you to assist me collect data by

filling the accompanying questionnaire.

On behalf of the University, my supervisors and | promise that the information gathered
will strictly be used for academic purposes only and that no information shall be divulged
to a third party without your consent or prior authority for that matter. The copy of the
final report will be made available to you on demand.

Thank you in advance for your co-operation

Sincerely

Mary P lbua
PhD Student
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Appendix 2: Questionnaire

This questionnaire is designed to collect data from Public Universities in Kenya to
establish the Effect of Institutional Factors and Job-Related Attitudes on the
relationship between Employee Empowerment and the Performance of Public
Universities in Kenya. The data shall be used for academic purposes only, and will be
treated with strict confidence. Your participation in facilitating the study is highly
appreciated. All information in this questionnaire will remain absolutely confidential and
will be seen only by academic researchers involved in this study.

PART ONE: GENERAL INFORMATION

1. What is your job title?

4. Gender: Male [ ] Female [ ]

5. Areyouin: Academics|[ ] Non-Academics [ ] or both [ ]

6. Name of your University

7. How long have you worked in this University? (Tick as appropriate)

Below 2 3-5 years 5-10 years 10 -15 years | Over 15
years years
[ ] [ ] [ ] [ ] []

8. State your age bracket amongst the following
Below 20 20-29 years | 30-39 years | 40-49 years | Over 50
years years
[ ] [ ] [ ] [ ] []
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9. What is your highest level of education attained?

Diploma Degree Masters Doctorate
Degree
[ ] [ ] [ ] [ ]
10. Your current employment status
Permanent Contract Others (Specify)

[ ]

[ ]

[]

11. Do you know the number of years the university has been in existence?

Yes[] No[]

12. If the answer above is Yes tick appropriate box below indicating the number of years
the university has been in operation

Less 6-10 11-15 16-20 Over
than 5 20
years years
[ ] [] [ ] []

13. Do you know the number of students enrolled in your university? Yes[ ] No[]

14. If the answer is Yes, tick the appropriate box below indicating the approximate
number of students in your university?

Less 6,000- 11,001- 16,000- Over
than 10,000 15,000 20,000 20,000
5,000

[ ] [ ] [ ] []

15. What is the market share commanded by your university in terms of student

enrolment?

Less
than
20%

20-40%

41-60%

61-80%

81-100%

[ ]

[ ]

[ ]

[]

PART TWO: EMPLOYEE EMPOWERMENT

(16) Involvement in Decision Making

To what extent do the following statements describe your involvement in the university
decision making process? Use the scale where 5 = To a very great extent, 4 = To a great

extent, 3 = Moderate extent, 2 -= To a small extent, 1 Not at all.
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Statement 1121345
1 | Management seeks staff opinion on major appointments in
the departments

2 | Employees are consulted on planning and procedure issues
in the departments

3 | Employees are involved in strategic planning of the
university

4 | Employee have influence over what happens in their
dept/work

5 | Employees significantly participate in deciding what
happens in their departments/work

6 | Employees opinion is sought before making changes in the
department

(17) Autonomy

To what extent do the following statements describe extent of autonomy in your work
process? Use the scale where 5 = To a very great extent, 4 = To a great extent, 3 =
Moderate extent, 2 =To a small extent, 1= Not at all.

Statement 1123|415
1 | Staff can take independent action in their work

2 | The university incorporates employee recommendations in
the strategic plan

3 | Staff can arrange, plan and design their own job content

4 | Staff determine the procedures to be used to carry out their
work

5 | Staff have significant authority determining how to perform
their work

6 | Staff have opportunity on self-rated performance appraisal

(18) Training and Development

To what extent do the following statements describe extent of training and development
programs for staff at your University? Use the scale where 5= To a very great extent, 4 =
To a great extent, 3 = Moderate extent, 2 -= To a small extent, 1= Not at all.

Statement 1123|415
1 | Staff training is an on-going activity in this university

2 | Employees have a choice on the type of training and
development programs to attend

3 | Staff opinion is is sought when nominating people to be
awarded scholarship for further training

4 | Staff training program is part of strategic plan in the
university

5 | Employee development is linked to both individual and
organizational needs

6 | The organization has instituted career development
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strategies

7 | There are clear paths/opportunities for career growth

8 | Training and development enables staff to move easily from
one grade to another in the organization

9 | Employees are highly trained and can handle diverse
activities

(19) Do you know the Training Budget of your University? Yes| ] No [ ]
(20) If the answer above is Yes; what percentage of budget is geared towards training
and development at the university? ...........ccccocevieeiieiinnns

(21) Access to Information
To what extent do the following statements describe the extent of access to information in
the University? Use the scale where 5= To a very great extent, 4 = To a great extent, 3 =
Moderate extent, 2 -= To a small extent, 1= Not at all.

Statement 1123|415
Information is easily available

There are clear lines of communication in the organization
Feedback is easily given to and from management

There is multiple, free and open communication

The organization withholds information from employees
Information is easily shared between departments
Employees understand the top managements’ vision of the
organization clearly

Organization acts as if it does not t rust employees

9 | Introduces changes without involving employees

N[OOI~ WIN|FE

oo

(22) Management Support
To what extent do the following statements describe Management Support in your work?
Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate extent,
2 -= To a small extent, 1= Not at all.

Statement 11213[4]5
1 | Staff can easily talk to management when facing issues/
challenges

2 | Management is happy when employees do their work well
The university invests in supporting staff initiatives and
projects

Employees are rewarded for work well done
Resources are distributed equitably in the departments
There is emphasize on empowerment and growth
Help is available from the organization when staff have a
problem
The organization really cares about staff well-being
8 | The organization shows little concern on employees’ work
and well being
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PART THREE: INSTITUTIONAL FACTORS

(23) Strategy
To what extent do you agree with the following statements relating to your organization’s
strategy?
Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate extent, 2 =To
a small extent, 1= Not at all.

Statement 1123|415

1 | There is clear direction, vision where the organization is
heading to

2 | The university is consistent in its strategic choices

3 | We always observe changes in the environment and respond
quickly

4 | Our organization identifies and exploits new opportunities

5 | Innovation and creativity is highly encouraged

6 | Our organizations is cost conscious

7 | Our university is sensitive to the changing environment

8 | The university is adheres to the strategic plan

9 | The university adopts new technologies

10 | There is a shared vision in the university

(24) Structure
To what extent do you agree with the following statements relating to your organization’s
structure?
Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate extent, 2 =To
a small extent, 1= Not at all

Statement 415

1 | Power is centralized at the top

2 | Jobs are highly standardized and formalized

3 | Decisions are made at the top

4 | Organization rules and procedures are carefully defined

5 | Workers in the organization are granted limited discretion in
performing their tasks

6 | Communication and control proceeds through hierarchical
routes

7 | There is low differentiation of tasks in my organization

8 | There is more emphasize on completion of tasks than
achievement of goals

9 | Leaders are considered as mentors and coaches

10 | Employees are involved in decision making process in the
organization

11 | The organization’s structure is quite simple

12 | The organization’s structure is informal

13 | The organization is highly decentralized

14 | Power and decision making are decentralized

15 | Teamwork is encouraged in my organization
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(25) Organization Culture

To what extent do you agree with the following statements relating to your organization’s
culture?

Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate extent,
2 =To a small extent, 1= Not at all

Statement 112 (3|41|5

1 | Jobs are highly standardized and rules and procedures have to
be followed

There is close supervision in my work

My organization puts a lot of emphasize on cost control

All decisions are made by the top management

Tasks are not delegated

Heads like seeing themselves as powerful

The organization culture is less supportive

OINOO|OID|WIN

Hierarchy is emphasized in our organization

Participative Culture:

[EEN

In my organization there is equity and fairness

N

Management focuses on internal integration and unity, and
value stability, order and control

Creativity and innovation is encouraged in my organization

Ethical practices and good corporate citizenship is emphasized

Loyalty in our organization is strong

Organization put emphasis on teamwork and participation

Work environment is friendly and motivates participation

The leaders are mentors and coaches in my organization

OV |01~ W

Employees have impact in their work units through
involvement in strategic plans and governance

(26) Transactional Leadership Type

To what extent do you agree with the following statements relating to your organization’s
Leadership type?

Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate
extent, 2 =To a small extent, 1= Not at all

Statement 1123|415
Each employees role is clear in the organization

Our plans are short-term

Tasks are fully clarified

We work by the rules and policies of the organization
We get regular feedback about our work

Supervisors suggest to employee how to execute tasks
My leader negotiates and allocates resource accordingly

N[OOI~ WIN|FE
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(27) Transformational Leadership Type

To what extent do you agree with the following statements relating to your organization’s
Leadership type?

Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate extent,
2 =To a small extent, 1= Not at all

Statement 1123|415
Management style in our organization is inspirational
Creativity and innovation is encouraged

Organization encourages teamwork

My immediate supervisor has clear vision, and mission of
where the organization is going

Our leader is a mentor, coach and goal oriented

Our leader considers individuals interest when making
decisions

My leader has a strong influence, and a sense of mission
Delegation of jobs is done regularly by supervisors

The university uses frequent feedback to modify behavior
0 | Staff present ideas and can question issues affecting them

BAIWIN(F
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PART FOUR: JOB-RELATED ATTITUDES

The statements below refer to various indicators of Job- Related Attitudes. To what
extent does each of these statements apply to your university and tick the most
appropriate response

(28) Job Satisfaction
Please state the extent to which the following statements apply to you. Use the scale

where 5= To a great extent, 4 = To a great extent, 3 = Moderate extent, 2 =To a small
extent, 1= Not at all

Statement 1123|415
1 | Level of Motivational in this organization is high
Grievances about work is minimal

Very few accidents related to work do occur in this
institution

Employees perceive their job to be highly meaningful
Relationship between employees and supervisors is great
Employees job gives staff sense of accomplishment

The methods used to resolve conflicts at work are adequate
Opportunity for advancement is very good in this
organization

9 | Jobs in the university have great impact on the success of the
institution
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(29) Organization Commitment

Use the scale where 5= To a very great extent, 4 = To a great extent, 3 = Moderate extent,
2 =To a small extent, 1= Not at all

Statement 1123|415
1 | Staff like working for this organization

Employees look forward to coming to work

Staff have a strong desire to stay and to maintain
membership in this organization

Employees stay overtime to finish their work
Organization make commitment to employees
Absenteeism rate is very low

Staff have individual attachment to this organization
Employees have close cooperation with their managers
Labor turnover is low in this organization

0 | Employees perceive current and future opportunities as
adequate

N

w
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PART FIVE: ORGANIZATIONAL PERFORMANCE

(30) (a) Non-Financial Performance

Rate the extent to which the performance of the university has been achieved in the last
five years (2009-2013).
Use the scale where 1= low 2=Slightly 3=Moderately 4=Good 5= High

Non-Financial Performance 1123|415
Research and Publications

1 | The university encourage staff to carry out research and
publish results

2 | The number of research grants won have increased in the
last three years

Adherence to Budget

3 | Utilization of funds is within the allocated budget during the
period

4 | Our university adheres to the set down budget for the year

5 | Our university monitors financial performance on regular
basis

Customer Satisfaction

6 | Customer complaints in the university are minimal

7 | Service delivery in our university is adequate

Employee Satisfaction

8 | Organization policies satisfy Employee expectations in the
university

9 | Employee complaints in the university are minimal

10 | The university has attracted qualified and capable employees
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30. Financial Performance from Secondary Data

Data for revenue growth and student enrollment was obtained from secondary sources
namely: Performance Contracting reports at the Secretariat, Commission for University
Education, website. The data was presented in the format provided.

Table Appendix 2.1 Secondary Data Collection Form

Measure

2008/9

2009/2010

2010/2011

2011/2012

2012/2013

1 | Revenue Growth

2 | Number of Student
Enrollment (Admission)
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Appendix 3: Total University Population

University Schools/ Teaching | Senior Middle Lower/ Total
Faculties/ Staff Mgt Level Support
Directorates/ Staff
Institute/
Centres
1 | University of Nairobi 36 2052 183 1899 1468 5432
2 | Moi 20 754 919 731 1088 3492
3 | KU 15 961 158 772 846 2737
4 | JKUAT 13 710 14 981 467 2172
5 | Masinde Muliro 14 318 47 324 402 1091
6 | Egerton 21 509 09 476 1465 2459
7 | Maseno 13 368 56 384 444 1252
8 | Kisii 8 138 14 265 335 752
9 | Laikipia 4 79 6 22 325 432
10 | University of Eldoret 8 740 7 162 404 1313
11 | SEKU 10 105 49 90 104 348
12 | Kabianga 5 110 23 118 131 382
13 | TUM 3 210 3 199 235 647
14 | TUK 3 273 36 140 330 779
15 | Dedan Kimathi 5 117 4 44 246 411
University
16 | Chuka 4 163 25 120 105 413
17 | Masaai Mara 5 83 5 190 281 559
18 | Multi Media 4 121 7 50 140 318
19 | Pwani University 5 123 13 32 176 344
20 | Jaramogi Oginga 12 97 10 162 121 390
Odinga
21 | Karatina University 7 155 10 49 120 334
22 | Meru University 4 66 9 156 91 322
8,252 1,437 7,366 9,324 25,365

Source: www.4icu.com — (January 2012) & (Universities website February, 2013) and

Direct contacts from the participating universities
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Appendix 4: Sampling Frame

University Schools/ 10% where | Academic staff | Non-Academic Staff | Total Sample
Faculties/ units are Respondents Size
Centers/ >10, and (10%)
Institutes/ 20% where
Directorate | units < 10
Number Number Number Senior Middle
Mgt Mgt
1 | University of 36 4 163 183 1899 2245 225
Nairobi
2 | Moi 20 2 108 919 731 1758 175
3 | KU 15 2 60 158 772 990 99
4 | JKUAT 10 2 105 14 981 1100 110
5 | Masinde Muliro 14 2 23 47 324 394 40
6 | Egerton 21 2 102 09 476 587 59
7 | Maseno 13 2 95 56 384 535 54
8 | Kisii 8 2 21 14 265 300 30
9 | Laikipia 4 1 6 6 22 34 4
10 | University of 8 2 65 7 162 234 24
Eldoret
11 | SEKU 10 2 81 49 90 220 22
12 | Kabianga 5 1 39 23 118 180 18
13 | TUM 3 1 40 3 199 242 24
14 | TUK 3 1 38 36 140 214 21
15 | Dedan Kimathi 5 1 26 4 44 74 7
16 | Chuka 4 1 29 25 120 174 17
17 | Masaai Mara 5 1 6 5 190 201 20
18 | Multi Media 4 1 16 7 50 73 7
19 | Pwani University | 5 1 45 13 32 90 9
20 | Jaramogi Oginga | 12 2 16 10 162 188 19
Odinga
21 | Karatina 7 1 35 10 49 94 9
University
22 | Meru University | 4 1 18 9 156 183 18
Total 219 1,137 1,437 7,366 10,110 | 1,011
Key

Academic Staff

20% of Schools/Faculties/Institutes/Directorates will be used from each institution to draw the
respondents; however where the units are less than ten, 20% will be used and where there are more than 10
then 10% will be selected in each stratum for the Academic Staff. Academic staff will include: professors,
associate professors, senior lecturers, lecturers, assistant lecturers and tutorial fellow.

Non-Academic Staff

Respondents will be drawn from Senior Management and Middle level staff. Senior staff include:
registrars, deputy registrar, deans, chair of department, senior assistant registrar, and principal technologist,
finance officer. While middle level staff includes: assistant registrar, assistant librarian, senior
administrative assistant, procurement officer, accountant, placement officer, assistant dean of students,
audit officer, administrative assistant, senior secretary, bursar, technologists

*The school/faculties will be listed serially and systematically select every k™ number in each university.
Respondents will be selected randomly from each of the identified school/faculty.
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Appendix 5:

Student Enrollment in Public Universities

Number of Student 2008/9 2009/2010 | 2010/2011 2011/2012 | 2012/2013

Enrollment (Admission)
1 | Universit of Nairobi 40,000 50,000 60,000 70,500 81,000
2 | Kenyatta University 24,000 27,000 28,350 36,000 45,000
3 | Moi University 12,000 17,147 20.414 31,723 36,843
4 | JKUAT 11,370 14,106 15,650 16,320 18,000
5 | Masinde Muliro University 1,249 - 6,703 6,069 10,325
6 | Egerton University 7,185 9,600 13,786 16,899 19,000
7 | Maseno University 900 1,110 3,500 6,500 8,000
8 | Kisii University 1,356 3,337 4,400 5,500 10,000
9 | Laikipia University - 1,500 3,000
10 | University of Eldoret 10,094 10,927 11,792 12,787 13,931
11 | SEKU 314 1,500 1,678 1,796
12 | University of Kabianga - - 2,102 3,000 3,843
13| TUM 3,122 3,628 7,391
14 | TUK 3,000 6,030 8,003 10,583
15 | Dedan Kimathi 500 1,622 2,157 3,400 5,000
16 | Chuka University 2,461 2,994 4,744 8,150 10,000
17 | Maasai Mara 634 884 1,009 3,417
18 | Multi Media University 774 1,130 1,367
19 | Pwani University 453 520 1,645 3,839
20 | Jaramogi Oginga Odinga - - 120 627 1,000

University
21 | Karatina University - - 2,045 3,176 4,857
22 | Meru University of 45 748 2,538 2,600 3,000

Science and Technology

Source: CUE and Performance Contracts Report 2014
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Appendix 6: Histogram for Non-Financial Performance

Dependent Variable: non financial performance

Histogram
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Appendix 7: Normal Q-Q Plot for Non-Financial Performance

Normal P-P Plot of Regression Standardized
Residual

Dependent Variable: non financial performance
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Regression Standardized Predicted

Value

Dependent Variable: non financial performance

Appendix 8: Scatter Plot
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Frequency

Appendix 9: Histogram for Revenue Growth

Histogram

Dependent Variable: average revenue growth
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Appendix 10

Regression Results of Interaction of Employee Empowerment and Job
Related Attitudes

Model R R Square | Adjusted R Square Std. Error of the Estimate
Step 2 .638 407 406 .09938
ANOVA

Sum of
Model Squares Df Mean Square F Sig.
Step 2 Regression 3.233 1 3.233 327.343 .000]
Residual 4.711 477 .010
Total 7.944 478
Coefficients
Unstandardized  |Standardized
Coefficients Coefficients
Std.
Model B Error Beta t Sig.
Step (Constant) .166 .024 6.989( .000
2 employee 718 .040 .638| 18.093| .000
empowerment

Predictors: (Constant), Employee Empowerment
Dependent Variable: Job-Related Attitudes
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Appendix 11

Influence of Employee Empowerment on Revenue Growth

Adjusted R
Model R R Square Square Std. Error of the Estimate
1 .1942 .038 .036 1.38307
ANOVAP
Sum of
Model Squares Df Mean Square F P value
1 Regression 38.786 1 38.786| 20.276 .0009]
Residual 987.043 516 1.913
Total 1025.829 517
Coefficients?
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T P value
1 (Constant) 3.328 315 10.577 .000
employee -2.363 525 -.194| -4.503 .000
empowerment

a. Predictors: (Constant), Employee Empowerment
b. Dependent Variable: Average Revenue Growth

R=.194
R Squared =.380
F =20.276, p<.001
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Appendix 12

Joint effect of Employee Empowerment, Institutional Factors and Job related

Attitudes on Performance

Change Statistics
Adjusted R| Std. Error of R Square Sig. F
Model R | RSquare| Square | the Estimate Change F Change| dfl | df2 | Change
1 573 .329 327 .15408 .329| 170.803 349 .000
2 575 .330 327 .15408 .002 .987 348 321
3 578 .334 .328 .15396 .003 1.572 347 211
ANOVA
Model Sum of Squares Df Mean Square F Sig.
1 Regression 4.055 1 4.055 170.803 .000
Residual 8.286 349 .024
Total 12.341 350
2 Regression 4.078 2 2.039 85.892 .000
Residual 8.262 348 .024
Total 12.341 350
3 Regression 4.116 3 1.372 57.879 .000
Residual 8.225 347 .024
Total 12.341 350
Coefficients
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) .164 .043 3.800{ .000
employee empowerment .948 .073 573 13.069 .000
2 (Constant) 135 .052 2.590| .010
employee empowerment 874 104 528  8.404( .000
institutional factors 113 113 .062 994 .321
3 (Constant) 127 .053 2412 .016
employee empowerment .906 107 548  8.463( .000
institutional factors 215 140 119 1.540( .124
job related attitudes -131 104 -.091 -1.254( .211

Predictors: (Constant), employee empowerment
Predictors: (Constant), employee empowerment, institutional factors
Predictors: (Constant), employee empowerment, institutional factors, job related attitudes
Dependent Variable: non financial performance
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Appendix 13

Joint effect of Employee Empowerment, Institutional Factors and Job related Attitudes on

Revenue Growth

Change Statistics
Adjusted | Std. Error of | R Square Sig. F
Model R | R Square | R Square | the Estimate | Change | F Change | dfl | df2 Change
1 .202° .041 .039 1.31512 041 20.440 1 482 .000]
2 206" .043 .039 1.31524 .002 918 1 481 .338
3 .208° .043 .037 1.31618 .001 312 1 480 ST7
Sum of Mean
Model Squares Df Square F Sig.

1 Regression 35.352 1 35.352(  20.440 .0009

Residual 833.645 482 1.730

Total 868.997 483
2 Regression 36.941 2 18.470 10.678 .000"

Residual 832.056 481 1.730

Total 868.997 483
3 Regression 37.481 3 12.494 7.212 .000°

Residual 831.517 480 1.732

Total 868.997 483
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Coefficients®

Standardize
Unstandardized d Collinearity
Coefficients Coefficients Statistics
Std.
Model B Error Beta T Sig. |Tolerance| VIF
1 (Constant) 3.305 314 10.515 .000
employee empowerment -2.374 525 -.202 -4521 .000 1.000] 1.000
2 (Constant) 3.492 370 9.432 .000
employee empowerment -2.005 .652 -.170[ -3.076 .002 .650] 1.539
institutional factors -.599 625 -.053 -.958 338 650 1.539
3 (Constant) 3.508 372 9.440 .000
employee empowerment -1.845 712 -.157( -2.589 .010 544  1.837
institutional factors -.548 632 -.049 -.866 387 636 1.572
job related attitudes -.242 434 -.030 -.558 577 690 1.448

a. Predictors: (Constant), employee empowerment

b. Predictors: (Constant), employee empowerment, institutional factors

c. Predictors: (Constant), employee empowerment, institutional factors, job related attitudes

d. Dependent Variable: average revenue growth

Source: Primary Data (2014)
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Appendix 14: Summary of Tests of the Research Objectives, Hypotheses and Results
Summary of Research Objectives, Hypotheses and Results

Obijectives Hypothesis Results Remarks
Level of Significance (p-value)

Obijective 1: Employee H1: Employee R?=.286, p<.001 p=.858, Supported

empowerment influences empowerment influences t=13.797, p<..001

organization performance in | organization performance F=190.353

public universities in Kenya F=20.276 (revenue growth)

Objective 2: Determine the H2: The influence of R?=.407, p<.001, B=.007 Not

mediating effect of Job- employee empowerment on | p>0.05; t=.088 Supported

related attitudes on the organization performance is | g =-.273, p>0.05 (revenue

influence of employee mediated by job-related of | growth)

empowerment on the public universities in F=91.288, p<.001

organizational performance Kenya F=10.487, p<.001(RG)

Objective 3: Determine the H3: The influence of R?=.331, B =.858, p<.001 Supported

moderating effect of employee empowerment on | B=-.123 p<0.05

institutional factors on the organization performance is | t=-3.169

influence of employee statistically and F=79.138

empowerment on significantly moderated by | F=7.039 (RG)

organizational performance institutional factors

Objective 4: Establish the H4: The joint effect of the | R"=.329; R” =. 330; R =.334 | Supported

joint effect of employee
empowerment, job-related
attitudes, and institutional
factors on organizational
performance

employee empowerment,
job-related attitudes, and
institutional factors is
significantly greater than
the sum of the effects of
individual variables on
organizational performance

AR? change=.002;
AR? change=.003
p=.548, p=.000;
B=.119, p=.124;
B=.-.091, p>0.05
t=8.463, p<.001
t=1.540, p<0.05
t=-1.254, p>0.05

Source: Researcher (2014)
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