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Human R 

ith th 

th mu t 

I if4 . 

urc planning and d and ntinu t face chatleng 

tim . In rder f r rganizati bl hang 

ibl and r Luti n that are part and par I f er d 

rgani7.ati n k t rna; imiz minimizing c , n t onl in ra\ material 

well. u eful m d I fi r building uffi i nt v orH r e 

om of th que ti ns: h w well are th emplo train d t 

c ntinuou change ? How willing i th rganization to r linqui h p w r and hare it 

among mploye ? How w ll i teamw rk de elop d within th organizati n? v hat 

opportunili e i t in th e organizations for elf growth? IIow well are th employ s 

committ d to the organization goal and obje ti ? How doe emplo e d i ion 

making affect the organization· da , to da running? 

Thi re earch et out to surve th attitude of manag r toward emplo ee mp werm nt 

in the fac of recent and on going retrenchment which in effi ct tran lat to more work 

for fewer staff. The stud used th urve de ign. Th re earch was t determine the 

attitude of manager toward mplo ees· emp werment in U1 oil indu try in Kenya. The 

five leading il compani were ch en for thi r earch. 

The p pulation of the tud con i ted of departmental oil manager of the I ading il 

companie i.e. Mobil il Kenya. Ken Vl<obil Ken a alt x Kenya Ltd h lVBP K nya 

Ltd and Total Kenya td. Primary data as obtain d u ing a tructured que tionnaire 

admini tered through the drop- and- pick-tat r- meth d. The que tionnaire was divided 

into section according to the re earcb question . There wer 30 re p nd nt hich 

translated to 88% r pon e rate. Th data wa anal zed u ing narrati fr quencie and 

tabl . The main finding wer a fi !lows: 

Majority of the re pondent felt po iti ely toward empow ring th ir employees. 

In addition emplo ees' ideas ha e the potential to unleash inno ation and 

profitability for the organization. 
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1.1 Background 

CHAP ER ONE 

INTRODUCTION 

hi und f th tudy, tat m nt f th pr bl m 

th tud nd th imp rtan f th tud . 

\i rkjn r niz ti n and rkin r lati n hip ar d namic· th r fu 

t ta put r tand till. anag mu t hang th tyl f th ir 

mana m nt. in tun with change outsid manag m nt 

chang m p pi s id as and p ctati ns and chang sin the nvironm nt 

within hich manager manag . t the sam tim th mu t I am ab ut 

r gmz and und r tand chang in management. om of thes ar dir t 

t nvir run ntaJ hanges· thers repr nt n w id a th rie , 

and practices g nerat d by manager within th manag m nt 

Th n d to hang th way orgaruzations and th p pi in th m 

bu in s ha n r b n greater. This ts b au of th 

d of global markets increa ingly rapid chang 

nduct 

lating 

m w rk 

technol gtes rufting work fi r e and cust m r d mographic which 

in lud an increased emphasis on quality and fl ibility in pr du 

servtce . c mpan that cannot produ at lo with b tt r quality 

and at a fast r pace than its global competitor mays on ut of u in 

An organization is nothing ithout its human r urc . Peopl till r main 

the one most important as t for any organization. h n on think f th 

millions of organizations that pro id us ith g d and ervi h ft n 



d 

th 

u 

n thin th t th d 

ffi rt fit " 

nd n p ple t mak th m p rat ? 

ur 

m har ofr 

ith ut 

fn 

h uld b 

r Lh utilizati n f r urc and mat rial t rna imiz d. 

In p rti ular, th il indu try tuall [i rm a great part in thi unt ' 

d I pin n rg r quir m nts d p nd larg I n thi 

indu try an that the emplo n d to b full 

committ d t th ir jobs and b a untabJ for hat th d . a ed on th 

r c nt shift in th j b mark t that h b n cur db r tr nchm n and lay-

ffi mpl pr duction and d dication to the j b is majorly a fun ti n f 

the a th mpl er. In many organizati ns ther xts 

little r no empowerment not en th fre d m to 

mak the m t basic of decisions. Kenyan industrialists cannot af ord to 

tgnor the rising n d fi r the concept of empowerment as it i her with us 

and it i here t stay . 

.. mp erm ntis a cone pt that gained immense popularity in the 19 and 

looks t to ntinu as a popular organizational initiati in th tw nty-first 

c ntury. It i a manag rial id ology in its own right a well a b ing u d 

with oth r initiati and strategies such as Business Pr c s - ngme nng 

PR tal uality anag ment TQ and th learning organizati n. It 

is str n ly as iated with cultur change initiati s d lay ring and 

re tructuring. It usually in olves devolving po r and r sp nsibiliti to 

team at the rk place or customer le el Arkin 1 95 

o t ompan1 s t day ha e their main focus on satis ing final cust mers. 

In her artie] o erview of Employee Empo rment: and n 't 

Frag 19 9 says that companies must over mphasize th tim and 
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r t 'p li hin · m 1i hin " f mpl 

th \ rm nt pr gram. B) 

p li hin th t mpl thr ugh pri r 

t n \! 

h adapt t trat th m r ti I . op 

mana r ha t rganizati nat p ration 

di iplin planning and man g m nt f r ur t · mp 

mpl b th indi idually and t am . 

h n th ab is d n ry utstanding customer s rv1c will b 

pro id d gi ing rganizations in th nd mor atisfi d cust mer who ar 

r cei ing court mpl y s wh also fi el mor 

fulfilled with th p ychological and possible m n tary re ults and finally 

s nior manag m nt who will smile from ar to ear after s ing th b ttom 

lin . 

In r nt y ar s eral changing factor have led to the need of manag ment 

to chang th way they conduct business. Organizati ns now p rat 1n a 

tougher mor competitiv and highly dynamic n ironment than ver 

before. mp werment is the r cognition that mpl y es do ha 

can b trusted and therefor authority can be pass d down th hi 

them. 

kill and 

This study th refore sets out to establish th ari us attitud that managers 

in th oil industry in Ken a hav toward mploy e empow nnent. Thi i 

justifi d on th ground that attitud s large] d t rmin b ha ior or action. 

Thus only hen managers hav fa orabl attitud toward mp rm nt 

will th y empo r their mployees. 

3 



1.2 Need for empowerment 

1.3 An overview of the oil industry in Kenya 

untry f 2 .2 milli n p ople according t th Ia t c n u h ld 

in th y ar 2 00 and m asure 5 00 quar mil s. t pr nt p tr I urn 

pr u t a unt fi r a ut on fifth of all n rgy nsumpti n m ny 

in luding th traditi nal nergy ourc s fuel w d and h r I. ut th 

p iti n f p tr 1 urn pr du ts in modem on umpti n in pr - min nt" th y 

comb in hil hydro 1 tric and g oth rmal our mak up th 

r mainin third. al ntributi n i almo t n gligibl . 

rtain tim this p tr I urn consumpti n an limb u t % 

id n d during th er drought in 1 

tri ity r Iiane hift. d from 2% h dr t 

tting up f m r en p " r g nerator . Th untry a fj il fu I 

mer b an unpr c d nt d 30% in the p riod. 

the largest consum r p tr I urn pr duct at Th tran p rt 

appr imat I %oft tal pr du tion ofappr imat ly -·6 milli n t n p r 

4 



ar. anu turin 0/o , mm r ial li hm nt 11% . h u h ld 

% mad up an a ri ultur % . 

n t pr du r p tr J urn pr du t . It imp rts mainl fr m th 

P r ian ulf ar a mo t fit as rud il ith r fin d p tr leum pr du 

(mainl fr m th dit rran an mark t a untin et for a mall ut 

nsmg har f th t tal imp rt. h crud r fin d at th ountry nl 

r fin ry nya P tr l urn R fin ri Limited KPRL . KPRL pr duction i 

ab ut 2.01 milli n tons p r y ar at th p rt ity f omba a and i 

transp rt d inland b pip line r ad and rail. 

her i som up tream ploration activity mainly in the xtr m n rth f 

the country and ff: hor of Mombasa coastline. date no comm rcially 

iabl il r gas depo its have b n disco ered. 

The major multinationals hell/BP who acquired Agip in 2001 alt x 

Mobil otal ina Elf tog th r account for 83% of th retail mark t ct r 

the balanc about 16% going t Kenol/K bil and 1% to n w ntrant 

Petrol urn In titute f ast Africa . 

1.4 Statement of the problem 

The rec nt shi inK n a economy has s n massi e r tren hm nts b ing 

carried out duet high costs and poor economic p rformanc . In th light f 

the e changes most organizations ar left with a sk teton staff to run the 

day-to-da operations of the business. These employ es are charged ith th 

responsibilitie of ha ing to make important d i ions ab ut th w rk 

s stem for their ompani s. (Daily ation _4th January 2003 

5 



f ork r ha tak n 

parti i ati e manag m nt a g d deal I 

mana r . h If VIe ar n 

attitud fth rkfi r 
. 
mutai l 3 

nt r ta 

b au 

m n r 

mana influ n 

n 

f th 

th 

Blunt 1 7 ha ob rved • th public m fri a 1 l ikcly 

, p nen reasing hostility battles for po iti n and infl ibilit n 

du ated but e p rienced ld rl manager and th u mm y ung 

and ducat d managers. uch unfortunate de Jopm nts ould b av id d if 

mor parti ipatory forms of management were intr duced. 

Gilb rg 19 has r p rt d that managers ie participati n a an aid t 

management rather than as a desirabl objecti e in its own right. 

1 80 found among younger b tter-educat d manag r a m re 

progr sive attitude to participation. In a study carried out by amie 

found ut that majority of manag rs agreed that if the product lin work i 

divided into wor stations and workers are permitt d to parti i at m 

manag m nt th y would work hard and long to impro e productivity. 

he am mploy s ar als ha ing probl ms concerning r mun ration 

work plac hara m nt p r \ orking conditions and misr pre ntati n of 

their rights as mplo e s t basic pa pa kages and proper medical fa ilities. 

he r c nt attitud f mplo s manifested in go-slows and strikes ar an 

indication that all is not right in th w rk place. 

Th a ailabl lit ratur d mon trat s clear! the emphasis b ing placed on 

empl ye emp nn nt in many organizations worldwide. Inde d 

empo erm nt is frequ ntl list d as one of the best hwnan resource 
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pra ti nd i ith r anizati nat c mp titi n nd 

pr fitabil ity P ffi r 1 hi implie that rganizati n that 1gn r 

rm nt ar at a at ri k u tandard p rD rm n tn 

Pr iou tudi .g. Pfefn r 1 4 ha al o h wn that mpl 

emp rm nt i a fun ti n f m nag m nt attitude tov ard th 

Gi en this and ing p pularity of mp nn nt it uld 

important to tablish th attitud of th enyan manag t ard th 

pra ti e parti ularly in th light of th mplo ee gri ances r port d in th 

print media ail ation 24th January 2003 . Th importance of this n d 

is und r cor d by lack of a systematic tudy on th subject in nya. It i 

this gap in kn wledg that th prop sed study seeks to fill. In th r w rd 

the pr p d s udy is int nd d t answer the question: What i th attitud of 

Kenyan manag r towards employee empowerment? 

1.5 Objective of the study 

To d t rmin th attitudes of managers towards employee emp werm nt in 

the fi major il compani s with headquarters in airobi nya. 

1.6 Importance of the study 

Th r suits f the study will pro ide informati n to th il c rnpani n 

ho empl mpowerment is generally r gard d in th industry. Thi 

will also ncourag further research in empowerment in th oil and th r 

indu tries and could further be used by trad unions in n g tiating [I r 

m lvem nt in th company d cision-making. 
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

In the past D ar th f mpl m ~ nn nth b m a 

p pular manag m nt t pi th t h d a fi ir c rag . 

mpow rment n urag indi idual t am m m r t arti ipat in making 

d ci i ns that afti t th ir w rk dir ctly. 

2.1 Defining Empowerment 

Different scholar ha e d fin d th t rm empowenn nt in vari u wa s: 

It is a hang manag m nl t hich help rganiz ti n r at an 

n ironment wher ry indi idual can us his r h r abiliti and nergies 

to sati fy custom r . k and a aulays 1997:55 

''Th es enc of mp w rm nt can b describ d as th nlarg m nt of 

mplo jobs gi in th rn th r p nsibility and 'auth rity t mak 

de isi n ab ut th ir rk ith ut sup rvi ory appr al whil r ating 

alu D r th ulti mat cu tom r n and Kurtz 199 : 14 

mpl empo nn nt in it II mbracing nature skirt er 1 u f 

h w mpl y s us th ir abiliti and whether th r ar undari to 

an typ of power empl : p r 

r I ti ns b tw n mpl manag r individuals team , and 

the c nt t of empowerm nt. th ilkin on 199 and ashl 7 



ha\ mm nt d n th 1mp f mp \\ rm nt 

hi t ri al, ial and p 

de miti nth nt m hi h it i pra ti d mu t b 

nd m tt m ting a 

n id r d. 

~ ilkin n I :4 d fin mp w rm nt a a ma11a rial( I d initi ti : 

• nlik indu trial d m ra y th r i non ti n mg 

say it i mpl h th r and h 

While th r 1 a f program and initiati 

empo rm nt nd hi h ary a t the tent 

actuall mo t ar purpos full d 

ignificant rol in d ci ion making but rath r t 

emplo e contributi n to th rganization. mpo rm nt t 

conte t of a stri t managem nt ag nda. 

2.2 Historical Perspective of Empowerment 

rk r a ery 

nhanc d 

ithin 

Empowerment i b lie d to ha originat d m th 18 Os wh n it was 

noticed that th f th p opl f th W t 

were quite diffl r nt. In th ast p opl 

self-confid nt tr ng will d w rk d hard and mo thad littl r n r D rmal 

education. Th y w uld n t t I rat abu i e work n 1r nm n th t 

common in th t. unng the 1 50s gold rush the w rk 

stems collid d. hine brought empow rm nt lead hip le t 

California in ommand - and - control lead r hip cam fr m 

the t t th ast. er so effi i nt that Ia s w r pa d that 

made it illegal ti r th m t k jobs or enter into that 

merican want d. he hin th n ent red businesse that Am ri an did 

not want such as laundry ervi and al o reopened goldmin s that had 

been aband n d by the Am ricans and mad them pr fitabl . v n und r 
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r trict d on iti n , hin e rganization m th d 

ri an v ork r. r li h 

uld ut pr du th 

mpo r d I ad r hip rk d b au th I ad r ant d t g t th job 

done and econdl th y had t ial pr judi r lat d 

to ocial class that it did n t influ nee d cisi n . When I ad rs ask the 

workers r in£; rmation or ad ic th y in r a th intensity f m tivation. 

Opportunity to rise through th rank is motivating and in piring b th to 

tho e directly in ol ed and those who are obser ing. 

In recent years there has be n an normous growth in th popularity of 

arious employe in ol ement EI schemes under the umbr lla of 

empo erment. As oy 1994:18 points out empo rment of p opl is as 

important today as involving them in deci ion making was in the 19 Os and 

getting them to participate was in the 1970s. 

It is important to consid r not only th conomic and indu trial cont xt but 

also the social and political context of empowerment and as oy sugg sts the 

historical context as well. In differentiating mploy e involvem nt I from 

empowerment it is clear that I initiatives are support mechanisms for other 

managerial strat gies such as total quality management ( busin ss 

process re-engin ering BPR high p rformance work systems and the 

learning organization (Arkin 1995:35 

In her literatur re tew of mployee empowerment Linda Honold 

1997:202 implicitly ack.nowl dges the above definition by seeing 

empowerment a control of one s work autonomy on the job ariations of 

teamwork and pay systems that link pay with performance. he also 

indicate to be succe sful each rganization must create and define 

10 



mp \ rm nt r it mp rm nt mu t ddr th n n ultur 

nti 

th indi idual m tu I r 

pr dural han and th multidirn nsi n p ti tht 

11 th fi ur at n . 

2.3 The manager's role in creating an empowering context 

In H n ld th I ad r mu t t th nt t nd 

ultural lim t fi r th impl m ntation f mp rm nt 

impl m ntati n pow r 1 t b d Jegat d mpl 

training d 

building t 

ilkin n 

I d. 

I pm nt and uppon m hanisms and pr c t m 

nab! thi to happ n. an initiati this nfonn str ngl t 

cone pt to empo ennent -that i b ing man n II 

2.4 The individual perspective of empowerment 

Hon ld I 97:204 r mind us that if power is not taken th it i 

b to ed up n th n ther i no mpowenn nt. In oth r indi idual 

ampl it mpl y mu t I that it is a rth hil proces or them· fi r 

rna g1 th m a ns ati fa tion and of gaining influ nc o r 

en n 1995 urv d in a compan and found that gr at r 

job aut f th job l d to gr at r p rc i d ntr l 

fi und that th gr at r th mpo erm nt of 

mpl"""""""' ork. This also 1 d to I j b 

str and incr a d mpl commitm nt t rganizational goals. 

2.5 Empowerment through collaborative work 

lJ 



Th indh-idu I u u II h t rk ith th and th 1 m nt 

emp \ rm nt thr ugh 11 rt ha t b a know) uch a 

thr ugh qu li his means d pm a ilit f 

mpl u m thi h ring pr t 

mpow r th m furth r (Roth t in 19 

2.6 Empowerment through structural and procedural 

change 

Thi i c nc m d ith th nuts and b lts of the empo\ rment pr es 

a s iat d for ample with T systems. ard 1993:4 b li ves that u h 

s st m ha thr crucial components these are· ir tly clarity and 

consisten y of the rganization s erall production and de lopm nt g al 

which in 1ud s an alignm nt of all systems and management and 

le el to ards tho goals· secondly ongoing e aluati n and de pm nt 

of the professi f the employees with preparati n for a 

sens of pr c s owner hip and accountability; and finally assuranc of 

congru nee b twe n corp rate goals management goals and the g als f th 

organization mpl y s. 

2.7 Multi-dimensional perspectives on management 

Honold s 1997:206 final category shows that one approa h is suffi i nt for 

mpow rm nt t b effective. Others b li that c mbining edu ati n 

leading ment ring and supporting pro iding and tru turing is m r lik ly 

to enabl mp erment systems to be su c ssful. uman r s urc sy terns 

sh uld also b fully supportive of these components pro iding a c nt xtual 

fram rk ithin which empo erment proc ss can r Jat to th 

goals and aims of the organization through Human r s urc d pm nt, 

12 



r \ ard m in d ith a u t 

~ dba k m a ur 

hri 

Busin 

gyn 1 9 : 1 02-1 on th topic f mp rm nt in th I la ard 

n ana mg p pi sa that n 

ithout abl and mpo r d empl 

an 

f 

can b d cribed as th nlarg m nt f J b 

gi ing th m th r p nsibility and 'authority to mak deci i n ab ut th ir 

rk without up r i ory appro al whil cr ating alue fi r th ir ultim t 

cu tomers. Bo n and urtz, 199 :4 Alan Rand lph l summarize 

th cont t of mp werment by saying that it consi ts of a t f alu 

attitud and b ha iors differ nt from those that guid d th organizati n in 

th pa t. In his te empowerment is not ju t gi ing peopl the w r t 

make deci ion . t its most practical le el empow rm nt is r gntzmg 

and rei asing int the organizati n the power that p ple already h v m 

th ir w alth of u eful know) dg and internal motivation. 

2.8 The Process of Empowerment 

Empow rm nt i a pr cess that consists of se eral facets nam ly 

informati n sharing aut n my and t am b coming a hierarchy. 

2.8.1 Information sharing 

h first riti al k y i inti rmati n haring. People without informati n 

cannot act r p nsibly Blanchard arlos & Randolph 1996:34 . If 

infonnati n shared is zero nothing happens to redistribute... it and 

empo rment i k b z ro o en and Lawler 1995:74 . 

' ommunicati n and information ar th lifeblood of mpow rment 

Ginnodo J 9 7:12 . P pl n d information to know how they and the 

13 



c mpan ar d mg and if th ir 

in.fi rmation, p pi cann 

c mp II d to a t ith r p n ibili 

Ian Randolph in hi 

empowerment add that a 

raising the le 1 

ti n ar makin dim r n . ith ut 

ibilit ; inti nn d, th } ar aim t 

arti I · a igatino th J urn t 

rful b n fit f informati n h ring is 

au mpl y ar 

now entrusted ith sen itiv inf; rmation about th ir rg nizati n. th r 

benefits of informati n baring includ : fa ilitat s su c ssfu l c mp l ti n of 

tasks because th 

sharing of th 

all ha the n c sary informati n th y r quir nables 

company p rformanc information h Ips th mpl s 

understand th busin ss. 

2.8.2 Creation of autonomy through structure 

This involves th minimization f certain structur s t en bl 

operate autonom usly. Th n ed for more structur dimini h as p ople 

become more comfortabl with the new culture. This minimizati n t aim d 

at achie ing: Goal etting creation of clear organizational know 

their decision making rut p rfi nnance appraisal becomes asi r training 

need identification Ginn d 1997: 12). 

2.8.3 Teams become the hierarchy 

Teams ar an integral part of empowerm nt. nd r tanding th change 

process that ace mpani s team de elopment pr id a [; undati n for 

managing th transition. The ke elements of t am d v lopm nt are 

continuous training I adership vacuum and fear Ian R nd ph 1997). 

Continuou training When teams are created and called up n to make 

important management de i ions many other ise skillful p pl ar often at 

a loss as to h to function as part of a respon ibl high performing 

14 



mana m nt t am. c mp nt m t w rd th fin I 

empow rm nt th y will n d t r du d nd n n hi rar hi 

t 

Ian 

Randolph 19 7 . 

Tlte leader hip vacuum th m t intriguing a p t f th mp rm nt 

h n t m b gin r pi ing th hi rarch uring th pro s o cur 

de elopm ntal t ward mp wer d teams b th m n g r and 

emplo expen nc a p ri d f di illusi nment. ms 

sense a la k f mp ten 

empo 

ou et f their j urn . 

nd I m ti ation to c ar 

tdown aft r the e cit ment har d at th 

ams n d a strong I ader capable f pr ving 

guidance nc uragem nt and upp rt to h lp th m ver th ir diffi ulty. 

Unfortunat ly at thi jun tur manag rs ar oft n just a di ri nted as 

employ es· this phenom non i lab led the leadership vacuum. inc 

neither manag rs n r mploye s have had any xp n n with 

empowerm nt y t it is unr asonabl to expect anyon to kn w imm diat ly 

how to deal with it ( Ian Randolph 1997 . 

The fear factor the lead rship acuum also point out th high I 1 of 

manag r ~ ar inh r nt in empowerment. Wh n v r manag r find 

th m lv s in th unc mfi rtabl p ition of not kn wing what t d th y 

tend to fall back n their bureaucratic mentality. 

Teams ha e th ad antage of participation· ther fore mor id a can b 

gen rat d. Th y al ha e autonom o r their d ci i ns and ar abl to 

influ n oth r in the team and take responsibility ~ r their wn uc ess 

lan Randolph . 

2. 9 Benefits of Empowerment 

Various tudies ha sh wn th b nefits of mpowerment s me f which 

in lud incr as d employee job satisfaction th manager is reli ved off 
15 



makin r th mpl r due d ab nt tm d 

du ati mpl mpl ar 

tmpro'v th ir b ha r and attitud I th particip t tn n 

making tmpr v d um r lati n hip ith oth r d partm n and I 

c nfli t n manag r and emplo 

2.10 Challenges to Empowerment 

Th r ar om b ta I t succ sfully ad pting mploy mp w rm nt. 

Th se in lud a ontradi ti n m hat mplo r and manag rs want fr m 

mpow rm nt and what th y are prepar d to allow to work:D r in t rm f 

empo rment and c ntr I. Most organizations in enya are still highly 

structur d ar und functions and mplo descending d gre s f authority. 

cully 1993:453 Th re are bound to be cJa hes due to o rlapping 

responsibiliti . 

Manag m nt fac sa dil mma in terms of how much p wer to xt nd to the 

work fi rc whi l harn ssing th ir creative energies with ut und rmining 

th ir p sition. Influ nc of cultural values can also be an imp dim nt t th 

emp w rment pro e s. This for example could explain why quality ircl s 

work 11 in Japan where all workers are considered equal and y t flopp d 

m pam. ultural differ nces amongst a work force cr ate challeng s. 

gns 

oth r impediment to empow rment is the fa t that inD rrnation baring 

ha n t b n achie d as in most cas s a lot of ommunication arn r 

exist. mp rm nt sometimes means gi ing up control and letting th rs 

mak decisions set goals accomplish results and recei awards. anag rs 

ar p ct d to sacrifi e th ir needs for pow r and ontrol :D r th r gain 

eard II and Holden 199 :638 
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Emplo e al lea in um illin ne t a pt 

iliti and re i tin iddl le I manag m nt 

on id r d as hat g r I 

of managem nt tn n rganiz ti n. m r ist 

empowerment. 

2.11 Empowerment and attitudes 

Da id 19 3 d fin s attitud a b li fs about specific obj ct p pi r 

situations. On c uld for ampl hav an attitude ab ut how much fr d m 

manifests its lf m a sp ific work en ironment. Being a iat with 

specific obje t r situati ns attitud s predispose th individual t 

certain b ha ior to ard th object r situation. In this ca th 

attitud that managers in oil companies have towards m werm nt ill 

affect their beha ior with resp ct to issues concerning empo rm nt. 

Attitud is a learned predi positi n to respond to an obje t in a n tantly 

favorable or unfav rabl way. ttitudes ha e b n vi wed a a kind f 

motive a r fl ction f underlying values and /or ariabl s that int rvene 

betwe n a stimulus and a r sponse· subjective evaluations· lf-d s riptions· 

prediction f b ha ior r nduring cogniti e structw· s 8). 

When mploy s fe I empowered the ha e more p siti e attitud in t rms 

of work/job atisfa tion pr itz r Kizilos & as n 19 7 and 

organizational c mmitment id n et al. _QQO . In additi n parr we 

(1 94 D und th t wh n I er 1 vel hospitality mpl ye s ~ It emp w r d 

th y had mor pa sati faction more promotion satisfacti n and I s 

pr p nsity t turn o er. imilarly Kob rg et al. 1 99 fi und that 

empo erm nt p rceptions wer associated with in r a d w rk sati faction 

and reduced prop nsity t leave the organizati n. mp wer d mployees 

also report d I s job strain preitzer et al. 1997 
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Empow rrn nt al affi t p rf; rm n e - m r 

e ti · n s and inn vati 

p rfonnan 

preitz r 

Rand lph 200 . 

p i fi all man rial 

5 and w rk unit 

ll in all th finding 

iti p t ntial fi r attitudinal mp erm nt in a 

wor c nt t. 

infus s indi iduals ith th d p sen e f m aning r 

purpos n ary t ri k gr atn . The feelings or attitude f comp t nee 

that emp w rm nt affords gi es p ople the confidence to tak on diffi ult 

tasks. Th s If d terminati n helps people to feel in control o their d stiny 

facilitating th p tential for risk taking. Through mpowerment individual 

e p rienc th purpose and efficacy to allow them to pers r . It can aJ 

facilitat a n e of real hope in the future that things ill g t b tt r and 

buffer survi or from the debilitating ffects of downsizing Bro k.n r tal. 

Th main concerns of employee empowerment for instance auton my the 

capacity to design ones own work processes and making key decisi ns ha e 

been wideJy empl yed in reconstructing mployee attitud s. Along with new 

ways of doing w rk regulation of identity with the intention of increasing 

commitm nt or satisfaction has been another target in empow rment 

activities. rganizational behavior research has shown that manag ment 

practic give ris to parti ular job attitudes on th part of employ r 

exampl participation in d cision making that is nhanced by teamwork is 

argued to hav a significant positi e ffi ct on j b sati facti n and 

commitment of employe s arata 1984· Boshoff & Mels 1995 
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CHAPTER THREE 

H 

3.1 Research Design 

des ripti r ar h d sign as u ed in thi stud . hi m th d i 

pr fi rr d be au only d partmental managers re being intervi w d and 

thus th hoi p pulation of the e managers was consider d suffi i nt for 

there ar h. 

3.2 Population 

Th population fthis study consisted of departmental manager fth fi e 

maJOr il c mpanies in Kenya nam ly: obil O il Kenya, K n IlK bil 

Kenya alt x K nya Ltd. hell/BP K nya Ltd and otal K nya td. h 

are th 1 ading il compani s in Kenya based on their market har that is 

hel p aJte Mobil T tal and ina Elf together account for 3% f th 

market 16% going to Kenol!Kobil and 1 % to n w entrant . P tr I urn 

In titut of ast fri a 2002 

3.3 Sample Size 

or th purpos s of this study a samp1 of 33 d partm ntaJ manag r was 

le t d. This as the number of all the head of d partm nt f th fi il 

compani s. This sample size is abo e the recomm nded minimum of 30 

ac ording to th rul oflarge samples. 
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3.4 Data Collection 

Th stud u d prim ry dat 

ontaining b th d and 

qu tions \ er put on a li rt typ 

\ r us d to t 

method us d to admini l r lh qu 

3.5 Data analysis 

ti n 

me of th d nd d u ti n . h 

ti nn ir as dr p and pi lat r. 

Data was first edit d for mpl t nes . and consist ncy. h data as th n 

analyzed using d ripti m ans tandard d iati ns 

frequencies and p r ntag r suits of the anal SIS ar pr nt d in 

tables and bar charts h r appropriate. Chi-square tatistic fi r the 

ind pendent ampl s a al o u d to test for the dif.fi r nee b tw n 1 cal 

and multinational firms with r sp ct to the use of training ~ r mp nng 

employees. 
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CHAPTER FOUR 

I 

4.1 Introduction 

Thi chapter presents th r arch findings and analysis. R p ns s w r 

re iv d from 30 of the oil c mpany managers. This r pr nt an % 

r I ant areas that are in din mpl ee 

empo erment. 

4.2 Profile of th omp nie 

3.3% of the participating c mpani s were subsidiaries f multinational oil 

companies operating inK nya, whil 16.7% of the r p nd nts w re locally 

incorporated. 54.2% ofth participating companies hav be n in op ration 

for dose to a hundred II th companies hav b n in p rati n for 

o er forty ears whi h m an that they ar all matur c mp m whi h 

could be expected t ha tablish d polici s relating t th manag m nt of 

the human resourc functi n. Furth rmore th c mpanr b cau e of 

their age ar lik ly t b at the forefront in adopti n f I ading dge 

innovations relating to mployee participat in rganizational manag ment. 

4. ana m nt pr fil 

The surve sought t p managers opinions and attitud t wards employee 

empowerment. Th r pond nt s ducational pr fil i as foil s· 

21 



]j bl 

f p nd nt 

. % 

. % 

. % 

aj rit of r spond n ar ry 11 du at d ith % f th m h I ding 

pr p rti n tak n t g th r with th h !ding 

pron ionaJ qualification a unt ~ r 0% fall p r n h I mg 

mana erial po ition in il mpam . 

-$.4 n th f 

Th p ri d respond nts h d in managerial p iti n r ng fr m 

und r fi e years t er tw nty y 

Table 2: Length of ervic in mana ement po ition 

6-1 2. % 

.0% 

.7% 

.3% f th r p nden ha e ed in manag m nt iti n for a p riod 

ranging from 1 0 ear r 1 thi prop rtion 6 . % ha rved for a 

p riod ranging fr m 1 to 5 ar . 

16.7% ha b n with the sam nl a small p r nta 

ompan in a manag m nt iti n for a p ri d Jon r than I y ars. 
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- --- -- -- ---------------

-'·- i tributi n f R 

Th urve) al 

ound that light] o r % f m r ar ag d 

Th aged I than 1 and a 4 ar account f; r . 7% f th 

r pond nts. h d tail d r pr nt din tabl 3. 

Table 3: Age compo ilion ofre p nd nt 

Percenta 

3 .7% 

36-40 y ar 2 .7% 

41-45 y ar _0.0% 

Over 45year 1 .0% 

4.6 pecific mana ment indi ator to emplo e emp werment 

The respondents indicat d varying responses forth ir attitud t ward 

employee particip ti n in management and empow rm nt. his tudy found 

a general trend D r manag rs supp rt for tills style of manag m nt. h 

findings b diffi r nt a p f participation/em pow rm nt ar pr nt d 

below fo u . 

4.6.1 Deci ion making b mplo ee 

high prop tti n 3.3% fmanagers fe ls positi ly towards 

empowering th ir mployees by involving them in th d cisi n-making 

framework fth rganizati n. 
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4. . rainin f mpl 

Th tud found th t 0% 

_i en training pp rtuniti am an f em ow ring th m. nly 1 o/o f 

re p nd nts do n t ha an pini n n thi a p t o m w rm nt. 

4.6. Re p od nt ttitud t ard idea geoeration/minin aut n m 

of mpl ee nd m ntorin 

This study onsid r d manager attitudes to these is ues. Th r ult ar 

wnmarized in tabl 4. 

Table 4: Respond nt 'attitude toward idea generationlminin , autonom 

and mentoring 

Idea generation I 
mmm 

Autonomy of 
employees to deal with 

customers 

66.7% 

83.4% 

The summary in tabl 4 ho s that majority of manag rs 3.4% ar 

comfortabl with and do upport th mentoring of th ir mpl y s. hi 

ranked first am ng the thr issues of empowerm nt n ider d 76.6% of 

respond nts indi at d that they attach valu to apr e fidea g neration 

and mining from their ernpl yees. A comparatively lo er p rc ntag f 

managers 66.7 supp rted a system that could se mpl yee take fu ll 

autonomy for matt rs relating to customers. In fact a third of th managers 

survey d opposed any mov to give employees r sp n ibility and aut nomy 

over customers. 
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4. A n m nt attitud t mpl , e a r r d an m nt 

ne ofth irati n fan m up th rganizati n I 

f th rategic i ion f th 

ompan . 

und rtak 

nd man mpi""'"'""C' tn st larg urn of m n y t 

pp rtuniti . hil man 

u p rt th initiati s and in man ases ha th ir n 

ch m ftraining om compani s ar apath tic r do nright opp d to 

them. Thi stud fl und that 0% f th resp ndents a tivel enc urag 

ac es to care r ad anc m nt opp rtunities for their employees. 

This high prop rti n indicat s managers belief that hen employe shave 

ace to car r advancement opp rtunities they will be b tt r ork r . This 

in tum I ad t mployees who ar mpowered and supports the iew that 

manag r in th il indu try ar positi ely predisposed to employe 

professional de lopment and empowerment. 

4.7 Indicator of a hift toward employee empowerment mod I 

Certain st ps demonstrate the extent to which rna nag rs ha g n m 

creating an environment conducive to employee emp werment as ppos d 

to mere talk . hi surve considered the following issu s: th xt nt t 

v hich managers pers nail att nd to staff appraisals and di u 

performanc p rfonnanc appraisal management · th whi h 

manag rs ntrust mployees with important r pon ibiliti s· nd wh th r 

manag rs shar ideas and knowledge with staff. 

Th folio ing table summarizes the extent to which r p nd nt agre and 

th refi r supp rt these issues: 
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Table · w rm nl 

.7% 

.% 

The greate t p rc ntage nd nts 93. % indicat that th y har 

ith 

emplo ee mp rment. 

i sue ranks fir t in the indi at r f 

quaJl large proporti n of r p nd nt 

6.7% indicat d that the mfortabl with entrusting th ir mpl 

whil slightly less than thr quart r 

taff appraisals and dis u d p rfi rman 

" ith important r pon ibiliti 

urveyed p rsonally att nd t 

with their mpl y . Th high pr portions indicat that th r sp nd n m 

this survey hav tak n proacti tep to promote th em wenn nt fth tr 

employ es. All th man g r upp rt d th view that mpl y 

commitment tog al and bje tiv i desirabl . 

4.8 mplo c t information 

anagerial practi s that pr mot emplo mp rm nt r gmz that 

information i power. mpanie that seek to mp w r th ir will 

take steps t arm th m with far mor information than they ha t pi lly 

made accessibl in th pa t. M ing away from th traditional m d I h r 

informati n was th pr rv t p manag r th n m d I av id 

information symm try t cr ate an nvironm nt in whi h p 

emplo 
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Th th r indi m " rm nt r 

in ormati n 

d minim 1 up rt. h r ult 

f r p nd nt 

.7% 

..... % 

7.% 

h r ult shown in tab! I d that a third fth r p nd nt d n t 

upport the id a o mploy ha ing ace ss to inn nnati n. hi t 

buttr ss th old adage in[i rmati n i p wer . h s manag r whit 

upporting other me hani m that r at ro m for am r parti ipati 

ulture appear to shy a ay fr m sharing information with th ir mpl""· ...... 

However a high p r ntag f th r sp nd nt 70. % h w d th y ould 

make it possible fi r th ir employ 

information. 

to ha e ace s t m t d p rtm ntal 

4.9 p of ompan and mpl participati n. 

hown in tabl 7 th r d n t m to be any ignifi ant 

f multinati nals in mp nng mpl to tak 

re ponsibility for d i ion making. This is b cause th p r ntag f the 

local companies that agr with th statem nt that mpl s h uld be 

gi en the mandat t m k d ci i n that affect th rganizati n i qual to 

that of the for ign mpam 0% = 60% . Is that I al mpam s are 

just as likely t all th ir mploy es to tak re p n ibilit ford cisi n 

making as ubsidiari f th multinational c mpant s. 
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rd 

% % 

Thu the two typ f m ani s ha imilar appr a h to th 

empow rment trat gy f I tting mpl y tak r p n ibility r th tr wn 

de isions. 

4.10 T p of om pan and mplo e mpo erm nt tbr u h trainin . 

Ther is a wide di parity and s mm trical diffi r nc b tw n I al 

companies and sub idiari f multinationals ith r p ct t th training o 

employees for empowerm nt as shown in table 8. 

Table : upportfor emplo ee training for empowerment 

Type of com pan 

Local companie 30% 

ubsidiaries 70% 

ubsidiari of multinati nal c mpanies are ight tim 

level and almost twi as lik ly as are local compani 

employee through tr ining. Thus there is a signifi 

these two typ s f mpant regard training. 

a lik ly D r agr e 

mp w r th ir 

in th way 

Chi-squar statisti was u d t test for differ nee betw n th e tw types 

of compani s. h r ult are pr s nted in table 9. 
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]j le 9: chi- qu nd or i n rrm 

Th t r ult are n t ignifi ant at P< .OS ugg ting th t 

th rei n n multinational and lo al comp ni s with 

mpl s through training. imilarl 

ompani 

to ub idiari 

lik I t folio up on id as de elop d by taff mpar d 

f multinati nal . Th results are summarized in tab I 10. 

Table I :Folio up on id a de eloped by employee 

Company typ Agr e Strongly agr 

Local 21.1% 0.00% 

Subsidiari s 78.9% 100.0% 

Th r sui sh w local c mpanies ar much 1 ss likely to nurtur id fr m 

empl y s c mpared to subsidiaries of multinationals. This c uld b du to 

a le p n and 1 ss participati e style of management pra tic d by 

manag rs f 1 cal c mpanies. 

4.11 

emplo 

lation hip b t\ e o manag 

mpo erment 

edu ation on attitud t 

Th urve explor d the r lationship b tween manager s le I 

and th ir attitudes to" ards employee empowerm nt. There ults ar 

summarized in table 11. 
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Table 11: Relation hip b tw en I I o mana er · edu at ion nd mplo · 

empol erment 

do cation 
ondary/high 11. % 11.1 % 
school 

Diplomas and 17% 11. o/o 25.4% 
certificates 
ndergraduate 22% 23.5% 11.1°/o 

de ee 
Post 50% 52.9% 52.4% 

graduate/masters 
de ee 

Table 11 shows a strong relationship b tween the ducation l el of the 

respondent and their attitud to asp ct of employ mpowennent. It i 

clear that the less ducat d a manager is the less likely he or h i t create 

structures that pr mote participative management. In fa t manag r with 

advanced education postgraduat degrees are fiv times as lik ly to support 

employee emp werm nt as are holders of secondary sch I l v I 

qualifications. ducation then is a key input to the manag ment pr ss 

that creates space for empl yee empowerment. 

Managers with Jess education are likely to feel threat n d by th r m val of 

structures that ha for a long time shielded them from th ir mployees and 

ha e created barriers to d mocracy and participativ managem nt in th 

organizations. hes managers feel inadequate to en ounter hat th y 

perceive as the thr at fy ung ducatedjunior empl y s. 

4.12 entoring attitude to employee empowerm nt 

The survey als r v a led that less educated manager are least likely to take 

on the m ntoring process in the organization. The r suits are shown below. 
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T. ble /_: Relati n hip h tw n Education and attitud 1 " rd. 

ank 

3 

tgraduat and undergraduat qualifications ar m r 

lik I t upp rt m nt ring than th s with qualificati n b I ' 

und rgraduat 4.1 %>5. % . 
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CHAPTER FIVE 

SUMMARY AND CONCLUSIONS 

5.1 I R I 

·The customer gam is ultimal ly won r lost on th fr nt lin - wh r th 

customer com sin contact ith any m mber ofth ftrm. Th fr nt lin t am 

is the firm in th cu t mer ye ' om Peters 

The customer s importance to th su c ss of the business ha r d 

prominent attenti n from management thinkers in r cent tim s. Th a 

ustomers are treated in th ir fir t contact with th finn will unt p iti ly 

or negatively to the overall imag of the company. mpl ye wh ar 

happy and satisft d with th ir work will repres nt th ir c mpany w 11 whil 

those who ar dis atisfi d will cast a negative image on th ir mpl y rand 

drive away custom r . hi i th r a on why empow rm nt f mpl y s m 

organizations has b com a buzzword with s era! c mbinati ns f 

empo erm nt t ols b ing undertak n in many compani . 

Th study surv y d manag r attitudes tov ards mpl emp werm nt in 

selected oil compani m nya ut of the recogniti n that su h mpl 

will be self direct d and m r in ntrol of their work acti iti sIt i also 

hoped that th y will m r pr du tive in the organizati n deci i n-

malcing pr cess and that th y will be more m tivat d t hann I th ir 

energies towards the rna imization of the organization s bu in obje tives 
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ud u d primar II t d u ing tructur d qu ti nna1r 

nt inin d and n- nd d qu stion . 

t m and an I z d u in th p pular 

nt r d int a data ntry 

ft. ar . 

It 'as ~ und that maj rity th r s nd nts i.e. manage ar ery II 

du ated 90% h lding on r mor degre s of profe sional qualificati n 

In t nn f length of rvic r p nd nts sho ed a high degr of m bilit 

with cl e to two-third of those sur eyed ha ing served in a managem nt 

po ition for a r lati hort time- less than fi e years. Thi sh rt p ri d 

would po sibly inhibit th formation of a mores ttled and distin tiv 

attitude r garding mployee empowerment. 

5.2.1 1r1rJT OE POWERME 

high pr porti n ofmanag rs 93.3% felt positiv ly towards mp w ring 

their employ s by using invol ement techniqu s in the de ision-making 

framework of the organizati n. Training was considered them t imp rtant 

m de of mp erm nt. 

.2.2 D 0 ARD ID E 

TO 

It has be n [i und b I ading companies that emplo s ideas have the 

potential to unlea h inno ation and profitability for the organization. a 

result f this di c ery many companies have put in plac proa ti y t m 

to tap into the id a base of th ir emplo ees thr ugh th cr ati n f work 
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t am and qualit ir le ha b nat th refr nt thi 

mn ati n. Th s 1mpr d th mpl h 

fth ir inn tng 

th ir mp w rm nt 1 v 1 . hu th pr a ti id a n rati nand 

mining upports employ mp rm nt. 

ituati ns that allow mplnv,~PC! t erci autonom in th ir ling with 

cu tom rs enable mploy t r ponsibility f; r th ira ti 

cu tomers or drive them away . u tomer relationship man g m nt i thu 

shifted from being managem nt r sp nsibility to sp 

re ponsibility. 

~entoring a system wher th manag r coaches subordinate to a sume 

responsibility for d cision-maJcing is a powerful ay fen uring an 

empowered workforce. By nouri hing an environm nt that bre d new 

I aders mentoring acts a a p werful empowerment tudy fi und 

that respondents are gen rally in favor of the ment ring pr c 

dditionally teamwork wa c nsid red important in fi t ring patti ipative 

management 75% ofresp nd nts favored this m d and promoting 

emplo ee empowerm nt. 

Howe er there was a significant differenc in th a manag rs consider 

mentoring as an mpowerm nt t ol with respect to th ir ducati nal 

qualifications. Manag rs with high educational attainm nts (undergraduate 

degree and abo e are mor likely to promot the m nt ring pr c ss a 

opposed to thos with 1 w t qualifications 94.1% fi r d gr hold rs as 

compared to only 5. %for thos without a degr ). 
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R 

b 

bi i always a major chalJeng in tudi 

p nd nts would genera1l 

thi t e m inl 

pr tr nd in mplo ee emp werm nt it i p ult 

ontain m lem nts of untruth gen rail kn wn a rc p n 

Th amp ling fram used in obtaining the respondent u r thi urve nl 

fh oil mpant had th ffect of limiting the 

information. If m r companies had been selected n t just th e a d in 

airobi it i lik ly that u ful additional insights would hav b n tain d 

and added to th richness f this investigation. It w uld ha been 

inter sting to includ the r suits of upcountry manager Jews on mpl 

empowerm nt. 

Finally the subjectiv defin ition and understanding of some f the t rm 

relat d to mploy e mpowerment would have introduced some subj ctive 

bias. B au om of the e terms are rather n w it is p ssible that th r 

might ha been diffi r nee in the way thes were und rst od by th 

respond nts. T g th r with the abov limitations th study al o was 

constrained by th usual difficulti s that accompany data coli ction thr ugh 

qu stionnaires nam ly· high non-respons rates for those wh do not 

resp nd and fi r th s who return half- ompleted questions bias du t n n­

resp n often remains indet rminate· and personal contact i generally n t 

possible the dr p-and-pick later m th d was employed lea ing no room for 

clarification on misund r t d t rms 
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.4 R II 

Th fa t that th r i a diffi r n m manag r t m nt rm nd 

oth r ts f mp rm nt n th ti nal qu li 1 ti n 

tud n" h thi 

p iti attitud to ard mp 

unterp 

rm nt than th ir 1 

r ha 

du at d 

urth r re earch might al n sary t study th wn 

attitud tO\ ards emp w rm nt initiati e with a vi w t und r tandin 

"hat th make ofth m. Whil m nager rna b full fid a n what 

as ts f empo rm nt ar n ary such a training it i imp rtant to 

obtain employees n p r pti n f the initiati 

Mor in-d pth attitudinal r ar h c uld also b c n uct to 

effi t f company p licie nd manag ment tyl n w rk ttitud s. inally 

on ma al o study h manag r f public ct r rgani 

empo rment of th ir sub rdinat s is-a- is th ir pri t 

counterparts. 
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APPE DIX 1 LETIER OF INTRODUCTION 

Date 

Dear ir adam 

B 

ni ersity f airobi. pur uing a r f Bu ine 
gr in Human R ourc Manag ment. As part of h r 

coursev ork as e ment be i required t ubmit a re ar h pr ~e ton an ar a f 
management 

one of the leading il companies, ur c mpany has been ar fully lected r a 
urve on manager ' attitud tov ard m loy empow rment. You are kindl 

requ ted to compl t the attach d que ti nn ir . which i d igned to gath r in rmation 
on mployee emp w rm nt. 

All the information u di clo e will u ed only for thi. a ad mjc exer i and will b 
treated in the tricte t f nfid nee. 

Your c peration ill highly appr iated. 

Your faithfully, 

rae dungu 
M tudent 
0721 9 1 

Xlll 

Profe or P 
up rvi or 

bon o 
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APPENDIX 3 

l. 

0 

This survey is fi r th 
for the MBA degree 

p 0 PO 

of fulfilling th r quir m nt 

Answer the questions a truthfully as possibl 

3. Re pond by ticking or filling in th space provided. 

p 

I. Name of your company ........................................................ . 

Year when your organizati n was established in nya ................. . 

3. To which ofth following categories does you compan b J ng? 

[ ] a subsidiary of a multinational 

[ ] lo al compan 

[ ] any oth r pleas sp cify ...... ..... .................................... . 

4. How long ha e y u b n mployed in this company ..................... . 

5. Y ur high t I I f ducation: (Please tick ppr priat J vel 

[ ] econdary/High ch ol certificate 

[] Post graduat iploma 

XVll 



[ ] Post graduat D gr 

[] Professional qualifications 

[] Other (plea e sp ify ........................................................... ....... . 

6. How long ha e you b n in th management of y ur company. 

Please tick appropriate b x 

[] 1-5 years 

[ ] 6 - 1 0 years 

[ ] 11 - 15 years 

[ ] 16 - 20 y ars 

[ ] over 20 years 

7. Highest level of profi ssional training attained ............................. . 

8. Which position/tit! do you hold? 

[ ] Chief exe uti [ ] Produ tion manag r 

[] Mark ting manag r 

[] Finance manag r 

9. What is your ag in years? 

[] 20 - 25 

[] 36 - 40 

[] 2 - 30 

[] 41 - 45 

[ ] Human r our e manager 

[ ] Any oth r pl a p ci fy ........ . 

[] 1 - 35 

[] r 45 

10. How many mpl y s report to you dire tly? ...................................... . 

Ul 



Pl u agr r di agr with a h fth II tn 

tat m nt . Jndi t 

level f gr mcnt. 

ti kin gain t th numb r that b t r pr nt ur 

(5] tr ngl a 

[4) gr 

(3) ith r agr nor di agr 

[2] Di gr 

[1) tr ngl d i agree 

h uld b all wed to mak d ci i n 
afti cting th i r w rk 

-· I u ually r 
th mpl 

mm nd training ith a 
d partm nt 

to mp w r 

. 1 D II \\ up n id 1 p d by taff in m 

d partm nt t gaug th ir impl m ntability 

4. In m pini n mploy sin this ompan hould ha 
aut n my in th ir r lati ns with the cust m r 

5. I b li v in n uring that mplo ees ar corn£ rtabl with 

r J [4J [ 1 [2][1J 

[5] [4] l3J [2] [I] 

[5][4] ][ ][1) 

po rb twdupnthm [5](4)[)[2][1] 

6. I b li that there hould be a high d gre oft am rk 

X1X 



in thi d partm nt [5] [4] [ ] [_](J] 

7. I nc urage qual pp rtuniti f; r all mpl 
adv n m nt in this rganizati n 

~ r car r 

[ s] [ ] [3] [-1 ll ] 

. I b liev h uld lay r le in making de i i n 

affe ting th ir work (5] [ ] [3] [2] [ 1] 

. I attend p r onally to the staff apprai als form departm nt 

and di cu s their performanc ith them [5] (4] (3] [2] [l] 

I 0. I entrust employees in my d partment with imp rtant 

re p nsibilities 

11 . I am comfortabl with haring ideas and kn wl dg with 

[5][4 [3][2](1) 

taff working in my departm nt [5] [4] (3] (2] (1] 

12. ln m opinion a high I v I of mployee commitment to 

d partmental goals and bje tiv is highly de irabl [5] [ 4] [3] (2] ll] 

I . In m opinion all mploy e hould have a 

d partm ntal infonnati n with ease 
t m t 

14. In my opinion empl ye s hould be given th mandat t 

mak decisions that afn t the organization 

XX 

(5] [4] [3] [2] [I] 

[5] [4] (3] [2] [I] 


