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ABSTRACT 

With the advent of Performance ontrncting (PC) government Ministries and 

departments and their worker ar e. ·pe ted to d 'liver quality service in the pursuit of 

their objectives. In vie\\ fth f r lS r ·hnn) , th Ministry ofi-Iousing is committed to 

facilitate the provi ion t I· 'l'l\t .llld af(! rdablc housing for Kenyans and to operate a 

quality matw, ·m ·ut ·t ·m in a cordance with the requirements of ISO 9001 

lnll:rlllllit)ll 'd 'tmd r 

lmi I m ntution f change is therefore very crucial to the fortunes of any organization as 

it i, thr ugh the uccessful implementation of change decisions that the goals and 

bjectiYe of an organization can be achieved to improve organizational performance. 

Employee are the fuel that runs the engine of the organization and it is believed that their 

non-in ol ement in the chang process creates tensions between management and staff. 

This study therefore, sought to determine the perceived influence of employee ' 

participation on change management at the Ministry ofHou ing. 

Th tud emplo ed a de criptive urvey method. he ample targeted 80 employee 

from th Mini try of Hou ing Headquarter m airobi. Data " a c lie ted b 

admini t ring qu ti 

ntributc.: ~ to c 

r I m 111 

in 

ata analy i and pre ntati n " a d ne b u ·e f average 

n.: car h finding . ugge kd that cmplo c 

tivc hangc imp! mentation nd • I n.:atcs an cna lin, 

and ' ncr hip o 

t d in u h 

n. It i r~.: mmcndcd 

II mpl l n) m utcr the 
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CHAPTER ONE: INTRODUCTION 

1.1 Background of the study 

Because of increasingly dynami hyir nm nts , < r )anizations are continually confronted 

with the need to impl ·m Ill strut' ly, structure, process, and culture. Many 

factors contribut · l , th ·n ·s with which such organizational changes are 

1 t r i readiness for change. Readiness is reflected in the 

orgunizuti )nul m m" ·r · eliefs. attitudes, and intentions regarding the extent to which 

change· are n ded and the organization's capacity to successfully make those changes. 

lt i the cognitive precursor to the behaviors of either resistance to, or support for, a 

change effort (Armenakis. et al., 1993). 

Organi ations employ change management specialists to manage the impact of change 

(process and/or technology adjustments or changes) on the organisation. hange 

management specialists are concerned with the human resource and organi ational 

element of change. Typically, the objecti e of organisational change management i to 

maximi e th collectiYe b nefit for all the p ople invol ed in chang and minimi e th 

ri k of failur of imp! menting th change. hi need to 

chan managcm nt p iali t (R ger . - 3). 

dri n b rganis ti nal 

rguni · tit n . in 

or am ti n l unit ~.: . d linin • 

nti in Hi 1\ 

im I m mmuni ti n n m 



designing the targeted jobs and organisational structures, developing and implementing 

training and education programmes, planning pecific change management interventions, 

implementing those intervention and m nit ring th process and impact throughout. Due 

to the sensitivities and compl xiti f h n 1 management specialist's job, individuals 

in this position nc d to b 1Htl ~ d ith sp~cific competencies to drive change 

meaningfully i11 tit · >t • uti .IIi( n l or sowich, 2006). 

·dure that focus on either the organization as a whole or 

how m m g m nl ·h uld '' rk with their employees to make change. This means that 

then~ nre n rm.lil) tw per pectives for focusing change. The first one is to focus on how 

t change an rganization from an organizational level. To do this, attention must be 

placed on the whole process involved in the organization. The second one is to focus the 

change on the people within the organization. The second is usually more effective due to 

the fact that an organization is not an entity itself, but a collection of people. Most 

re earch has proved that for a change to be effective, change efforts should be focu ed on 

the people because organizations after all are just a collection of people working towards 

a common goal (Burke, 2008). 

rganization \\ho do focu on people, u uall interpr t that to mean the change ef[i rt 

n cd , to e ent r d on upp r or e cutivc management, a hang from the t p t m rc 

likely t take pi c. hi i th pr mi , f man) hangc initi tiv . . to have leader. hip 

p .rh d th~.: h ng~.: and allO\\ th 0 w d "n thc hicrar h ·. ln inst.mccs 

pr p rly communi atcd. th~.: f nd un. i tic p pi~.: may ~ pcricn c 

ov rcomc in m~.: ot th~.: 



communicate regularly with their peers can have a significant positive impact on the 

overall outcome of a transformation proce . (Wertheimer 2001). 

Employees are the most important p t of an organization, just use the Hawthorne 

study as an example. Kini k.i nd \\ illi, ms (- 008) believe this to be true because, "the 

people actually involv d "ith th\. r du ·t or service are in the best position to detect 

opportunities l(>t impr n ·m •nt ··• r hi being said, they should also be the most important 

uspcd or my ·h m· · t th rganization. Empowering employees to strive to be more 

ciTidt:nt tmd tT ' ti\ e i a mu t. And while many managers are afraid to turn over the 

rein· to U1eir tafi. author. David Childs (2009) states "occasional glitches, created by 

empowered over-e. uberance. do not create nearly as many problems or obstructions to 

p rfonnance as those that would be created by an office full of bureaucratic robots." 

With the advent of Performance Contracting (PC) government departments and their 

v orkers are expected to deliver quality in the pursuit of their objectives. In view of the 

forces of change, the Ministry of Housing is committed to facilitate the provision of 

decent and affordable housing for Kenyans and to operate a quality management y tern 

in accordance " ith the requirements of I 9001 International tandard (I ). Th 

Mini tf) i a\ o committed to exce ding cu tom r '. em pi e ' and takch lder ' 

c. · p~ tat ion a \\ell a en ·uring r gulat f)' and tatut ry requirements arc met and to 

continual!~ impr v~ tht: quality of . crvic a pi.:I" the 1unagcmcnt , t~.:m 

( tini try f Hou inl! trak ,i Plan. _o --01 



1.1.1 The Concept of Perception 

Hodgetts and Hegar (2005) define per epti n a a person's view of reality which is 

influenced by the person's alu . h rm 'Thorn, et al (2004:71) offer a different 

retrieve and respond t > intt rm,\li( n 1Iom th world around them". This information is 

ll is thr 1ugh p r, ti n that people process information inputs into responses that involve 

feding and a ti n. Perception is another way to form impressions about yourself, other 

people and life· daily experiences. Perception can also act as a filter or screen through 

which information " ill pass before it affects other people. The quality or accuracy of a 

per on's perception has a major impact on his or her responses in a given situation 

( chermerhom. et al.; 2004).In summary, "employee perceptions about their work 

environment colour their motivation attitude and overall contribution in the workplace, 

all of which have considerable impact on the company's performance" (Management 

Today. 2007). 

'I he re ear h n the r le and effect of per n p ple' rs 

ear h fi r a ttcr und r t nding f ari u per epti ns n 

uch tum vcr r mmitmcnt in the field of human r~ ur ·c 

m nt ntinu~ it m mentum. H \\~:: cr. empirical r~ car h 11'1 b ' llll t 

n 1.. t un rt i nt' .. 
n mpid , 1 r 



example, has shown evidence for a positive relationship between perceived job insecurity 

and intention to quit. Another empirical study by Eisenberger et al. (1990) has 

demonstrated that employees' per iY d org nizational support is related to various 

attitudes and behaviors. In a m rc 're ent stud , JOpinath and Becker (2000) found that 

perceived procedural justi · 11 ·~.:rmn' th' div ·stmcnt activities of the firm is positively 

related to post dtv · ·tru ·nt 'lllmitm nt to th firm. 

l.l. m nt 

~ucce · ·iul change demand more than only new processes, structures or technology, it 

al r quire the engagement and participation of people. Change management in an 

organisational context provides a framework for managing the people side of change. 

Even though change management has come a long way in the last ten years, many may 

\ onder whether it is really taken seriously (Hutton, 1994 ). Change management is a 

painful process for any organisation. When change impacts on the core value of an 

organisation it is important to consider both the emotional and technical dimen ions 

involYed. orne of the primar dimension of change management i time, the content, 

the conte. · t and the actual proce of chang ewman, 2000 . 

n t ju ·t happt.:n, it i dm n b ' a rca n. th ught r idea . hangc an 

tmp, ct n n rgani ti n fr m ut ide r in id . If an rgani . · tion is influ n t.:d by 

th t n:qlllr it t) han • it m y rd th.: t intt.:r ali • m rkct ·han 't.: 

liti I ' nt r n tu I Jnt m 11) . n r ru ti n m y. < r c. mph: h 



faced with budget costs, interdepartmental conflicts, new systems or processes (Potts & 

Lamarsh, 2004). 

Stassen (2006) suggest that m n ·· m n "trs onuc that they arc individuals themselves 

and they know c act! '' h H 1h1.' n d!-! issues and concerns of people are during 

transformation. 'J hi th · Itt 1 mi.tak' managers can make. People have their own 

nel:d~. li:ur~. · 111 · 'Ill nd 1 r lcm' and it is naive to think that people can be managed in 

tlu: ~um w.ty during tran formation , hence the need to have change management 

'I t.-:ciuli ·t · n b ard t manage the people side of change (Stassen, 2006). 

Many employees travel the journey and in an effort to focus on the same vision, sweating 

through rough times during a transformation process, each experiences it differently 

(Hutton,1994).Some people see change as an adventure, others as a death sentence, and 

others again simply as a task that will be over in no time, with no impact whatsoever. 

ven though e ery per on lS on his or her own journey employee affected by 

organi ational tran formation cannot ucceed in reaching th comm n i i n de el cd 

by the organi ation if a h indi idual do n t ntribut 

t a hi ve th c mm n tated g al m mpl 

m thing t " ard the 

ntribut p tll:n c 

, nd m ral upp rt thr ughout, th r have c urag and faith and thcr · 'Uin add 

hum 

t 

rt b th ir u 

nt r I b.' moti\'atin, th cmplo 'c.:c.: I lull n. 1 4 . A~: r lin!.!. 

n nly ntri ''hc.:n thc.:y 1\.· I 

unn lik I) h\ 



become less defensive and more willing to become involved when they are supported 

accordingly (Van Yperen, et al., 1999). 

1.1.3 Employee Participation · 

The concept of emplo ' ·c p.trti ·it ,lli()l) r •pr 'SI.!nts a popular theme in the analysis of the 

WOrld of Wl)rk ,1111 HI • ' ·h lUI in th licJd Of industrial and organizational psychology, 

industrial r ·lttll)ll . • ' ell · management. It refers to any arrangement which is 

tksign~d to im he ' -le el employees in important decision-making within the 

w rkpluc . cc rding to 1oah (2008), this implies that rather than saddling only a group 

within the enterprise (for instance, management) with the responsibility of making 

deci ions. all those \ ho are to be affected by these decisions (including low-level 

emplo ees) would be involved in its formulation and implementation. 

Keith ( 1981) defines employee participation as the mental and emotional involvement of 

individuals (employees) in group or organizational situation that encourage them to 

contribute to the group' or organisation's goals and to hare re pon ibility. Participation 

in thi regard mean mental and emotional im ol ement, rather than mere mu cular 

activity r the u:e of one' kill . ·or in tanc , m hem nt i per ci\ cd t b 

logi L rather than phy i a!. Th m tivati n t ntri utc is imp rtant. in that, it 

g1\ the opp rtunity to rele ·e their p tential and apply the1r v.:n re . ur cs. 

· t ·in initi the and ctin cn.:ativ ly in rdcr t r 1ilni uti mal , )al . 

7 



Employees who participate are encouraged, most of the time, to accept responsibility for 

their group's activities and become in olved in the organisation. Nerdinger (2008) 

indicates that human beings are fundam ntall o tive and strive for responsibility, which 

leads to the valuing of parti ip. ii n in th rganisation. Nel et al. (2005) posit that 

employee participation p1 •r \mm~.. :-; 1 ' <) )nizc employees' right to be individually and 

collectively invol · I "ith I 'tl ·r in the areas of organisational decisions, beyond those 

usuall II ti c bargaining. This means that employees claim the right 

to huv · ,1 'l' • 1t t ·a) in matter that affect their working lives (Berman, 1997). 

n a practicalleYel. Kuye and Sulaimon (2011) indicate that employees must be involved 

if the · are to understand the need for creativity, and if they are to be committed to 

changing their behaviour at work in new and improved ways. Employee participation in 

matter that concern their job serves to create a sense of belonging among workers, as 

well as a conduci e environment in which both leaders and employees voluntarily 

contribute towards good and healthy industrial relations. In order to increase employee 

ati faction and commitment, and to humanise the workplace to improve work 

p rformanc and promote good citizenship behaviour, leader need to cho e a tyle 

which p rmit a high degre f participati n b) empl at all le el m the 

rgani ti n. In thi r gard, cmpl ye parti ipati n c uld e , i v.. d the t l that 

high I pr du tivity 

mpl )Ce to d vel pap siti'\c w rk attitude, and en ·ur 

ah.2 

a 



1.1.4 Ministry of Housing 

The Ministry of Housing has been in exi tenc , though as a division of a Ministry that 

implemented housing policie at differ nt tim . Thi can be traced from the 1960' s, 

1970s and the 1980s. In th 1 : i. t ' d the Ministry of Housing and Social 

services which lat r b' 1m thl hm:tr of !lousing. Between 1990s and 2004, Housing 

was to ~ether wtth I o 1 I 111 I uhh Works as the Ministry of Roads, Public Works and 

ll o u ~i n •. In '00 . th II u in \! as moved to the Ministry of Lands and settlement and 

th~: nnv mini ·t ·, ' a , named Lands and Housing. Despite the inconsistency in placement 

c f th~ lini · tr~. the c re functions of the departments that constitute the Ministry have 

r~mained the arne. In December 2005 following Government reorganization, the 

lini tr of Housing was re-established as a fully-fledged ministry (Strategic Plan, 2008-

2013). 

The rationale of creating Ministries such as Housing was to enhance their specialization 

in a pects of national development. The Ministry operates fie ld offices in all province 

and 74 di tricts. It has an establishment of 863 employee main! t chnical officer in 

H u ing, hou ing planning and human settlement ( trategic Plan, 200 -201 ).The 

ini try ''a creat d with the aim of facilitating a ce to ad quat h u ing in 

u tainabl human ettlem nt including th m nagcm nt f built up n 1r nm nt. 1 h, 

mandat of the 1ini try a . p It ut in th pre idential circular .1 f - mclud ·: 

onnul ti n implcmcntati n nd re\ i w o h u in ' Jc : impr win , thin , 

m ir nrn nt in tum md in nn, I nt thr HI h tum up radin : m lll 'l cn11.: nt 

ilit tin r. nt t l ' n hou 

un . 



The Ministry discharges its function through even (7) departments. The ministry's vision 

is to provide Excellent, Affordable nd unlit Tlou ing for all Kenyans and the Mission 

statement is 'to improve li\ lih I K n uns through facilitation of access to adequate 

housing in . ustainabl hum m ~lit\ m 'nts'. The Ministry has developed a five year 

strategic plan t) t ·tu tliz it mi:s10n and the Ministry's performance contract is 

devdop ·d b 1: · i )n th • lt t plan (Strategic Plan, 2008-2013). 

1.2 Rc ·carcb Problem 

hange i the ingle most important element of successful business management today. 

ccording to Burnes (2004) change comes in all shapes, sizes and forms and for this 

reason, it is difficult to establish an accurate picture of the degree of difficulty 

organisations face in change which because of their perceived importance have received 

considerable attention. Managing change in organisations calls for a structured approach 

to effect such change through various stakeholders, both internal and external to the 

organi ation. uccessful change requires more than a new process, technology or public 

p lie}: it require the engagement and participation of the people invol ed. mploy e 

participati n i percei\ed to b the proc that re ult in haring of the influen e b t c n 

the managem nt and ub rdinate · that ar th f\ i ·e n t qual m the rganizati nal 

hi rarchy. '1 hr ugh parti ip t ry management. th man gcr' in ment i al n cd 

f ~U ordin t when it me f the in~ rmation ami th 

m"'kin ritic I de i ion nn ct 1.. (2 0 

ltl it k ) 1ll th l )11 ' l Illl un iv tl puhlic 

r ni r hi h th H u in I I rt u 

10 



the turbulent environment in which organisations are operating today, brought about by 

fast changing technology and ver comp titive environment. These organisations have no 

option but to identify and adopt th n or changes to survive. The Ministry of 

Housing like any other organiz ti ' n in ml dern and competitive world needs to embrace 

quality in d livery of ic 

statement. Th · qu du )I 

n t l .' in t rd 'r to be in line with the mission and vision 

d livery in some government departments and public 

SL'<.;\()r itt K ·n , 1 1 · o · ·m ·d t c of a low standard and the Ministry opted to implement a 

Quality lanug m nt ) tern to improve quality of service delivery. 

There are n lill \ n local studies that have been done in Kenya regarding the perceived 

ini1uence of emplo ee participation in the success of organizational change. However, 

tudie have been done on various other aspects of change management. A study on 

change management at Unga Company Limited reported that change management 

exercise at first led to loss of skilled labour, reduction in distribution networks and 

decline in customer loyalty. The report further indicates that it took the company over 

eight years to recover from the effects of botched change management exercise (Gichohi, 

2007). Another tud at the Kenya Power and Lighting ompany report d that alth ugh 

th re was orne re i tance to change, the change management effl rt al o r corded om 

ucce e (Mug , 2006). tud b jiru (2007) whi h 1 k d at trat gic change 

management am ng tat c rp rati n found b th sue · s nd failure-, " ith m st 

ration f tn, en rmou chall ng~.: in [i rm rc i tance t change..: whi h wcr 

th y t~.:mic . Ji huki - 10 arri~.:d ut < tud · 11 managing 

r niz ti ny 1~.: r !cum R tncri Limit~d ''h main bj~.: ·ti\ 1.: \\" 1 

l nnin th m ti c ' ithin the mp n • . 'l h~.: tu . 



established challenges faced and recommended strategies adopted to manage the 

challenges. 

As observed above, the studie ndu 1 d n hang management did not consider the 

employee participation in im \t:m~.;n t i n ) nnd managing change. Yet it is important to 

document the cxp ·ti ·n · s r •.lnis.ttJOns undergo in implementing and managing change 

in ord ·r to dww I · l.lll · that an h useful in the future. The question that arises from this 

is: Wh tt i · th · 1 ·r • ·i' d 1mpact of employee participation in implementation of change 

at lh' lini ' lrY r ll U ing? 

1.3 Re earch Objective 

To determine the perceived influence of employees participation on the success of change 

management at the Ministry of Housing. 

lA Value of the study 

Thi tudy will make a major contribution into the role of employee change agents in 

implementing change in public organizations since they are compelled to sign 

performance contracts pertaining to improvement of their service . 

ec ndly. little empirical re arch ha b en conducted in th change ag nt frarn w rk. 

1 hi tudy will make a maj r c ntri uti n int th d of kn ~ledg and re car h 

ndu ted in th empl yc a change gent in managing hangc. Thi · \\ill al pr mpt 

urth r r n dcvel pmcnt and v lid ti n f hang gent idcntilicati n fr me\\ rk 

h n ~~ in Kcny. ·md other )Untri~ . 



CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction 

This chapter outlines th th r t1 I fr nPw rk that informs the study, and presents a 

broad literature revi w · th lt If r nt approaches to understanding the fundamental 

rcquir mcnts f(>r •ntpl ,, ( trtt tpati n in implementing and managing change. 

2.2. !1-mtloy 'l' l ·trti ipation 

Th~ c nc pt f emplo)ee participation represents a popular theme in the analysis of the 

world f work among scholars in the field of industrial and organisational psychology, 

indu trial relations. as well as management. It refers to any arrangement which is 

de igned to involve low-level employees in important decision-making within the 

workplace. This implies that rather than saddling only a group within the enterprise (for 

instance management) with the responsibility of making decisions, all those who are to 

be affected by these decisions (including low-level employees) would be involved in its 

formulation and implementation oah (2008). Keith (1981) defines employee 

participation as the mental and motional involvement of indi idual (empl yee ) m 

gr up or organi ational ituation that encourag them t contribut to th gr up ' r 

rgani ti n · goal and t n in thi regard m an mental 

and em tion 1 im \v ment. rath r than m r mu ular activit r th u kill . 

I· r in , n . inv hcmcnt i p r h cd to b p. y h 1 gi a\ r ther than plw 1 al. 

·1 m ti ' ti n t ntribut tm rt nt in th t it l\ cmpl >) c the l pp munity 1 ) 

tl ·ir t nti I b ' t in initi tht: nd \ tin, 



creatively in order to achieve organisational goals. Employees who participate are 

encouraged, most of the time, to accept re ponsibility for their group's activities and 

become involved in the organi ati n. erding r (2008) indicates that human beings are 

fundamentally active and tri · r r n:spon~ibility, which leads to the valuing of 

participation in th or mi . t1 n I d al. (2005) posit that employee participation 

programmes r · ·) 'III Z • ' ri ht to be individually and collectively involved with 

1 r ani ational decisions, beyond those usually associated with 

·oll ·t:tiv b· ·gaining. Thi means that employees claim the right to have a greater say in 

matter· that atiect their \.vorking lives. 

ccording to Berman ( 1997) employee participation variable includes, Job which refers 

to the extent to \ hich employees understand the purpose and duties of their jobs, have 

freedom to make decisions about the best way to get the job done and have sufficient 

time to produce quality work; Quality of work life that deals with the extent to which a 

work en ironment is based on mutual respect, which supports and encourages employee 

participation and open communication in matters which affect their job; Deci ion-making 

and problem ol ing which refi rs to the extent to which an empl ye folio a n ci u 

t r due th differ n e b tween th actual ituati n nd th de ired ituati n . , 

ugge ti n and hang wht h re r t nt t whi h 

idea nd n f r hang \.\ithin th rgani ati n t th ir lcad~.:r and the bus in · · 

'hi h ft: . ·tent t "-hi h cmpl under ·t nd the \'Uri u w ·. in whi h their 

J un ton proti bilit ' and intlu nee \\dl th impa t f their un ti{ nal 

p rtm nt ni ti n' fin iti n. 



On a practical level, Kuye and Sulaimon (20 11) indicate that employees must be involved 

if they are to understand the need for creativity, and if they are to be committed to 

changing their behaviour at work in n ' nd improved ways. Employee participation in 

. 
matters that concern their job n •s to r~..:ot ... o sense of belonging among workers, as 

well as a conduciv · m tr nm~o•nt in hi ·h both leaders and employees voluntarily 

contribute towurds • ) J n h alth industrial relations (Noah, 2008). In order to 

increusl· ·mpl )) · · ·mi Ia ti nand commitment, and to humanise the workplace with the 

uim of impr 'mg " r performance and promoting good citizenship behaviour, leaders 

need t ch o ·e a t) le \-vhich permits a high degree of participation by employees at all 

le el in the organisation. In this regard, employee participation could be viewed as the 

tool that facilitates motivation, helps employees to develop a positive work attitude, and 

en ures a high level of productivity. 

Research on employee participation shows that it increases positive employee attitudes 

and beha iour. Langan-Fox et al. (2002) found that employee participation is related to 

satisfaction, performance, productivity organi ational effectivenes and commitment. 

Kahnweler and Thomson (2000) who examined the three individual fa t r that play an 

important role in the ucce or failure of participation pr gramm , nam I age, 

educati nal le el and gender. D und that the e factor ha\ c ignificant cffc t n 

employee ' de ir [I r participation in de i i n-making. 



2.2.1 Dimensions of Employee Participation 

The core values are reflected in five diffl r nt perspectives on the purpose and rationale 

for worker participation in rg ni7 tions (B lie 1992s:603-610).The Managerial . 
Approach, which i in pir J b) f 1\)dtt ' ti it and efficiency goals (participation is 

organized at a lo"'cr l ., I in < rd •r to relieve worker dissatisfaction and morale 

prollern:). ~ · , i , ·u in thi approach is the extent to which management delegates or 

retuins th · p 1w ., t initiate. frame, and terminative participative processes. It also 

ndk ·ts mw1 gemenf 1e that the direct participation of workers undermines union 

p wer. 

The Humanist Psychology Approach, which is inspired by human growth and 

de elopment goals, (participation as a way to enhance the well-being of the individual by 

promoting individual creativity, self-esteem, and ego strength) .This approach, reflects 

the movement led by Elton Mayo. It reflects a much more positive view of human nature 

and empha izes the need to retrain managers to develop their participative leadership 

skills and unlearn authoritarian behaviours. It acknowledge the societal function of the 

workplace and the benefit of participatory re tructuring of the workplace, gi en the 

central rol it pia} in the liYc of mo t ordinary p pi (Pat man 1970 . 

'I he Indu trial Relati n Appr a h, "hi h i in pin.:d b · d m cr ti g a! (parti ipati n 

n t nl; a m~.:an to an end in its If but a \\ ay t rc tc a dcm rati 

hara ll:riz~.:d by ' th p rticip the itizcn . I his appr )a h rdlc t the 

tm rtan th n l hi hi . r niz d lll burc · UC! tti • . 
hi r, niz ti n n ut m rc r Ill tn r ni n- ) tm 
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designs). Participation in the workplace is seen as contributing to an effective and just 

society. The workplace is seen a a point of leverage from which to achieve a more 

egalitarian redistribution of p wer, l nding 1 n greater democratization of the entire 

. 
political process (Emery and 1 rsru l 1 )9; Bachrach and Botwinick 1992; Pateman 

1970; Matcjko 1986). 

The Pt1liti · t1 \p{r1u h. "hi h is inspired by revolutionary goals (participation as a 

nH:uns to ·hung th \ erall tructure of ownership to a collective base and to educate 

worltr t cla con ciousness). Advancement toward greater worker participation is 

een a very dependent upon a strong labour movement. 

2.2.2 Key Strategies of Employee participation 

Though there is no authoritative source or theory that defines participation, Lawler and 

others (Lawler 1998: 197; Lawler et al. 1998; Ledford 1993) provide a good starting point 

by identifying four key strategies, whose nature and location in the organization are 

central i ue for governance in all organization and which largely d termin the nature 

and degre of participation available to employee . The e ar informati n baring, 

knO\\ 1 dg de\'elopment, r " ard and recognition tern and p " er baring. 

Informati n haring ab ut bu in p rti nnance. pl n . g al . and tratcgic . ab ut n , 

nd c mpditor · pcrforman c is an Hh~.:r. With ut husinc. in ormati n, 

h:d in thl:ir hility tom k m anin 'tul c ntribution p·trti~.:ipak in 

pi nnin nd ttin ir ti n und t nd th o thdr p rf rm·m ~.: nd th t 
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of the organization. Information sharing includes both information disclosure and open 

communication processes (Lawler 1998). 

Knowledge development and tr inin . pro ide skills in group decision-making and 

problem solving, lead r hip, tulit nnd stati tical analysis, an understanding of the 

business and job :kill tn ·m.·:· training. This knowledge and training enables 

cmpl()y ·cs l(l till I ., 1 111 an ntributc to organizational performance (Lawler 1998). 

l ~:wurd · .md r · • gniti n · terns that are based on the performance of the organization 

tmd that are de igned to encourage employees to obtain information, add skills take more 
~ ' 

deci ion-making re ponsibility, enhance teamwork, and perform in ways that help the 

bu ine (for example. through the use of individual incentives, work group or team 

incentive . profit sharing, employee stock ownership plans, stock options plans and non-

monetary recognition and awards for performance (Lawler et al. 1998). 

Power sharing particularly in decision-making, either through parallel structure practices 

such as quality circles, committees, survey feedback, or suggestion system , or work 

de ign pO\ er haring practices such as job enrichment and rede ign, elf-managing work 

team , mini-bu ine units, and participation on deci i n-making board and committee 

that nable empl yee to u e and appl the inti rmati n and kn wledge effccti ely; k 

trategi in lud l ating d ci i n · at th I \\'C t p · ibl I el in th, rganizati 
11 

(l. dfi rd 19 "'). 



2.3 Impact of employee involvement on Quality Management System (QMS) 

QMS is the most recent, and, along ' :vith high involvement organisations, the most 

comprehensive approach to mpl ' in olv m nt. Quality is achieved when the 

organisation's goods and ~ - ~ d th' cu tomcr's expectation. According to 

Cummings (2001 ), it i p !() ,\ hi 'V or implement QMS without involvement of 

the employ · ·s. II >w ., 't. ·m I( involvement and participation in the change process 

incrl)ust:s th · lik ·lih d that it will become part of the organisation's culture. It is said 

that ' h ·u impl mented uccessfully, QMS is also aligned closely with the overall 

bu ·ine · · ·trateg) and attempts to change the entire organisation towards continuous 

qualit ·improvement. 

According to Cummings (2001), major employee interventions are parallel structures, 

including cooperative union- management, projects and quality circles, high involvement 

designs; and QMS. If each intervention represents an increase in the amount of power, 

information, knowledge and skill and rewards available to employees, it means that 

employee in ol ement is an inherent requirement for a successful and sustainable 

implementation of a QM programme. QM can be implemented in five major tep , 

namely: ammg long-term enior management c mmitment· raining memb r in 

qualit; m th d ; tarting qualit · improv ment pr j ct : Mea uring pr gre and 

Rcw rding a mpli hment ( umming . 2 l . 



(2008) found that employee participation is correlated with independent variables such as 

the perceived influence of an individual and team or group of employees. Scott-Land et 

al.2004 found employee participati n 1 be orr latcd with task characteristics, rewards . 
and performance effort , · ' dl s ut ~omc. such as job satisfaction and affective 

commitment. 

2.4 Ch m 'l' I m·• •t'm •nt 

rgtmi ·nti 1llal 'hange has a profound impact on the individuals in the organisation. 

T dny, m t rgani ations have accepted that the only constant is change. Continuous 

change is often iewed as "white-water turbulence" that forces the leaders of an 

organi ation to examine the vision, values and essence of what they stand for (Beckhard 

& Pitchard, 1992). 

According to Burke (2002), after the mid-1900s more researchers started focusing their 

energy and research capabilities on organisational change, and there was a wealth of 

literature on organisational, societal and cultural change. Through studying the 

management of organi ational change it wa found that the focu of pa t literature 

finding were ometime not aligned with the e cnce of organi ati nal chang . Many 

organi ati n fi ll int the trap f defining and under tanding change a " rgani 'ati nal 

ch ngc \"cr~u individual hange." In d ing. m n · rgani ati n fail d t impl mcnt 

c fully in the pa t b au or' ni ational and indi\ idual hangc hould 
11 

t 

h h ( thc;:r )f n c Ill tin' \\ith each Hhcr (Burke. 
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A lack of participation, commitment, communication and involvement on the part of 

employees on account of the above mi fit had erious repercussions for organisations 

(Beer & Nohria, 2000).Amor (2001 upp t1 , the above by indicating that most changing . 
organisations struggle imm n 1. '' ith ~ 'Opl -related issues because of the misalignment 

of different functi n l r tliti r latin) to management moving to the desired state at 

their own indivi lu II f. .1 • • ' 1tlH ut moving together as a leadership team. Misalignment 

l:Onunitm ·nt and high le el of resistance to change across the organisation. 

Mi ·alignment rna) ha\'e a negative impact on individuals and the organisations. Every 

emplo 'ee need to face and deal with change in his or her own way. This also depends on 

the impact change has on each employee, as well as on his or her beliefs, values and 

norms \i hich are influenced by it. 

Changes in an organisation ultimately mean a change in the way the organisation 

functions, who its members and leaders are, what form it takes and how it allocates its 

re ources (Huber & Glick, 1993). It is also neces ary to focu on the tempo of 

organi ational change - in other word . on the rhythm and pattern r work activity, 

b cau e thi will indicate how much and hov fa t an organi ati n will ha e t dapt t 

chang 111 rd r to maintain a c mpetiti\ e ad an tag (Van d V n & p le,19 5). 

E · minin dit er nt t •p o hangc will pr vid an under tanding f the impact h ng 

m han: on individuals. b~.: tudy ~ u 



A lack of participation, commitment, communication and involvement on the part of 

employees on account of the above mi fit had erious repercussions for organisations 

(Beer & Nohria, 2000).Amor (200 1 upp rt th above by indicating that most changing 

organisations struggle imm n ith F "Opl '-related issues because of the misalignment 

of different function l r .\liti 1 I;Hin l to management moving to the desired state at 

their own iudividu tl r a·· "litH ut moving together as a leadership team. Misalignment 

betw 'l"ll liiT·r ·nt p r nal re ·ponses to change may lead to confusion, lack of 

commitm ·nt and high le el of resistance to change across the organisation. 

1i 'alignment rna) have a negative impact on individuals and the organisations. Every 

empl ·ee need to face and deal with change in his or her own way. This also depends on 

the impact change has on each employee, as well as on his or her beliefs, values and 

norms which are influenced by it. 

Changes in an organisation ultimately mean a change in the way the organisation 

functions who its members and leaders are, what form it takes and how it allocates its 

re ources (Huber & Glick, 1993). It is also necessary to focu on the tempo of 

organi ational change - in oth r words, on the rhythm and pattern or work acti ity, 

b au thi \\ill indicate how much and how fa t an organi ation will ha e to adapt to 

change m rder t maintain a c mp titiYe ad antagc Van de V n .... p 1 .1 5) . 

E. amining differ nt t) p f hangc \\ill pr \ td an und r tanding 

m ) ha\c n indi\'idu I.. b' 
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Dunphy (1996) developed five properties of change that he believed can be found in any 

comprehensive theory of change. The included a basic metaphor of the nature of 

organisation; an analytical framew rk t under tand organisational change process; as 

ideal change model focu ing n I L ' 1i lun ti ning organisations, the focuses on both 

direction for chang m th ulu . us d to 'lSscss the successes of implemented change 

interventions: 111 iut ·1 , . ·nli n th or that specifies exactly when, where and how to move 

un orguuis 1t1 )I\ t) th id ·al end tate and a definition of the role of a change agent. 

hange management entails thoughtful planning and sensitive implementation and above 

all con ultation \.\ith. and involvement of the people affected by the changes. Problems 

ari e when change is forced on people and, therefore, change must be realistically 

achievable and measurable (Chapman, 2005). According to Jeff (2007), it is the process 

tools and techniques to manage the people side of business change to achieve the required 

business outcomes also to realize that business change effectively within the social 

infrastructure of the workplace. 

Change management can be tudied in terms of its effects at the individual, gr up, and 

organization and ociety, national or int mational I vel (Mullin , 1999). In the pa t, 

employ e · feeling and c ntribution to th rganizati n wa n t ie-v ed a v r 

imp rtant. HO\\C\.Cr. in the carl 19 o· .tht: Human Rclati n Appr a h the r \\a . 

d\ nc d a rt: ult f th e. ·p rimcnts that \\en.: d nc b • I~lt n Ma · \.\hich me t) b 

kn ''" the I Ia\\ th rnc c. ·pcrimcnt . 'I he c. p rimcnt help d mana •cr t) cc the 

tm rtan f the cmpl • nd th nc it. · l f putt in • their kc lin ' int 

n. ·1 1 c rim nt th t ''h n \ It th t thc ltin' 



attention from management, their productivity increased. This helps us to understand the 

importance of employees to an organization and the approach an organization should 

adopt with them even when affe ting n · kind of changes (Elton 1949). 

Change management pra ti lfl 1 s 1 or pro c scs that are employed to ensure that 

significant chang I '11\ tll d in an orderly, controlled and systematic fashion to 

ciTcct orguniz ttillll t1 ·hun ( lulhn ·, 1999). One of the goals of change management is 

with rL·gards t th human a pects of overcoming resistance to change in order for 

orgnniznti nnl member to buy into change and achieve the organization's goal of an 

order! · and effective transformation (Diefenbach, 2006). The introduction of change 

bring in a lot of resistance and conflict with the employees. This is because any change 

in ' tatus quo' brings in apprehension as no one knows what the outcome maybe. 

For those who believe in the principles that underlie it, change management practices as 

philosophy legitimates 'the interests of management in how organizations are managed, 

stressing the role and accountability of individual managers in their positions as managers 

(McAuley et al., 2000). 

2.4.1 Form of Change 

A numb r of different form of chang have een identified in e eral ·tudic . ndcr on 

et al.. (- 01) ummarized the \a t lit ratun; a ut thi ubject in three arch t pe . r 

or anizati nal change \\ht h tn lud~.: dcH!I pmentaL transiti nal and transr rmati )nal 

chan c . 

ran iti n I h·m ~;: t rnor l mpl : . It i t11 r quir d r 1 n 

r m · tpl ui rn nt 

nt hi It 

· l th r th m imp! 



1mprove what is available, transitional change replaces it with something entirely 

different. The organization must dismantl and let go the old way of operating and move 

through a transition while the n w tat i b ing put into practice. In transformational 

change human and cultur 1 i, -u . n.: norma II the key drivers . Transformational change 

f I in) to another, so significant that it requires a shift 

of culture, b ·h tvi H 111 I lllin t t b ' implemented successfully and sustain over time. 

lntlth ·r w nds. t• n I rmati n demands a shift in human awareness that completely alters 

th~ way th 1rg:.mizati n and its people see the world, their customers, their works and 

der on et al. 2001). 

Devel pmental change represents basically the improvement of an existing situation and 

i in terms of metaphors normally 'within the box' of what is already known or practiced. 

The ke focus is to strengthen or correct what already exists in an organization, thus 

ensuring improved performance, continuity and greater satisfaction. In sum 

de elopmental change is basically improving current operations while transitional 

change is replacing current operations with new ones. Tran formational change however, 

require the di co ery of a new state which must replace current operations. The fir t two 

change proce e ar characterized by a pr ce with orne degre of contr 1 and rd r , 
v..hile tran fi rmational change i n rmall a much more cha tic affair, whi h cann t b 

c ntr II d and planned f the t pe f chang i in prin ipl m r 

valu bl . fe iblc ndf r viable than th thcr. but th t each ppr h en . a different 

pu nd h di fcrcnt logic in term of appr ache . m •th ds and t L (Ander. n t 

l. 



2.4.2 Creating employee readiness for change 

There are many ways in which organi ations can create readiness for change, but the key 
question would be: How doe ne r ate and manage readiness leading to the adoption of 
change that produces u n p~.:rll rmancc? Armenakis et al. ,(1999) indicated that 
there arc five critical nt nl :ssar to reate readiness for change namely the need 
for change. demon ' If 11iu• that it i ' indeed the right change, key people supporting the 
chuugL-. 11\l'lllb ·r ha' ' ntidcnce to succeed and an answer to the question "what's in it 
ror m •'," 

1t i people who make up organisations - they are the real force behind and vehicle for 
change in organisations. They will resist or embrace change. By creating readiness, dual 
benefits can be achieved in the sense that positive energy goes into creating preparedness 
for the changes and in turn, there can be a significant reduction in the need for the 
management of resistance once organisational revival is under way (Self, 2007). 

If organi ational change is to succeed, employees hould be prepared for it. hange 
readine i not automatic· nor can it be a umed. As indicated earlier, failure to a e 
organi ational and indi idual change-readine may re ult m manager pending a 
ignificant p ri d of tim dealing with re i tance t change mith, 2005 . ccording to 
mith _ th Tl: arl: thn.: tcp [i r a hi \mg rgani ati nal hange n~adine : 
r tin h ngc: c mmumcdtmg the hangc m . sa and 
n urin p rti ipati n nd pr vidin an horin p int and b c r a hicvin, change 
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Lewin's (1951) theory, particularly his theory on "refreezing" organisational culture in 
the wake of change, has been overridden by the later thinking of Kotter (1995) of the core 
notion of breaking the statu quo and n Ut·aging people to perceive and embrace the 
need for change. Kott r (1 imil. rl or )ucd that the first step towards achieving 
successful organisati n l ·h, n ~~ r ation of a sense of urgency and a need for 
change. By a ·ttv ·ly 1 ., '.tlin di rcpancics between the current and desired behaviour, 
motivulilm m i 1 ·actin· ·· f, r change can be created (Kotter, 1995). Involving staff in the 
proc~s · or a 'hi 'ing a hift to a change ready organisational culture through staff 
training. team uilding and, role modelling from the top of the organisation are powerful 
t ol (Palmer. _QQ4). 

Indi idual and organisational readiness and capacity for change need to be based on a 
sound foundation of mutual trust and respect. Communicating the proposed change to 
taf[ involving them in decision making and considering of options are all important 

elements in establishing a foundation of trust (Smith, 2005).Awareness building is 
iewed as another significant method to create employee readiness for change. To 

determine whether or not awareness building was successful it needs to be measured . 
The only way to ucce full mea ure awarene building i through int raction and 
fc dba k bd\\ccn th ·e individual am ct d b th change and th chang management 
. pcciali t r projc t team (I Iutt n. 1 4 . 
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CHAPTER THREE: RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter presents h " th r 'h \J • s onductcd to answer the research question. It 

deals with the res ·ar ·h d · i •n. tulntion of the study, sampling techniques and sample 

size, duta coli ·cttou in lntmcnt. data collection and analysis techniques. 

, .2 Res "n·ch D ' ·i(Tn 

Tht! re ar h wa carried out through a descriptive survey method. This design was 

c n idered appropriate because data was collected at one point in time across many 

indi idual . 

3.3 Target population 

The target population was 263 employees from the Ministry of Housing based in Nairobi. 

Respondents were drawn from the Ministry Headquarters in Nairobi .The distribution of 

the population by department is shown in table 3.1. 
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Table 3.1: Target population 

Department Pop. Frequency Percentage 
Administration 75 28.5 . 
Estates 

68 25.8 -
I lousing 

39 14.8 
Rent Rl'strkti HI l't ibunul 29 11 
lnl'rastn11.:lur · 

6 2.3 
--ivil Servant· H usmg cheme 27 10.3 

Sltml Upgrading 19 7.2 
Total 

263 100 

ource: MoH (20 12) 

3.4 Sample Design 

The sample size for the study was 80 employees drawn from all departments of the 
Mini try of Housing. This was 30% of the target population which conforms to the 
generall) accepted procedure. 

tratified random an1pling technique ba ed on department wa u ed to ampl 
employee . 'I hi appr a h give th figure pr nted in table 3.2 b 1 w: 



Table 3.2: Sampling design 

Strata (Department) Population Sample ratio- Sample size 

30% . 
7- 0.3 23 

Administration 

-)8 0.3 20 
Estates 

. 
-

12 
I lousing 39 0.3 

Rl'nt R ·stri ·tion 1 ri unal 29 0.3 9 

Infra 'lructure 6 0.3 
2 

Civil Servants Housing 27 0.3 
8 

cheme 

Slum Upgrading 19 0.3 
6 

Total 
263 

80 
Source: MoH (2012) 

3.5 Data ollection 

The tudy made u e of primary data that was obtained by admini tering que tionnairc to 

employe that were elected from each D partment. h que tionnaire con i t d of open 

and clo d end d qu ti n and compri d of two part .The fir t part "-a de igned t 

bt in en rat info m1ati n on the r p nd nt • char cteristic ·. Th ec nd part , a 

r d\cd impa t of cmpl y c participati n in managing organi' lion 1 

of the qu follo\\cd 
p int Iikert cal . I h 

th I \' l \ hich r pre nkd th ir 'rccmcnt \ ith th 



statement provided. The questionnaire was self administered through "drop and picking 
method". 

3.6 Data Analysis 

Data analysis wa. ndu l u. in' d ' .' ·riptivc and inferential statistics. Descriptive 
stati stics includ · I m .111. tJndard d iation as well as frequency distribution. Regression 
anulysi~ w l"> us· lt\) t' t t r the influence of employee participation in implementation of 
chung. . 
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CHAPTER FOLR: DATA , o FI ·oh ·G 

4.1 Introduction 

This chapter covers data analysis. presentation of findings and interpretation of the same 

Eight} questtonnaires ~ere distributed to the re pondcnts \\ho \\Crc selected across 

departments of the organization and 65 (81 %) rc ponded to the que. tionnain:. which \\as 

considered adequate for analysis. fhe questtonnairc consisted of sc"cntccn ( 17) 

questions. Data was analysed and presented in various parts of this chapter. 

4.2 Demographic C ha racteri tics of theRe pondents 

4 .2.1 Gender Profile 

The respondents were requested to indtcate thetr sc:-;. The rl!suhs arc presented in table 

4.1. 

Table 4.1: Dis tribution of Re pondents by Gender 

I Frequency Percentage(%) -Gender 

Male 38 58 

Female 27 42 

Total 65 100 

Source: Researcher 20 12 

Table 4.1 above shows that the male respondents consisted of 58% whale females 

comprised 42%.The imbalance between the n-.:o groups was small and acceptable. 
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4.2.2 Age of Respondents 

The respondents were asked to indicate their age bracket. The results are presented in 

table 4.2. 

Table 4.2: Di tribution of Re pondents by Age 

Age Frct1ucncy Percentage (%) 

0 - ) 15 . 23 

0 19 30 46 

1-:---4 12 19 

50--9 8 12 

60-69 0 0 

Total 65 100 

Source: Researcher 2012 

As shown in table 4.2, 30-39 year group constituted 46% of respondents and was the 

highest category followed by 20-29 years group with 23% and the 40-49 year group 

which made up 19% of the respondents. The lowest number of respondent wa within 

the 50- 59 ear group which con tituted 12%. rom the pattern that em rged, it can be 

aid that majorit) of employee are oung adult at 6 %. 
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4.2.3 Educational Level of Respondents 

The respondents were required to pro id information on their highest level of education. 

The distribution of the result i in tnbl 4 .. 

Table 4.3: Di tribution of Rt; spondcnts by Level of Education 

- t · 

Percentage (%) L ·v ·l of Fduration Frequency 

M~t·t 't"' gree 20 31 

Ba hel r Degree 30 46 

Diploma 1 2 

Advance Level 8 12 

Ordinary Level 6 9 

Total 65 100 

Source: Researcher 2012 

From Table 4.3, 31% of respondents hold post graduate degrees whilst 46% hold 

bachelor's degrees. Diploma holders made up 2% while the Advance and rdinary Level 

category made up 12% and 9% respecti ely. The tatistic indicat that majority of the 

employe are highly educated, making 77% of the total numb r of re p nd nt . 



4.2.4 Years of Service in the Organization 

The respondents provided information on the number of years they have worked in their 

respective organisations. The respons ' r analysed and presented in table 4.4. 

Table 4.4: Distribution of Re pondcnts by V cars of Service 

No. ofY ar. Fr '']ucncy Percentage (%) 

II 6 . 
56 

1-
I 1 1 17 

11 - 1- 4 6 

16 -20 8 12 

21-25 4 6 

26-30 2 3 

Total 65 100 

Source: Researcher 2012 

As shown in table 4.4 the respondents' length of service in the organization ranged from 

a minimum of 1 year to a maximum of 30 years. Thirty- ix re pondents making up 56% 

have b en in the ervice of th organization for a period f b tween 1-5 ar . Majority 

of th r p nd nt (73% fell in the 1-10 year rang . The r t f r p nd nt f1 ll in th 

cat gory f Jl- 0 ar. Th Ionge t ning r p nd nt %) were in th 2 _ 
ar 



4.2.5 Designation of Respondents 

The respondents provided information on their respective designations. These were 

analysed and presented in tabl 4.5. 

Table 4.5: Distribution of Rc. pondcnts by De ignation 

,..-- . . 
Dcstgnataon F •· 'qucncy Percentage (%) 

M 1111' ·r 20 31 

l1i' 1 35 54 

f--
10 15 lerk 

Total 65 100 

ource: Researcher 2012 

As indicated in Table 4.5 above, 31% of respondents were managers. However, majority 

of respondents fell in the officer grade making up 54% while clerks made up the 15% of 

the respondents. 

4.3 Employee Participation in Change Management 

The objecti\ e of thi tud wa to determine the p rcei ed influence f mpl yee , 

participati n in de i ion making on th 
f change managem nt at the Mini tr of 

Hou ing. fi\'e p int lik rt lc was u d in \\hi h 5 referred t t 1 r ng agre , 4 t 

" to n ithc..:r a 'rc..:e n r di agree. - t di. agrc..:c and 1 t tr ngl · di agrc..:c '1 h ~ re . ult . 

lc..: 4.6. kan orc..: nd t md rd deviation ' cr 
nn mpl } p rti ip tion. rl! pr ntcd in t, bl 



Table 4.6: Mean Scores and Standard Deviations of Various Forms of Employee 

Participation and the Change Management 

Forms of Employee Frequency N Sum Mean Standard 

Participation 5 14- 3 2 1 Score Deviation 

f- -I'm involved in 101 krn ntin) 7 26 2 - - 65 295 4.54 0.56 

chang •(I,'( ) inlh • ltnt tr 

I· 
Involving mpl )Ce m change ~0 18 7 - - 65 293 4.51 0.69 

mtmugement h· contributed 

effective! to the implementation 

of change finally arrived at by the 

Ministry 

Employee involvement in 32 18 14 1 - 65 275 4.23 0.90 

implementing change at the 

Ministry has resulted in their 

acceptance and succe s of the 

change 

-
Employe participation in the 31 25 9 - - 65 282- r-4.34 - 0.71 -
change proce ha made them 

0\\ n and have a en· of 

Jon in, to th 1ini try 

Empl c.: ,• invoh c.:mcnt in th :7 23 - - 292 - - ) 4.49 0.64 

h n r t th tini tr.: h 



led to positive change in their 

attitudes e.g. towards the Ministry 

Employee involvement in th 23 28 10 3 1 65 264 4.06 0.92 

change process at th inistr 

empowered th m tn II J {( 1h' 

S liCCl:~S (l f th · ·han . ·ff rt 

Rt!, on 'i ilit) and authority were 29 20 13 3 - 65 267 4.11 1.03 

delegated t me which enabled me 

contribute effecti ely to 

implementation of the change 

agenda 

Change Management 

Employees at the M;nistry have 27 25 11 2 - 65 272 4.18 0.83 

been given a detailed explanation 

of why the organization is 

implementing change 

Management at the Mini try 25 24 12 4 - 65 265- 4.08 0.91 

explain to employee h v 

impl mcnting chang will b n fit 

them 

Mn t th ~tini try 20 31 cmcnt 1 1 3 - 65 262 4.03 0.87 

p \i p rtuniti r 
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employees to ask questions 

regarding change 

Management at the Mini try 33 25 6 1 - 65 285 4.38 0.72 

provides good answer to 

employee questions r •g 1r lin 1 

change 

Em1l 1 ''S tth hni try were 39 21 3 1 1 65 291 4.48 0.79 

given inf nuati n on \ hat change 

would involve 

ource: Researcher 2012 

From Table 4.6 above, it is evident that 57% of respondents strongly agreed that they 

were involved in implementing change, 40% agreed they were involved and 3% did not 

respond. The respondents generally agreed with forms of employee participation adopted 

by the Ministry. Thus, the attribute of 'employee involvement in implementing change' 

was rated the highest with a mean score of 4.54 and a standard deviation of 0.56. The 

item ·Employee in olvement in the change proce sat the Ministry empowered them and 

led to the ucce of the change effort' had the lowe t rating with a mean core f 4.06 

and tandard d \ iation of 0.92. hi implie that maj rit f the pc pic in the 

organiz tion under ·tud, arc invoh ed in implementing change in nc \\a or the ther. 

6_% of rc p ndcnt. tr mgly gr d that empl ycc parll tpati m ontributed 

ti\' I) t th implementati m of han 'e tin·tlh.· arrived t h'-' the 1· · t 0 1 _, 1111 ry, _ 1 0 

'hil 10~ di n t rc 
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Forty nine (49%) of respondents strongly agreed that implementation of change would be 

accepted by all if employees are in ol ed in the change process, 28% agreed ,22% did 

not respond and another 1% di gr d that employee participation could lead to 

acceptance of change b ing impl m nt 'd. It can be observed from Table 4.6 that 

employees will ·pt th h, n l b ·ing implemented when they know they have 

participat~:d in th · r · ·ss and therefore have a responsibility to see to its success. 

Tht: slut m ·nt that empl ee involvement would lead to a change in work attitude was 

tr ngl ' 'UPP rted b fifty eight percent (58%) of the respondents, 35% agreed whilst 

eight per cent (8%) did not respond. From the findings outlined above, involvement of 

employees can bring about a sense of ownership and commitment which will in turn raise 

the level of responsibility and morale, making it incumbent on employees to play active 

roles to ensure successful implementation of change. 

The respondents who strongly agreed that responsibility and delegation of authority 

enabled them to contribute effectively to implementation of the change agenda were forty 

five percent (45%) 31% agreed 20% did not answer and 4% di agreed. This implies that 

responsibility and delegation of authority leads to re ponsivene , accountability, reduce 

bureaucrac , aid in the effecti e and effici nt di charge of dutie leading to an 

improvement in turnaround time. 

n attribute f change manag m nt. ·empl ·ee at the ini try w r gl\ n in rm ti n 

n "h t hange would involve attribute· wa r ted highe t ' ith a mean of 4 48 and a 

t nd rd deviation of 0. 7 "hilc • 1 n. ,cmcnt at th fini tr; provide pp munitics (I r 

mpl k qu ti n rc rdin ttrit utc • w 10\ •ly tted "ith \ mvm 1 

nd 
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Forty two percent (42%) of the respondents agreed strongly that they were gtven a 

detailed explanation of why the Ministr wa implementing change, 39% agreed, 17% 

did not respond while 3% di ngr cd. Thi implies that the Ministry sensitized the 

employees on the reason a t "h it \J n' implementing the change. 

Those who agr · d ·tr )fl ~h th(ll nvma 1 •mcnt at the Ministry explained to employees how 

impl ·mentin, ·hun,· " uld cncfit them were thirty nine (39%), 37% agreed, 18% did 

o d1 agreed. 

Thirt , ne percent (31 %) of the respondents agreed strongly that management at the 

Mini tr pro ided opportunities for employees to ask questions regarding change, 48% 

agreed,17% did not respond and 4% disagreed.Further,management at the Ministry 

provided good answers to employee questions regarding change with 50% of the 

respondents strongly agreeing, 39% agreed,9% did not respond and 2% disagreed. 

Respondents who agreed strongly that employees' at the Ministry were given 

information on what change would involve were sixty percent (60%), 32% agreed, 4% 

did not answer, 2% disagreed and another 2% strongly disagreed. 

0 



4.4 Regression Analysis 

To test the perceived influence of emplo ee participation on change management, the 
scores on employee participati n "en .. ; r grc d on cores on change management. The 
results are presented in t bl -t7 n l-1. ,. I h following regression model was used:-

Y- a-t~ Xt, Where 

y _ Chung · M ut•t' ·m nt 

u -Constmt r rm 

p - Bda d1icient 

1
_ mplo ee Participation 

Table 4.7: Regression Results for the Influence of Employee Participation in the 
Change Process on Change Management 

Model R R Square Adjusted R Square Standard error of the 

estimate 

1 .843(a) .711 .701 .88357 

ource: Researcher 2012 



T bl 4 8 Beta Coefficient from the regression Analysis for the Influence of a e . : 

Employee Participation in the Change Process on Change Management 

U nstandardized Standardized 95% confidence 

coefficient.. t'ocfficicn ts interval 

B I· td Beta t Sig. Lower Upper 

~rror bound bound 

--
2.331 I .830 2.808 .007 .673 3.989 

( on 'tunt) 

Empl yee 

participation 
.246 .117 .245 2.098 .340 .0 12 .479 in change 

management 

Change 
-.381 .152 .315 2.502 .015 .077 .684 

management 

< p 0.05 

ource: Researcher 2012 

Table 4.7 how that participation of employee in change explained 70o,0 of ariati 
11 

in 

change managem nt. (Rz 0.701. P<0.05) implying that other fa tor n t in lud d in the 

regre ion cquati n ontributt.:d 0% f variati n m change managem nt. Re ult fr m 

tht.: me n::gn: . sion m dd indi att.: b ta ~.:fti icnt \' lu r ·- 15. f <0 05. su 'gesting 

th t r h unit han e in cmplo •cc parti i tion. thcr i , c )fr~o: p ndin, O% han 'c 
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

This chapter covers summary fthl: fin iin )s, onclusion, recommendations, limitations 

as well as areas for furth ·r ·tuth 

5.2 Sumnuu·y vf th · Findin~' 

The n:s~lll' 'h · ught t determine the perceived influence of employee participation on 

the ·ucce.. f change management at the Ministry of Housing by seeking the views of 

emplo ee . Elicited responses from the employees point to the fact that it is a good thing 

to practice and also that there are benefits to be gained from employee participation in 

that the impact of such practice on implementation of change would be highly positive. 

It emerged from the research conducted that majority of employees are involved in 

implementation of change in one way or the other. They intimated that employee 

participation contributes effectively to implementation of change and creates an 

atmosphere for belongingness and ownership of the organization. 

Employee participation i a tool that promote a win-win ituation bringing about th 

realizati n that e\ eryone i a takehold r and therefi r ha to en ure that rganizati nal 

g al are a hie,· d [! r th b n fit fall. It came t light that the empl ee [! It that their 

inYOI\'cmcnt in the impkm nt, tion of changl! pr ccs ha a! brought ab ut a change in 

\\Ork attitud~.: nd thi ~.: . p ricnc~.: motivah.: 

p< n ibility or nd r l m f r inmw, ti( nand r~.:.ttivit .. 



5.3 Conclusion 

It can be concluded from the tudy und 1taken that employee participation as a 
management tool in implem nting hun "' in organizations would positively impact the 
fortunes of any organizati n th t r. ti' s it. lt makes employees feel more responsible 
for their actions and : · th m · I s a: stakeholders who must do all in their power to 
ensun.~ that ·h 111 , • i · im1 I ·m ·nt d well for the benefit of all. This would ensure that the 
orgunii'ulion pr) ·p r · and ll\ e · on for generations to come so that the forerunners can 
1 ok buck. und reel ati fied that they contributed to the nurturing and growth of the 
organization. 

In ol ement of employees in implementing change may be low when knowledge, skills 
and abilities on specific matters are needed to effect the change. When employees lack 
these needed skills, involving them would make implementation of change rather long 
and cumbersome leading to delays. 

Involvement of employees in any kind of programme will encourage compliance and 
ownership. Quality Management ystem is a proce s which require a collecti e effort 
from e eryone within the organi ation. It i therefore crucial for employees to be 
in ol ed in the earl tage of the programme. 



5.4 Recommendations 

It was found from the research that involving mpl yecs in implementation of change 

would contribute effectively to th impknh;nt. tions of change. A recommendation is 

being made based on the ab vc th. 1 th"' 'i<..'WS of 'mployccs hould be sought on matters 

that affect their Jives tn I \\l rk in th < r anization as thi s would lead to an increase in 

productivity uud w(>uld ·• ·at· ~n atmosphere of harmony and belongingness. When this 

happens. ·mplo , , • .., " uld '' illing to give off their best in all situations to see to the 

progr ss fthe rganizati n. 

Emplo ee hould be continuously briefed on all issues which affect the organization and 

its workers. Information must be communicated in such a way that all employees no 

matter the level is aware of what is going on in the organization at any particular point in 

time. This can be achieved by holding regular meetings at the departmental level to 

discuss issues and at that level every employee should be given an opportunity to air their 

views and make suggestions on how to make their work procedures efficient and 

effective. 

Finally, there hould be feedback on di cu Ion held and ' here rep rt ha c t be ent 

o that C\CI) ne I abrea t ' ith what i going n in the rganizatJ n. ccasional 

rganiz d wh r th whole taff b d ' an m t:t to han.: idt:as and 

talk gen rally a ut the organizati n. 



5.5 Limitations of the Study 

Due to time and financial constraints, the tud was limited to the Ministry of Housing. 
The findings of the perceived influ n f mployee participation on the success of 
change management could b dil ~.;r~.;nt for oth 'r public and private organisations in 
Kenya. Therefore, th · tp.lhility t( 1 ·n ralizc the findings beyond the Ministry of 
Housing is limit ·d 

5.6 'ugge 'tion, for urther Re earch 

Future re 'earch hould tud employee participation in the public sector in Kenya owing 
to the fact that major reforms are being implemented aimed at improved service delivery. 
The tud of employee participation in the various areas in the public sector with 
different nature of work, different characteristics of work ethics and in many cases, 
highly bureaucratic work system will produce useful research findings for comparison 
with employee participation in the private sector and deepen our understanding of 
employee participation. 
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Appendix 1: Letter ,of Introduction from the University 

(i 
.t ~. 

u 1\JERSITY Of NNUROBI 
SCHOOL OF BUSINESS 

MBA PROGRAMME 
... u::xw.w:ao "'w:a::::Jli.Sl&?.:"""....,.....,"'~ .... ~""ar=w_,.,..,_ .. PU.O"'. a"-"o"'"•~JO..,I9!'!'7 

Nnuobr, K(" 11 yt~. 

l•lrploM• O~G-,011161 
hlct~tJnt' "' ,,, .. , ;umbl 
I fir\. '"'l("!((~ Y•r1My 

OATF 

fhe bearer ollhis lcller 

TO WHOM IT M~Y CO_~CERI'~ 

Cr!--ffl:.-/1 .. ... ~/!.. 2.6t.C .. . I;.~.! l~ .... ' 
Reqislr at ion No ! )( I I .~.c:. . _J • I ) I I 

ts a bor1<1 l1de continuing sludnnl 111 the Maslr.r of ~oJS 1 ness Adrn,nislralion (MBA) clPgrf'<:> 
poOQJ'lm l!i thts Univers1ly 

I ie/5hc is requin~rJ to •,otbmil as part (}f his/her cour!'ework assessrnenl 1 rt"·•~arlll prOJPCt 
report oro a m;~·,aqo•mt:>nl problem. We :muld I if c the student!; to dn thrlr nr ojt:cls on r eiJI 
probie"rs i:lff, ctmg l rrrn~ in Kc:nya. We would, therefore, appreCiate yu11r "~';rstt~nrr lo 
n?i)le llrmjl1 ·r LOHell rli!lci tn your org<tnrzotron. 

lilt! rp ul'o; or the report wrli IP us.;:d sol ly lor .rcac.Jemic purro••e!; ;onrJ a ('I)PY of thP ~;une 
will b av::~ll-.d to the rntervrewecl org<mo/ol.ion:; on rcqurst. 

Th:u vuu 
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Appendix II -Questionnaire for Employees of Ministry 

Dear Sir/Madam, 

I am a Master of Busine s dmini tr ti n student at the University of Nairobi 

undertaking a study on th' • P r •t:i\ d lnflu '11 ·c of Employee Participation on the 

hangc Management in th ltnistn f I I using". This exercise is a part of the project 

towards l'ullilling th · r · tuir m ·nt · f the management course. The researcher would be 

grateful if ou ·ould pr Yide an wers to the questions below. 

PART ONE: DEMOGRAPHIC I FORMATION 

Please tick \ here appropriate 

1) e : Male ()Female () 

2) Age: a) 20-29 ()b) 30-39() c) 40-49() d) 50-59 ()e) 60-69 () 

3) What is your level of education? 

a) Master Degree ()b) Bachelors Degree ()c) Diploma Holder ()d) Advance Level () 

e) Ordinary Le el ( ) 

4) H w man ·ear ha e ou worked with your organization? 

a) 1-5 () b 6-1 ) 11-15() d) 16-20( e 21-25) f)2- 0() 

5 [ c ign, tic n in your organiz ti n: a) anager ( b fficcr ( 



PART TWO 

For the following sets of questions plea e draw a ircl around the number best 

describing your position on each que ti n. 

5=Strongly Agree 

4 Agree 

3;....: Neither ugr ·~: nor Dis l 1 r • • 

2 isagn:~: 

1- Str ngl ' 1 ugree 

Dimension Ranking 

Employee Participation in Change 

Management 

1. I'm involved in implementing change (ISO) 

in the Ministry 

2. Involving employees in change 

management has contributed effectively to the 

implementation of change finally arrived by 

the Mini try 

3 Employee invol ement in implementing 

change at the ~ini try ha re ulted in 

acceptance and ucce of the change. 

n in the change 

pr m de th~.:m O\\ n and ha\·e a 

o b Jon lini try 

I d l" po itiv 

1 

1 

2 3 

2 3 

2 3 

2 

4 5 

4 5 

4 5 

4 



change in their attitudes e.g. towards the 

Ministry 

6. Employee involvement in the chang 

process at the Ministry empow red th m n 

led to the success of the chang ff rl. 

7. Responsibility and math rit w ·r · 

to me which ·nubl ·d m · , ntn ut 

effectively t) impl m nlali n fthe change 

agenda 

Change Management 

2 3 4 

2 3 4 

Plea e con ider the level of your agreement or disagreement with the following 

statements a they relate to your perception of change. 

8. Emplo ees at the Ministry have been given a 1 

detailed explanation of why the organization is 

implementing change. 

9. Management at the Ministry explains to 

employees how implementing change will 

benefit them. 

10. Management at the Ministry provides 

opportunitie for employees to ask questions 

regarding change. 

ll . Management at the Mini try provide good 

an wer t empl ·ee qu tion regarding 

change. 

g1Yen 

inform ltion n ''hat han 'c \\Ould mv lv . 

7 

1 

1 

2 

2 

2 

2 

2 

3 4 

3 4 

3 4 

3 4 

4 

5 

5 

5 

5 

5 

5 

5 



Appendix III : Data Response Set 

Response Ql Q2 Q3 Q4 QS Q6 Q7 Q8 Q9 QlO Qll 
1 4 5 4 5 5 5 5 4 
2 4 3 3 4 4 3 4 4 
3 5 5 4 4 5 4 2 4 
4 5 4 4 5 4 5 5 5 
5 5 4 5 5 5 5 3 5 
6 4 3 5 5 5 4 5 
7 s 5 5 5 s 5 5 5 
8 5 5 5 4 4 4 4 4 
9 4 4 4 4 4 4 4 4 
10 5 4 5 5 5 4 4 4 4 
II 5 5 5 5 5 5 5 5 5 
L.. 3 4 5 3 3 4 4 3 5 

5 5 5 5 5 s 5 5 5 
14 5 5 5 5 5 4 4 5 5 5 5 
15 3 4 5 4 5 4 5 4 4 4 5 
16 4 5 3 3 5 2 3 3 3 4 4 
17 5 5 4 4 5 4 4 4 4 4 5 
18 4 4 5 3 4 4 5 5 5 3 4 
19 4 5 5 5 5 5 5 5 5 4 4 
20 5 5 3 5 5 2 3 2 4 3 
21 4 3 4 3 4 I I 3 .., 

3 3 
22 5 4 I 5 3 4 I 3 2 5 2 
23 4 4 4 4 4 3 3 3 3 3 3 
24 4 4 5 4 5 4 5 5 4 4 5 
25 5 5 5 4 4 4 4 4 4 4 5 
26 4 4 3 4 4 4 3 4 4 4 4 
27 5 5 5 5 5 4 4 4 4 4 4 
28 5 5 4 4 4 3 3 3 3 4 
29 5 5 4 5 3 4 3 4 3 5 4 
30 5 4 3 5 4 4 4 4 4 5 5 

4 5 4 3 4 4 5 5 5 4 5 
2 4 3 5 4 3 3 5 

3 4 4 4 4 5 
5 4 2 4 
5 4 5 4 4 

5 5 5 5 
5 4 5 4 

5 5 5 
5 



"" 

41 5 5 5 5 4 5 5 5 5 4 5 
42 5 5 5 5 4 5 5 5 5 4 5 
43 4 5 4 4 5 4 3 4 4 3 3 
44 4 5 5 5 -l 5 4 4 3 5 5 
45 4 3 3 4 4 3 3 3 4 4 
46 4 3 5 3 3 3 4 3 
47 5 5 ,, 

4 4 3 3 3 3 
48 4 5 4 3 5 5 4 4 
49 4 I s 5 4 4 5 4 5 
50 4 5 5 5 5 5 4 5 
51 5 5 5 5 5 5 5 
2 5 5 5 5 5 4 5 5 

5J 4 5 4 5 4 5 4 5 5 
54 4 3 4 5 4 5 4 5 5 
5 4 4 4 4 4 4 4 5 5 
6 4 4 3 4 3 4 5 4 5 4 5 

57 3 4 3 4 3 4 5 4 5 4 5 
58 4 5 5 3 5 4 5 4 5 4 5 
59 4 5 4 5 5 4 5 4 5 4 4 
60 4 5 5 5 5 4 4 4 5 5 4 
61 5 5 5 5 4 5 4 5 5 5 4 
62 5 4 5 5 4 5 4 5 4 5 4 
63 5 4 5 5 5 5 5 5 4 5 4 
64 4 5 5 4 5 5 5 5 4 5 4 
65 5 3 5 4 5 5 5 5 4 5 4 

Total 295 293 275 282 292 264 267 272 265 262 285 

Average 4.54 4.51 4.23 4.34 4.49 4.06 4.11 4.18 4.08 4.03 4.38 

D 0.56 0.69 0.90 0.71 0.64 0.92 1.03 0.83 0.91 0.87 0.72 


