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ABSTRACT

High commitment work system is managerial set of activities and policies directed at
enhancing employee’s commitment to the organization and to their work. The system
generates performance through bonding organizations with employees psychologically as
well as providing a conducive environment for employee to commit themselves to the
achievement of organization’s objectives. Increase of tea warehouses in Mombasa has
brought with it acute competition for tea storage facilities and handling sector. This has
necessitated management of tea warehouses to adopt competitive strategies such as high
commitment work systems to gain distinctive competence by leveraging on employee’s
commitment. Tea business in Mombasa has created a need for more tea warehousing
facilities in the recent past accompanied by job opportunities. The purpose of the study was
to determine the effect of high commitment work systems on the performance of employees
in tea warehouses in Mombasa County. The specific objectives were to investigate the
effect of performance based compensation, to establish the effect of training and
development, to investigate the effect of performance appraisal and to assess the effect of
communication on employee performance. The study was anchored on social exchange
theory and resource based theory. This study used descriptive cross-sectional design. The
study targeted all 17 active tea warehouses licensed by the Tea Board of Kenya. Since this
number was small, a census of the tea warehouses used. The study utilized primary data
which was collected from randomly selected employees of the warehouses using a semi-
structured questionnaire with a five point Likert scale that were applied to all variables.
Multiple regression and correlation analysis techniques were utilized. Results were
presented in frequency distributions, charts and tables. The findings of the study confirmed
that there is a positive association between high commitment works systems and employee
performance. The regression results showed that high commitment works systems account
for 89.1% of the change in employee performance and the regression coefficients results
revealed that performance based pay, training & development, communication and
performance appraisal had a positive and significant effect on employee performance since
the p-values were less than 0.05.
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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study

High commitment work systems aid organizations pivot towards effectiveness and realize
core distinctive competence (Chen, Jiang, Tang, & Cooke, 2018). High commitment work
systems (HCWS) mould positive Human Resource (HR) systems perception and social
climate, and catalyze commitment with affection among employees thus unleashing
innovation in the organization (Ogbonnaya & Smith, 2019). Employing high commitment
work systems allows firms to evoke commitment through symbiotic relationships between
employees and the organization, ensuring that employees perform better (Xiao &
Bjorkman, 2016). The goals of HCWS are to help businesses achieve their objectives by
emphasizing employee perks in order to increase customers' emotional attachment to and
trust in the company (Chen et al., 2018). By psychologically uniting businesses and their
people and by creating an environment that encourages employee dedication to reaching
company goals, HCWS generates performance (Boon & Kalshoven, 2014; Oppenauer &
Van De Voorde, 2018).

The theories on high commitment work systems employed in the study include social
exchange theory and resource based view theory. Social exchange theory forms the main
theory supporting the study and the theory posits that employees reduce their overall efforts
whenever they perceive denial of the benefits which they hold dear. This perception causes
employees to participate in behaviors which are unethical or participate in efforts which are
involuntary to steer clear of unfavorable sanctions (Lambe, Wittmann, & Spekman, 2009).
Resource based view theory argues that establishments differentiate themselves in their
resources and capabilities uniqueness of bundles (Rothaermel, 2012). In the context of
human resources, intangible assets are embedded with the firm’s other real assets to

enhance establishment’s value.

Tea warehouses, just like any other organizations, develop employee commitment by
adopting high-commitment work systems (Chen et al., 2018). Even though it may appear

12
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effortless to attract the right match of talent today as compared to the period before the
2020 pandemic, tea warehouses are faced with myriad of challenges in attracting or even
retaining right talent due to the recovery of other sectors, which are most sought after by
employees for better opportunities (EATTA, 2021). To curb this challenge, tea warehouses
need to focus their efforts towards configuration of HR practices that have the potential to
value the organization’s employees and develop an environment which enhances
relationships and commitments towards the organization. This has the potential of instilling

organizational citizenship behaviors.

1.1.1 High Commitment Work Systems

High commitment work systems is defined as a series of collaborative human resource
management measures to achieve a performance improvement by stimulating employees’
commitment (Ceylan, 2013). These human resource practices in which most instances
signal employee commitment and aim to offer more to the employees by receiving more
from them in return is known as high commitment work system (Xiao & Tsui, 2014). The
measures of high commitment work systems include providing internal promotion
opportunities, emphasizing individual potential selection, team performance-based
compensation, participatory decision-making, and extensive training (Collins & Smith,
2006). However, the current study adopts HCWS measures of performance-based

compensation, training and development, performance appraisal and communication.

Performance-based compensation forms one of the HCWS and refers to a system tasked
with financial rewarding of employees beyond their regular wages and salaries. However,
this reward is done to employees who have demonstrated exemplary performance both in
quality and above what is required for them to perform in their job requirements (Gomez-
Mejia & Balkin, 2009). The monetary award is dependent upon how well various divisions,
specific personnel, or the values of the company's stocks performed over a specified time
period (Gomez-Mejia & Balkin, 2009). Employees are naturally driven to concentrate more
on tasks whose performance is monitored as opposed to activities that are not monitored
(Chillakuri & Vanka, 2020; Detnakarin & Rurkkhum, 2019).

13



Another HCWS practice considered is training and development which means infinite
organizational efforts to develop employees’ abilities, skills, knowledge hence performance
(Mondy & Martocchio, 2016). Employee training and development can help advance
employees' knowledge and abilities, which is necessary for an organization to survive
(Hussain, 2011). Employees can enhance their unique competences through training and
development to meet not only the needs of their current jobs but also those of their next

tasks, which are crucial for giving them the functional capacity link (Truss, 2001).

The systematic procedure of enhancing performance of employees through teams and
individual performance is referred to as performance appraisal (PA) (Armstrong, 2009).
This systematic process is adopted by organizations as a formalized system for reviewing
and evaluating employees task performance which should be a continuous process (Mondy
& Martocchio, 2016). If the appraisal system is to be deemed effective, it must be able to
upgrade performance of employees which then contributes to their overall productivity
(Ogbonnaya & Messersmith, 2019). The process of appraising employees should be a
periodic undertaking so as to provide periodic information on the organizational efficiency
(Lin & Liu, 2017). It should be understood that performance appraisal is not limited to
gauging the actual versus expected employee performance but also serves as a job
satisfaction gaining tool for employees through appraisal results which are transparent
(Dessler, 2017).

Communication refers to as a process employed by the people in an organization to share
messages (De Nobile & McCormick, 2008). It follows that an effectively informed
employee by his/her supervisor has high potential in understanding the job expectations
which translates to enhanced organizational success (Downs & Adrian, 2014). The
communication process has proved to be pivotal and an essential ingredient for the
organizational success with most organizations (Tourani & Rsat, 2012). When
communication is effective, it offers information to employees about their job requirements
and expectations hence motivating these employees to have an understanding on how they

can contribute to the overall performance of the organization.
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1.1.2 Employee Performance

Employee performance is defined as how an employee fulfills their job duties and executes
their required tasks (Gomez-Mejia, Balkin & Cardy, 2014). It refers to the effectiveness,
quality, and efficiency of their output. Performance also contributes to our assessment of
how valuable an employee is to the organization (Ceylan, 2013). Abbas and Yaqoob (2009)
argue that employee performance is gauged through a blend of behavioral expectations and
activity-related paradigms. Performance is normally based on a value which is absolute and
the relative judgment may eventually be depicted in the overall performance of an
organization (Gomez- Mejia, Balkin & Cardy, 2014). Improved performance can be
assured with highly committed employees who have management of the organization. At

heart.

Employee performance metrics are pivotal in gauging the employee’s commitment towards
their assigned activities (Judge, Thoresen, Bono, & Patton, 2005). Following keenly the
performance of employees can be beneficial to the employees themselves and the
organization. Several metrics for measuring employee performance are available including
utilization rate per employee which is the ratio of logged hours billable and employee total
hours logged (Currivan, 2006). Task completion average time measures efficiency of
employees hence quite practical in reality (Judge, Thoresen, Bono, & Patton, 2005).
Employee activity productivity as a measure of the performance for employees adopts sales
revenue as its measure by reflecting each employee’s monthly generated revenue.
Employee turnover is employed to measure the rate at which employees leave employment
in an organization (Currivan, 2006). The current study uses product defects rate, customer

retention, staff turnover rate as employee performance measurement metrics.

1.1.3 Tea Warehouses in Mombasa County

Warehouses form significant points for the supply and demand, information and products
flow. Warehouses are today seen as distribution centers and not just places to store goods.
Tea warehousing entrepreneurs are the core tea value chain stakeholders since they
constitute largely to the distribution centers that handle the tea product just before final
release to the global market (Changwony, 2012). In the recent past a surge in a number of

tea warehouses in Mombasa County has been recorded (EATTA, 2021).
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Tea warehouses surge in Mombasa has brought with it acute competition for tea storage
facilities and handling sector necessitating the tea warehouses to adopt competitive
strategies among them the high commitment work systems to gain distinctive competence
by leveraging on employee’s commitment (EATTA, 2021). The Tea warehouses targeted
include seventeen (17) active warehouses licensed by the Tea Board of Kenya namely;
Bahari (T) Company Ltd, Bryson Express Ltd, Byline Swift Services Limited, Cargill
Kenya Ltd, Chai Trading Company Ltd, DHL Supply Chain Kenya Ltd, DL Koisagat Tea
Estates Limited, James Finlay Limited, Ufanisi Freighters (K) Limited, Kipkebe Limited,
Mitchell Cotts Freight Kenya Ltd, Tea Warehouses Limited, Pacmac Holdings Ltd, Rift
Valley Tea Solutions Ltd, Bollore Transport & Logistics Kenya Limited, Signon Group
Ltd, United (E.A) Warehouses Limited (EATTA, 2021).

1.2 Research Problem

Through the availability of possibilities like training and growth and the incentives offered,
high commitment work systems play a vital influence in the task execution by the
employees (Zhang & Morris, 2014). According to Chen, Jiang, Tang, and Cooke (2018),
high commitment work methods boost employee performance. Detnakarin and Rurkkhum
(2019) and Challakuri and Vanka (2020) contend that employees reciprocate dedication
when they feel that the management is on their side. According to Ho and Kuvaas (2020),
the systematization of HCWS might increase employee anxiety and cause them to feel

exploited due to the escalation of tasks and the ensuing pressure to perform.

More tea warehouse facilities are now needed in Mombasa due to the growing tea industry,
which has also led to job possibilities. Most of the research work done has not reached a
consensus with regards to what comprises high commitment work systems, further, there
are inconsistences in the use of terms; high commitment work systems, high performance
work systems and high involvement work systems. The majority of workers in the tea
industry, according to the Ministry of Agriculture report from 2019, this sector faces a
myriad of challenges ranging from employees working in hazardous workplaces with a
high staff turnover rate which makes the industry expensive to operate. Despite the tea

warehouses adopting a productivity-linked wage systems, the employee job output and

16



customer retention has remained low thus necessitating an investigation on the effect of

high work commitment systems on employee performance in the tea warehouses.

Various studies on high commitment work practices have been done. Akhutar, Zhang,
Rofcanin, and Zhang (2019) did a study on high-commitment work systems and the voice
of employees in China. The study however presents contextual gaps by focusing on
employee voice and not employee performance. Dorta-Afonso, Gonzélez-de-la-Rosa,
Garcia-Rodriguez, and Romero-Dominguez (2021) did a study on high performance work
systems and hospitality on employee outcomes. However, the study looked at high
performance work systems and not HCWS. Wahab, Tatoglu, Glaister, and Demirbag
(2021) investigated the effect of HCWS on enterprise performance. However, very scanty
empirical literature about the high commitment work systems in the context of tea
warehouses in Kenya exists. Thus this study sought to fill the knowledge gaps by seeking
to answer the question: What is the effect of high commitment work systems on employee

performance in tea warehouses Mombasa County?

1.3 Research Objectives
General Objective
To determine the effect of high commitment work systems on the performance of

employees in tea warehouses, Mombasa County.
Specific Objectives

i.  To determine the effect of performance-based compensation on the performance of
employees in tea warehouses, Mombasa County.
ii. To establish the effect of training and development on the performance of
employees in tea warehouses, Mombasa County.
iii.  Toinvestigate the effect of performance appraisal on the performance of employees
in tea warehouses, Mombasa County.
iv. To assess the effect of communication on the performance of employees in tea

warehouses, Mombasa County.
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1.4 Value of the Study

The study findings would have practical implications on high commitment work systems
application to realize enhanced employee performance. Tea warehouse managers would
learn more about how high commitment work methods can boost employee happiness and
productivity. The administration of tea warehouses would get some helpful knowledge
regarding the significance of enhancing contentment, the necessity of adopting high
commitment work systems, and how this may contribute to the welfare of employees and

productivity in return.

The policy contribution of the study findings is that it would benefit policy makers by
offering insights on how human resource practices can be adopted to improve employee
performance in tea sector and in other sectors of the economy. It may also inform the human
resource specialists on the importance of implementing the HCWS in their organization as

a major tool of improving employee performance.

Theoretical contribution of the study would be on enriching the body of knowledge for
future researchers and academicians by stimulating important conversations on high
commitment work systems and their relationship to employee performance for further
study. Academicians and scholars would use the study findings to further interrogate high
commitment work systems phenomenon in warehousing industry at large. Other
researchers would find an inspiration to do further study on high commitment work systems

in other industries.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction
This chapter reviews relevant literature on the variables of this study. The chapter contains
theories that support the study empirical review of previous studies. conceptual framework,

that should identify gaps, the current study attempts to fill.

2.2 Theoretical Foundation
This part looks at the existing theories on high commitment work systems. The study is

anchored on Resource Based Theory and Social Exchange Theory.

2.2.1 Resource Based Theory

Resource based theory was propounded by Wernerfelt in 1984. The Resource Based View
model views resources as pivotal to superior firm performance. The notion states that
organizations distinguish themselves by their distinctive competencies and resources,
which frequently results in diverse performance outcomes (Barney, 2007). This suggests
that businesses work to make the most of their current resources and capabilities to boost
performance and to fine-tune their unique resources to stay competitive and prevent rivals

from stealing their special resources and skills (Shuen, 2011).

The heterogeneity of the resources and their immobility are the foundations of resource-
based theory. In a situation where resources are heterogeneous, firms can develop a
competitive advantage by utilizing the disparities in firm capacities and skill sets. The firm's
distinctive resources are presumptively unable to be transferred from one station to another
in the short term based on the assumption that resources are immobile. Competing entities
copy the resources and competencies of top companies and apply them to their environment
since resources are immobile (Rothaermel, 2012). Because it is an invaluable intangible
resource that can boost a company's success and worth, human capital is relevant to the
study. According to the notion, investing in employee training and development will
provide them the unique skills they need to add value to tea warehouses. Resource-based

theory is challenged for being tautological in its notion that the synthesis of various
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competencies and resources might lead to identical firm value generation and fail to achieve

competitive advantage, despite its significance.

2.2.2 Social Exchange Theory

Social exchange theory was propounded in the year 1989 by George Homans. The theory
holds that exchange process gives rise to social behavior. Lawler and Thye (2006) asserts
that exchange process seeks to optimize on benefits and penalize costs (Lawler & Thye,
2006). This forces individuals to rationally examine the perceived benefits and potential
risks when engaging in social exchanges. In the event that individuals perceive risks from
social exchange to be greater than expected benefits, they opt out of that exchange (Lambe,
Wittmann, & Spekman, 2009).

Social exchange theory is pivotal in explaining the relationship between HCWS and
performance (De Menezes & Kelliher, 2017; Ho & Kuvaas, 2020). According to the
hypothesis, when workers at a company perceive lower rewards, they work less hard on a
task. In an effort to avoid reprimands, they even withdraw and even behave unethically.
According to social exchange theory, employees who perceive HCWS as a sincere
corporation that values them will put up the same efforts to help the organization achieve
its objectives (lverson & Zatzick, 2007). According to the hypothesis, which is relevant to
the study, employees are more likely to put effort into a task when they are appropriately
compensated for it, which increases employee production. However, the theory is criticized
for lacking adequate theoretical precision leading to constrains in its utility. The theory is

accused of shortness in addressing altruism or selflessness of employees.

2.3 High Commitment Work Systems and Employee Performance

The relationship between high commitment work systems and employee performance has
been widely researched. Several empirical studies done on the subject have established a
positive correlation between the HCWS and employee performance. For instance, Li, Khan,
Kusi and Murad (2019) did a study on high-performance work system and its effect on the
performance of employees in Pakistan. The study used quantitative information gathered
through surveying. The textile industry served as the study's setting, and stratified sampling

was the chosen sampling method. The results showed that there was a substantial
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correlation between HCWS and employee performance when the researcher used partial
least squares-structural equation modeling. This study was conducted in a different setting,

namely the textile industry, which is very dissimilar from tea warehouses.

Maung (2020) carried a study on the extent of job satisfaction of employees as a result of
high performance work systems. Specifically, the study analyzed the effect of training,
performance appraisal, communication and job satisfaction. The study focused on
Myanmar's banking institutions. A systematic questionnaire was used to gather primary
data. Data were analyzed using structural equation modeling, and the results revealed a
substantial direct association between the research variables. However, the focus of the
study was on high performance work systems, whereas high commitment work systems

received very little attention.

Wahab, Tatoglu, Glaister, and Demirbag (2021) investigated the high-commitment work
systems and their effect on burnout and wellbeing of employees in manufacturing firms in
Malaysia. The study used descriptive survey design. Primary data obtained through the use
of a questionnaire were used in the study. The results showed a strong link between high-
commitment work environments and employee burnout. In contrast to employee
performance in tea warehouses, the study's dependent variable was company performance

in industrial enterprises.

Akhutar, Zhang, Rofcanin, and Zhang (2019) did a study on the voice of employees and
high-commitment work systems in the context of software design companies in China.
Multilevel analysis was used in testing the hypotheses of the research by aid Hierarchical
Linear Modelling (HLM) software. The findings revealed that the HCWS has a positive
effect on the efficacy of employee voice. The study, however, was done in China which

has different culture compared to the current study locale.

Regionally, Apeyusi (2014) did a study to investigate the relationship between rewards
system and employee performance in Ethiopia. The study adopted descriptive research
design and the target population was employees of commercial banks in Addis Ababa. The

study revealed that more than half of the staff indicated that they are prepared to work
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harder if they are given more incentives or paid better, indicating a positive relationship

between reward and performance.

2.4 Summary of the Literature Review and Research Gaps

The chapter reviewed high commitment work systems and employee performance existing
literature. However, prior reviewed relevant literature concentrated on high performance
work systems in the context of work satisfaction (Maung, 2020; Li, Khan, Kusi & Murad,
2019; Dorta-Afonso, Romero-Dominguez, Gonzalez-de-la-Rosa, & Garcia-Rodriguez,
2021) and didn’t consider high commitment work systems and employee performance.
Again, numerous researches have endorsed the idea that high commitment work systems
increase employee productivity, but the majority of these studies have not been able to
provide convincing proof of the impact of high commitment work systems on employee
performance. Geographically, the studies (Axel, Schulz, & Chee, 2010; Akhutar, Zhang,
Rofcanin, & Zhang, 2019; Wahab, Tatoglu, Glaister, & Demirbag, 2021) were primarily
focused on the South Asian region, and locally, there have been very few studies on the
effects of high commitment work systems on employee performance in the context of tea

warehouses. This creates a knowledge gaps which motivated the current study.

2.6 Conceptual Framework

Conceptualized predictor is high commitment work system which is operationalized by
performance-based compensation, training and development, appraisal systems and
communication sub-variables. The study dependent variable is employee performance as
operationalized by products defects rate, customer retention and staff turnover rate. The
justification for the conceptualization is that the reviewed literature has overwhelmingly
shown that high commitment work system as measured by the performance-based
compensation, training and development, appraisal systems and communication has a

significant effect on employee performance.
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Independent Variable Dependent Variable

High Commitment Work Systems Employee Performance
e Performance-based compensation e Products defects rate
e Training and Development e Customer retention

e Performance appraisal o Staff turnover rate

e Communication

Figure 1: Conceptual Model

Source: Researcher (2022)
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CHAPTER THREE:

RESEARCH METHODOLOGY

3.1 Introduction
This chapter describes the procedures that were applied in conducting research. The areas
covered in the chapter are the research design, population of the study, data collection,

operationalization of the study variables and data analysis.

3.2 Research Design

Descriptive cross-sectional design was adopted in this investigation. A descriptive cross-
sectional design gathers information and draws conclusions about a population of interest
at a particular period. This design is significant because it can quickly demonstrate the
current relationships between the studied variables (Kothari, 2014). High commitment

work system studies have employed the research design with success (Shi & Cai, 2022).

3.3 Target Population

A population is described as the aggregate of all objects or subjects of concern which the
researcher intends to generalize (Kothari, 2014). According to Tea Board of Kenya (TBK)
website there are the 17 licensed active tea warehouses in Mombasa (EATTA, 2021). The
study targeted all 17 active tea warehouses licensed by the Tea Board of Kenya. The unit
of analysis is employees of the tea warehouses. Since this number is small, a census of all
licensed active tea warehouses employees in Mombasa was used. Kothari (2014) avers that
when the unit of analysis are less than 30, the census technique is the most appropriate for

the study.

3.4 Data Collection

The study utilized primary data which was collected from the tea warehouses employees
using, a semi- structured questionnaire with a five point Likert scale that was applied to
all variables. The guestionnaire was designed based on the study objectives. The Likert-
scale type questionnaire had ratings of 1 to 5 signifying the range from low to high rating.
Section A was about the respondent’s general information. Section B contained items on

high commitment work systems and Section C generated data on employee performance.

24



To gather information for verifying the validity and dependability of measuring scales, the
researcher conducted a pilot test. Ten respondents took part in the pilot study but were left
out of the final analysis. The research participants were given two weeks to complete
surveys before they were collected using the "drop-and-pick-later” method of questionnaire
presentation. This made data collecting easier and increased the likelihood that
guestionnaires would be completed. Google forms, however, were an alternative in
circumstances where the organization had implemented severe Ministry of Health
Guidelines (MOH) because to the Covid-19 outbreak.

3.5 Validity of the Research Instrument

Validity testing is a procedure done on research tools or instruments to determine whether
the tools can measure what they are intended to measure (Creswell, 2015). If the research
instrument is invalid, the study's conclusions are nullified. The study evaluated the soft and
informal face validity of the questionnaire. By asking the research supervisor to review the
questionnaire items and provide feedback on whether they correspond to any specific
conceptual domain of the concept being studied, the researcher was able to ensure face
validity. The study measured construct validity of the questionnaire by use of Kaiser-
Mayor-Oklin (KMO) measures of sampling adequacy and Bartlett’s test of sphericity.

3.6 Reliability of the Research Instrument

Reliability is the instrument’s ability to replicate similar outcomes when subjected in
varying populations, times or locations (Bryman & Bell, 2015). The researcher used
Cronbach’s alpha to measure questionnaire reliability. The data analyzed was based on the
10 respondents who were picked for pilot test. The coefficient of Cronbach’s alpha of 70%

was used as the bench mark for the item reliability.

3.7 Operationalization of Variables

Operationalizing of variables refer to how a specific variable will be defined and measured
as used in the study. Operationalization is necessary as it enables other researchers to
replicate the research and is essential in achieving consistency in the results (Creswell,
2015). The independent variable is high commitment work systems which are broken down

into the following indicators; performance-based compensation, training & development,
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performance appraisal and communication. The dependent variable is employee

performance as measured by product defects rate, customer retention and staff turnover.

These have been operationalized as shown in Table 3.1.

Table 3.1 Operationalization of Study Variables

Variable Sub-variable Indicators Empirical Evidence
High Performance-based -Internal promotions Axel, Schulz, and
Commitment | compensation -Bonus payment Chee (2010)
Work Systems | Training and -Employee orientation Mondy &
development -On-job training Martocchio, (2016)
Performance appraisal | -Timely feedback Axel, Schulz, and
-Post-appraisal Chee (2010)
engagement
Communication -Information medium Tourani & Rsat,
-Communication policy (2012)
Employee -Product defects rate Li, Khan, Kusi and
performance -Customer retention Murad (2019)
-Staff turnover rate

Source: Researcher (2022)

3.8 Data Analysis

Analysis of data is a method of arranging, sorting and organizing data. Descriptive analysis

on collected primary data was generated in the form of mean and standard deviations.

Multiple regression and correlation analysis techniques were utilized. The Statistical

Package for Social Sciences (SPSS version 25) tool was used. Data was depicted in

frequency distribution charts. The analytical model used is shown below;

J=Bo + B 1 X1t BoXot B 3Xst B aXate

Where:

§ = Employee performance

Po = Regression intercept

P1- P are the regression weights

X1= Performance-based compensation

26




Xo= Training and development
Xs= Performance appraisal
X4= Communication

¢= Error term
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CHAPTER FOUR

DATA ANALYSIS, FINDINGS AND DISCUSSION

4.1 Introduction

This chapter presents the results of the study performed to test the conceptual model and
research questions. The chapter includes a descriptive analysis of the study variables and
general demographic data for the respondents. The results of the statistical tests employed
in the research are also presented in this chapter, along with analyses of the findings'
implications.

4.1.1 Response Rate

The intended responders were given the data gathering tool. 89 of the 96 questionnaires the
researcher issued were returned completely filled out. This was a response rate of 92.7%.
The participants in the pilot study were not included in this calculation of the response rate.
Due to the style of questionnaire administration by field assistant and the ample amount of
time to complete the surveys, the return rate suggests that respondents participated with the

researcher in the data collection process.

4.2 Pilot Test

To determine the reliability and internal consistency of the data gathering methods, the
research carried out a pilot study. 10 people participated in the pilot study, which was the
recommended 10% of the population according to Riel (2010). Respondents for the pilot
study were chosen at random from tea warehouses in Mombasa County. The participants
from the pilot research were not included in the analysis (Riel, 2020). The following

subsections contain a presentation of the outcomes of the pilot test.

4.2.1 Validity Results

Construct and face validities of the research instrument were tested by the researcher. For
face validity and construct validity, the researcher sought research supervisor’s views on
the suitability of measurement scales adopted in the study. Content validity was tested by
Kaiser-Mayor-Oklin (KMO) and Bartlett’s test of sphericity as s