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ABSTRACT

This study sought to assess the effects of emplmmmenseling programs on job
performance in the Kenya Police Service. Employeanseling programs are beneficial to
solving employee problems that affect job perforoganTheir service ranges from problem
assessment, supportive counseling, and referrégber levels of treatment, wellness education
and training, and follow-ups for both employees &rdily members. Within law enforcement,
employee counseling programs have given rise taip@®utcomes among officers and their job
performance. The Kenya Police Service adopted gmpla@ounseling programs through the
National Police Guidance and Counseling policy @0@s a means of improving their
psychological wellbeing and job performance. Howewespite the counseling programs in
place, issues such as substance abuse/dependeled, acts, suicide, homicide, involvement in
criminal activities such as robbery, among othegsjain common among police officers. These
issues are related to poor job performance andaiget extent; they adversely affect ones
psychological health. The study applied mixed regdealesign to obtain quantitative and
gualitative data. Data was collected using questiors and structured interviews. Out of sixty
guestionnaires administered to police officersityheight were filled and returned. In addition,
thirty questionnaires were administered to memladrghe public. Qualitative data was also
obtained from interviews with ten counselors andrelevant stakeholders. Stratified sampling
technigue was used to select respondents. Membéing @ublic, counselors, and stakeholders
were selected using simple random technique. Datamalyzed using the Statistical Program
for Social Sciences (SPSS) version 16.0. The aisagfsowed significant difference between
employee counseling programs and job performandbarKenya Police Service. The finding
revealed positive effects of employee counselinggm@ms on job performance. All police
officers who had gone through the counseling progreecorded great improvement in their job
performance. The finding also showed positive omie® of employee counseling programs in
influencing work morale and interpersonal relatiansong police officers. It was recommended
that the management of Kenya Police Service shestiablish more counseling centers, employ
more counselors, and adopt modern ways of deligezounseling services to members of the
Kenya Police Service as major ways of yielding iayed performance in future.



CHAPTER ONE

INTRODUCTION
1.1 Background of the study

Employee counseling programs are beneficial toisglemployee problems that affect

job performance. According to Preece, et al. (2p069), counseling programs were designed to
address drug and alcohol problems among emplopeésheir role has expanded over the years
to meet more employee’s needs. Such employeessragtiessed by these counseling programs
include; marriage and family problems, financiablgems, legal problems, stress, anxiety,
depression, and other emotional disturbances. Aauprto Smith and Alexander (1992, p 111)
modern counseling services cover employees and fdwmmilies such that, issues arising from

both work and home environments are addressed.

Within law enforcement, employee counseling programave given rise to positive
outcomes among officers and their job performarRelice officers receive behavioral and
psychological counseling as a means to overcomieonlgas which in turn, enhance their job
performance. According to Gaines and Worrall (201266), many police departments in the
United States of America have implemented emplaygemseling programs to address problems
that affect officers as a means of improving jolbfgrenance. Employee counseling programs
according to Richard, Emener, and Hutchison (2009359) have the ability to enhance
efficiency and effectiveness of employees’ work.u3h increased work efficiency and
effectiveness results to high productivity and ioyad performance in an organization.
According to Lang (2011, p 1), 74 percent of policHicers in the Georgia Bureau of
Investigation became more effective on their joteragoing through the counseling programs
and specifically, indicated improved attendancegrowed work relations, and improved quality

of work.

Employee counseling programs according to Guptbal. 2011, p 92), relieve negative
behavioral attributes such as anger, violence,tanbs abuse, absenteeism, attendance at work,
and work related accidents that impact negativelyjal performance. This is echoed in the
works of Ayres and Flanagan (1990, p 9) that pobffecers with high stress levels are less
performing while officers whose stress levels gdrassed record an improvement in their job

performance and increase work morale. An evalualiprClavelle, Dicherson, and Murphy
1



(2012, p 127), also indicated positive outcomesepofployee counseling programs on job
performance among law enforcers; in particularp&8ent of the respondents agreed to have
increased their functioning at work, 86 percentorggd reduced dysfunction, 79 percent were
less distress, and 68 percent had improved théarpgarsonal relations after going through

employee counseling programs.

In the South Africa Police Servicemployee counseling programs were found necessary
to increasing productivity among police officerdqieélTcounseling programs also played a major
role in ensuring police officers were psycholodicabund. According to Rajin (2012, p 57), 54
percent of the responded who had visited the cdimgsprograms with various issues, recorded
a 100 percent improvement on their job performa#ecemu (2006, p 149) also noted that, the
performance of the Nigeria Police Service marketduge improvement after officers went
through problem-solving skills and social skillsthiin the counseling programs. The study
revealed that, many officers were affected witleipérsonal relationships which affected their
interactions among themselves and with the pultlence affecting their job performance.
However, after going through the counseling prograpolice officers acquired new skills and

increased their relations with the public thus iayimg their performance.

Some recent studies have focused on factors catit@to poor performance in the
Kenya Police Service. However, their recommendatiemphasize on ways of increasing police
officers motivation levels. Kiraithe, Were, Gakuagd Waititu (2012, p 202) noted that for job
performance within the Kenya Police Service to iowe;, the government and relevant
stakeholders should ensure officers are motivated,that relevant reforms in the police service
are implemented. This measures according to Keaihal. (2012, p 202) relate positively with

the improved performance.

On the other hand, Nyamwamu, et al. (2012, p 8&alked the important role employee
counseling programs play in improving job perform@mamong police officers in the country. In
their study, 40 percent of the general police efficand 60 percent of the special duty police
officers recorded improved job performance afteingothrough the counseling programs.
Specifically, they recorded improvement in timergpte respond to emergencies, increased their

work morale, and high customer satisfaction.

2



1.2 Problem statement

Since the year 2009, there has been an urgenttoei@tprove the performance of the
Kenya Police Service; thus the implementation ofjomeeforms. The police reforms led to the
formation of the National Police Service, the Na#b Police Service Commission, and the
Independent Policing Oversight Authority, all waln aim of improving the performance of the
Kenya Police Service. According to the Nationali¢®IService Act (2011, Section 88 [2]),
police officers are subjected to disciplinary actiavhen they go against their code of conduct.
The Act outlines such actions as; absence from ditty no good reasons, sleeping while on
duty, being intoxicated while on duty, threatenatber officers, being violent to other officers,
among others. These actions contribute largely dor gob performance among the police.
According to the Independent Policing Oversight ity Act (2011, Section 7), their role in
line with disciplinary measure is to investigatee tltonduct of the accused and make
recommendations on the kind of disciplinary actiorbe undertaken. These recommendations
include referring them for counseling services @aadsome extent rehabilitation of police

officers.

To mitigate these misconducts among the police, NB&éonal Police Guidance and
Counseling Policy (2009, part 2) provides emplogeanseling programs to all its members.
This is by ensuring all police officers can accesanseling services as a way of overcoming
challenges that affect them and their job perforreaihe policy points out that police officers
require emotional assistance in form of psycholalgicounseling to ensure that they are

physically, psychologically, and socially sound.

Despite the counseling programs in place, issueb as substance abuse/dependence,
violent acts among police officers, suicide, homgiinvolvement in criminal activities such as
robbery, among others, remain common among poffegecs. Such issues contribute to reduced
job performance and in most cases they adverstdgtaheir psychological health. This state of
affairs and behaviors give rise to whether emplogeenseling programs have addressed the
intended purpose especially in improving job parfance among police officers. Therefore, this
study seeks to answer the question; to what ekireg employee counseling programs influence

job performance in the Kenya Police Service?



1.3 Objective of the study
The overall objective of this study is to assessdfiects of employee counseling programs

on job performance in the Kenya Police Service c8jgeobjectives include:
i.  To find out whether employee counseling programe e impact on employee morale

ii.  To find out whether employee counseling prograniteaane interpersonal relations

1.4 Justification of the study

This study seeks to establish new information a# &g increase organizational and
individual awareness on effects of employee coumggirograms in the Kenya Police Service.
Information gathered would help increase institogiioreforms by demonstrating the outcomes
employee counseling programs have on job performahbe Kenya Police Service adopted
these counseling programs because of the many ite@skociated with it. However, it is
difficult to ascertain the impact of these counsglorograms especially with the current trend on
reports of police misconduct and acts of emotiodsturbances. Therefore, this study is
important because it will provide a clear perspectin whether employee counseling programs

are creating the impact intended or not.

At the policy level, information gathered from thstudy would assist policy makers,
relevant stakeholders, and the management of KBoliae Service in developing appropriate
decision and action that will strengthen the em@doycounseling programs in line with
improving job performance. Ideally, the Guidancd &ounseling Policy (2009, part 1, 2, and 3)
states why police officers require counseling &) the qualification of a counselor, and the
procedures of referring police officers for coumsgl The policy therefore does not touch on the
critical areas such as areas where counselingeildek the available approaches for counseling
in police service, measures for monitoring and @atihg the counseling programs, among
others. However, information gathered from thisdgtwould enlighten policy makers on areas
where more emphasis is needed in terms of poliemd&tion and implementation thus help

mitigate the challenges within the counseling paogs.

At the individual level, police officers will benéeffrom the findings of this study by

increasing their understanding of the role of erygdocounseling programs and the benefits they
4



have towards their job performance, psychologiaslim, and their personal lives in general.
This study will also make academic contributiorthia field of performance and especially in the

security sector.

1.5 Scope and Limitations
This study seeks to assess the effects of the gewloounseling program on job

performance in the Kenya Police Service from 2002@14. The rationale for this period of
study is that, employee counseling programs canedféat in the year 2009 after the National
Police Guidance and Counseling Policy was adoppiediever, in the previous years, counseling
was offered as a course work during police trairtigdy their services have now expanded to
cover officers in the ground. Participants of thedg will be selected from the Kenya Police
Service. Members of the Kenya Police Service aresidered fit for this study because their
profession exposes them to different emotionalab®inal, and social challenges that in turn

affect their job performance.

The major limitation of the study was to identipdaaccess respondents from the 6
stratums who have gone through the counseling anogrin the Kenya Police Service. To
overcome this, the researcher first sought peromsfiom the office of Inspector General of
Police to conduct the research within the Kenyacedbervice. The researcher then liaised with
counselors within and without the Kenya Police #ern identifying respondents for this study.
Because of the nature of confidentiality in coumggprograms, counselors assured respondents
that their response will only be used for the psgof this study. Finally the researcher created a

rapport with police chiefs who helped to gatheevaht information for this study.

1.6 Definition of concept

Employee counseling programs- According to Masi (2011), employee counselinggpams
are a professional assessment and referral antfmi-term counseling services offered to
employees with alcohol, drug, or mental health ol that may affect their jobs. In the
context of this study, employee counseling progranesthose training and therapeutic services
offered to employees as a means to overcome enabtmal social challenges arising from both



work and home environment. Psychological counsglielgabilitation services, and social skills
training, all together will constitute employee osgling programs.

Job performance— According to Yun, et al. (2007), job performamed¢he expected behaviors
that are directly involved in producing goods amavies, or activities that provide indirect
support for the organization’s core processeshéncbntext of this study, job performance is the
total output of each employee as expected of theoh ghat, their effectiveness can be
determined. Key indicators of job performance ideluincreased initiative to help others, ability

to interact with the public well, and reduced tispent in undertaking a given assignment/ duty.

Employee morale —According to McKnight, et al. (2001), employee mler& the degree to
which an employee feels good about his or her vam#t work environment. In the context of
this study, employee morale is the motivation Iswafl each employee to accomplish his or her
assigned duties and responsibilities without beungervised. Employee morale will be assessed

in terms of; willingness to exert more efforts airly and increased work concentration.

Interpersonal relations - According to Sroufe, et al. (2000), interpersomddtions are patterns
of interactions with specific partners that areriear out over time and entail some degree of
investment by participants. In the context of thlisdy, interpersonal relations are the existing
interactions among employees that enable themnoramicate effectively with each other and
resolve conflicts. The main indicators are; ability resolve conflicts/misunderstandings, and
ability to communicate effectively.



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter presents an overview of employee aimgs programs and job
performance. Also, the relationship between emmogeunseling programs and employee
morale, and interpersonal relations are discusBeebretical framework is also given at the end

of this chapter.

2.2 Overview of employee counseling programs andhgerformance

Increasing growth rate of employee counseling @ogr in different organizations has
been in response to the rising cases of probleneatiployees. According to Arthur (2000, p
550), employee counseling programs are benefiermices provided to employees experiencing
a variety of personal, emotional, and psychologigadblems. In addition, these counseling
programs have expanded their services to addregas lend financial matters faced by
employees. As noted by Yamatani, et al (1999, p,1®®dern employee counseling programs
play a crucial role in helping employees with matlipsychological, personal, family, financial,
and legal problems. Services within employee cdurg@rograms according to McCann, et al
(2010, p 91) consist of problem assessment, supparbunseling, referrals to higher levels of
treatment, wellness education and training, anldielps for employees and family members.
This is clear indication of how employee counselpr@grams are designed to collectively
address employees problems such that, both thesopa&l lives and work activities are not
disturbed.

On the other hand, employee’s job performance @raa of concern to many employers.
Many organizations strive to create a good workiagvironment for employees with
expectations of high job performance. Yun, et 200/, p 745) describes job performance as
“the expected behaviors that are directly involiegroducing goods and services, or activities
that provide indirect support for the organizat®obre processes.” In a broad view, increased
work morale, high concentration at work, and gootérpersonal relations among employees

could result to improved job performance. On thieeothand, Kirk and Brown (2003, p 138)



noted that interventions of employee counselingy@ms are crucial in reducing absenteeism,

lower employee turnover, and increase employee leora

In addition, Bergmark (1986, p 59) points out issaach as reduced attendance at work,
poor concentration, and not relating well with athe-workers as indications of a problem. He
further states that, external factors such as dejodeath of a family member or a friend,
problems with a child at home, and adjusting to rHewation, are important in determining
outcomes of employee job performance. In Kenyapntspof suicide, drugs/ alcohol dependence,
and criminal activities among police officers haween on the rise. Tracing from the media
reports, Ombati and Akello (2014, July"™9revealed factors such as domestic quarrelling,
workplace misunderstanding, and emotional problsaoth as stress, depression and trauma as

common among police officers.

One of the many reasons for adopting employee @imgsprograms in any organization
are to mitigate employee’s personal problems tffattatheir job performance. Implementation
of the counseling programs is one of the positiagswf managing the lives and performance of
police officers. According to Zarkin and Garfink@l994, p 103), organizations that value its
employees will provide counseling programs as d toamprove job performance, enhance
productivity, and protect its investments. In thed®arn society, police officers are faced social,
economic, and political challenges that would aeat imbalance in their profession. However,
authors such as Konrad and Mangel (2000, p 12268 hecommended employee counseling
programs as a tool that could aid workers to baamork and personal life such that they are
able to resolve conflicts arising from both worldgrersonal life. On the other hand, employee
counseling programs benefit the organization inmlper of ways. Konrad and Mangel (2000, p
1226) notes that, employees are able perform w@ik better due to these counseling programs
while the organization is able to record low nunsbef absenteeism and reduced employee

turnover. Additionally is the cost benefit an orgation would safe.

While these counseling programs are related toampg job performance, their focus is
also channeled to address the psychological anavimeial issues affecting employees. A study
by Smith and Alexander (1992, p 110) found out tipabblems such as substance abuse and

stress among employees are associated with pogrgidbrmance. Such outcomes according to
8



them lead to reduced productivity, increased ales#sh, and increases health care costs. It is
also revealed by Preece, et al. (2005, p 68) thmtleyees always experience symptoms that
weaken their job performance. Therefore, such enésocall for an organizational supervisor,
who is well trained, to identify employees with peglogical or behavioral problems and refer
them to the counseling programs. The sooner a @mol identified and addressed, the sooner
an individual employee overcomes them. This is edhby Johnson (1985, p 383) that the
success of employee counseling programs depergiytasn the supervisor. However, Johnson
(1985, p 383) notes that, “not all employees wiblh jperformance problems are troubled
employees, and that, not all employees with pelgmodlems experience trouble functioning on
their job.” This presents one of the major challegnployee counseling programs encounters.
Besides the challenge, employee counseling proghawes put in place structures that encourage

employees to seek assistance voluntarily rather teeng referred.

The main assumption of these programs is thatipesiutcomes and benefits are to be
recorded. Study findings of Nyamwamu, et al. (20p236) demonstrated positive results of
employee counseling programs in the police sendob. performance improved by 40 percent
among general duty officers and 60 percent amoegstiecial duty officers after getting to
conduct with counselling programs. Similarly, CldeeDickerson, and Murphy (2012, p 127)
found out that, 68 percent of the respondents ingmaheir functioning at work after going
through employee counseling programs while 86 peroegported reduced dysfunction and 79
percent were relieved of their distress. Theseirigg are consistent with outcomes reported in
other studies on effects of employee counselingnarms on job performance; for example,
Selvik, et al 2004, p 20; Philip 2005, p 62; Flama@nd Ots 2013, p 4; and Attidge 2010, p 2.
However, from these studies, a number of resposdedicated no difference even after visiting
the counseling programs. Such outcomes pose aenballto these programs especially when

employees are set to revisit them for the samesssu

In conclusion, Attridge (2010, p 2) recommended #@ployee counseling programs
should strive to improve employees’ job performasceas determine their effectiveness. In
other words, employee counseling programs shoulgurentheir services not only help

employees overcome personal challenges, but alpatiiiem channel their new self and energy



to increasing their job performance. Likewise, eomdl and social assistance through employee
counseling programs in the police service is toldyipositive outcomes in terms of job

performance.

The National Police Guidance and Counseling Pql&809, Section 1) describe police
profession as a stressful occupation. Police aitieerefore often require assistance which aims
at increasing their motivation, commitment, andtiehships at work. Authors such as Arthur
2000, p 550, Yamatani, et al. 1999, p 108, and Nyamu, et al. 2012, p 86, brings out clearly
the role and outcomes of employee counseling progirdositive outcomes from their studies
present the benefits of counseling programs toviddal employee as well as the organization.
However, it is not clear on the program’s effeatigss especially when employees continue to
display behavior patterns that negatively relateettuced performance. This study is therefore
informed by the positive outcomes of employee celing programs to find out whether similar

outcomes will be observed in the Kenya Police $etvi

A major critique of these programs is its low atiion within institutions. Utilization of
the counselling programs according to Csiernik 8@48) is higher in private institution than it
is in public sector. However, organization suchtes Kenya Police Service has taken time to
implement these programs as beneficial servicd wffacers. Therefore, it would be argued that
if the counseling programs are not well utilizedexpected then the intended outcomes would

not be difficult to achieve.

2.3 Impact of employee counseling programs on emplee morale

Employee morale according to McKnight Ahmad, antir8eder (2001, p 447) is “the
degree to which an employee feels good about hieeowork and work environment.” Ideally,
when employee’s morale is high, the expectationld/éwe increased motivation to work hence
improved performance. The rationale of adopting leyge counseling programs according to
Keay, et al. (2010, p 67) is to improve employegsll-being and boost their morale. Flanagan
and Ots (2013, p 3) demonstrate the ability emmoyeunseling programs have in increasing
employees morale. In their study, 50 percent ofréspondents reported improved work morale/

motivation after attending the counseling progra@s.the other hand, Weakliem and Frenkel

10



(2006, p 351) notes that there are higher chantesmroved performance when employees
morale is high.

Increased morale among police officers would beraged on the efforts they put on
while executing their duties as well as how thespmnd to situations when needed. According to
Howitt (2002, p 126), high morale among employeesade with increased work effort,
creativity, initiative, and improved customer see:i In addition, Linz, et al. (2006, p 2)
describes absenteeism, turnover, and strikes asspandence to low employee morale. These
areas are well covered by the counseling prograsres means of improving employee morale
and assessing their motivation levels, hence iseréaeir job performance. Similarly, employee
counseling programs would increase employees utatheling and self-confidence which tends

to boost work morale.

A report by Lucheli (2010, Decembet)Ireveals that police officers in the country get
involved in criminal activities due to low work nade. Activities such like robbery, carjacking
incidents, and corrupt deals among officer havenbme the rise. These outcomes pose one to
guestion whether the counseling programs have fegte on officers work morale.

2.4 Do employee counseling programs enhance interpenal relations?

Interpersonal relations among employees play inaportrole in determining job
performance. Good interpersonal relationships altiegrto DPhil (2008, p 101) has the ability to
increase work productivity as well as reduce wotless, and assist employees satisfy the
demands of the employer. DPhil (2008, p 98) furtheyues that interpersonal relationships
provide insight, knowledge, values, attitudes, godd qualities that enable employees to cope
with life challenges; thus, increasing their intgian skills.

In an environment like the police service, thereneed for proper interactions and
organized communication that will enable officeesve its institution and the public well, thus
improve their performance and their problem solhskgls. According to Lindquist, et al (2010,

p 60), employee counseling programs increases gwgborelations which in turn improves
communication skills, employee confidence in adsires other challenges, and also increase
customer relations. Consequently, improved intexmaatl relations could reduce the number of
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conflict and misunderstandings experienced by poléficers. Outcomes of these actions
according to Gikandi (2013, June®2have resulted into homicide, suicide, and othiamioal

acts among police officers.

2.5 Theoretical framework
This study will be guided by two theories, namddghavioral approach and Maslow’s

needs theory of Motivation.

2.5.1 Behavioral approach

According to Bernstein (2014, p 15) behavioral apph (behaviorism) is rooted in
works of Skinner who explained behavior as a restliearning. The theory focuses on
observable behavior that can be related to spemificomes or reactions. The main assumptions
of behavioral approach are; learning is the charidmeehavior through experience, learning is not
passive; it takes place in the environment by doaxgperiencing, and engaging in trial and era,

and associating stimulus and response will allowndividual to control or predict a behavior.

This approach underpins this study in that, bottotemal and behavioral challenges
affects the general performance of the Kenya PdBeevice. Challenges such as traumatic
experiences, stress, alcoholism/ drug abuse, Viobmts, suicide missions, and family
disagreement have been related to poor performainicelividual police officer. However, the
rational of adopting the counseling programs isagsist police officers overcome these
challenges. Basically, the counseling programs seekange their behavior patterns that affect

their job performance.

To begin with, the counseling programs are wellcpthto enhance learning of new
behavior patterns that complement job performamzka the same time, unlearned behaviors
that disrupt the performance of police officers.nhost cases, police officers are referred for
counseling services due to observable behaviorempett emanating from both emotional
challenges and behavioral disturbances. It is ohe of the counseling programs to ensure that

new behaviors are learned thus replacing unwanted.

Moreover, employee counseling programs act as Bisnio employees problems that

affect job performance. The counseling programs oy seek to install certain behavior
12



pattern, but are also important in predicting teefgrmance of an individual in the future. As
learning takes place, one is able to rate thepgmexdness in overcoming certain life challenges.
Similarly, the counseling programs will enable peliofficers predict outcomes once a specific

behavior pattern is observed.

Finally, it takes time for a certain behavior paitéo change. Through the counseling
programs, different counseling approach and sessao® conducted to employees that cover a
specific period of time. In the context of this &ty behavioral approach guides the counseling
programs in providing continuers service to polaféicers that will enable them overcome
challenges. The main approaches used by the caugpgebgrams are psychological counseling,
rehabilitation services, and social skills trainigter police officers have gone through the
counseling programs, they are required to demdestrat the acquired from the different

counseling services.

2.5.2 Maslow’s needs theory of Motivation

According to DuBrin (2012, p 393), Maslow’s thearf motivation categorize human
needs into five whereby lower needs are to befeati$or higher needs to be activated. The
hierarchy of needs include; basic needs, safetyl;jesocial needs, esteem needs, and self-
actualization. The underlying assumptions of Masdomeeds theory of motivation are; human
beings are motivated by specific needs which aegahthical in nature, motivation usually
comes as a result of multiple motivating factonsinan beings are continually motivated, and

lastly, ones a need is satisfied, another repléces

In relation to this study, employee counseling paogs play a major role in ensuring
safety need of employees are met and satisfiecqholise officers climb from one hierarchy to
another, employee counseling programs providestasgie in terms of boosting their morale by
reducing physical and emotional pain experienceilevat work, increasing their work stability,
and providing them with necessary security. In toldj these counseling programs offer
services ranging from skills training, emotionayfgsological counselling, and behavioral
change, among others thus combining different matiig factors to meet employees’ needs.

Whereas work place machinery, fire arms, uniforarg] other physical/lhuman resources that
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enable police to perform their duties are provifmdoy the human resource management, their

safety is also assured through these counselirgyares as well as other medical assurances.

On the other hand, employee counseling progranmsvallemployees to seek services
frequently especially when faced with challenges #iffect their job performance and personal
life in general. As pointed out by Armstrong (20p9317), increased work place performance is
an outcome of highly motivated employee. With trmurtseling programs in place, police
officers benefit by learning new coping skills taldaess future challenges thus boosting

employees’ motivation to achieve high job perforgan

Finally, Maslow’s needs theory of motivation prosgdthat one’s a need is satisfied,
another need replaces it. Ideally, these counselingrams are set to satisfy employees’ safety
needs thus increasing their focus to organizatiandlpersonal needs that they intend to achieve.
With an assurance of psychological health, emplgyaeotivation levels are expected to

improve.

2.6 Hypotheses

i. There is a positive relationship between employeenseling programs and job
performance

ii.  There is no relationship between employee courgeliagrams and job performance
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CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter discusses the research design, stugly and population, sampling

procedures, data collection procedures, and datigsas that were used in the study.

3.2 Research design

The study used mixed research design which applitis quantitative and qualitative
data collection and analysis. The rationale for edixesearch design is that, it helped the
researcher obtain data that complements each diherincreasing the understanding of the
research problem. Quantitative data provided nwraralysis of the study while the qualitative
data provided a wider perspective in this studythis study, the variables of interest included
employee counselling programs as the independerabla and job performance as dependent

variable.

3.3 Study area and Population

The study area was Nairobi County. Police offigardlairobi County were preferred for
this study because they were the first benefiadthe counseling programs since its adoption in
2009. Also, most of the facilities in the counsglprograms are situated in Nairobi County. The
target population was police stations in Nairobu@ty. The Kenya Police Service is formed of 4
different units which include the Kenya Police, Adistration Police, the General Service Unit,
and the Criminal Investigation Department. Kenyédeowvas selected for this study because of
the increasing reports of involvement into crimiredtivities, emotional disturbances, and
behavioral challenges from its members. Policamstatwere identified as the physical location
where members of the Kenya Police administer ttheiies from. Currently, there are 40 police
stations in Nairobi County where the sample wasctet! from.

3.4 Sampling procedures
This study applied stratified sampling techniquesétect respondents in this study. The
sampling technique was important in helping theeaesher categorize police officers into

different groups and obtain a proportional samplespresent the entire population. Police ranks
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were used to create different strata. Currentlgrehare 6 ranks in each police station which
include; Officer Commanding Police Station (Chigfspector), Inspector, Senior Sergeant,
Sergeant, Corporal, and Constable. From each stratue researcher used a disproportional
sample to select respondents. Table 1 below repetiee sample of police officers in different

ranks and the sample size which the researcheseldlt.

Table 3.1: Distribution of respondents and the samip size

POLICE RANKS NUMBER OF POLICE SAMPLE SIZE
OFFICERS
Officer Commanding Polic 20 6

Station (Chief Inspector)

Inspector 20 6
Senior Sergeant 20 6
Sergeant 30 9
Corporal 50 15
Constable 60 18
TOTAL 200 60

Snowballing techniqgue was used to obtain resposdéoim the six stratums. This
sampling technique helped the researcher to igespiécific respondents who have gone through
the counselling programs, thus gathering relevafbrination. The researcher liaised with
counsellors within and without the Kenya Police V@& in identifying respondents for this
study. As a means of triangulating the findingghis study, the researcher sought public opinion
on what they think about the performance of theyéeRolice Service. Data was obtained from
30 members of the public, 10 counselors, and ¥vaglt stakeholders. These respondents were

selected randomly using random number generator.
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3.5 Data collection procedures

Data was collected using questionnaires. Structumeaviews were also conducted. Use
of questionnaires was relevant in helping the nebteat to obtain relevant information that
provided answers the research question while iress helped in gathering information to
validate the findings of the study. Questionnawese self-administered to respondents through
the help of counsellors. Respondents were alloweday with questionnaires for a period of 14
days after which the researcher collected themlid®gbestionnaires were self-administered and
collected on the same day. Finally, the researcheted out interviews with the counselors and

stakeholders which took a maximum of 10 to 15 nasut

3.6 Data analysis

Both quantitative and qualitative data was analygadhntitative data was analyzed using
the Statistical Program for Social Sciences (SR@&8)jion 16.0 to compute descriptive statistics
such as frequencies, means, standard deviatiodspeartentages. The numeric and statistical
data analyzed provided measurement for the spee#fi@able in study. On the other hand,
information obtained from the qualitative data veaslyzed in terms of giving meaning and

establishing patterns and trends in relation tovdreable in study.
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CHAPTER FOUR
RESEARCH FINDINGS AND DISCUSSION

4.1 Introduction

The results of data analysis on employee counspliograms and job performance in the
Kenya Police Service are presented in this chapibe findings were interpreted using
descriptive statistics; frequency means, standargatons, and percentages. Data is presented
using graphs and pie charts. Responses from tHe pobunselors, and relevant stakeholders are
also presented. In addition, brief narrations ef gualitative data gathered from counselors and

relevant stakeholders are included to supplemengtiantitative data.

4.2 Characteristics of employee counseling programs

Three main characteristics of employee counselingnams were; areas where employee
counseling programs have helped police officersotercome, areas where symptoms of
psychological and behavioral affected police offigeand the changes police officers have
observed after going through the counseling prograrhese characteristics are presented in the

tables below.

Table 4.1: What areas have employee counseling pmagns help police officers

overcome
Valid Cumulative
FrequencyPercent |Percent Percent
Valid STRES!
TRAUMA
DEPRESSION 27 71.1 71.1 71.1
DRUGS
FAMILY
FINANCIAL 8 21.1 21.1 92.1
ANXIETY 3 7.9 7.9 100.0
Total 38 100.0 100.0
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As indicated in table 4.1 above, employee coungeprograms have helped police
officers to overcome both emotional and behavigsilies affecting them. 71.1 percent of the
respondents have overcome stress, trauma, andsdegreepisodes after going through the
counseling programs while 21.1 percent have oveecdrag/substance abuse, family issues, and
financial problems. In addition, 7.9 percent of tlespondents were able to overcome anxiety
and other issues such as coping skills, phobiapeds; and self-awareness after going through
the counseling programs. In overcoming these ematiand behavioral problems, psychological
counseling, rehabilitation services, and trainimgcoping skills were the main approaches used

within the counseling programs.

Table 4.2: Areas where symptoms of emotional and behavioral ssies hawvi

affected police officers

Valid Cumulative
FrequencyPercent |Percent Percent
Valid FAMILY
PERSONAL 20 52.6 52.6 52.6
JOB PERFORMANC
COMMUNICATION |18 47.4 47.4 100.0
Total 38 100.0 |100.0

Table 4.2 demonstrates areas where symptoms ofi@maband behavioral issues have
affected police officers. The data shows that F2fent of the respondents agreed that these
symptoms have affected their family relationshipsl @ersonal life while 47.4 percent of the
respondents experienced negative effects in trar performance due to emotional and

behavioral disturbances.
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Table 4.3: What changes have been observed aftgoing through employee

counseling programs

Valid Cumulative
FrequencyPercent [Percent Percent

Valid REDUCED

EMOTIONAL

DISTURBANCE 10 26.3 26.3 26.3

MORALE

RESOLVE ISSUES

INTERRACT 947

COMMUNICATE 26 68.4 68.4 '

FINANCIAL

STABILITY 2 5.3 5.3 100.0

Total 38 100.0 |100.0

After going through the counseling programs, pobifecers reported positive changes in
their life and work as well. As presented in tal8 above, 68.4 percent had increased their
work morale, they were able to resolve issues aniomgselves, they were able to increase their
interaction with others, and they improved theimoounication skills. 26.3 percent recorded
reduced emotional disturbances while 5.3 percenthef respondents were able to achieve
financial stability. Other areas described by resjgmts were increased self-confidence and

change of attitude towards counseling.

In summary, these characteristics of employee aungs programs shows that police
officers encounter emotional problems, behaviorabbjems, and coping issues in their
profession. These outcomes could explain why thiegprofession is described as traumatizing.
However, the counseling programs have demonstridtent ability to help police officers
overcome challenges arising from both work and hemaronments. The counseling programs
also extend their services to assist officers aweec behavioral challenges such as drug abuse,

financial issues, anxiety, phobia, and self-confaie
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4.3 Effectiveness of employee counseling programs
4.3.1 Effectiveness of employee counseling programs job performance

Three main indicators for job performance werereased initiative to help others,
ability to interact with the public well and reducegme spent in undertaking a given assignment/

duty. The summary of the findings are presentedvbel

Figure 4.1: Effectiveness of employee counselling programs on
job performance
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B Employee counselling programs have increased your initaitive to help others
B Employee counselling programs have improved police officers interactions with the public
= Employee counselling programs have reduced time spend to undertake assigned duties
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Table 4.4: Effectiveness of employee counseling gm@ams on job performance

Initiative to help othel | Interact with the publii| Reduced time spent
well undertaking a given
assignment

Frequency Percentage Frequency Percentage Frequency Percentage

Not Effective 0 0 0 0 0 0
Effective 26 68.4 21 55.3 23 60.5
Very Effective 12 31.6 17 44.7 15 39.5
Total 38 100.0 38 100.0 38 100.0

The study reveals that employee counseling progréave the ability to increase
initiative to help others. 68.4 percent of the msgents rated the counseling programs as
effective while 31.6 percent rated the programsexy effective. Reasons for the rating were:
listening more to others than before, providingessary response to clients upon request and
when needed, ability to tackle issues as they ptedbemselves, and becoming more of a team

player.

Similarly, employee counseling programs wereaife in increasing officers’ ability to
interact with the public. 55.3 percent of the rexpents rated the counseling programs as
effective while 44.7 percent rated them as vergai¥e. The reasons for such rating were: able
to relate with anyone without discrimination, alte perform their duties without favoring
anyone, able to work with a sober mind, able tooshice themselves to the public and increased

trust with members of the public.

Finally, the study reveals that employee coungegtirograms have the ability to reduce
time spent to undertake a given assignment/dut pércent of the respondents rated employee
counseling programs as effective while 39.5 percatdd the programs as very effective. The
reasons for such rating were: they feel encourdgechuse it is their mandate, there are
minimum disturbances from inside and surroundingrenment, and they can now understand

better the importance of their work.
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Police officers who underwent counseling prograated their job performance on five
different scales: poor, bad, average, good, andliext. The findings of their rating in pie chart
4.2 above shows 89.5 percent of the responderd their job performance as good while 10.5
percent rated their job performance as excellemtneNof the respondents rated their job
performance as poor, bad, or average. Drawing fiteese findings, it can be concluded that
employee counseling programs play an important irolenproving job performance of police
officers.

4.3.2 Effectiveness of employee counseling programs employee morale
The key indicators for employee morale were wgtiess to exert more efforts at work,

and increased work concentration. The followingifes provide a summary of the findings.



Table 4.5: Effectiveness of employee counseling gi@ams on employee morale

Increased worl
concentration

Willingness to exer
more efforts at work

Frequency Percentage Frequency Percentage

Not Effective 0 0 0 0
Effective 31 81.6 24 63.2
Very Effective 7 18.4 14 36.8
Total 38 100.0 38 100.0

Figure 4.3: Effectiveness of employee counselling programs on
employee morale
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The study shows that employee counseling programmsefiective in increasing police
officers willingness to exert more efforts at wo8pecifically, majority of the respondents (81.6
percent) rated the programs as effective while p8rtent rated the programs as very effective.
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The reasons given for effectiveness included puhity timely delegation of authority/duties,
increased motivation to achieve daily goals, insegladesire to perform duties in the right way,

and understanding the importance of their effarthé organization and themselves.

The study findings also show employee counselmegnams have the ability to increased
police officers concentration at work. Majority tfie respondents (63.2 percent) rated the
programs as effective while 36.8 percent of thpwoadents rated the programs as very effective
in increasing their concentration. Explanations foe ratings by respondents were greater
attention assigned duties and responsibilitiesesmed focus on information, and set achievable
daily goals. In summary, it can be concluded timapleyee counseling programs have the ability

to increase employee morale.

4.3.3 Effectiveness of employee counseling programs interpersonal relations

The main indicators for interpersonal relations rave ability to resolve
conflicts/misunderstandings and ability to commatec effectively. The following figures
provide a summary of the findings.

Table 4.6: Effectiveness of employee counseling gm@ams on interpersonal relations

Ability to resolve Ability to communicat:
conflicts/misunderstandings effectively
Frequency Percentage Frequen®ercentage
Not Effective 0 0 0 D
Effective 25 65.8 20 52.6
Very Effective 13 34.2 18 47.4
Total 38 100.0 38 100.0

25



Figure 4.4: Effectiveness of employee counselling programs on
interpersonal relations
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Figure 4.4 demonstrates that employee counseliogrpms are effective in increasing
police officers ability to resolve conflicts and sunderstandings among themselves. From the
data above, 65.8 percent of the respondents rategrograms as effective while 34.2 percent
rated the programs as very effective. Respondenisded various explanations regarding their
ratings: ability to interact and engage with cajleas freely, ability to forgive others and ask for
forgiveness, ability to deal with anger issues Wwhiesult to conflicts, and ability reason and

make wise decisions before taking action.

The study findings also show that employee coumggbrograms have the ability to
improve police officers’ communication skills. Maity of the respondents (52.6 percent) rated
the programs as effective while 47.4 percent raey effective. Some of the reasons for the
rating include increased confidence in expressiagniself to others, ability to listen to others
without judging them, increased trust by fellowleabues, and ability to offer correct feedback
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in time. The finding leads to the conclusion thatpéoyee counseling programs have positive

influence on interpersonal relations among polifieers.

4.4 Employee counseling programs and inter-indicatoccomparisons
The mean of employee counseling programs were cadpaith indicators for job
performance, employee morale, and interpersonatioes. The summary of the findings are

presented below.

Table 4.7: Summary of mean of employee counselingggrams and indicators for job

performance, employee morale, and interpersonal rations

Indicators Mean Std. Deviation N
Areas where ECPs have help police officers to ame 1.3684 .63335 38
Willingness to exert more efforts at work 2.1842 .39286 38
Initiative to help others has increased 2.3158 47107 38
Work concentration has increased 2.3684 48885 38
Increased ability to resolve conflict/ misundersiiag 2.3421 48078 38
Effective communication 2.4737 .50601 38
Improved interactions with members of the public 2.4474 .50390 38
Reduced time spent to undertake assigned duties 2.3947 49536 38

The finding shows employee counseling programs edfective in influencing job
performance, employee morale, and interpersonatioels. Respondents’ average mean score
for employee counseling programs effectiveness fmasd to be 2. Therefore, drawing for the
findings, the null hypothesis, that is, ‘there is relationship between employee counseling
programs and job performance’, was then rejected. tke other hand, majority of the
respondents agreed that employee counseling pregheiped them overcome stress, trauma,
and depressive episodes. The findings shows a nszame of 1, an indication that employee

counseling programs play a role in the Kenya Pdhiervice.
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4.5 Analysis of the public response on whether joperformance of the Kenya Police Service

is improving or not

Members of the public were asked to rate policdimghess to help, whether police officers’

respond in a professional manner, and whethereolificers have the ability to work together.

In addition, the public rated the effectivenessenfployee counseling programs in relation to

psychological health and job performance. The fuilhg figures provide a summary of the

findings.

Table 4.8: Public rating on job performance of theKenya Police Service

Willingness to help Respond in i Ability to work
professional manner together
Frequency | Percentage Frequen®&ercentage Frequency Percentage

STRONGLY 4 13.3 10 33.3 13 433
DISAGREE
DISAGREE 7 23.3 6 20.0 10 33.3
AGREE 16 53.3 12 40.0 6 20.0
STRONGLY 3 10.4 2 6.7 1 3.3
AGREE

Total 30 100.0 30 100.0 30 100.0
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The study reveals that 10 percent, 53.3 perceéh8 @ercent, and 13.3 percent of the
respondents strongly agree, agree, disagree, aodght disagree respectively, that police
officers have increased their willingness to hetpeos. This finding complements rating by
police officers on the effectiveness of employeenseling programs and increased initiative to
help others.

Findings on whether police officers respond t@mts in a professional manner shows
that 6.7 percent, 40 percent, 20 percent, and@3&nt of the respondent strongly agree, agree,
disagree and strongly disagree respectively. Alghomost police officers do not respond in a
professional manner in serving the public, a goadhlmer of them perform their duties in a

professional manner. These finding are not consistewith police officers views that
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demonstrated positive effects of employee counggdmograms on their ability to interact well
with the public.

The study indicates that police officers are raeado work together and relate well at
work. 3.3 percent and 20 percent of the respondeinisgly disagree and agree respectively
while majority of the respondents, 33.3 percent 4B percent disagree and strongly disagree
respectively that police officers are able to wtm§iether. Thus the public perception contradicts
that of police officers. Whereas police officergesgthat employee counseling programs have
increased their interpersonal relations, memberthefpublic think otherwise. Observing the
three dimension graph leads to the conclusiontthabme extent job performance in the Kenya
Police Service is improving however, issues sucheaponding in a professional manner and
ability to relate and work together according tonmbers of the public are affecting their general

performance.

Table 4.9: Public rating on whether employee couniag programs enhance psychological

health and job performance of the Kenya Police Seige

ECPs has helped in improvil ECPs has helped in improvi
psychological health job performance

Frequency Percentage Frequency Percentage
STRONGLY DISAGREE 4 13.3 5 6.7
DISAGREE 4 13.3 14 46.7
AGREE 17 56.7 13 43.3
STRONGLY AGREE 5 16.7 1 33
Total 30 100.0 30 100.0
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Figure 4.6: Public rating on whether employee counselling
programs enhance psychological health and job
performance of the Kenya Police Service
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Big doughnut: ECPs and job performace
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Findings from figure 4.6 show employee counselimggpams are more effective in
improving psychological health among police offEdnan job performance. 57 percent and 17
percent agree and strongly agree respectively tmainseling programs are effective in
improving psychological health while 43 percent aBdpercent agree and strongly agree
respectively that counseling programs are effedtivenproving job performance. On the other
hand, 13 percent and 13 percent disagree and Btraligagree that counseling programs
improves the psychological health of police offcarhile 47 percent and 7 percent disagree and

strongly disagree that counseling programs imprdives job performance.

Findings on employee counseling programs and ps$ygloal health complement ratings
by police officers on areas where employee coumgeprograms have assisted them to
overcome. However, findings on employee counsgimoggrams and job performance contradict
police officers rating of effectiveness of the cseliing programs and job performance.
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4.6 Counselors and stakeholders responses on emmeycounseling programs and job
performance

Counselors and relevant stakeholders were asketioon often police officers seek
counseling services, how they would rate the cdimgs@rograms on psychological health and
job performance in the Kenya Police Service. SinyiJahey were asked to describe how the
counseling programs contribute to the improvemerit jab performance, and their
recommendations on ways of enhancing employee etingsprograms. The findings are
illustrated below.

Figure 4.7: Comparing counsellors and stakeholders responses
on how frequent police officers get in touch with employee
counselling programs
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m How often police officers get in touch with the counselling programs (counsellors)
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Chief)

As revealed in figure 4.7, counselors and stakedieldhink that police officers rarely
seek counseling services. In particular, 6 out @fcbunsellors and 9 out of 10 stakeholders
indicated that police officers rarely seek coumsglservices. However, 2 out of 10 counselors

have observed frequent visit while other 2 haveeerpced voluntarily visit by police officers.
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Only 1 out of 10 stakeholders have observed rdfeases. Drawing from this finding it can be

concluded that most police officers do not seelnseling services.
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Findings from figure 4.8 reveal that employee caling programs have positive effects
on psychological health of police officers. 10 mar; 70 percent, and 20 percent of the
counselors rated the counseling programs as avegaged, and excellent respectively while 30
percent, 20 percent, and 50 percent of the stafelorlated the programs as average, good, and
excellent in improving their psychological healiihese finding complements changes observed

by police officers that the counseling programsenednle to reduce their emotional disturbances.
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Figure 4.9: Comparing counsellors and stakeholders response on
whether ECPs improves job performance of the Kenya Police Service

7
6
£5
=]
.g / y \ =—#—How would you rate the
= 4 effectiveness of employee
E / / \ counselling programs in
s improving job performance
- 3 of the Kenya Police Service
2 (counsellors)
; /
Z 2
=i—How would you rate the
1 effectiveness of employee
counselling programs in
improving job performance
0 = of the Kenya Police Service
Poor Bad Avarage Good Excellent (Stakeholders; IPOA/ Police

Rating Chief)

Findings from figure 4.9 shows employee counseprograms have positive effects on
job performance in the Kenya Police Service. 60cgat; 30 percent and 10 percent of the
stakeholders rated the counseling programs avegagel, and excellent respectively while 20
percent, 60 percent, and 20 percent of the stalel®kated the counseling programs average,
good, and excellent respectively. These findingsiadine with the rating by police officers on

effectiveness of employee counseling programs e fbb performance.

4.6.1 How employee counseling programs influenceljgperformance in the Kenya Police
Service

In order to get more insight into the quantitatarelysis, various informed descriptions
on how employee counseling programs influence jetiopmance in the Kenya Police Service
was provided by the counsellors, members of theegeddent Policing Oversight Authority

(IPOA), and police chief. Their descriptions wepelice officers are able to overcome emotional
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distress and workplace stregglice officers are able to cope with situationicers increase
their concentration at work, police officers dentost® improved work motivation, officers

acquire more skills to handle life situations, #mely become more focused in their work.

4.6.2 What can be done to make employee counselipigpgrams more effective

Counselors and relevant stakeholders provided senmenmendations that would help in
improving the counseling programs effectivenessm&oof the recommendations include:
enhance the counseling programs by increasinguhdar of counselors, increasing the number
of police training on counseling issues, the manmage of Kenya Police should increase
sensitization and awareness activities of the oelings programs, more counseling centers
should be established so as to ensure counselmvices are accessible by police officers,
counseling programs should establish more involypragrams that will bring officers together,
counseling output should be rated frequently stoaacrease awareness of their effectiveness,
and more centers should be developed near pdhters and develop more policy measures

and programs.

In conclusion, data from the counselors and stdkleh® indicate that there is more
needed to be done for the institution to yield mpositive outcomes. Despite the counseling
programs experiencing challenges such low numbeoohselors and counseling centers, there

are positive outcomes recorded within employee selimg programs.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
5.1 Introduction
This study aimed to find whether employee coungelprograms influence job
performance in the Kenya Police Service. Otheraihjes of the study were to find out whether
the counseling programs have any impact on empsdymerale and whether they influence
interpersonal relations. This chapter thereforesgmés the summary of the study, conclusions,

and recommendations and areas for further research.

5.2 Summary of the study

Although few studies have been published on thecedf of employee counseling
programs on job performance in Kenya, some haveodstrated positive outcomes of the
counseling programs. It was revealed in the literathat employee counseling programs have
extended their services from psychological and Wehal counseling, to cover family/ marriage
issues, legal issues, and financial issues thatibate to poor performance. On the other hand,
issues such as reduced attendance at work, pooewtation, not relating well with other co-
workers, divorce, death of a family member or arfd, problems with a child at home, drugs/
alcohol dependence, domestic quarrelling, and emakiproblems such as stress, depression and

traumawere identified as indicators of a problem thatuisgjassistance.

Members of the Kenya Police Service were selectadtliis study because of the
increasing reports of police officers involvememtcriminal activities, emotional disturbances,
and behavioral challenges. Sixty police officersraveelected from different police stations
where they administer their duties from; howevaity eight respondents participated in the
study. As a means of triangulating the findingsha$ study, the researcher also sought response
from members of the public, counselors, and relevstakeholders (officers from the

Independent Policing Oversight Authority and politeef).

Based on the results of this study, it was estiabtishat employee counseling programs
have assisted police officers to overcome diffeenotional and behavioral disturbances in their
lives. The study found that a majority of policdicérs have been able to overcome stress,

trauma, and depressive situations after going tiiramounseling programs while a good number
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of them have overcome substance abuse/drugs, faeldyed problems, financial difficulties,

and anxiety. The study also revealed that emotiandl behavioral symptoms experienced by
police officers were affecting their personal livasd job performance. It was however
established that a majority of police officers havaeased their work morale, ability to resolve
conflicts and misunderstanding, ability interactllweith others, and communicate effectively
after visiting the counseling programs. Other obsele changes were reduced emotional

disturbances, and increased financial stability.

On the other hand, employee counseling program®udsimated their ability to improve
job performance. Majority of the respondents ratieel counseling programs as effective in
increasing their initiative to help others, impnoyitheir interaction with the public, and reducing
time spend to finish assigned duties. Moreovericpobfficers rated their job performance as
good and excellent after attending counseling sesviThese programs were also found to have
positive influence on employees’ morale and intespeal relations. Police officers agreed to
have increased their willingness to exert effofteragoing through the counseling programs.
Similarly, they rated the counseling programs decgive in improving their communication

skills and ability to resolve conflict/misunderstamy.

Focusing on the public response, majority of thémowsed their support on the general
performance of the Kenya Police Service. To a lagygend, they agreed that police officers
have increased their willingness to help. On cowpfrdney showed their dissatisfaction with the
way police officers respond and relate with onetlag@o Majority of them disagreed that police
officers are able to respond in a professional reaamd they are able to work together. While
rating employee counseling programs, members opthmic thought they have more effective

in increasing officers’ psychological health thab performance.

Finally, counselors and relevant stakeholders \weagreement that police officers rarely
seek counseling services. However, some have dxemluntary cases, frequent visit, and
referrals. In addition, both the counselors andedtalders rated the counseling programs as
average, good, and excellent in improving psycholdghealth and job performance of police
officers. They also recommended more training tecpafficers on counseling, more counselors

to be employed, and more programs and policy tertbenced.
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5.3 Conclusions

It was established that employee counseling progrhave the ability to improve job
performance in the Kenya Police Service. Studyifigsl shows the mean score of employee
counseling programs as effective in improving jafprmance among police officers. Similarly,
the counseling programs demonstrated positive enfte on employees’ morale and
interpersonal relations. All police officers whodhgone through the counseling programs
recorded great improvement in their job performantie null hypothesis (there is no
relationship between employee counseling programisi@b performance) was rejected and the
alternative hypothesis adopted. However, the silldgtrated that there is more to be done
within the counseling programs as a means of impgpthe performance of the Kenya Police
Service. Response by members of the public infatmescounseling programs to ensure their
services address performance related issues ipdhee service. Similarly, members of the
Kenya Police Service would record improved perfaromif they frequently visit employee
counseling programs. Although counselors and refewakeholders noticed improved job
performance among police officers, they called upon establishment of more counseling
centers, recruiting more counselors, and enhartbmgounseling programs as means of yielding

improved performance in the Kenya Police Service.

The findings reinforced behavioral approach araslw’s needs theory of motivation
used in this study. Members of the Kenya Policevie demonstrated their ability to change
behavior patterns after going through the counggbrograms. It was established that through
employee counseling programs, police officers hée@ned how to cope with different
emotional and behavioral challenges that affecter tjob performance. After learning new
behavior pattern, several changes have been oldseloye police officers, counselors,
stakeholders, and to some extent, members of tihdicpulAs a result, police officers have
recorded improvement in their job performance. €fae, the findings from this study upholds
behavioral approach in the sense that new behpaitern is learned through pairing employees

emotional and psychological challenges with empdogeunseling programs.

Likewise, the counseling programs were found toehidne ability to increase employees’
motivation by reducing their physical and emotiopain. In line with the Maslow hierarchy of

needs, the counseling programs are well placechsnire safety needs of police officers are
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satisfied. Police officers were able to overcomallelnges such as alcoholism/ drug abuse,
financial difficulties, and self-confidence thatepented them from activating other needs for
achievement. Thus, through the counseling prognantise officers were able to activate their

new self and sough to achieve their objectivefmim Wwith the institutional set goals.

5.4 Recommendations
It is evident from the study that employee coumgglprograms have positive effects on job
performance in the Kenya Police Service. Basederfihdings, the following recommendations

are made:

There is need to develop counseling centers tleatifsgally address challenges among police
officers. These centers will ensure police officeas access different counseling programs
when they experience difficulties. Moreover, theni{® Police Service should ensure
counseling services are readily available and addes This could be achieved by

establishing counseling facilities within everyipelstation.

It was found out that there are a few counselothiwithe employee counseling programs.
Therefore, it is recommended that the managemelenfa Police Service to employ more
counselors to address the rising number of emdtexmd behavioral challenges among police
officers. Similarly, the Kenya Police Service cowdtsource counseling services to more

counseling centers.

There is need for training more police officersomunseling issues. Through training, police
officers will be able to counsel and encourage edhbbr during difficult times. In addition,
the counseling programs will have increased thapacity to cover a wider population in

terms of offering counseling services.

As recommended by counselors and relevant staketsplthe management of Kenya Police
Service should develop more policy measures andgranes, assess the outputs of the
counseling programs, and increase sensitizatiorhalging these counseling programs
would bring together police officers in a safe grdwhere they can share their experiences

and learn more from each other.
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5.5 Suggestions for further studies

From the findings of the study, further researah loa investigated. The following are suggested
for future studies:

I. A study to determine the extent employee counsgdimgrams prevent police officers
from relapsing.

ii. A longitudinal study to investigate the effectiveaef employee counseling programs on
absenteeism, presenteeism, and turnover rate.
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APPENDIX |

Time frame of the study

2014 | APRIL JULY JAUGUST |[SEPTEMBER OCTOBER NOVEMB ER

Developing the research proposal and th

112

questionnaire

Collecting data from the

field

Analyzing the data

4 Developing the final research project

Presenting the final project to the department

1 —Developing the research proposal and the questi@fiam April — July 2014
2 —Collecting data from the field by August 2014

3 —Analyzing the data in September 2014

4 —Developing the final research project by Octobekr£20

5 —Presenting the final project to the departmentavédber 2014
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APPENDIX Il

Table for the anticipated budget

ACTIVITY BUDGET

ACTIVITIES ITEMS COST (KSH)
Consolidation  of > Travelling expenses (200 ks 6,000
from library and internet per dayx 30 days)

Browsing expenses (30 ksh
900
30 days)
Developing research Printing and photocopyin 10,000
) (project proposal, final
instrument _ _ _
project, questionnaires, ali
binding)
Data collection Travelling expenses 5,000
Stationery Writing materials (books an 500
pens), and envelops
Miscellaneous expenses 3,000
TOTAL RESEARCH COST 25,400
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APPENDIX Ill; Letter of Introduction
Dear Respondent,

My name is Frankline Muthomi a student at Nairoliivérsity, currently pursuing a master’'s
degree in Public Administration. | am conductingresearch on“Employee counseling

programs and job performance in the Kenya Police Sgice.” You have been identified as a
respondent in this study. Kindly provide theformation that has been requested. Any

information given will be used for this studyly and will be treated with utmost confidentiglit

Thank you.
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APPENDIX IV: Police officers Questionnaire
Section A: General information on employee counselg programs (tick where appropriate)

1. What areas have employee counseling prograrpsybelovercome?

Stress

Trauma
Depression
Drugs/ Addiction

Family issues

Financial issues

Anxiety
Others (specify;

2. Before going for counseling, what areas dider®gnptoms affects you?

Family relationship
Personal life

Others (specify;

Job performance

Communication

3. After going through the counseling programs, wbbhanges have you observed about

yourself?

Reduced emotional disturbances

Increased work morale
Ability to resolve issues
Good interaction with others

Ability to communicate effectively

Financial stability
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Others (specify;

Section B: In the sections below, indicate how empjee counseling programs have been
effective in assisting you in areas listed (tick wdre appropriate)

4. How effective has the employee counseling prograncreased your willingness to exert more
efforts in your work?
Not effective ( ) Effective ( )  Very effective ( )

Describe

5. After going through the counseling programs,njaiiiative to help others has increased
Not effective ( ) Effective ( )  Very effective ()

Describe

6. After going through the counseling programs,ry@ancentration at work has increased
Not effective ( ) Effective ( )  Very effective ( )

Explain

7. After going through the counseling programs, ryoability to resolve conflict/
misunderstanding among yourselves has increased
Not effective ( ) Effective ( )  Very effective ()

Explain how
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8. After going through the counseling programs,ryahility to communicate effectively has
improved
Not effective ( ) Effective ( )  Very effective ( )

Explain how

9. After going through the counseling programs, ryimteractions with members of the public
has improved?
Not effective ( ) Effective ( )  Very effective ()

Explain how

10. After going through the counseling programsy mould you rate your job performance?

1=Poor
2=Bad
3=Average
4=Good

5=Excellent

11. After going through the counseling programs, yave reduced time spent to undertake
assigned duties
Not effective ( ) Effective ( )  Very effective ( )

Explain how
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APPENDIX V: Public Questionnaire

Section [: Indicate whether you agree with the fotbwing statements after receiving police service

(tick where appropriate)

1. Police officers have increased their willinghidp others

Strongly Disagree ( ) Disagree ( ) reéey ( ) Strongly Agree ( )

2. Counseling programs in the police service hselden improving their psychological health

Strongly Disagree ( ) Disagree ( ) reée ( ) Strongly Agree ( )

3. Counseling programs in the police service h§zeldein improving their job performance

Strongly Disagree ( ) Disagree ( ) reéey ( ) Strongly Agree ( )

4. Police officers responded to my situation pbfisnd in a professional manner

Strongly Disagree ( ) Disagree ( ) rég ( ) Strongly Agree ( )

5. Police officers are able to work together andteswell

Strongly Disagree ( ) Disagree ( ) rég ( ) Strongly Agree ( )
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APPENDIX VI: Interview schedule for stakeholders

1. How often do police officers get in touch wittetcounseling programs?

2. On a scale of 1 to 5, how would you rate theai¥eness of employee counseling programs
in improving psychological health of police offie@r (1=Poor, 2=Bad, 3=Average, 4=Good,

5=Excellent)

3. On a scale of 1 to 5, how would you rate theai¥eness of employee counseling programs
in improving job performance of the Kenya Policen&®=? (1=Poor, 2=Bad, 3=Average,
4=Good, 5=Excellent)

4. In what ways do you think employee counselinggpams in the police service influence their

job performance?

5. What can be done to make it more effective?
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APPENDIX VII: Interview schedule for counselors

1. How often do police officers get in touch wittetcounseling programs?

2. On a scale of 1 to 5, how would you rate théuarice of employee counseling programs on
psychological health of police officers? (1=PoctBad, 3=Average, 4=Good, 5=Excellent)?

3. On a scale of 1 to 5, how would you rate théuarice of employee counseling programs on
job performance of the Kenya Police Service? (1¥Pd=Bad, 3=Average, 4=Good,
5=Excellent)

4. In what ways do you think employee counselinggpams in the police service influence their

job performance?

5. What can be done to make it more effective?
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