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ABSTRACT

The purpose o f this stud) was to investigate the relationship between type of pay. job 

satisfaction and organizational commitment o f employees working in State Corporations in 

Kenya.

Data was collected by use o f  a questionnaires administered by “Drop and Pick later” 

approach from a sample o f  forty (40) State Corporations that was drawn by use o f 

stratified sampling method from a population o f one hundred and forty two (142) 

corporations.

The data collected was analyzed using SPPS and Kvicws Statistical package, where 

descriptive statistics such as mean, standard deviations, frequencies and percentages were 

generated. l‘o  establish whether there was any relationship and significance o f the said 

relationship between pay type, job satisfaction and organizational commitment, Pearson's 

Product Moment Corrclauoti matrices were also generated.

Prom rhe data analysis it was found that the salary paid to the employees was not attractive 

vis a vis what was on otter in the market and that the pay on offer in the majority o f the 

organizations was not commensurate with qualifications, skills and experience. No 

significant relationship was found to exist between pav type and )ob satisfaction and also 

between pay type and organizational commitment.

It can also he concluded that even though in the bulk o f the Slate Corporations the 

employees were satisfied with their jobs and were committed to their organizations, the 

only limiting factor was pay levels, which the majority o f the employees were not satisfied 

with.
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CH APTER 1: IN TRO D U C TIO N

1.1 Background
Employee reward system o im u u  o f an organization's In i^ n in l policies, processes and 

practices for rewarding it's employees in accordance unit their contribution, skill, competnice 

and their market worth. It is developed within the framework of the organisation's reward 

philosophy, strategies and policies and contains arrangements in the fonn of processes, which 

will provide and maintain appropriate types and level* ot pay. benefit* and other form* of 

rewards (Armstrong. 2003. 613). A reward system consists o f finanrial reward* (fixed and 

variable pay) and employee benefit, which together comprise total remuneration- I he system 

also incorporate* lion financial rewards (recognition, praise, achievement, responsibility anti 

personal growth) and, in many eases, performance management processes.

Employees* compensation is an outcome o f  rcwatdmg employees with monetary and non

monetary benefit* according to the value o f then work, thus compensating them tor their 

efforts. Ibc value of work (employee's worth) contnbured during a set period t» determined via 

performance appraisal, while taking into consideration the |ob worth and other factors 

Hie traditional compensation process ha* three (3) COmjH>ncnt*, namely the determination o f the 

internal |ob worth by |oh analysis and evaluation; the determination o f  job value in external 

labour market by using for example salary suncy analysis; and the determination o f  individual 

worth o f  an employee by means of performance appraisal (Newman and Milkovich, 1990). I he 

compensation prucc** should also stove towards |ust distnbunrin o f benefit*

W lien eoinpmsaung procedural |usuce is very crucial and rim can be |udgcd on the basts o f six 

rules namely, consistency - rnmpcmaitun allocation should I *  consistent aero** ume and 

employees, bias suppression allocation should not be milucnccd h\ personal self interest of 

allocator, corrcctubilin procedures should be set that penntt to modify derisions when needed; 

accuracy allocation should he based on accurate input ttilormutum; ethicality -  allocations must 

follow existing moral and i ducal guidelines, and representativeness -  all employees afl'eetcd by 

the process should have their interests represented Ibe study by Newmanti and Milkovich 

(1990 showed thai there are Considerable gap* in priNedural |u»ncc. especially in terms of 

measuring external markets wages lot determination oi external job value.
I

Pay ha* been title ol the tn«»*t perunent issues in many organization* ,md traditionally tin criteria 

th.il have intlutuccd pay and pay increases have mcluiicd the profit, jab evaluation, tciuoritv ol
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economic factor* *uch as unemployment level* and |«>b security, die cost o f living and 

the government intervention, where the government may intervene in the employment 

relationship in term* o f attempting fo influence wage inflation through initiative* 

introduced in the Public Sector anti by encouraging certain typr> ol compensation such 

as profit shanitg or share opnoti schemes (Beardwcll & I loldm . 1997 331 556).

I'or an organization io float in the curtem turbulent business environment, it has to map 

out strategies, which will act a* a link between the business and the environment Ihis 

environment, which is turbulent, constantly changing is very crucial tor organizations in 

order lo avoid problems that amc out o f  the maladjustment o f  any organutauon t«» its 

environment iPearce Robinson. 1997; Johnson A Scholcs, 2002).

1.1.2 Jo b  Satisfaction

Jo b  sauslacnon i> a measure of the degree o f  vs Inch employees express satufaiuon with 

rlutr |obs (Yoder & I by; 1990) It is the favourableness or unfavourablencSi with ye Inch 

employees view their yyork (l.awler III, 1971) and looks at the extent to which employees 

have jioMUvc ot negative attitude towards thru work Ixteke described |ob satisfaction a*. 

“ a pleasurable feeling that results from the perception that one's job fullilla or allows lor 

the fulfillment of one'* important job values" I lui is. ii is die discrepancy ho tween what 

an employee values and yvhat the situation provides

According to Milkovtch itt Boudrrati (|988:P2) |ob satisfaction i» a pleasurable or 

positive emotional reacnon to a person's |ob experience*. Specior described job 

satisfacuon as. "  a cluster o f evaluative feeling about a job” while Robert Lustier 

described it a», “ a person’s emotional response to either aspects o f  work such as pay. 

supervision, and benefits, or io die work Itself." Dawis and laikpiot • 1VHI. defined job 

satisfaction as die result o f die worker’s appraisal of the degree to which the work 

environment fiillill* the individual's needs AH these definitions are similar as they view 

joh satisfaction as the degree ol an employee's aflccuvc orientation toward the work role 

occupied in the organization

hdwtn Ixxkc promised a discrepancy theory o f job satisfaction, that states dial 

satisfaction is affected by two factors, dial l» the individual' values that define what they 

w-ant or desire as well as the importance o f  the desire and the perceptions that define 

how much rite individuals believe they are receiving. I he discrepancy between desired 

and iKTcetved work faecls, as well as the importance o f rile facet, determines, the level o f 

satisfaction lh c most determinants o f |ob satisfaction include race. age. working
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conditions, control o f work. establishment »wr, liiuiui.il rewards, public linage ol the 

workplace, promotion opportunities, work content and attitudes of co workers (l-utrcll.

1979).

Analysts measure )oh satisfaction primarily through ipiciUontiaire*. which typically 

address satisfaction with various facets o f  the |ob, as well as provide an overall 

satisfaction score for each employee, lh c Jo b  Desonpmc Index ()DI) measures 

satisfaction with five |ob facets, work itself, supervision, pay, promotion opportune and 

co workers The Minnesota Satisfaction Questionnaire (MSQ) measures satisfaction with 

twenty (20) work facets: ability utilization, achievement, acnvtty, advanennent, authority, 

company policies and practices, compensation, co worker*, creauvity. independence, 

moral values, recognition, responsibility, smutty, social service, social status, superv ision 

human relations, supervision-technical, variety and working conditions. Analysts 

compute overall measures o f individual satisfaction by summing the individual facet 

satisfaction levels, or bv asking individuals a specific ij ties lion about their overall 

satisfaction (Milkovtch dk Boudreau, 19RX172 3

1.1.3 Organizational Commitment (Citizenship)

employee commitment is an important tactor in urgantzanonal cffccuvcness, especially 

at the umc when competition is so intense Salancik (1977) put it that, "  < aiinmitlitent is a 

slate o f being in which til individual becomes hound hv ltis .icUon> to beliefs that sustain 

hi* activities and his own involvement M llvree features o f behaviour are important in 

binding individuals to acts; the visibility o f  the art* (visibility;, the extent to which tin- 

outcomes arc irrevocable (irrevocability), and the degree io which the person undertakes 

action voluntarily (voliuonality). Salancik ( I V 7 ;  70) noics that, “  thr power of 

comnutmcnt in shaping attitudes stems front the fact that individuals ad|u»r their 

atnrudcs to fit the situations to which they are committed" According to lum 

conututmeut ran be increased and liarnesscd "  to obtain support lor organizational ends 

and interests" through such ploy* as participation in derisions about actum*

Mowdav ct al (1982) defined commitment as, *' the rvlativi strength of an individual's 

tdenttficanon with ami involvement in a particular organization. Conceptually, it can be 

t haractenzed by at least three factors: a) a strong belief in and acceptance o f the 

organization'!* goals and values; b) a willingness to exert considerable effort on behalf of 

the organization; and c) a strong de*irc to maintain membership in the organization in 

the organization (Mowdav. Porter & Steers, 1982. 2~ I fence the definition suggests that

4



cummiiincni is a muliklirncnMon.il construct consisting o f  what arc commonly described 

as affective commitment, effort commitment anti continuance cominiimrni

Mowdav rt al (1982) also defined commitment as consisting o f three components 

namely, identification with the goals and values o f  the organization, a desire to belong to 

the organization, and a willingness to display effort on behalf o f  the organization

Organizational commitment focuses on employee’* commitment to die organization and 

is the most maturely developed of all rhe commitment constructs as stated h\ Morrow 

AcMcFJroy’s (1993). Meyers & Mien (1991) developed a framework that was ds signed to 

measure three (3) different type* o f organizational commitment a) Affective or value 

enmnutment refers lu employee's emotional attachment, identification with, and 

involvement in the organization It measures whether the respondent In-licves his or her 

values arc in line with those o f ihr organization Employees with a strong affccuvc 

commitment stay with the orgamzalion because they want to.

b) Continuance or behavioral commitment refers to employers' assessment o f  whether 

the costs o f leaving the organization are greater than the coats o f staying Members make 

•acnflees for the organization to the point that it becomes too costly for them to leave

I icncc, tins component ol commitment measures the member's behavioral dedication to 

the survival ol ihr organization (Mow-day. Porter Ac Steers, 1982) Employees who 

perceive thul the costs o f  leaving arc greater than the c<*>ts o f staling remain because 

ihc\ need to. Ilu> form of commitment is identified with Becker’s “Side-bet" iheory, 

which Suggests that individuals arc likely to stay with an organization due to the 

extraneous benefits o f staymg.

c) Nonnanvc or effort commitmcni refers to employees' feeling o f obligation to the 

organization It measures whether the respondent is willing to exert effort lo see the 

organization succeed. I mployccs with high levels of normative commitment stay with 

organization because they feel they ought to In arguing for the framework. Meyer Ac 

Mien (1991) contended that affective, connnuance and normativ. commitment were 

components rather than type* because employees could have varying degrees of all the 

three. Lven though the authors present this argument, thev do not imply that there is a 

rationale for summing all the scales to obtain an overall score tor organizational 

commitment

Many factors influence employee commitment, including commitment to the manager, 

occupation, profession or career (Meyer At Mien. 1997'. Ken-art It has also linked
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organizational commitment to leadership behaviours that are relation* oriented and task- 

onented. Jennier it  Rerke* (1979) discovered that employee* who were allowed to 

participate in decision-making had higher levels o f commitment ro the orgam/auon 

DcColiis Summer* (1987) found that when employees were treated with consideration 

they displayed greater levels o f commitment

According to Sekaran (1992), the greater the chances arc lor advancement within dis

organization. the higher is likely to be the level o f  organizational commitment expressed 

by the employee When employees know that they are going to grow and prosper in the 

current organization, their level oi commitment to stay with the organization is expected 

to lie high Similarly, if  employees arc highly satisfied with their work, coworkers, pay and 

supervision and derive high level o f overall |ob sausi'actnm with their job* ihcy are more 

likely to be commuted to the organization than it dies arc not satisfied

1,1,4 Pay Type, Jo b  Satisfaction and Commitment

Pay type* arc the loud o f  compensation or rewards on offer to employees upon 

exercising their responsibilities as employees o f a certain entity I hey van in the way they 

arc used and comprise among others: the contingent pay that consists o f  payments 

related to individual performance, conmbulion, competence or skill or to team or 

organization performance. This type o! pay can he awarded in two way* a* a 

consolidated increase to the basic rate o f pay. or as cash lumpsum :variable pay) 

(Armstrong, 2003 676),

Competence related pav provide* tor pay progression to lie linked to assessment* ot the 

levels of competence people have achieved. It rewards people for their ability to perform, 

not just their performance. It is hased on agreed framework of competences or 

capabilities, some ol which arc generic (applicable io a number o f roles) and some 

specific to particular roles It is also based on the achievement o f specific results 

expressed in the form o f targets or projects to be completed, although il is concerned 

with the attainment on a continuing ba»i* ol agreed standards o f pcrioniHiiiCC It look* 

forward in die sense that II implies that when pcopk have reached a certain level oi 

competence they will be able to go on using it cficcuvcly into the future II is based on 

agreed definitions o f competence requirement* expressed in the language o f  role holders 

ansi on agreement about the evidence that can Ik- used to asses* levels o f competence
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Performance related pay (PRP) relate* pay progression (increase* to bane rate) «>r bonus 

to the assessed perl'oitiunce of individuals. It looks backwards this t» what you have |ust 

achieved and this is your reward lor achieving u. Ibis is often. although not always based 

on managerial judgement which individuals concerned may find dit limit to accept.

Skill based pay is •• payment method in which pay progression is linked to die number, 

kind and depth o f skills that individuals develop and use. It involves paving for the 

horizontal acquisition o f  the skills requited to undertake a wider range o f  tasks, and/or 

tor the vertical development ot the skills needed to operate at a higher level or die 

development o f  existing .'kills. The pay system is people rather than |ob onenred 

Individual* are paid for the skill* they are capable o f  using (a* long as those skills arc 

necessary), not for the |ob they happen to be doing ai the tune I lowevct, tin* type o f pay 

is not concerned with how well people use their skills

Contribution-related pay i* a process for making pav decisions which arc based on 

assessments o f both the outcome* ul the work carried out by individual* and die levels 

ot skdl and competence which have intlucnccd these outcomes.

Team -based pay provides rewards to reams or groups o f employees carrying out similar 

and related work which is linked 10 the performance o f  the team, which may be 

measured in terms o f output and/or die achievement of service delivery standards. The 

quality o f the outpur and the opinion ot the customers about >ervtee levels arc also often 

taken into account. According to Armstrong and Ryden (1996), leant pay t* usually paid 

in the form ot a bonus which is shared amongst team members m proportion to their 

base rate of pav. Individual team members mav be eligible for competence -related or 

skill based pay hut not for performance related pav

Organizanoti wide bonus schemes pav schemes pay sums of money to employees, the 

sum being related to company or plant wide performance. They are designed to share 

the company's prosperity with its employee' and thus to increase their comttiiuiiciu to it* 

ob|ccuves and values Because they don't relate reward directly to individual ctiort they 

arc not effective as direct motivator*, although gam sharing schemes can focus directly 

on what need* to he done to improve performance and so get employee* involved in 

productivity improvement or eosr -reduction plans. The three mam types ol schemes arc 

gam dialing, profit sharing and profit related pav (.Armstrong, 2«Mi3: 697)
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On the other hand commitment i* a more global response to .in organisation ami job 

satisfaction is more o f a response ro a specific job or various facets o f  rhe job, Job 

satisfaction is thus an attitude toward work-related condition*, facet*, or aspect* o f the 

job. Therefore commitment suggest* more o f  an attachment to die employing 

organization as opposed to specific tasks, environmental factors and the location where 

the duties arc performed

1.1.5 State Corporations in Kenya

The pamtatal* (stale corporations) are one component o f the Kenyan Public Service that 

encompasses among other*, the Central Government, the laical Authonty and the 

l eaching services Ihe Mate Corporations composes o f agencies and enterprises whollv 

owned by the Mate and state controlled enterprise* where the Government ha* majority 

shares. Ihe core civil serv ice employ* 115,026 officers while the State < 'iirporttUona have 

86.87S employees ; llic Standard Newspaper, dated March 20, 2006)

Kenya has otic hundred and forty two (1 12) State Corporations charged with rhe 

responsibility o f  rendering service* to the public on Ik half o f the Government. Moil of 

the Stale Corporation* have lor a long time been registering losses hence becoming a big 

liability on the state, being financed by rhe Treasury for the operanons In order to turn 

around these HisUtuUom and rcmm them to profitability, the Government launched 

comprehensive and integrated public sector reform program*. Various intuauves were 

recommended and implemented with a view to enabling the public sector to cope up 

with the turbulent business environment Among the measure* implemented included 

downsizing, pm ati/aUon, outsourcing and Performance based Management 1 hese 

changes have subsequently led to fiatrer. leaner, more focused organizations with 

capability and capacity to provide efficient management o f  public resource* 

(G.O.K/Donor Consultative Meeting).

1.2 Statement of the problem

literature provides evidence for a strong relationship between |ob satisfaction anil 

specific individual social-economic characlcrouct, namely gender (Clark, 1997; Kaiser. 

2002; Mogucrou, 2002], age (Clark and Oswald, 1996; Grool and S'an dc Hunk, 1999). 

cducanon ( Ward and Sloanc. 1999), wage* (l.vdon and Cluvalicr, 2002), working hour* 

((.‘lark and Oswald. 1996; Dntknpntiln* and Ihcodussiou, 1997), trade union staiu* 

(Horjas. 1979; freeman and Mcdol'f. 1981. ljlluLthl and Singcll. 1993} and estabhshmrnt 

size ( l.ang and |ohmon, 1994. Sloanc and \\ ilium*. 2000)
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F.vcn though union membership i< positively related to wages, it has a negative effect on 

the job satisfaction due to so culled "exit voice" (Freeman and Medoff, 1984; 

Blanchflowcr and Oswald, 1999; Drakopoulos and llieodossiou, 1997), that is, 

dissatisfied union workers tend to remain in their jobs and express their complaints 

through the union whereas dissatisfied non union workers lend to leave (Miller, 1990, 

Bender and Sloane. 1998) I ullydahl and Singcll 1993) found that, although unionized 

members feel more satisfied with salaries, benefits and job smutty, their satllfaction with 

all other facets o f then- jobs is x> low that their reported job satisfaction is overall lower 

compared to that o f  the non-uninni/cd employees In addition, even though l.vdon A 

Chavalier (2002) by using two cohorts o f  I 'K  university graduatr* found a Mtxmg 

relationship between |ol> satisfaction and wages, after assuming that the wage variable is 

cxogcncous and that the choice of the relative wages is the correct one. there is no local 

smdy, which has been done to hark these assertions

From the study by Richard Johns (3105) |«>l> sanafaction, like autonomy was found to be 

significant tor all rise three measures o f  commitment for both the bivariate correlations 

and the regression analyses )ob sanstarnon is closely related to commitment and is 

considered a strong indicator o f  commitment lancoln and Kullrnbcrg; 1990). Other 

literature reviewed on orgaui/alton comnuunent, showed that even though earner 

advancement and autonomy was found to be related to all the three measures of 

commitment tti the regression analyst*, the analysts showed that earnings slid not 

significantly relate to any o f the measures, hence the need lor the author to pursue the 

study a* he has a conviction that the results will In- different ut Kenya

llicrc is no smdy that lias been done to aulhontatively show if indeed a relationship 

exists between pay, job sausluction and oigaiu/.arional commitment of employees 

working in the State Corporations in Kenya Ibis gap in knowledge has thus necessitated 

the proposed study. The research problem statement leads to the following questions 

What is die relationship between the type ot pay and job satisfaction o f employees 

working in Slate Corporations in Kenya? and What is the relanonship between the type 

o f Pay and the Organisation Commitment o f  employees working in State Corporations 

in Kenya?
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1.3 Objective* of the arudy

a) To establish relationship between the type of pay and job satisfaction of employees 

working in State Corporation* in Kenya

b) lb  determine relationship between the type o f pay and organizational commitment of 

employee* working m State Corporations in Kenya

1.4 Significancc/Juxtificalion o f the ktudy

Tilts study t* intended to establish the relationship between the type and level of pay offered 

in State Corporations and |ob sausfacuon or organizational commitment o f  employees in 

such organizations.

Tile beneficiaries o f the remit*/outcome* o f the study will include:

j  Policy makcrs/decision makers in public at lairs, where the results will Ik  used for 

benchmarking (trend setting) and formulsnon o f  compensation and other employee 

benefits policies

U Regulators in formulation of monetary and fiscal Polities, with a view of ensuring that 

the benefits are cascading to the critical mass in the country 

u Senior/Top Management o f the concerned organizations, in formulation o f policies 

related to compensanon, employee relations, welfare and safety o f employes.

□  Current employees, where the outcome o f  the study may be used for devising policies 

that will boost staff morale, motivation, loyally, teamwork & confidence building at the 

workplace, and commitment to the organization and good public relations/imaging oi 

the organization in quesnon. TTic study will also be useful in dealing with cases o f 

abscntcciMTi anil turnover in those organizations.

U Prospective employees o f the organization, where the study will deal with attraction and 

rctainance o f would-be employees, loy alty and dedication of stall to the organizations 

and/or good reputation /marketing o f the orgamzauons 

U Dependants ol current/prospective employees. Hie study could Ik- used in mapping 

out strategics/measures in improving the quality o f  life and building o f the future o f  the 

dependant*. This may include staff welfare and medical benefit* o f the affected staff 

a  future researchers, in mapping mil wavs for future research work in similar fields and 

dissimilar organizations, extension ot the research work to other sectors of the 

economy and for future reference and referral
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u Vcadcmiciam, who will use ihc study in generation o f ideas and extension of the 

existing ihcorv work, falsification o f early rcsults/appltcalion o f  result* to different 

work/job setup* Ihe results ul the study may trigger other studies, which may validate 

among other t*sucs the mcihodologv used in the study.

J  Community, where the results o f the *tudy may resuli tn interventions that may lead tn 

improved social corporate rcaptmsibtlifv and provision o f good social amenities 

J  Manugers/Supervisors, when designing policies to improve organization's productivity. 

J  I rade unions, when negotiating for employee rewards and benefits 

j  Consumers, who will benefit from high productivity ami high ijiiality ol produrts and 

services

j  Human Resource l'racdnoncrs, where the study will come up with means .uni way* o f 

dealing with turnover and absenteeism, which will translate to healthier and more 

competitive society.

II
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C H A P T E R  2: L IT E R A T U R E  R E V IE W

2.1 Hay

2.2

Tremblay A; Chciicvcrt (2<K)4) examined the cffcctivcne** o f  compcn»aunn strategy 

< anadiiui tcchnology-inicniuvc firms by u*ing a lirsi (I" survey of two hundred and rtfi \ 

(2 l2  firms, which showed that technology intensity had a significant influence on compel 

policies \ second survey o f one hundred twenty eight (12H) organization* showed that » ' 

compensation strategies were better adapted io firms hi high technology environment^ t 

bonuses and emphasis on group performance incenUve plan* were positively associate^ 

organizational market performance in high lech firm*. The result* showed that extensive ,t '• 

individual pcrtonnonce pay plans in lugh iccli firm* increases die m e  of rumover. when 

use of group inccnnvc plans decreases the rate o f turnover

liven though il was found that some evidence existed In support ili.ii compensation chon, 

driven by the intensity o f technology and tlut organizational performance was driven by 

compensauon choices, the study presented some limitations, namely; the possibility of re-, 

bias that could not he ruled our. and that the Human Resource* Director*' and Compel 

Managers' an*wen were not compared with other viewpoint*, for example those u 

managers or employees. In addinon, some compensation strategies could nor he measured. 

Study , for example job or skills, direct versus indirect rnui|M iitauon

kilik.i : 1999) in a Case Study o f the Co-operative Hank of Kenya went mil to identify M.^

compensation prcfercuccs and also to assess the extent by which such preferences were

\
tnct by the existing compcnsanon schemes 1 le found out that managers hail several 

which formed the bans for their preferences. Ill* study revealed that prefcrcnten diffen 

different item* o f compensation and dial ihi non eeonotiuc rewards is ere relatively v 

preferred to the economic ones. I’hcrc was however a wnk association iK-rwciOi 

preference* and the demographic variables o f  seniority ami occupation 'Ike cam- study 

that there were significant managers' preferences and rhcit opinion towards the cxisung *

Jo b  Satihfaction

\ survey by Andre Hishay (1996) on. “Teacher MoUvation and Job SulisfactiO 

Employing the F.\|>enciicc sampling Method” wa* conducted at the Mronx I Itgh 1  

Saencc in New York City. I he levels of fob satisfaction and mouvahon were m c 

survey in a sample of fifty (SO) teachers A sample o f  twelve (12; teacher* yva* then 

•he Experience Sampling Method (KSM) that i* used in delcrmine which daily 

activities lead to ihc highest level ol monvanon and fob satisfaction f-SM maw



C H A P T E R  2: L IT E R A T I  R li  R E V IE W

2.1 •***>
Ircmblav & (..hcncvcrt (2U0-J) exanuncJ the cffecuvcness ol compensation strategics in 

Canadian technology-intensive firms by using a first (I") survey o f  two hundred and fifty two 

(252) linns, which showed that technology intentity had a significant influence on cotnpemauon 

policies. A second survey ot one hundred twenty eight (128) organizations showed ihar several 

compensation strategies were belter adapted to firms m high technology environments. Ray 

bonuses and emphasis on group perfoniuutcc uicenuve plans were positively associated with 

organizational market performance in high tech firms. The results showed that extensive use of 

individual performance pay plans in high reeh firms increases the rale o f turnover, whereas the 

use o f group incentive plans decreases the rate of turnover

I-ven though u was found dial some evidence existed to support dial compensation choices are 

driven by thr intensity o f  technology and that organizational performance was driven by specific 

coinpmsanon choices, the study presented some limitations, namely; the possibility ol response 

bias dial could not be ruled Out; and dial die Human Resources Directors’ and Compensation 

Managers' answers were not compared with other viewpoints, for example those o f line 

manager* or employer*. In addition, some compensation strategic* could not Ik1 measured lit the 

study, for example job or skills, direct versus indirect compensation

Kilika ;1999) in a Case Study of the Co operative Hank o f Kenya went out to identity Managers 

compensation preferences and also to assess the extent by which such preferences were being 

met by the existing compensation scheme*. He found out that manager* lud several needs, 

which lormcd the basis for ilinr preferences. I Its srudv revealed that preferences differed for 

different items o f  compensation and that the non economic reward* were relatively more 

preferred lo the ccononuc one* I here was however a weak association between ihrsc 

preference* and the demugrapluc variable* ol seniority and occupation The case study showed 

thai there were significant managers’ preferences and their opinion rowan Is tin existing scheme

2.2 Jo b  Satisfaction

\ survey by Andre Mishay (19% ) on, "Teacher Motivation and Jo b  Satisfaction A study 

l-.mplming rhe Hxpcnence sampling Method’’ was conducted at the Bronx High School of 

Science in New York City Hie level* of job saris foe non and motivation were measured by a 

survey in a sample ot fifty (30) teachers. A sample o f twelve (12) teachers was then studied using 

•he P.xpcnnicc Sampling Method (TSM) rhar is used to deienmtu which daily work related

activities lead to the highest level o f motivation and |ob satisfaction KSM nukes use ot an
12



electronic device to page rhe sub|cct several umrs a das When heeled, the subject complete* a 

short *ur\o- about what they are doing, who ihcy are with, and how they axe feeling F.SM thus 

provide* a more richly detailed picture o f the day-to day live.* and emotions of participants than 

convenuotial surveys In the studs, the concept o f  flow (experience) was used to help determine 

which activities are the most “ psychologically rewarding", winch are inure conducive to teacher 

motivation, and which contribute to the fulfillment o f higher-order needs Mow may be applied 

to measure |ob saUstaetton, which is an index o f morale and motis auon.

The studs made use o f two types o f  surveys; convennonal survey* consisting o f  fifty tpioUuns 

that were distributed to teacher* in order lo find out whether certain personal charactemnc* or 

activities would atteci opinions aboui teaching. In the second part o f the survey, IvSM survey* 

were given to 12 teachers who volunteered to participate Fach participant was given a svatch 

that wan randomly programmed to page the wearer five time* throughout the school day. 

leather* were given live booklets, each booklet corresponded to one o f  the live das* in the 

school week and each contained six shun surveys The KSM surveys provided multiple 

snapshots o f the live* of teachers by discovering svhat they fell and ill ought at die instant they 

wire heeled.

Ilic teacher* were randomh heeled by special pager* 3 time* a dav for S days and completed 

surveys on mood and activity for each beef, resulting in PXi report* of feather's daily 

experience Jo b  »an»facuon ami motivation correlated significantly with responsibility level*, 

gender. Sub|ect, age. stars til teaching experience and activity For tlu> group o f  teacher* who 

worked in a school with selective student body, overall motivation and job satisfaction level* 

wrre lugh Baud on the finding*, it appeared that graullcalimi ul higher order need* is more 

un|K>rta»t for |ob satisfaction

from  the study, teachers svhn had higher level* o f responsibility, usually in the form of 

compensatory-time work, administrative posiUon* (that i» Dean, Department Head) or 

Advisorahtp o f  a club, had significantly higher level* ol satisfactions. Hie nature o f  the link 

cannot be determined from tin* study.

Ktchard A. Murray (1990) using rhe \cationic Nffair* lahr.irs ol the 1 Diversity o f < arolina at flu 

Ou|>d Hill a* a caw slink inve*iigaicd whether professional and panprufcssmnal stall in l.irj r̂ 

academic librane* experience significantly different levels and sources o f job *aii»facnon Hie 

study rook into cognizant that (actors that impart die library employee a* an individual can 

impart In* or her performance a* a service provider a* wi ll From rhe *md\ it was found ihai

13



ctnpk>ycc» at thi* Library were satisfied with their |<)1>k, though professional librarians are 

significantly more satisfied than the suppon stall.

Wlulc both types o f staff were basically satisfied with their jobs, there were significant dittcrcnccs 

in IrvrU of satisfacuoti in seseral area* Professional* were significantly more satisfied than 

paraprofessKitub in ihc areas of enjoyment ol die work iisclt, co workers, appreciation and 

recogninon. protnonon. pay and overall saustacuon.

It t* evident from the study that both type* o f employees are strongly samfied with thetr 

supervision, co workers, and die nature uf die work they do. Areas in which both groups share 

common satisfaction create a toundation on which efforts to bridge the gap can be based 

While the library should he pleased that both group* are satisfied, the fact that such strong 

difference* exist in sonic areas should be addressed.

Nikoiaou. Ihcodossiu and VamIciou (2004) in their studs dubbed. "  Docs |ob sccunty increase 

lob satisfaction' A study of the I'.uropean Experience" investigated the relationship between |ob 

satisfaction and |ob security in European countries by attempting to lake into account the 

endogenous nature- o f the )ob security, that is |ob saustacuon relationship after controlling lor 

the various economic and personal characteristics. \n issue largely Ignored in the literature is 

that job security may affect workers* job satisfaction blit II may also lie the case thai dissatisfied 

workers may face an increased nsk o f losing their job. hence taemg greater job insecurity the 

repercussions.

I lie results showed dial even alter controlling tor endogeneity, workers in jobs with low 

likelihood o f |ob termination denvc higher utilirv from work (job satisfaction compared to 

workers in insecure |ol>* and this appeared to be the ease lor both men and women.

Uncertainty concerning the job security has detrimental effect on job satisfaction. Ihe study 

showed that the Icvd o f job sccunty reported by workers is relaxed ro vanous |ob ami personal 

characteristic* Job sccunty i* greater lor those who use thru skills during the performance <>t 

their job tusks and for those who arc employed in the public sector Jo b  security is higher among 

older workers, mamed individuals and especifllb mamed women Long job tenure is an 

important determinant o f greater job security as ibis shows long-term employer employee 

relauonslup and a good job match finally, trade union mcmlicrship lends m decrease job 

insecurity. Workers who believe that there is nol high likelihood to lose their job exhibit higher 

|ob sanstaction than the reminder and this effect become* even more pronounced when the 

endogeneity in )ub security -  job sanslacnon relationship i» taken lulu account, The study raises
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doubts on the social and economic desirability o f human resource management measures *

favoring labour market efficiency via labour market flexibility.
’ >ldy

Sou»a Poza and Souza-Poza (2'X'U) used die International Social Survey Programme (ISSIv
J to

study the detcriiun.mts o f job satisfaction anti *howcd that job sceutm significantly increases ,the
individual's job satisfaction Hies analv/ed |uh satisfaction on the assumption that it depend*

on
the balance between work-role inputs (education, work umc, ((Ton) and work role ouij^ 

(wages, tnngc benefits, slants, working conditions, intrinsic aspects) Thus, it work work r 

outputs ('pleasures’) increase relative to work work role inputs ('pains'), ihcn the job saUftfacti
>̂11

will inctease, 'Hie authors found that some determinants ot job satisfaction such as job >ccut>
«ty

arc country specilic.

Agala-Mulwa (2002) thruugli a study titled, “A survey u! the relationship between training ai( j 

development programme* and job satisfaction in micro-finance instinnion* in Nairobi. Kcn$;(„ 

sought to investigate the relationship between rmining, and development programmes and |uj 

sausfaetton in selected Micrutinance m*u«utlons in Nairobi. Ihc population con vis red o f thri.  ̂

(3) cadre* o f staff namely, senior level management, the middle level management an ĵ 

credit/loan officers and the data was collected through use o f  questionnaire completed by tw< 

representatives from each o f  the three categoric* o f stal l plus the human resource manager, wh<4 

gave feedback on training politic* o f the mstituuons.

From the *tud> n was found that indeed some relationship cxisiid Ik twren job »au»facuon and 

training & development programme* Ibis was evidenced In the fact from tire findings, the 

higher the per capita expenditure on training a category had: the higher was the level o f job 

satisfaction among the respondents. Hie credit offtcerv. who had llic highest percentage <»l tin 

trauung budgets and opportunities allocated to, were the most itlccted. Companies that had 

high per capita expenditures in training were found to have high job performance levels 

In a nutshell, u was lotuid out that the frequency, relevance and tin amount* spend on training 

and development programmes had a significant role in play in the levels of |ob satisfaction 

among stall in Micro-finance mstituiions ui Nairobi, Kenya.

King'ori ;2003) set oul to establish ehlfereni types ol employee diserlmmanun and establish 

whether there was a relationship between discrimination and employee )ol> satisfaction in J»m ate 

international pnmarv and secondary school* in Nairobi. Kenya Hie study found tli 

discrimination doe* exist ui private international pntnart and secondary school* and t 

different type* o f discrimination captured included race. agt and gender It was also establish 

that discrimination, especially racial discrimination bail an effect on |ob sadslaco



Sousa Po/a and Souza-Poza (21HXI) used the Inlenutiotial Nkm I Survey Programme ISSP) to 

»tud\ the determinants o f  job satisfaction and showed that job security significantly increases the 

individual's fob satisfaction llicy analyzed fob satisfaction on the assumption that it depends on 

the balance between work role inputs (education, work time, effort) and work role outputs 

(wages, fringe benefits, status, working conditions, mtnnsic aspects] llius, if work work role 

outputs (•pleasures') increase relative to work work-role input* (’pains'), then thr fob satisfaction 

will increase. Ihc authors found that some determinants o f fob satisfaction such as job security 

are country specific

Agola Mulw.i (21X12) through a study titled. “A survey o f  the relationship between training and 

development programmes and job satisfaction in micro-finance institutions in Nairobi, Kenya" 

sought to investigate the relationship between training and development programme* and fob 

satisfaction in selected Mferofinanee mstimtinn* in Nairobi. Thr population consisted of three 

(3) cadres ot stall namely, seiuor level management, the middle level management and 

iTcdit/loan officers and the data was collected through use of ijuejfirmnaire completed by rwo 

representatives from each o f the three categories of stall plus the human resource malinger, who 

gave feedback On training policies of the institutions.

From the studs n was found that indeed some relationship existed between job satisfacuon and 

training &  development programmes Ihi* wa* evidenced by the fact from the findings, the 

higher the per capita expenditure on trauung a category had; the higher was the level of job 

satisfaction among the respondents The credit officers, who had the highest percentage o f the 

training Itudget* and opportunities allocated to, were thr most affected. Companies that had 

high per capita expenditures in training were found to hav e high fob performance levels.

In a nutshell, 11 was found out that the frequency, relevance ami the amounts spend on training 

and development programmes had a significant role to play in lilt level* o f  job satisfaction 

among staff in Micro finance insntuuons in Nairobi, Kenya

Kmg’on (3003) set out to establish different types of employee discrimination and establish 

whether there was a relationship between discrimination and employee job satisfaction in private 

international primary and secondary schools in Nairobi, Kenya The study found that 

discnnunarion does exist in private international primary and secondary schools and the 

different types o f discrimination captured included race, age and gender It was also established 

'hai discrimination, especially racial discrimination had an effect on |ob satisfaction as

doubt* on the social and economic durability o f human resource management measure# solely

favoring labour market efficiency via labour market flexibility
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respondent* indicated that some of the tactors thar caused tlicir job dissatisfaction or job 

tansfaction were related to presence or absence ot discrimination within die school

Organizational Commitment

Icimtciti o f University o f  Nevada, Las Vegas {3)01) did a study o f relationships between |ob 

satisfaction and organizational commitment among restaurant employees

The purpose ol' the study was to gam a better understanding ol ihc relationship between |ob 

satisfaction and organizational commitment o f employees at two iocanons o f  a national 

restaurant chain in Southern Nevada Ihc smd\ also focused on revealing homogenous 

demographic dtaractcnstics these employees exhibit that aitcei their satisfaction level.

Ihc research was conducted through a survey in>trumcnt consisnng o f demographic. |ob 

satisfaction and otgamzanonal commitment questions adopted 1mm the validated Minnesota job 

satisfaction and organizational commitment questionnaires. I he study generated a 74.5% 

responses rate from 13" employees who had worked at these two foodttervtce operations lor 

more than one week Ihc responses were statistically analyzed with several imbalanced factorial 

\NOVA*. one way \N( >VA» ami stepwise multiple regression analy sis

Mthough the study i ' limited tit its geucrahzabihty, u suggests that particular demographic 

characteristic* can alfcet a person’s level o f  satlsfacnon with n fuodscrvtcc operation I rony the 

findings, tenure was shown to have a significant relationship with general satisfaction and several 

ol the category variables, llicrc is a significant negative relauonshtp between the educational 

level ot employees and their sansfacdon with recogtiiuon, a finding that i* consistent with several 

studies in which education was found to have an inverse relationship with organization 

commitment Angle & Perry, 1981, Morn.* >hcrman. 19811 Kescarrhrrs found no significant 

components ot intrinsic satisfaction that affected commitment

Ih n r  are various gaps which arc evident in this study which include, a small si/c sample (a large 

sample o f  foodscrvicc operation* need in be used) and components of job satisfaction should be 

re-evaluated as the study may suiter from reverse causality ami common method variance 

problems that sometimes present themselves m satisfactioii/comuutmcni studies

Snnivat (2002) studied organizational conumuncnt and job burnout among employee* of non- 

pmtu organizations lie  focused on the bailiffs working in the Sheriffs department and used 

locus groups that were conducted to idenufy stressful events cxpencnccti by the bailiffs.

Ih c  results o f  the study indicated role conflict, role ambiguity ami social support were 

significantly related to burnout Individual who experienced greater role conflict and ambiguity 

tended to experience greater levels o f bumout Individual* who had strong social support 

tncchantsnu hi place tended to experience less burnout. No significant relationship was found
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between organizational committncnl ami >tre*» and o f varum* source* of burnout, role conflict 

and role ambiguity appeared to have the most significant impact

The gap, winch emanates from ihc study include: small sample sire that could have led to no 

relationship between either altitudinal commitment or continuance cotnnutment. Ihc 

implication o f the study to organizational bfc is there is need for employ ers to continue to 

provide dear role cxpeciauons to their employees; conflicting role demands need to he reduced 

to the extent possible, individuals having rolr conflicts as part ol their job description, need to 

discuss their contradictory roles with their "supervisors" as to i lev clop coping skill:, to deal with 

these situations; mechanisms need to be put in place to foster social support experience without 

crossing the line o f professional conduct and ihat programs such a» tlextime mav enhance the 

employee'* perceptions of how much social support they receive from their work environment 

which could in turn lead to lower job burnout

Richard John* (2005) exanuned the relationship between organizational commitment, job 

performance and several individual and work related variables among the l >  Workers.

The study has some gaps among them being; the Undings that charactenstics like gender, race 

and education can determine commitment though only tn a limited capacity raise* the question 

that Docs these characteristics suggest policy implication for hiring'' . Hie finding that women, 

nonwhltc and less educated arc more likely to be commuted. Does this suggest that a) 

F.mployers should seek out nonwhite female employees with less education? b) Are there 

feature* o f  ofgatu/aUonal design that obstruct or facilitate females commitment to the 

organization? Hits suggests additional research is necessary to understand this connection and to 

examine what tmpltcanons arc for this finding; the finding on self employment raises the 

following question*: I) W hy isn't the association between commitment and self employment 

higher dun what was found? 2) Why was n not related to cllort commitment in the multivariate 

analysts* Being sell employed would suggest that the organization reflects the individual, thus 

the values should be the same ami the mdividuab ought to he willing lo exert effort in order to 

see his or organization succeed Hie finding suggests that addiuotia! research is needed to 

understand the phenomenon o f sell employment, which is noi a typical variable found in a 

commitment study.

Bay, Jo b  Satisfaction and Organizational Commitment

from  the literature review, what a n n o  up is that even though there arc segregated snidtes that 

have been done in related areas, there t> no *tuilv that ha' been done in the country to establish
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CHAPTER 3: METHODOLOGY

3.1 Rcwurch Deaign

The rcKarch design used lor this study was a survey because llie luiurc o f die data collected was 

cross sccuonal. Ibis implies that data was collected across several organizations at one point in 

time

3.2 Population

Ihc population ol* this studs comprised o f one hundred and forty two (142) Stale <Jorporauons 

(Appendix 3). Thcite organization, were involved m provision o f commercial. regulatory, 

rducaiion »V iruuung, social A: health service, regional development, research <\ development, 

agency dudes, on behall o f  the Government, among other services, lit their operations, these 

institutions are affiliated m different parent (line) Ministry, lhe list in use as die sampling frame 

was availed by the Ministry o f  finance.

3.3 Sample

lhe sample o f the »tud\ comprised o f forty ( Id) State < orporanons, which was drawn bv use of 

stratified sampling method as die population ol interest was noi homogenous and thus it was 

possible to subdivide u into mutually exclusive groups or aubpopulatlon* l he rauonaie tor 

selcciing M) institutions was based on lhe observation by IXuiiel and lerrrl (1979) that a sample 

of durry (30; units and above was enough to make inference about the enure population, lhe 

sample size o f 10 organizations was thus deemed okav for die author to earn out tests o f 

significance l he >t ratification wax dime after classifying of lhe organizations as commercial, 

regulator, faciluating agents, government revenue collecting agents, appeals boards, research 

iniliiulions, cducauon A: training, regional development authorities, *<Kial iV health service and 

commissions.

ilic  table below illustrates how the sample o f 10 organizations Apjicndix II was pu ked 

Table 1: Sample organizations by category

•-.ugon Size Sample
Ratio

Sample size

Commercial 14 0 2 " 8 12
Regulatory 42 I 0.2' H II
facilitating \gentv
ilovt Revenue ( ollrcting \gc»is

• 02778 1
2 0.277» 1

Appeal Hoards 1 0 2 '8 1
R*w an h liBimiUMis 11 6 ? " 8 3

Jjd'H uiiiui A; Warning 1' 0 2 T 8 4
Regional Devi Aut horn let 6 0 2 - 8
Social At I lealih Servu r 0  2 ' 8 1
(-omiru"innv 0 2 - 8 2

Totals , r ____________ 40
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3.4 Data Collection

Pill:! for this research work was collected between September III, 2<m* i to < Vtober ID. ZO'Ki.'Ihe 

mudy u*c<l primary data to get feedback from the serving member* o f staff from the sampled 

organizations. I he researcher used tour (I) responses, two (2j drawn trom the Management 

staff, where one o f  the respondents was the I luman Resources Manager and another senior 

manager and two (2) drawn from the Noil Management staff (l uionMcd) from the sampled 

organization* Ike main tool used lor primary data collection was a questionnaire, which was 

distributed to the respondents and administered using a "drop and pick later" procedure Ihe 

part of questionnaire on |ob satisfaction was adopted from website while the part of

the questionnaire on organizational commitment was adopted trom John Meter and Natalie 

Allen-

3.5 Data Analysis

The data collected was first scanned to ensure that It was complete, consistent and that 

instructions were followed. The data was then coded to facilitate groupings o f responses into 

specified categoric*. I'hc data was subsequently summarized using descriptive stanstic* such as 

means, standard deviation, frequencies mid percentages. Pearsons Product Moment Correlation 

statistics was used to establish the significance of the correlation between

t) Type ol pay and employees’ |ob satisfaction and

u) T>pc of pay and organizational commitment.
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CHAPTER 4: D M  A ANALYSIS AND INTERPRETATION

4,1 Introduction

I his chapter present* analysis and findings of the research. From the study population 75 responded 

to the questionnaire, constituting 46 9%  response rate.

42  l-cngth o f Service

W ile  4.2: Distribution of hmplovccs by length of Service

1 enjjllt of Sen  ice Frequency Percentage

0*5 years 24 32.0
6-10 year* 20 26.7
11*15 years 16 21.3

16 years and above 13 2 0 0
Total 75 100.0

from table 1.2. it wa« clear that iiufunry o f  reapondciits had worked m their firms tor l» 5 years (32 “ 

26.7% of the respondents had worked in their present firms tor 6  I "  years while 21 V had worked for 

11 15 years and the rest (20%) has! worked for 16 years and above

Front thu data the researcher can conclude lhai 68 '.. o f die respondents lud worked in their respective 

•ttnt» fur more than 6 years. This hclpcvi to build confidence in ihr data since these rcs|H»iulcnt» were 

largely aware ot their organisations.

4.3 Types of Pay

faille 4.3: tin- type ofpay on offer in die market

Type of pav Frequency P e n  v illa g e

Normal pay "0 933
< nntingriu pav 2 2,7

IVrformaiu *• based pat 1 1 3
Managerial bawd pav 1 u
Vnr other (graded pav system) 
I Oral

1
75

13 ____
100.0

I rum table I .J , maioritv o f the respondents (93.3%) were under normal pa> while 2 ‘,u w were under 

Conttnf!cni pay Members ot staff under performance based, managerial based and other forms of pav 

hkc the grade pay system tied at 1.3%
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4.4 AllraelivcncM o f  U»« P«y

Table 4.4: Relative Attractivenc** <>fthe Pa\

Response Frequency Percentage

Ve» 29 •
No 46 6 U

Total 'S 100.0

A» shown in table 4 4. n wa* lucid from the majority o f  rcipondcnr* (61.3%) that the salary paid to the 

than wi» not attractive vi» a vis what wa* on otter in the market, but a proportion o f them (387% ) ,aid 

that what paid to them was attractive vie a vis what was on offer in ihc market

4.5 Employee Benefit*

Table 1.5: ('umtnoii Employee Hcncfii* on Offer

Benefit Frequency Percentage

Pension scheme 3 9 3 2 0

I ' u u im  u l  assistance (e g pad absence and h.Inlay) 2 3 3 0 7

I 'e i s u n a l  security (body guarding fin self Ac residence) 1 !  3
Car 1 1 3
I  r a in in g  a n d  educational allowances 9.3
1 ully p a d  accountsdaaoiis 1 1 3
S u l r u d u c d  arcomnmdatioas

1 1.3
Retuemrnt plans 2 2  '
fo ld 75 HKI.O

Ib r respondent* were asked to list the common benefits that were on otter in their organizations, lhc 

rc«ult« arr presented in table 1.5. ‘Hie majority (52%) indicated pension schemes, while 30.7% showed 

financial assistance, for example paid absence and holiday, 1.3% pointed to personal security. I 3% 

mentioned ear, 9.3% signified training and educational allowance*. I 3% nulicaicd fully paid and 

*ub*idcd aceommndanoiis, respectively. ( )u the other hand 2 7 %  indicated retirement plans



4 6 l-cvcls o f AttractivencM o f the Benefit!, 

T *b k  4.6: Extent of Benefit* Attracthcnc**

Mean Standard Deviation
37 i r

286 1 45
1 "5 1 36

l .11 2.6-1 1 »3

Fuel 228 l.Vt
1 riming and educational alk»u ances 3 28 1 46

f'rcdn card laclmes 172 i r
• W ^ t o f  non lob related naming 21.3 11
I'ldlv paal accottuniadatom* 274 143

I Subsidized accommodation* 2 t i 1.17
r t b A w  allowance* 3 i r
[ Subsidized tnali 204 i ?-

Inuirancc plan* _ 3 32 1.4

Respondents were asked to indicate extern to which the benefits m table 1.6 were attractive to the 

employee* Pension scheme had the highest mean o f 3.7. which mean* that ihc majority o f  respondent* 

found n aItractive tr. a grcai exiein «tnnr 3 ’ i» atom* 3 5. ( hi die other hand, credit card facilities had the 

lowest mean ot 1.72^tmpjvmg that this benefit was attractive to the employees to a "Moderate l.xtcni".

Hie other benefits namely; financial assistance, personal secunty, car. fuel, training and educational 

allowance*, funding ol non job related training, fully paid accommodation*, suhsnli/cd accomiiiodauuii*. 

clothing allowances, subsidized meals and insurance plans all had a mean o f between 1.75 to 3.52. l  hi.< 

means that the majonry of respondents found these bcncliis attractive either to a "Moderate Hxtent” or 

to an ‘‘Average Extent".

the standard deviation, wluch u the mr.nuie of dispersion from the mean scote vaned from 1.17 for 

Pennon Scheme to 1,54 tor fuel A dispersion o f more than I can lx- said to he high, which means that 

ihc majority o f  respondents did not find the benefit* offered to them to he' very mtriiciivt



4.7 J “b Satisfaction
This section focused on what the respondents tell about the |oh tlic> do I he results ;irc presented in 

table 4.7 .

Table 4.7: PercepUon* on (he Job

.M e a s u r e

t a p e s - t a  o f  w o r k  o r  w o r k  u » i ! f
M e a n

S i u n d u n !

d o m t iu n

W o r k in g  t h e r e  in lT u r n c e t  m y  o v e r a l l  t t u t u d e  to w a r d *  m r  | o b 3 . 8 0 8 3

1 a m  s a m l t e d  'M ill  Uk  a m o u n t  o f  w o r k  1 i m  e x p e c t e d  t o  d o 3 6 1 0 3

fh v M c a l w o r k i n g  c o n d i t i o n *  i n f l u e n c e *  t h e  o v e r a l l  a t t i t u d e  t o w a r d * 3  9 0  9 8

th e  |ob I d o

P e t i t  > n n a n c c  >>t a p e c i f i c  | o b  d u n r i  e n t o u r a g e *  m e  t o  d o  m y  b e s t 4  1 0  8 3

I V  a r iv m n i  o f  w o r k  e x  p e t t e d  t o  b e  i l t m e  b v  m e  i n f l u e n c e *  m v 1 8 1 0 3

m c t a l l  a t t i tu d e  t o w a r d *  t h e  j o b  I  d o

I 'o r  t h e  w o r k  l  d o ,  m v  p h y s ic a l  w o r k i n g  r n m l m i m i  a r t  b e l t e r  t h a n 3 1 2
u n  b e  r x p e u e d  i n  l l i t  in d u e tr y

T h e  e t)u i| «ttie tu  t  w o r k  w i th  n  a h * a t *  u i  a  g o o d  w i n k in g  c o n d i t i o n 3 4 1 1 6

S afety  i n i  t h e  j o b  i c t e i v e *  a e lix p iu te  a t t e n t i o n 3 3 1 2 5

t U a u u K O  a n d  t u p p l i c *  I n e e d  t o  p e r f o r m  m y  p t b  a r e  lrv»|i*etiily 3 3 1 2 3

a r u b b l e

T h e  p r o c e s s  o r  p e tto rm aiK C  a p p r a is a l  1 u * c  w x*rk s w e ll 2 4 1 .0 6

I h e  p e o p l e  w h o .s u p e r v i s e  m e  h a v e  g i v s l  sk ills 3  6 1 0 8

1 h a v e  j  t c e l u i g  ih .i t  1 M o u ld  b e  b e t t e r  o f f  w o r k i n g  u n d e r  d i f f e r e n t 2 . 8 1 14

• u p e rv n io ti

I h e  a u p e r v i o o n  1 r e c e i v e  e n c o u r a g e *  m e  t o  g iv e  e x t r a  e f f o r t 3 .1 1 1 :

R e n jte tt  f o r  r u le s  a n d  r e g u l a t i o n *  b y  e m p l o y e e *  t« v e r y  h ig h .3 3 i

M v a t ip r r v iw n  k e e p *  m e  in  d a t k  a b o u t  t h e  th in g *  1 1 n ig h t t o  k n o w 2 4 1 1 3

M y u i m w d i a t r  s u p e r v i s o r  o  m v  b e s t  t o u r c e  o f  i n f o n n M i o n  a b o u t .3 5 1 .0 7
w n r k  t i u t t c n

l a i d m c * *  a n d  a b s e n t e e i s m  a t e  l ia m lle d  la u lv 3  1 U N

M y a u p e r v ia o i  l i t *  m r  k n o w  w lw  n  1 a m  . l i x t i g  a  g o o d  >1. 3 5 1 1 3

T h e  t u p e r v n o n  a r e  m a k i n g  O n  m g  e f f o r t s  lo w -a id *  u i q u o v t n g  th e 3 3 1

_ )  b a v r  ta i th  in  t h e  w o r d  o f  t h e  l u p c t v tH K 3 .5 1

l a m  a b le  t o  e x p r e s s  m v  t c d i n g s  a n d  o p i n i o n s  t o  m v  s u p  e m u  u 3 6 1 1 .96

fa V ’ x t n t n i i . a c c o u n t *  f u r  s u p e r v i s o r v  d e b u t  m *  m  tin s  o r g a n i s a t i o n 2 3

U

3 6

0 9 5

IK I\1 u r s i t n i  lA U it illXV

_  *Mf ‘ N pcrvtW M  g t v e t  d e a r  c u t  o r d e r s  a n d  in * tr u c n n n < 0  8 8

* h i *  b e n e f i t .  m m p a i e  la v o u ru ltly  w i th  t h o s e  p i o v u k d  b y  o i h r r 2 8 1 1

J  t c e n v r j u l l  i n / o r m a l i o n  a b o u t  b e n e f i t *  a n d  b o w  t l x *  a f f e c t  y o u 3 4 1 1 6

-  y  P * 1  u  K C a rriN N  in  l e l a t i o i i  t o  u n  d u t i c *  a n d  i t s p o u a i U b l w t 2 3 1 0 5

• am pod t h e  s a m e  o r  n e a r h  t h e  s a m e  a s  o t h e r *  w h o  d o  t h e  s a in i 2 8 1 1 9
* “ » 4  < rf  jn b  t h r u

• — * 1l> * '  k h m u n i l  i» |M » * ililr  he re  i l  opening* < c o ir 3 2 1 1 9

—  —  m v  f e l l o w  cn t| < l> n *s* u t  c u t o u t  ay e  m e  l i t  w o r k  h a r d 3 1 1 0 4

|—  -  i r^_, ‘ J n u i o i l  m  m v  w o r k  g r o u p / * h u t 2 6 1 1 9

n t itt ij n | rm p kiyec*  is c o n u n c n r  liere 2 8 1 0 1

* 2  n "  ’J," t k  g r o u p  (!r l »  a l o n g  w ith  o d i e i  w o i k  g i o u p  e a u  lw 3 . 2 0 8 1



\ t p r c l »  o l  w o r k  u r  w o r k  t t t c l f

M e a s u r e

M e a n
S t a n d a r d

d r t i a l i o n

“ j r t t n t w t l » » v e r y  g o o d

—  T b r  » » v  s u p p l n » * n * l e q u i p m e n t  u c  c u r r e n t l y  u t e d  * * v r *  h u t t m * * 2 8 1 .0 7

f a i | . « w S  a r e  c i  in s u lt  f d  a b o u t  d u n g r s  r h i t  d u r c t h  a f t e c l  t h e  w o r k  

th e y  d o

2 0 1 0 4

“ b i K H 'I i i 'c  o  t * , f  r e a s o n a b l e  m  m y  o c| 0 u iu a ii> » i 3 3 0 9 3

b w t n K i * 1# *  1 h a v e  r r c r i v e d  o n  h o w  h i  i t o  m y  iol>  h * v r  b e e n  « c n > 4 1 1 X 3

" " C i r n i n i i i n c f l '  *»«»! d r i b r a t i n n  l u v e  g i r a t  m e a n i n g  m  ih is  O f g a n u i t i o n 3 2 1 I S

f u n r  i« w a s t e d  b *  u n n e c e s s a r y  d u p l i c a t i o n  o r  w o r k  e f f o r t s 3 2 1 2 2

T V « c  a r e  IP ’ " 1!  t h a t i n c l s  *»f c o m m i t  m c a m  in  w h e n  i * c  l u s t  p r o b l e m * J  1 i < p

T h r e e  *  g o o d  u n d e r *  r a n d i n :  <>i i h r  p o b e K *  i l u i  a p p ly  t o  e m p ) o m ' « 3 ? 0 9 1

V f n r k u  d i v i d e d  a n d  a s s ig n e d  l u l l . 3 1 0 9

I h a v e  l a " h  i i i  t h e  w o o l  o l  t h e  o w n e r s  o f  i  h e  b u s in e s s 3-3 1 .0 8

1 a n  i n f o r m e d  a b o u t  iI k k i i m i  i h a i  a r e  i i u d r  w h i c h  a l U e l  m e  a n d  

XHt M *

r  a j 0 ‘X .

II I h a d  a  f r i e n d  t a n k i n g  f o r  a  |iib. I w o u l d  r e c o m m e n d  ilii*  b u s in e s s  

t «  p la c e  t o  w o r k

3 .3 1 1 3

1 u n p  k n  c c *  h n c  n e e d  s o m e o n e  l o  * p c A  u p  f o r  t h e m
3 l

Ko
I -S lr.m gh D im ^ i u

l  -1)|**J{IVC
.3 N e i t h e r  A g r e e  N o r  D i s a g r e e  

4  - A u f T f  

4  - S l r u u g h  A g r e e

The re»e*rchiT sought to know hem* the respondent* felt about their job llie respondent* were asked in 

indicate their degree o f agreement or disagreement with a set ot srarements touching on various laccr* of 

the |ob or the job irscll The results arc presented in table 4. ' \s evident in the table, statenum* 

“Favountuni account* for mipcrviaory decision*” and “My pay i» very grnermu in relation to my dune* 

and responsibilities" had the lowest mean o f 2.3. lhis means dial the respondents disagreed with these 

statement*. It was thus clear that favouritism does not account for «u|H-rvi>or\ decision* while the pay 

that the respondent* received was not gettenm* in relation to their duties and responsibilities

Performance of specific job duties encourages iik- to do mv best" hail the highest mean o f 4.1, which 

mean* that the maionty o f  respondents agreed with this statement. The other statement* had a mran 

Mn®nB from 2.1 to 3,9, implying that maturity o f rr«jH>ndcnt« neither agreed nor disagreed with the 

‘ Element Ihis i> an indication that the ma|omv o f  respondents were sjuitc sauslied with their jobs in 

rcK*fd 1,1 *hc *bovc siaictncnts except pay and supervisory decisions

*hf other hand, itamlard deviation, which is a measure ol dispersion from the mean score, ranged

fk83 to 1.31. For response scale ol 1 to 5. standard deviation o f  I and above can be considered
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high Thirty four (34) variable* (73.9%) hail a standard dtvian.ui o f more than one, wlulc twelve (12) 

vanablm 26 1%) had a standard deviation oflcs* dun one

4 .8  O rg a n iz a tio n a l Commitment

"Hm secuon show* the degree to which respondents are committed to the State Corporation* that they 

work fat

T a b l e  4  8 :  C o m m i t m e n t  o f U m p k n c c f t

M v a a u r c

M e a n
S t a n d a r d

D e v i a t i o n

|i « .n d d  b e  n n  h a r d  to r  m e  t .*  le a v e  m r  o r g a m ja i x u i  iy , l i i  n o *  e v e n  i t  1 w a n te d 1 S 5 1 2 9

1 t in c t 'l  t r r l  in v  n hhgalM K i l<> m r u m  w ith  m\ i i i f t n i l  i t n p l o m 1  7 1 1

1 m ill l*r  v e ry  h ap p y  t o  a p c m l th e  m l  n t  n iv  u r m  » v h  tlu »  o rg a n u a tM m 2 9 .1 1 .0 9

O n e  o f  th e  fe w  n e g a a v e  o m » « | U c n c r »  <>1 le a v in g  d m  o tg u m r a t a in  w o u ld  l ie  ' l i t  w n u i v  <>t 1 0 1 1 2 1

l u l l  U il w * r r  tu  n n  u w n  M ilv s n u g r , 1 d o n o r  t e d  i i  w o u ld  In - r ig h t I n  le a v e  r a t  o r g a n is a t io n  i> .» 2 6 9 1 2 2

1 m i l l  f e l l  <> it  th n  iirg a ru a a iiiin 'r  p a o b lr im  w v te  my i w  n 2 K 1 ’ 2

R a t h " * ' *  • m w ig s n ih  m y l e g a n i r a t x m  i *  a n u M r r  o f  u r r r * M I«  a .  n iu i l i  i . i k u n 1 1 1 l  1 2

1 d o  n o t  f e d  a a tn in g  m m  o l  "h *  J.M iginK*  to  m i  o tg a n  n a t io n 2 . « 1 I S

t f e d  t h a t  i  h a v e  I a n  fe w  o p t io n *  tu  e t m o d v i  i f  1 h a *  e  N> l r a * i  rh l*  o i ^ m r a i i o i i 2 H I 1 2 2

I d o  te a  f e d  " m *  h x  m a ilt t l t o  h o t ”  l o  i h u  o n p ru a a ta u a t 2 S S 1 17

1 w o u ld  t r r l  g u d tr  if  i  l e f t  r o w  o iy y m  r a t io n  now 1 7 7 1 1

1 d n  w <  fe e l l ik e "  p a n  n t  th e  f i r m ly "  a t my o r g a m r a t io n 2 J 9  ' 1 1

t h e  o q p m s a t i u a  d e se rv e * m i  k e n d o \ S 6 0 9 S

I f  1 h a d  n «a a l i r a i l y  (n il a n  m u r h  o f  m y s e lf  in f o  llu> o r g a iu / a n o o . 1 m i^ lil c o n n d e t  w o t lu n g  
d a o a h e f f

2  ’6 1 IN

1 w o u ld  n o t  l e a v e  m r  o r g a n i n t i u i i  r ig h t n o w  b a v a u v  1 h a v e  a i c n w  o f  i ih l ig s i ju t i  t o  th e  ( t r o p ic  u i 
it

2 .7 1 l i f t '

J 2 V t o o

1 i » i  m u c h  . i i  m i  lair u  i .u k t  b e  d u m p  te d  it  1 d e v u tn i  i n  le a v e  th e  i i r a a n u a t u a i  now- 2 I » 1 2 s

l h a l  ■ o w e  a  p u t  e k a J  to  m v  o iy y n u / aii.q i t  r 1 1 »

Ke>
I  S t r u n g ! *  l l n a g r r v

J DiKiirr
i  - N e i t h e r  A g r e e  N o r  D n a g r v v  

I  - A g r e e  

*  - S t r o n g l y  A g r e e

In the above table, the researcher wanted to know the degree that the respondents (employees) wire 

committal to thru organizations. According to the table the statement, “I do not feel like "part o l the 

* ’ ***>’ organization" had the lowest mean o f 2 39 anti a standard devtanon o f  I I. lht* mean* 

the ma|ont\ ol respondents >aid dial the) disagree with tin* statement or the ma|onty of 

I 0 ^ ,n^cnl* ĉc' hkc part o f the family' at thetr organization* "The organization deserve* nn loyally"
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lud the highest mean o f  3.86 slid a standard deviation o f 0.93. llu * mean-* that the majority o f 

agreed with this iact. Ihc mean o f  the other variables ranged from 2.33 to 3.47. This also 

»how> clcarh' that the majority o f  respondent* neither agreed not disagreed with these variables.

Ihc standard deviation, which t* a measure o f dispersion from the mean score, ranged from 0.93 to 1 29, 

Ihn means that the majority o f respondents varied wuh the St affluents/variables since only one variable 

had a standard deviation o f  less than I
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4.9 Relationship between the Type o f Pay and Jo b  Satisfaction 

fable 4.9 A: Link between pay type and job satisfaction composite scores

IVt 1 tomi/foi >
l».kW

/w> * IVnwaiAr IWV/Vi. t k»Vi jptmii i  n» • A**\. ,.ji iMH

,\» illustrated in the above table it can be deduced that there t> a |x>utivc relationship between die pay 

type and |oh satisfaction

l a b l e  4.9 b: I he Correlation .Matrix between Pay I ype and Jo b  Satisfactioii

PARAMETERS PAY TYPE JOB
SATISFACTION

PAY TYPE 1.000
JOB SATISFACTION 0.140 1.000

ORGANISM ION COMMITMENT 0.143 0.244

l»hlc 4.9 II shows the Pearson's correlation lesis dial were run to check tor relationship between the 

[ l!P °  o f pay and |ob satisfaction. On the basis o f Pearson's correlation value, it clear that a positive value 

|of 0140 i« gotten, which means that fob satisfaction composite value* were on the same side with pay 

iwovingjnihr same direction).

[• tom die Pearson Product Moment Correlation Coefficient table o f cnltcal values it can be deduced 
that

2#



o f Freedom = 75 2 73 \ssuming an acceptable error rate ot 5% (0.U3 critical alpha level).

Th implif* that **,r  *cvc* significance for a two-tailed to t is 0.217. which is greater than im Ktanstic 

„ 14 0 - implying lhat the finding is not significant.

l_’ the same argument it can Ik- confirmed that the Pearson Product-Moment Correlation Stans uc 

berween the job satisfaction and organization contmument, which i» 0  2M t* significant as it is greater 

than the critical value from the table (0.217)

4 91 R elationship  betw een Fax and O rganizational C om m itm ent 

fable 4.91 A: Link between Fax I xpe ami Organizational Commilmenl

Organisation Commitmunl

4.0

1 2 3 4 5 6

Pay Typo

• Pay lypr.t I  denotes Normal / ‘ay. > denotes Co*undent pay, i  denote! I'u jo/m im te Hosed Pay. 4 denote i Cnteu-iui Con/temitnon 
i, urm. .1 i4r«-itei U um genal NimvI/wi ntiile h  .fc-wwri V radnt P a* .Vmimn

From the Table 4.91 A table ii is evident thui the re i» a positive relationship between the txpc o f pax on 

•»ller in the sampled organizations and the organization commitment composite scores

I al»lc 4.91 B: Correlation Matrix between Pax Type and Organizational Commitment

PAY TYPK
T0(KI

~~ 0.143___

table above seeks to find the relationship between pa\ type and organizational eoinmitmcnt 

rum the table, it was observed that the employees were committed to their organization as die

canon % correlation value was positive (0.143) This shows pay and organization commitment is 
t l i v e l y  related

PAY TY P h
( " ' c  a m s a  I K )\  C O M M IT M 1 N 1



of ?3 (75 pairs less 2), it can be found from the Pearson Product-Moment (.orrelauon 

table o f  critical values that the link between pay type and organization commitment is not 

t) as the value is 0 .2 P . which is more than the generated »uu»uc of 0.143.
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CHAPTER 5: DISCUSSION, CONCLUSION AND RECOMMENDATION

5.1 Inlrodiiclion

From rhc analytic and data collected the following discussions, conclusions and 

recommendations were made The response was based on the objectives o f the study

5 . 2  D i s c u s s i o n

This study was undertaken because o f the researcher’s interest in determining the relationship 

between pay and job satisfaction as well as between pay anil organizational commitment of 

employees working in Slate Corporations in the country. 1 lie researcher was able to get 

information from both the management and non management of mi-nthcr. o f staff, which 

mean I that the data collected wa» holistic Me also found out that the kind o f  pay in the bulk of 

these State Corporations was nurtti.il pay (93 3%).

It was also clear that the salary paid to the employees was not attractive vis-a-vis what is on the 

offer in the market (61.3%). The respondent* gave the following derails about the salary paid to 

them vi» a vm vs hat is on offer in the market; that comparable organizations arc paying mure lur 

similar jobs and qualification, efforts made arc not being recognized and rewarded, employee 

salaries are low compared to the market and competitors within the same m i lor and the amount 

[i.nd is not commensurate with experience, skill* ansi qualification*

It was also found dui die common employee benefit on offer m die organizations according to 

the respondents was pension scheme. Ihe researcher also found out thar these benefits, which 

included the pension scheme, financial assistance, personal security, car, fuel, training and 

educational allowances, credit card facilities, funding o f non |ob related training, fully paid 

accommodations, subsidized accommodanons, clothing allowances, subsidized meals, insurance 

plan* and retirement plan* were attractive to the employee* to a moderate and average extent* 

since their mean ranged form I J 5  to 3 52. winch is the some a* 2  ro 3.5, where two (2) meant 

moderate extent and three (3) meant average extent and a standard deviation ranging from 1 1~ 

to 1,54

Analyses on the relationship between p.i\ and job satisfaction shows that although the two 

parameters were positively related, the link was not significant as it tailed the test o f  the nine,

The same vva* true with organizational commitment The only link (relationship) that was 

significant (acceptable) front the data collected and analysed was that between the job 

satisfaction and organization commitment.
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5.3 Conclusions

In the majority o f  Mate Corporation* the employees are satisfied with their job and arc 

eoninutied to their organization but the only limning factor t* pav level which ma|Ontv o f  the 

employees arc not satisfied with.

5.4 Recom mendation*

For these State Corporations to succeed, they have to ensure that what i* paid iu their employees 

is attractive vis-a-vis what is on offer in the marker I Ins will make rhe employees more 

motivated m their organizations, become more committed and reduce labour turnover in the 

State Corporauons in an attempt to get higher salancs in the oilier sectors of the economy

fhc State Corporations should also ensure that they augment the employee benefits, tor example 

ensure personal security o f employees, training and education allowance*, subsidized meals, 

insurance plan*, reuremeni benefit* ami other benefits are added or enhanced to the employee* 

Through this rhe employees will lx- more satisfied and they will increase their organizational 

commitment

The State Corporation could last track or implement Performance Based I’avs which could act as 

a panacea for the above captioned problems

5.5 I.imitation of study

liven though the study was well conducted and the response rate was fairlv good since moat of 

the respondents answered the questionnaires, there were mevitahlc limitations of the study such 

as some of the respondents not willing to provide the required inlontwtion, some having to 

conunuouslv be reminded and even persuaded to provide the required uifunnatfon and other* 

even though temmded and implored upon tn till and handover the dully tilled questionnaires 

refusing technically not to fill them

5.6 Recommendation for further research

\ sutuUr study should lx undertaken focusing on private firms

12



REFERENCES

\gala Mulwa, ] | (2002 “ A Survey o f the relationship between training and development 
programmes and job satisfaction in M icro-finance Institutions in Nairobi, Kenya '
Unpublished MBA lltcsts, I ’mvcrsuy of Nairobi

\nglc, II. A Pcrry.J 1981) 'An empirical assessm ent of organizational com m itm ent and 
organizational effectiveness." \dmuuutntivc Santee Quarterly, 26(1), I I I

Armstrong, M i2lUU3:. A Handbook of Human Kesource M anagement practice. 8th
I tin ion, Kogan Page l.id

Beardwcll, I A- Holden I. (1997) Human Resource M anagement: A Contemporary 
Perspective, 2nd I dition

Becker, I I S  (I960) "  Notes on the Concept o f C om m itm ent' American Journal o f 
Sociology, 60 32 12

Bender. K A & Sloanc, P ). ' 1998) Job Satisfaction, Trade Unions and Exit-Voice Kc»isiu-d 
Industrial and labor Kdmionx Review, SI 222 |0

Bishay, \ (19%  Teacher Motivation and Jo b  Satisfaction: A study employing the
Experience Sampling Method. Journal ol Undergraduate Science, 3: 14 151

BlatuIdlower, l )  A Oswald, A 199*1 W ell-being, Insecurity and the Decline o f American
Job satisfaction Working Paper University o f Warwick

Boryas, ( l.| 1979). Jo b  satis faction, wages and unions Journal ol I Inman Resources, I I 21 - 
4(1

Brown, B B (2003; "  Em ployees' Organizational Commitment and Their perception of 
Supervisors’ Relations -O riented and Task-O riented Leadership Behaviours"
Unpublished Doctoral l>t*scrtarton, Virginia Polytechnic and Stale University. I*'al|» Church, 
Virginia

(.lark, \ E  199”). Jo b  satisfaction and gender: Why are women so happ\ at work? l abour
economics, 61. 3.59 HI

(.‘kirk, A I A Oswald, A | I99fi Satisfaction and Comparison Income |>>urnal o f  Public 
Economics, (.1 359 -81

33



Dawis, K & J-oftjuiM. 1 (1984), A p ath o log ica l theory o f work adjustment, l iuvcmiry o f 
Minnesota Pres*, Ml

Dc Silva S, (1998). "An introduction to Performance and Skilled Based Pay International 
laibour Organizations ACT/KMP Publications

DeTouis, I (< Summers 1 (198 'A path analysis o f a model o f the antecedents and 
consequences o f organizational com m itm ent I luman Relations. 40, 445 —l~U

I ha/, M D.,Gomcz-.Mc|ia, I R .199" The RflcclivcncsM O f Organization-Wide 
Compensation Strategies In 1 cchnologv Intensive Firms. Du-Journal O f I Ugh Technology 
Management Research. 8: 301 315

l)r.ikn|Mtulo». S \ Theodosstou, I (1997 jo b  Satisfaction And l'argct Hunting Journal of 
Economic Psychology, 18; 693 704

Donor/C».C).K Consultative Meeting, April 2005. C.ovt nirmni Printing Press

Feinstcin, A.II (2001 " A study o f relationships between job satisfaction and
organizational com m itm ent among restaurant employees'

Freeman. R.B & Mcdotf, J  1984; What do unions do? New York: Basic Books

I'uircll, < M. 1979). "  Measurement o f sales people’s job satisfaction: Converged and 
Discrim inate \ulidiiv o f corresponding IN D  SALES AND )DI scale” journal o f  marketing
Research. 6: 54 57

Graham. H I and Bennett R 1998 Human Resource Management. 9th Kdinon, 
Redwoods books ltd, L’.K

Cr<»n, \\ Sc N an de Brink, ll.N  1999 Jo b  Satisfaction of Older Workers lnurn.ition.il 
journal o f  Manpower, 20: 413 360

kroner, | & Bcrkes, I. il9 "9). “ Leadet behaviour in a police command bureaucracy: A 
closer look at Quasi-military model " Administrative Science quarterly, 24,1 23

Johns, K 2005) Determinants o f Organization Commitment Among l .S Workers”
I npuhlithrd M A Thesis, McAnuIty College and Graduate School o f  Ijhcrul \rt», Duqucsnc 
I'tuverMty

34



Johnson & Scholcs (2002). Exploring Corporate S tru leg ). 6 ,h Edition, Prentice - Hall Inc

Kaiser, l..C.(2bU2) Jo b  satisfaction: A comparison of Standard, Non Standard and Self- 
Employment Patterns across Europe with a Special note to the Gcndcr/Job Satisfaction 
Paradox EPAG XX orkmg Paper 27

KtIika,J M (1999). ** Managers* compensation preferences and the existing compensation 
schem es: A case study of the Co-operative Bank of Kenya. I Tipiihlohtd MBA Hirst*. 
I nivcrMty of Nairobi

King’ort, SAX (200V “ Employee discrimination and job satisfaction of teachers in 
private international schools in Nairobi, Kenya " Unpublished MBA fhcsis, l mverstty of 
Nairobi.

l-ang, I K A: (ohnsou, N B 1994) Jo b  satisfaction and firm size: An Intcractionist 
Perspective The Irmmal ol vocio I conom io, .’..t 4<IS - 123

I awlcr 111, E. 19 11 *’ New apptoach to pay innovations that works "in ) Gordon, Pay and 
urj'.muaiion.il effectiveness: A Psychological view New York. N ldiuw  I till. 1971

Ijllydahl, I I I  A: Singe II, I I )  (1993). Jo b  satisfaction, salaries and unions: the 
determination o f  University faculty Compensation Economics o f  I .duennun Review, 12
233 243

Lincoln, ).R. A: kallcnbcrg, (1990). Culture, Control and Commitment: A study o f work 
organizations and work attitudes in the l nited States and Japan Cambridge Cambridge 
up

l/tcke, I \ (1971. .» T h e nature and causes of job dissatisfaction ’, in Handbook o f 
Industrial -organizational Psychology, M I) Duunrttc, cd. Chicago: Kand McNally, 1976): 901 
69

la i"icr , K (1986). Experiencing Human Resources M anagement, Houghton Mifflin
Company, l S.A

l.ydon, K A: Chevalier \ ?U)2; Estim ates o f the effects o f wages on job satisfaction
Discussion paper, Centre for Economic Performance 531

Meyer, J  &  Mien, .V 1997). "Com m itm ent in the workplace ’’ Thousand Oak-.,« \ SAGE 
Publication*

IITT Of NAlH*
35



Meyer, J  & Allen, N (1991; " A three-component conceptualization o( organizational 
com m itm ent." I lumntl Resource Management Review, 1(1), 61-89

Milkovich. CM & Boudreau, |AX (1988), Personnel /Human Resource M anagement: A 
diagnostic Approach. Srh Edition, Business Publications. Inc Texas

Millet, I* (199U Trade Unions and Jo b  Satisfaction \ustraban Economic Paper. 29: 226 
218

Mogucrou, P i2>H>2) Jo b  satisfaction among US P h i) graduates: the effect o f gender and 
employment Sector IRF.Dl working paper

Morns, |. A: Sherman, J.D . 1981). “ Gcncralizability o f an organizational commitment
model " Journal ol vocational behaviour. 21, 512-326

Morrow, P A Mcl lrov, J (1993)." Introduction: Understanding and managing loyally in a 
m ulti-commitment world " |nurnal o f business, 26,1 2

Mowday. R . Porter, I.. A: Meiers, R (1982). Em ployee-Organization Linkages: ’The 
Psychology of Com m itm ent, Absenteeism, and Turnover New York Academic Pres*

Murray, R A (l'W9 Jo b  satisfaction of professional and paraprofcssional library stall at 
the I diversity of North Carolina at the Chapel H ill," Unpublished Msc.(lab. Scic) Ibesiv 
I uivcrsllv ot North Carolina at the Chapel I hi!

Newman, |. M. A Milkovich, G. 1 1990). Procedural justice challenges in com pensation:
eliminating the fairness gap. laibor Law loumal, II « 575-80.

Nijhof, \\ J,, Uv Jong M.J. &  Bcukhof, (J. (1998;. "  em ployee Commitment in Changing 
Organization: An exploration "Journal o f European IndiKtnal I raining 22 2-43 248

Nikolaou, \ . Hieodossiou, 1 A Vasildnu, K.C (2fM)lj “ Does Jo h  Security Increase Job 
Satisfaction? A study o f  European Experience.”

Okp.ua Dr), J.O. 21X11 Jo lt satisfaction and Organizational Commitment: Arc their 
differences between American and Nigerian Managers Employed in the US M NCs in 
Nigeria? “, Paper presented it the \cadcttty ol Bu«mc«.- A Vdtiuiiinirailvc Sciences (AllASy, 
Monircux. Switzerland

Pearce, J.A A Robinson. R B 199 . Strategic M anagement- Formulation, Implementation 
and Control; 7" Edition, Irwin Maegraw I till

36



Salannk, C  (1977). “ Commitment and the Control o f Organizational Behaviour and 
B e lie f"  New Direction) in Organizational Behaviour Slaw, B.M and G.R Salanrik. cds. 
Chicago: St. Clatr Press.

Skar.ui. L (1992 Research Methods for Business: A skill building approach . Wiley & 
Sons, lue

Slo,me, P J tit William, II 2fHlO) Jo b  satisfaction, Comparison Earning and Gender, 
I at hour. 14: 473 502

Sousa-Poza, A. & Sousa-Poza, A. V (2000). Well- being at work: a cross-national analy sis ol' 
the levels and determinants o f job satisfaction Journal o f Souo-Economics, 29: 317 -  538

Speetor, P I 1997 Jo b  Satisfaction; Application, AsKCssmcnt, Cause and Consequence*.
Thousand Oak*, California: Sage Publications

Srinivas. S 2002j."  Organizational commitment and job burnout among employees of 
Non- Profit Organizations"

Ihc Standard Newspaper, March 2006

Tremblay, M tic Chen evert, l> (2004 Effectiveness o f  Compensation strategies in 
Canadian technology-Intensive firms

W agner 11I.J.A &: Hollenbeck, J.R . (1995 M anagem ent O f Organizational Behaviour, 2nd 
edition, Prentice-1 lall, Ind. I K.

Ward, M E. tic Sloanc, I’ J 1999) Jo b  Satisfaction within the Scottish Academic Profession.
I/A Discussion Paper No. 38.

Weiss, D | . Dawis.K V.,England, G.W tie Ijolqum, L.1I 1967 Manual for the Minnesota 
Satisfaction Questionnaire Minneapolis: Minnesota Studies in \'<h itinnal Rehabilitation)

Yodcr.R tic Fby S :199rt Participation, Job Satisfaction & Decentralization, Hie Case of 
Swaziland

W E B S IT E
http://ww\v inyiaychamher eoin/Busine*» mfomiiitlon/bunnes' fonm/job satisfaction surve 
v.|Klf

37

http://ww/v


A PPEN D ICES

Appendix 1: Letter of Introduction

August 20U6 

Dear Interviewee,

llus quesUOnnatre is designed to gather intonmuuti on a survey on the relationship between pay, |oh 

satisfaction and organisational commitment o f employees working in State Corporation* in Kenya

Hie study is being carried out for the management research protect as a requirement in partial 

fulfillment oi the degree o f  Master in Business Administration (MB \), at the School ol Business,

I'niversity o f Nairobi.

Your answers will be treated with all the confidentiality deserv ed and wall at no time be div ulgcd to 

am odter user.

Vnur cooperauun will lx highly appreciated 

Yout Sincerely,

KIZITO SYENGO 

MBASI'CDENT
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Appendix 2: Questionnaires

U l h S r iO N W I K h  \ lO K M A W C I RIM  M M  I

Please place a lick (V) in the appropriate box or give bnct necessary details in the space 

provided.

Part 1: Respondents profile

1. What is your name ((Optional)? ................................ .......................................................

2. Name o f the firm?................................................................................ ........

V How long have vou worked with this firm?

0- 3 year ( ) 6 HI year ( ) 11 15 tear ( ) Hi years tk Above ( )

I What i* your job position and |ob utJc in rhe organization?

Pari 2: Em ployee'! perception on pay and related benefits

5 W hat kind of pav is on offer in this organization?

Normal pav ( ) Contingent pay ( ) Performance band pay ( ) Managerial based pay ( .1 

C.ilctcria compensation system ( ) \ny other, please specify

6 If  the answer lo 5 above i* Contingent pay then stale whether the pav is Contingent on? 

< • Hitrlbution ( ) Skill/Compciencc ( } Teamwork ( > Organizational Pertormance ( ) 

Executive Incentive <V Bonus Scheme t hherv Specify

7 In vour own view do you think the salary paid to you is attractive vis a-vis what ts on 

offer m the market?

Y «*0  N«»0
H || the answer to 7 above is No, please give more dciails?

y. What arc die common employee benefit* on offer m the organization r 

Pension scheme

i'inancial assist a nev, eg, paid absence ami holiday 

Personal security llodv guarding lor sell Ac lesidence 

Car 

fuel
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1'raining and educational allowances 

Credit card facilities 

funding ol'non |ob related naming 

fully Paid Acconunodanons 

Subsidized Accommodation* 

Clothing allowances 

Subsidized meals 

Insurance Plans

Others: Specify.......................................

T h r  fo llow ing  qnextion* ( X ~i 1 0 -  12) w ill h r  jn tw rrc x l b i  u s e  u fd m  free (3 ) kkx-rt i c j l c g u  t'li 
bclo* P k-j.tr circle * number belt* ecu I tu  S  to  in th c jr c .»our J g n e n u n t t  or d n tg r e e m e n t  m itb  
C*ih xuicment.

U m M o d e r a t e A v e r a g e G r e a t  E x t e r n G r c a i c r  E x t e r n

E x t e r n E x t e n t E x t e n t

1 2 3 4 5

|u To what extern is each o f  these benefits attractive to vouf (Use the scale given above)?

Pension scheme 1 2 3 4 5

l in.mod assistance, e.g. paid absence and holnLn 1 2 3 4 5

Personal sccunry Hi>ds guarding for self tk residence) 1 2 3 4 5

Cat 1 2 3 4 3

fuel l 2 3 4 5

1 raining and educational allowances 1 2 3 4 5

Credit curd facilities 1 2 3 4 5

funding ot non |oh related training 1 2 3 4 5

fully Paid Accommodations 1 2 3 4 5

Snhodt/ed Acconunodations 1 2 3 4 3

Clothing allowances 1 2 3 4 5

Subsidized meals 1 2 3 4 5

Insuranee Plans 1 2 3 4 5

Others Specify............. ......................................................... 1 2 3 4 5

40



JO B  SA TISFA C TIO N

llie following question* concern how you feel about the job sou do. (leave indicate the extent to 

which you agree or disagree with each statement by circling a number irom 1 to 5.

Strongly Disagree Neither Agree Agree Strongly
Disagree nor Disagree Agree

1 2 3 4 5

I Working here influences my overall attitude toward tin job 

\m satisfied with the amount of w ork am expected to do

3 Hie phvstcal working conditions influence the overall attitude 

toward* the job I do

•I Performance o f specific |ob duties encourages me to do ms best

3. The amount o f work expected I"  be done by me influences m\ 

overall attitude towards the job 1 do

(i, I or the work I do, my physical working Conditions arc belter 

than can be expected in the industry 

Hie equipment I work with is always in a good working 

condiUou

8. Safety on the job receives adequate atrennon

9. Resources anti supplies I nerd to perform my job an frequently 

available

10. I he process o f performance appraisal we use works well

I I Ihe people who supervise me have good habits

12. I have a feeling that I would be better o ff working under 

different supervision

11  The supervision I receive encourages me to give extra effort

I I Respect for rules and regulations by employ ees is very high

13. My supervisor keeps me m the dark about things I nughi to 

know

16. My immediate supervisor i» my best source o f information 

about work matter'

1“ I ardinc" and absenteeism are handled fairly

18 My supervisor lets me know when am doing a good |uh

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5
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19 The supcrv Ivors ate making strong efforts toward improving

the organization 1 2 3

» l 1 have faith in the word o f the supervisor 1 2 3

21 1 am able to express my feelings and opinions to my supervisor 1 2 3

21 lavounnsm accounts tor supervisory decisions 1 2 3

21 Employees here are treated fairly 1 2 3

21 My supervisor giv es clear sui orders and instructions 1 2 3

23. Our benefits compare favourably with those provided by other

companlcs/organizatinns I 2 3

26. 1 receive full information about benefits and how they affect me 1 2 3

27. My pay is very generous in relation lo my duties &

responsibilities 1 2 3

28. 1 am paid tlic same or nearly the same as others who do the

same kind of fob here 1 2 3

29. Cnreer advancement is possible here il openings occur 1 2 3

30. 1 lie examples my fellow employees set encourage me to work

hard 1 2 3

31. There i« friction in my work group/shlfl 1 2 3

32. t reatment o f employees U consistent 1 2 3

33. 1 he way our work group gets along with other work group can

be described as very good 1 2 3

34 The way supplies and equipment arc currently used save*

business money 1 2 3

3S. Pmplovees are consulted about changes that directly at feel tin

work they do 1 2 3

36. Discipline is fair and reasonable 1 2 3

3~ Instructions 1 have received on how to do my job have been

very good 1 2 3

38. < ommitmcnt and dedication have great meaning m tills

organization 1 2 3

39 1 tine is wasted by unnecessary duplication of work efforts 1 2 3

40. 1 here .ire good channel o f communication when we have

problems 1 2 3

II 1 have a good understanding of the policies that apply to

employees 1 2 3

12 \\ ork is div ided and assigned fairly 1 2 3

13 1 have faith in the word o f  the owners o f the business 1 2 3

4 5

I 5

4 5

4 5

4 5

4 5

4 5

4 S

4 5

4 5

4

4 5

4 5

4 5

4 5

4 5

4 5

4 5

4 5

I 5

4 5

4 5

4 5

4 5

4 5
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44. I .1111 i n f o r m e d  about decisions that a r c  made which a Meet me 

and my |ob

15. I f  I hail a friend looking for a job, I would recommend this 

business as place T o work

1 6 . E m p l o y e e s  h e r e  n e e d  s o m e o n e  t o  s p e a k  u p  f o r  T h e m

> 2 3 4 5

* 2 3 4 5

> 2 3 4 5

OKCLINIZA 1 lO N A L C O M M IT M E N T

l sing die 3-hkcrt scales given below , please circle a number from! ro 5 To indicate your agreement

i >r disagreement

Strongly Disagree Neither Agree Agree Strongly
Disagree nor Disagree Agree

1 2 3 4 5

1 h would be very hard lor me to leave my organisation tight

now, even if 1 wanted to 1 2 3 4 5
2 1 don’t feel any obligation to remain with my current employer 1 2 3 4 5

1 would be very liappv to spend the rest o f my career with this

organisation 1 2 3 4 5

4. One o f the tew negative consequence* o f  leaving this

organization would be die scarcity o f alternatives 1 2 3 4 5

5. Even it it were to my advantage. 1 As not lecl it would lx- right

to leave my organization now 1 2 3 4 5

6. 1 really fill as it dm organization's problem* ate my own 1 2 3 4 5
7 Kiglu now. slaving with mv organization is a mailer ot necessity

as much as desire 1 2 3 4 5

X 1 do not ted a strong sense o f "belonging" to my organization 1 2 3 4 5

y. I tcel dial 1 have too tew options to consider it 1 have to leave

this organization 1 2 3 4 5

10. I do not feel "emotionally attached" u> this organization 1 2 3 4 5

n . 1 would tcel guilty if 1 left im organization now 1 2 3 4 5

12 1 do not tcel like "part o f the tamilv" at my organization 1 2 3 4 5

IV Tim organization deserves mv loyally 1 2 3 4 5

it . It 1 had not already put so much ot tnyscll into this

Organization, 1 might consider working elsewhere 1 2 3 4 5

15 1 would not leave ni\ organization right now Ixeausc 1 have a

sense ot obliganon to the people in u 1 2 3 4 5

16. This organization ha* a great deal o f personal meaning for me 1 2 3 4 5

44



t l t e  o r g a n i z a t i o n  n o w

1 8 .  I o w e  it g r e a t  d e a l  l o  n i )  o r g a n i z a t i o n

I 2 

1 2

TIIANK VOi: VERY MUCH TOR VOI R COOPER ATION

5

5
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QUESTIONNAIRE; OTHER STAi l

PIcukc place .1 lick (V) in the appropriate bn* nr give bnet necessary details 111 the space 

provided.

Purl 1; Respondent* profile

1. What is your name (Optional)?........................................................................................

2. Name of ihe firm? ........................................................  ...............................

'  I l o w  l o n g  h a v e  y o u  w o r k e d  w i t h  i h u  l i n n ’*

0- 5 year ( ) 6  10 year ( J 11 I 5 year ( ) Ifi year* above 1 )

I What is your job position and job uric m the organization'

Part 2: Employee’s perception on pay and related benefits

3 What kind of pay is on offer ui tlus organization*

Normal pay ( ) Contingent pay ( } Performance based pay { ) Cafeteria compensation 

system ( ) Any other, please specify

6. It the answer to 5 above is Contingent pay then state whether the pay i* Contingent 

on?

Contribution ( )  Sklll/C Competence { ) Teamwork ( ) Organizational Performance 

Cash Payment : ) < fitters 1 Specify

In y«mr own view do you dunk the salary paid 10 you is attractive \ i> a vis whar is on 

offer in the market?

Y c * ( J  No ( )

K If  the answer to 7 above is No, please give more details?

9. What are the common employee benefits on oiler 10 the orgaiu/auon? 

Pension scheme

htiancial as*i*ranro, e g  paid absence*

Training and educational allowances 

bunding o f  non |ob related training 

hulls Paid Accommodation*
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Subsidized Accommodations 

(Nothing allowance! 

Subsidized meal*

Insurance Plana 

Renremeni I‘Ians 

Other*: Specify........................

T he fo llow ing  question*  (IV 's 10 - 12) m i l  h r  a n * n rrcd  t'% m e  o f  ih r  h i e  (5 ) l ik e n  •«  a le g n r n  
below . HIc m c  circle a n u m b e r  b e ta  ecu  I  to  S  to  m d n \n c  y o u r  agreem ent*  or d isa g reem en t with 
each sta tem ent.

Low Moderate Average ( . r r . l t  Extent Cfeater Extent 1
Extent Extent Extent

' 2 S 4 *  J

I<i 1 u what extent is each ot these bene fits attractive to yon- (I >c the scale given above)?

Pension scheme 1 2 3 4 5

financial assistance, r.g pan! absences 1 2 3 4 5

1 ranting and educational allowances 1 2 3 4 5

bunding o f non |ob related training 1 2 3 4 5

built Paid Accommodation* 1 2 3 4 S

Subsidized Accommodations 1 2 3 4 5

Clothing allowances 1 2 3 4 5

Subsidized meal* 1 2 3 4 5

Insurance Plans I 2 3 4 5

Retirement Plans 1 2 3 4 5

Others Specify............................................... ............ ........  1 2 3 4 5
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JOU SATISFACTION

I hc following questions concern how you fed aboui the job you do Please indicate the extent to 

which you agree <»r disagree with each statement by circling a number from I to 5

Strongly Disagree Neither Agree Agree Strongly
Disagree nor Disagree .Agree

1 2 3 4 S

1 W < irking here influences my overall attitude toward my |ob 1 2 3 4 5
i \m satisfied with the amount o f work am expected to do 1 2 3 4 5

3 Hie physical working conditions influence the overall attitude

towards the job 1 do 1 2 3 4 5

4 Performance o f  specific job dunes encourage* me to do my beat 1 2 3 4 5

S The amount o f work expected to Ik  done by me influences my

overall attitude towards the |ob 1 do 1 2 3 4 5

6 For the work 1 do, my physical working conditions arc better

than can be expected in the industry 1 2 3 4 5
7 Ih c equipment 1 work with is always in a good working

condidon 1 2 3 4 5

8 Safety on the job receive* adequate attention 1 2 3 4 5

9 Resource* and supplies 1 need to perform my |ob are frequently

available 1 2 3 4 5

10 l'lie process of performance appraisal we use works well 1 2 3 4 5

11 1'hc people who supervise me have good habits 1 2 3 4 5

12 1 have a feeling that 1 would be better o ff working under

different supervision 1 2 3 4 5

13 l lie supervision 1 receive encourages me to give extra effort 1 2 3 4 5

11 Respect lor rules and regulations by employees is very high 1 2 3 4 5

13 My supervisor keeps me in the dark about things 1 ought to

know 1 2 3 4 5

16 My immediarc supervisor i> my best source of information

about work mailers 1 2 3 4 5

17 t ardiness and absenteeism arc handled fairly 1 2 3 4 5

18 Ms supervisor lets me know when am doing a good job 1 2 3 4 5
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19 The supervisors arc making strong efforts toward improving 

the organization

20 I have f aith in the word o f the supervisor

21 I am able to express my feelings and opinions to my supervisor

22 favouritism accounts for supervisory decisions

21 F.mplovcct here are treated fairly

24 My supervisor gives clear cut orders and uistrucuons

25 Our benefits compare favourably with those provided by other 

companies/organizations

20 l receive full information about benefits and how they affect me

27 My pay is very generous in relation ro my duties i* 

responsibilities

2 8  I a m  p a id  t h e  s a m e  o r  n e a r ly  t h e  s a m e  a s  o t h e r s  w h o  d o  t h e  

s a m e  k i n d  o l  | o b  h e r e

29 Career advancement is possible here if  openings occur

ID Hie examples my fellow employees set encourage me to work 

hard

31 Then- lx friction in my work group/xhift

32 Treatment ot employees is consistent

33 The way our work group gets along with other work group can 

be described as very got id

VI The way supplies and equipment are currently used saves 

business money

35 Tmplovces arc consulted about changes that directly affect the 

work they do

36 Discipline is fair and reasonable

V7 Instructions 1 have received on how to do my job have been 

very good

38 Commitment and dedication have great meaning in this 

organization

39 lime i» wasted by unnecessary duplication o f  work effort*

40 There arc good channel o f  communication when we have 

problems

11 I have n good understanding o f the policies that apply to 

employee*

1 2  W o r k  is  d iv id e d  a n d  a s s ig n e d  f a ir ly

13 1 have fsuth in the word o f the owners o f the business

2 3  4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

48



11 I .1111 inlorincd about decisions that are made which .illcci me

and my job

45 I f  I had a friend looking for a |ub, 1 would recommend this 

business as place to work

46 Employees here need someone to speak up for them

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

O RG A N IZA TIO N A L C O M M ITM EN T

Csuig die 5-likcrt scales given below, please circle a Dumber troml to 5 to indicate your agtcrmenr 

or disagreement;

Strongly Disagree Neither Agree Agree Strongly
Disagree nor Disagree Agree

1 2 3 | 4 _ 5 _______|

1 11 would be very hard lor me to leave my organisation right 

now, even it I wanted to

2 I don’t feel anv obligation to remain with my current employer

'  I would lie very happy to spend die rest u! my career with dm

organization

I C )ne of the few negative consequences o f  leaving this 

organization would be the scarcity o f  alternatives

5 I even it’ ll wite to my advantage. I do nol feel It would be right 

to leave mv organization now

(> I re-ally feel an if ibis organi/aUoti’s problems are my own

Right now. staying with my organization is a matter of ncccssitv 

as much as desire

8 I do not feel a strong sense o f "belonging" to my organization 

V I feel that I have too few options to consider it 1 have to leave 

this organization

H> I do not feel “emotionally attached” to this organization

II  I would lecl guilty il 1 let! my organization now

12 I do nor feel like “part o f  the family" at mv organization 

14 This organization deserves my loyalty

If I had not already put so much o f my sell into dus 

I I Organization. I might consider working elsewhere

13 I would not leave mv organization right now because I have a 

sense ol obligauon lu the people in u

16 Ihis organization has a giear deal o f personal meaning for me

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3  4 3

2 3 1 5



I ' l oo  much o f my life would be disrupted il 1 decided to leave 

die organization now-

18 I owe a great deal to my organization

TH A N K  YOU V E R Y  M UCH FO R YO U R C O O P E R A TIO N



Appendix 3: List of Slate Corporations in Kenya

N o. State Corporation Parent (Line) Ministry
A C O M M ERC IA L
1 Agricultural Development Corporation (ADC) Agriculture
2. Agricultural Finance Coxporanon (AFC) Agriculture
3. Agro-Chemical and Food Company Agriculture
1 Bornas O f Kenya Ltd. l'ounsm
S. <Central Bank O f Kem a hinance
6. Chcmdil Sugar Company .Agriculture

Consolidated Bank o f Kenya •malice
H. 1 )cv elopmem Bank o f  Kenya 1 radc and Industry
9 Last Africa Portland Cement Trade and Industry
10. Cllgll 1 elcconunumcations Industnes Ltd. Information <fk Conuuurucaiion
11. Industrial and Commercial Development (1C D C) Trade and Industry
12. Industrial Development Bank Trade and Industn
13 !|omo Kem alia Foundauon t-.ducauon. Science 1 ethnology
14. Kenya Broadcasting Corporation 
15 Kenya 1 Jectricitv Generating Corporation 

(KLNGKN)

Information & Communication
Energy

16. {Kenva Ferry Services 1 ranspori
17. Kenya Industrial Estates Trade and Industry
IK. Kenya Literature Bureau lulucuUon. Science dk Technology
19. Kenya Meat Commission laveMock and Fisheries Development
20. Kenya National Assurance (2001) Finance
21. Kenya National Shipping lane Transport
22. Kenya National Trailing Corporation (KNTC) Trade and ludutlry
23. Kenya Petroleum Hefincncs Led l-'.nergy
24. Keny a Pipeline Company (KPC)
25 Keny a Airport Authority (KAA) Transport
2(i
^7

Kenya Ports Authority (KPA) Transport
Kenya Post Office Saving Bank •inaticc

2K Kettvu Railway* Comoranon Transportr ■
29 Kent a Re-insurance Corporation Finance
VI Kenya Seed Co Ltd. Agriculture
31.

-  32

Kenya Tourist Development Corporation Tourism
Kem a Wine Agencies limited Trade dk Industry

33 National Bank of Kenya NBK) Finance
31 National Housing Corporation Land dk 1 lousing
35
36

National Oil Corporation <>t Kenva Energy
National water Conservation dk Pipeline 
Corporation

y\ flier Reso Mgt, Dev't <N Imgaiion

37 New KCC L or »pcr a ti vc 1 Jcvclt ipn tent
3H Kenva l ea & (Conservation Contorauon Agriculture1 .......................... ........ ......-*■—............. — —■'!
39 Nzoia Sugar (.ompam
40 Postal Corporauon of Kenya Inlomiation «N t Omnium*ation
11 jSafancom 1 .muted Infornunon & Communication ___ ______
42 School Lquipmcnt Production l.'nil l-.ducalton. Si lence A- I cclmologj;__  _
13 South Nvanza Sugar Company Diluted (Sony) Agriculture --- ---  ----  -------- ------
44 Telkom Kenya Ltd.

SI



No. State Corporation [Parent (U n c) Ministry
B REGULATOR*
15. Capital Market Authority hnance
46. Coast Water Serv ice Board Water ReAo.Mgt.Dev’t Ac IrngaUOtt
17. Central Kenya Water Service Board Water Reso.Mgt.Dcvi (V Irrigation
48. 'ofl'cc Board ot Kenya Agriculture
49. Communications Conurusston ot Kenya lnformatiou A < otnmumcauon
30. Commission for Higher Education Education. Science Ac Technology
SI. Colton Board ot Kenya Agriculture
52. 1- astern Kenya W aier Service Board Water Reso.Mgi.Drv ‘t Ac Irngation
53. 1 -'.lectncity Regulatory Board
34. l iltn Censorship Board Information & Cottununicauon
55. 1 loriicultur.il ( tops Development Authority Agriculture
56. 1 Intel* and Restaurants Authority Tourism
57. Ki-m.i Ann ComipUon Authority |u*ucc &  Constitutional Allairs
58. Kenya Bureau o f  Standards 1 fade Ac Industry
59. Kenya Civil Aviation Authority Transport
60. Kenya Dairy Board Dvestoek and Fisheries Development
61. Kenya Marine Authority Transport
62 Kenya Plain Health Inspectorate Service* Agriculture
6.V Kenya Revenue Authority (KRA I'inance
61 Kenya Sisal Board Vgnculture
65. Kenya Sugar Board Agnculture

_ R J Kenya Touri»t Board Tounsm
67. Kenya Wildlife Service (KWS) Environment and Natural R.
68. Lake Victoria North Water Service Board \V aier Reso Mgt
69. Lake Victoria South Water Service Board Water Rcxo.Mgt
70. Kenya Cereal* and Produce Board Vgnculture
71. !National Council tor Science St Technology 1 Education, Setenee & Technology
72. National Environmental Management Authority Environment and Natural K
73. National Irrigation Board (NIB) Water Rrso.Mgt.Dcv'r A: Irrigation
74. Nairobi Water Service Board W aier Reso.Mgt.l>evi & Irrigation
75 Sports Stadia Management Board sports

NGO Coordination Bureau Hume VHairs
77. Pests Products Control Board Agriculture
78 Pharmacy and Poisons Board lealtlt

9. Pyrerhrum Board o f Kenya Vgnculmtv
80, Radiation Proiccuori Board lealtlt
HI Regisrrannn o f \ccountanrs Board Finance
82 Regisirauon ol Certlhcd Public Secretaries I'inance

| » !. Rift Valley Water Service Board W ater Ki m . Mgt.Dcvi & Irrigation
81. Sugar Development Fund Agnculture
85. Tea Board o f Kenya Agriculture
86. Water Services Regulators' Board Water Rcso.Mgt.Dev'r A: lrrtgauon
C IACIE1TATING AGEN TS:

W- Export Processing /.ones Authority Trade A: Industry
88. 1 xport Promotion Council 1 rude Ac Industry
89. Investment Promotion Center Trade Ac Industry
90. W ater Service Trust fund W atcr Rcso.Mgt.DcY i  A; Irrigation
D GOVERNMENT REVENUE COEEECTING AGENT:
91. atertng 1 x*vy Trustees T malice
92. Higher Educauun lx>an* Board Education, Science Ac Technology
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No. [ State Corporation [Parent (Line) Ministry
li APPEALS BOARD

93 L.NLA Appeals Board TlUUlCC
94. ’ublic Procurement Appeals Board •inancc

“ i d State Cooperation Appeals tiiancc
96. Kent lnbun.il Board lradc A Industry
P R ESEA R C H  IN STIT U T E S
97. Coffee Research foundation Agriculture
98. Kenya Agricultural Research Institute Agriculture
99. Kenya Forest Research Institute Agnculturc
100 Kcnva liidubirul & Research Development 

Institute (K1RD1)
lradc & Industry

101 Kenya Institute for Public Policy Research & 
Aiials sis

[Manning & National Development

102. Kenya Marine and l;i»herie» Research Iiisuiutc Agriculture
103 Kcnva Medical Research Institute I lealih
|l>l Kenya Sugar Research Foundation Agriculture
11)3 ]Kcnva Trypanosomiasis Research Imlitutc, . .X livestock and Fisheries l>cvelopinrnr
106 Kenya Velertniiry Vaccines Producnon A 

Development"■ ....■■■■*........... . ■ 1 ■■ ■■ i

lavcstock tmd Fisheries Dcvelopuicni

107 Tea Research Foundation Agricullurc
C. ED U C A TIO N A L AND T RAIN IN G
108. Cooiscrntiy c  College o f  Kenya Cooperative Development
109 Council o f 1 x ga! education Attorney- General
li lt Fgerton University Education, Science i\ 1 cchnology
111 lonio Kenvana University of Agriculture A 

Technology
1 duration, Science A l cchnology

112- Kenya College o f Communication A Icchnology Information 8c Conununicanon
113 Kenya Institute o f  Administration Office o f the President
11 1 Kenya Medical Training <iciurc 1 lealih■ — —■ | ---- * . c  -
11 -i Kenya National Examination Council Education, Scieiu r A technology
116 Kenya L'talu College 1'ounsm
II ’. Keinatta University Education. Science 8c T echnology
118. Masctio University 1 .duration, Science 8c '1'echnology ____
119 Moi University Education, Science A- Technology
12U University o f Nairobi (I'ON ) 1 .ducation, Science 8c 1 cchnology
H R EG IO N A L D E V E L O P M E N T  Al T IIO R IT V
121 (Coast Dev clopincnt \uthoritv Regional Development

122 [FAvav> Ng'iro North River Dcvclopincnt Authority Regional Development
123. Fwaso-Ng’iro South River Development Authorm Regional 1 Jevclopmem

121. K m o Valiev Development Authorm Regional Development

I2.V lake llasm Development Authority Regional l ) n  clopmritt
126 lana A Athl Rivers Development Authority Regional Development

j SO C IA L  ANI) H EA LTH  SERV ICE
127 Kcn\ a National Library Services E'ullure A Sociol Services
128. Kenyan.! National Hospital 1 lealih
129. laical Authorities Provider!! Fund Local Authorities
1.30 Moi Referral and Teaching Hospital Health
131. National Coordinating Agency for Population A 

[Dcv't
Planning 8c National Dcv't

1 32 iNaUoanl Council for Children Services Gender, Sports A Sooal Services
133 jNanonal 1 lealih Insurance Fund Health______________
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No.
151

Su« Corporation
National Museum* o f Kenya

P « n .  (Line) M inis.n
Culture fie Soaal Sen ices

13S Nau<>nal Social Security Fund labour fie 1 luman Resource Development

K COMMISSIONS:
130 Commission for ( lender and Development Gender. Sports &  Social Sen icc»_ __

137. lutliei.il Service Commission Justice & Consntuuonal Affair*

138 Kenya Human Rights Commission lusticc A: Constitutional Altaic*

\y> Parliamentary Service Commission Parhanieni ____________

110 [Presidential Music Commission education. Science A l echnolo^v

141 Public Sen i« c Commission t )ftke of the President

142 f I'cachcr* Service t Commission education, Science A: Technology ___|

Stiurev: Minium of /'injure



Appendix 4: List of Sampled Firms

No. State Corporation Parent (F ine) Ministry

U _ Agricultural Development Corporation (ADC) Vgnculturc
Agnculrur.il finance Corporation (AFC) Agriculture

l Central Hank O f Kenya Finance

Li _ 
*)

onsolidated Hank oi Kenva finance
Development Hank o f Kenya 1 rade ami Industry’

6) Industrial ami Commercial Development
aC .D C )

Trade and Industry

J H - Industrial Development Hank 1 rade ami Industry
8) Kenya Broadcasting Corporation Information & Communication
y) Keny a Pipeline Company (K PQ 1 energy
Hi National Hank ot Kenya (NDK) finance

11 Naiional 1 lousing Corporation l auid ik 1 lousing

J 2L . lelkom Kenva l.td. Intormanon A: Communication
1.1)

_ L ! i _

Capital Market Auihontv finance
Commission foi Higher Tducauon 1 duration, Science & Technology

1 5 L L.\pun Promotion Council 1 rade & Industry
Higher 1 (duration l/>an» Board 1 duration. Science 6c Technology

P ) l aiia ik Atlu River* Development Authotity Regional Dcveltipmeni
IH) Kenva Tourist Development (,'orporauon louriam

» & _ Kenya Wine Agencies limited Trade & Industry

J & National lMivu.inmcm.il Management Authority environment and Natural R
21) Kenya Industrial & Research Devdopnieni 

(intitule (K1RDI)
Trade ik Industry

U l . Safaricom 1 .imiied Infonniition ik Communication
- < oinmuniciition* Commission o f  Kenya Information & CominilhicMtinn

.24) Kenya Sugar Board Apiculture

?5 Pest* Products t ontrul Board Agriculture
26) . Kenva Agricultural Research Insntuie Agriculture

J D . Kenya Institute o f Admmistrarion O flk r o f  the President
28) 1 lonicdtur.il Crops Development Authorin' \gncuhurc

i 29) Kenva Dairy Board Livestock and fisheries l>evclopment
V. National Irrigation Hoard (NIH) Water Rett. Mgt, D evi ik Irrigation

31 Radiauon Protection Hoard lealth
.12) Kenva Instmitc tor Public Policy Research 6c

\nalysis
Manning ik National Development

33.i Kenya Medical Research Institute lealth
.11, National 1 lealth Insurance fund icaltlt
3 5 j' Naiional Social Secuntv fund j*bour ik 1 Inman Resource Development
.16) Kent a Human Rights Commission usiice iv Constitutional Attain

3?) Kenya l.lccincm Generating < orporation •jiergy

38) Six>ris Madia Managcnuni Hoard Sport.

39)
» ----- -T3L- - ■ - * *

k .'iiu  1 i iln ( oUevr I’ounsm ______________________1

1 40) |l nivcniiy of Nairobi dm anon. Science ik 1 et hnology

yiacTlR  LUMA
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