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ABSTRACT

Human resource is a crucial asset to organizations. Effective human resource
management practices are associated with the increased performance of employees. The
study sought to establish the relationship between selected human resource practices and
the performance of employees; using a survey of public universities in the Mt. Kenya
region. The specific objectives of the study were to determine the effect of the hiring
process on employee performance; to establish the effect of training on employee
performance; to determine the effect of performance appraisal on employee performance
and to establish the effects of compensation on employee performance. The study was
guided by Ability-Motivation-Opportunity (AMO) theory and Expectancy Theory of
Performance Management. The target population was Office Administration Officers in
public universities in Mt. Kenya region. Due to the small population size, the entire
population comprising of 201 Office Administration Officers was selected. A closed-
ended questionnaire comprising a five-point Likert Scale was used to collect data. The
questionnaire was administered online through the use of Qualtrics online survey
software. The introduction letter was issued to the respondents informing them of the
purpose of the research. A total of 176 responses were generated; which was a response
rate of 88%. Descriptive statistics in form of tables, frequencies and percentages were
used to present the analysed data. Cronbach alpha was used to assess the instrument
reliability, while content validity was assessed through reviews of the items by the
supervisors. Data was tested to ensure that it did not violate regression assumptions. The
result of the study indicated that hiring (p<0.05), training (p<0.05) and performance
appraisal (p<0.05) had a statistically significant effect on employee performance. The
compensation practice had no statically significant effect on the employee performance
(p>0.05). The research recommends that the management of public universities need to
focus on the improvement of each practices through the establishment of relevant
policies. There is also need for further research using public universities from other
regions, private universities as well as use of additional variables such as satisfaction
and motivation. The research also needs to focus on introduction of a moderator variable
in order to establish its role on the relationship between HR practices and employee
performance.
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CHAPTER ONE

INTRODUCTION

1.1  Background of the Study

World over, employee performance has been a concern of every firm whether public or
private and thus its importance cannot be overemphasized. Though, traditionally, the
importance of performance was viewed as a concern for the private sector only, there
has been a notable change to this view over the last couple of decades, where both

private and public sectors embrace and value performance alike (Tursunbayeva, 2019).

One of the key objectives of any organization is to optimize its performance, which is
believed to translate into better profits and satisfied customers for the profit-making
organizations which are either product or service oriented (Sharma & Dhar, 2015). Non-
profit organizations also endeavor to enhance employee performance to enable them
deliver their mandate. To perform, all these organizations, whether profit or non-profit
making, need to develop a strong internal workforce to address various challenges that

they frequently face as they strive to improve employee performance.

The importance placed on employee performance and the new strategic role of human
resources has changed the way human capital is viewed in many organizations. Due to
cost and nature of human capital, in the traditional approach, little attention was paid to
it. However, this view has changed due to the realization among researchers and
practitioners of its importance at assisting the organizations to achieve competitive

advantage (Marina & Giner, 2014). Human capital is seen as a strategic lever that has

1



economic significance on a firm (Hamel & Prahalad, 2010). According to a publication
by the United States Department of Labour (1993), United States firms were advised to
take up various HRM performance enhancing initiatives to increase competitiveness in
global market. This recommendation was in agreement with the assertion of many
researchers and practitioners that organization’s performance can be influenced by the

way employees or human resources are treated.

Chen and Huag (2009); Collins and Smith (2006) define HRP as the major method by
which the entities can convince the staff and structure their behavior and skills to
perform tasks focused on the achievement of organization goals. Researchers on this
subject suggest that there is a set of identifiable set of practices which are clustered in
various categories and include Best practices, High Performance, Progressive Practices,

High Commitment and High Involvement HR practices (Pfeffer, 1994).

Mayes et al. (2017) asserts that it is possible to influence employees’ performance by
use of human resource practices. In their study carried out in the Peoples Republic of
China on the effects of HRPs on perceived organizational support, it was found out that
certain HRPs predicted perceived organizational support. These practices included
hiring, training and compensation practices. Further, they noted that perceived
organizational support had a positive influence on workers’ satisfaction. This assertion
was in congruence with other studies carried out outside China, especially in the

Western countries.

There exists adequate empirical literature to support the belief that HRPs which include,

equitable hiring, sufficient employee training, compensation based on performance and
2



performance appraisal, could reduce the adverse effects of organizational politics; which
would otherwise be fuelled by feelings of unfair treatment and negative perceptions
among employees. This could have an overall impact on both employee and

organizational performance (Mayes et al., 2017).

In Africa, many public and private organizations have recognized the importance of
HRPs in improving both the employee and performance of organization. The human
resource practices are affected by culture and social values; thus the practices should be
customized to meet the prevailing conditions (Erasmus, 2018). The indigenous
knowledge plays the critical role in the development of human resource practices in
Africa. Specifically, while the African countries use the Western practices in human
resource management, the indigenous knowledge and cultural and social values are
entrenched in organizations (Uzo & Kinoti, 2018). For instance, many organizations
recognize the importance of respecting older employees, just like the society respects the
elderly. However, the incorporation of the indigenous values has been criticized by
many scholars because it ignores the importance of evidence-based methods of
management. The poor human resource management can be attributed to the
overreliance of indigenous practices; which cause the ignorance or limited application of

scientific principles (Boxall, 2015).

A review by Uzo and Kinoti (2018) indicated that the managers in Africa are forced to
cope with the community demands and expectations which sometimes lead to the

ineffective and inefficient management practices. For the human resource practices to be



successful there should be a blend of the indigenous practices with the scientific

principles.

There are various types of HRPs that are used in Africa; hiring, training, performance
appraisal and compensation. Good hiring practices leads to the recruitment of employees
with the suitable skills, motivation, culture and personality, hence increasing their job
performance. Similarly, training leads to the increased employee performance because it
equips the staff with the skills, knowledge and abilities that enable them to perform
optimally (Atan et al., 2015). Performance appraisal enables the identification of the
staff weakness and strengths; hence enabling the management to identify the
opportunities for improving employee performance. Compensation practice leads to
improvement in staff performance because the financial and non-financial incentives
directly lead to the motivation, which results in increased performance (Akhter et al.,
2013). Several studies indicate that many organizations practice these approaches. For
example, a survey among firms in Ghana and Nigeria, by (Arthur et al., 2005)
established that most of the firms practiced these four HRPs. Another study by Wood
and Bischoff (2020) indicated that the four practices are heavily relied on together with
the traditional management practices. Therefore, the study tested these four HRPs

(hiring, training, performance appraisal and compensation) in the Kenyan context.

1.1.1 Public Universities in Kenya

Kenyan Public Universities fall under the umbrella of Ministry of Education, State
Department of Universities Education and Research; formerly known as Ministry of

Higher Education. Public universities are semi-autonomous in their operations though
4



they draw their funding from the government exchequer. This sector remains one of the

core sectors that steer the country’s economy and forms the social pillar in the Kenya

Vision 2030.

According to a report published by World Bank, the growth and development of any
economy is grounded on its education system, hence investing in it would imply
economic growth, increased productivity, national and social development and reduction
in social inequality (World Bank, 2018). The important role of higher education in
creation of high level human capital cannot be overemphasized (Edundayo & Ajayi,
2009). To achieve this, Universities being service organizations need to formulate

policies and adopt appropriate practices that drive employee performance.

Due to the important role played by public universities in Kenya in economic growth
through creation of high level human capital, the semi-autonomous nature in their
operations and the fact that they are domiciled in the public service industry has

motivated the researcher to study the issue based on Kenyan public universities context.

This research, therefore, investigated the effect of selected HR practices based on the
AMO (Ability, Motivation & Opportunity) theory advanced by (Arthur 1994; Huselid
1995; Pfeffer 1994) on Employee performance. These specific practices which are
hiring, training, performance appraisal and compensation were adopted from a study by
(Mayes et al., 2017) on “The Effects of HRPs on perceived organizational support in the

People’s Republic of China”



1.2 Statement of the Problem

Human resource is one of the most critical assets in a firm; therefore, organizations are
investing in the enhancing competitiveness of this asset. Unlike the traditional approach
that assessed the performance of the firm financially, modern techniques also assess the
performance based on human resource practices and employee performance (Singh et

al., 2015; Chashmi & Fadaee, 2016).

The majority of the researches on the role of HRPs on employee performance are
conducted in firms outside Africa. Therefore, a study in the African context will fill the
research gap, on how HRPs affect employee performance. Also, most of the studies are
conducted in the private sector; hence the influence of the practices on the public sector
organization is not well understood (Bernecker et al., 2015). Unlike the private the
public sector performance is low because of failure to employ effective HR strategies
(Bernecker et al., 2015). This situation is evident in Kenya. Specifically, the Kenyan
public sector is characterised by low employee performance, which in turn results in
poor institutional performance (Leseiyo & Ngui, 2019). According to Leseiyo and Ngui
(2019); Muriu et al. (2017) employee performance in public institutions in Kenya is low
due to various factors such as poor remuneration, lack of training, and ineffective
compensation and appraisal practices. Therefore, this research sought to determine the
effect of selected HRPs on employee performance. Just like the private sector, the public
sector should have the procedures and policies for improving organizational
performance through human resource departments (Daly, 2016). Limited research has

been conducted in the Kenya context. For example, Odendo (2018) researched the



effects of HRPs on the performance of employees in the branding and graphic industry.
The researcher established that there is a positive association between HRPs and
workers’ performance. However, Odendo (2018) researched HR practices in the general
organization context such as policies, corporate culture, and supervisory support.
Therefore, there is limited research on how each of HRM practices (hiring, training,
performance appraisal, and compensation) affects employees' performance in Kenya

public universities context.

1.3 Objectives

1.3.1 General Objective

The main objective of this study was to establish the effects of selected HRPs and

Employee Performance in public universities in Kenya.

1.3.2 Specific Objectives

i. To determine the effect of hiring process on Employee Performance in public

universities in Kenya.

ii. To establish the effect of training on Employee Performance in public universities

in Kenya.

iii. To determine the effect of performance appraisal on employee performance in

public universities in Kenya.

iv. To establish the effect of compensation on employee performance in public

universities in Kenya.



1.4 Hypothesis
Hoi: There is no statistically significant effect of hiring process on Employee

Performance in public universities in Kenya.

Ho.: There is no statistically significant effect of training on Employee Performance in

public universities in Kenya.

Hos: There is no statistically significant effect of performance appraisal on employee

performance in public universities in Kenya.

Hos: There is no statistically significant effect of compensation on employee

performance in public universities in Kenya.

1.5  Justification of the Study

The study will assist various stakeholders in the higher education sector to formulate
appropriate HR policies. Further, the results of the effect of HR practices and Employee
performance will enable public universities employ the right HRM practices, whether as
bundles or as a single independent practice to get the highest positive effect on employee
performance to achieve corporate goals. The understanding of the association between
specific HR practices and workers’ performance outcomes could also be helpful to the
executives in the development of HR practices geared towards achievement of staff

performance.

1.6 Limitation of Study
The study was limited to chartered public universities, which excluded private

universities and all University Colleges in Mt. Kenya region. Therefore, generalization
8



to private universities and colleges would be challenging. The study was limited to the
selected HR practice namely hiring, training, performance appraisal and compensation
used in a study by (Mayes et al.,, 2017) and supported by the Ability-Motivation-

Opportunity theory; thus parameters from other models were excluded.

1.7  Delimitation of the Study
The research covered public universities only because they may have different human
resource practices; when compared to private universities. The study used Ability-

Motivation-Opportunity theory which had been applied in multiple HRM studies.

1.8  Significance of the study

1.8.1 Institutions

The study results provide crucial knowledge on the effect of selected HR practices on
the staff performance. The findings will guide the universities in designing the
appropriate Human Resource practices such as training modules and motivation

initiatives and packages aimed at increasing the workers’ productivity.

1.8.2 Academia

The study findings contribute to the existing knowledge on the impact of selected HR
practices on the employee performance. The knowledge assists future researchers to

identify research gaps that they will use to establish problem statement and objectives.



1.9  Scope

The study population comprised of public universities operating in Mt. Kenya region
which were sampled accordingly to achieve a representative sample size. The
Universities constituted of chartered public universities, excluding University Colleges,

Campuses and Centres.

1.10 Assumptions

The study was based on the assumption that all the data collected from various
respondents in the study was factual and credible, thus, the research findings were
generalizable. Further, the researcher assumed that the data collection instrument
provided the desired results and that the design adopted was appropriate. It was also
assumed that the practices advanced by Ability-Motivation-Opportunity theory and
adopted in this study were a fair and general representation of commonly used HR
practices. Lastly, the researcher assumed that the research results are generalizable to all

public universities in Kenya.

1.11 Operational Definition of Terms
Human Resource Management (HRM): The process of managing employees through
various actions such as recruiting, compensation, and assigning duties (Cook et al.,

2016).

Hiring: The process of identifying, selecting and recruiting the new workers (Cook et

al., 2016).

10



Training: A process of enhancing the employee knowledge, skills, abilities and
efficiently to enable them to increase their performance in specific task or tasks

(Barbazette, 2006).

Performance appraisal: Analysing the employee performance against the set goals, or

achievement targets (Boxall, 2015)

Compensation: Monetary or non-monetary exchange to the employees in exchange to

the services provided to the organization (Boxall, 2015).

Employee performance: How staff achieve set organizational goals, fulfil duties and

responsibilities and comply with the policies and procedures (Barbazette, 2006).
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CHAPTER TWO

LITERATURE REVIEW

2.1  Introduction

The chapter is sub-divided into two parts namely Theoretical and Empirical Literature
Review respectively. The first sub-section examines two theories which are: Ability-
Motivation-Opportunity (AMO) Theory and Expectancy Theory of Performance
Management. The second sub-section covers Empirical Literature which constitute of
studies on the relationship between selected HRPs and Employee Performance. In this
chapter, the study is further conceptualized through use of a conceptual framework
showing the interaction of the Independent Variable and the Dependent Variable in the

study.

2.2  Theoretical Literature Review
The study was guided by AMO theory and Expectancy Theory of Performance
Management.

2.2.1 Ability-Motivation-Opportunity (AMO) Theory

AMO theory was first proposed by Bailey in 1993 (Garcia & Tomas, 2016). He urges
that to encourage employees to use their discretion at work, the following three
components are vital: essential skills, suitable motivation and opportunity that
employees are given in order to participate. The theory argues that a set of bundles of
interconnected HRPs will enhance employee performance. Bailey sees the bundle of

three components that form the Ability-Motivation-Opportunity framework as best

12



serving the interests and goals of any organization. Further, he adds that these
components are the ones that build the employee’s character and contribute to the

success of the firm they work for as cited in (Ujma & Ingram, 2019).

This theory has been widely accepted in HRM literature as evidenced by its use in
explaining the relationship between HRPs and performance of either individual staff or
the organization in general. This assertion is well supported by the various studies in
HRM field where behavioural theories have been applied. In majority of literature,
authors have adopted and applied the Ability-Motivation-Opportunity theory to support
their argument why human resource practices affect various employee outcomes. These
authors include Guest (2011); Ehrnrooth and Bjoorkman (2012); Hutchunson (2013);

Gould-Wiliams et al. (2014) as they tried to explain the HRM-Performance relationship.

Further, Marin-Garcia and Tomas (2016) carried out a systemic review of Ability-
Motivation-Opportunity model in their study titled “Deconstructing the AMO
framework: A systemic review.” In their study, they found out that Ability-Motivation-
Opportunity model provides an exceptional and well-thought-out structure that provides
a better understanding of HRM-Performance relationship. They further noted that the
effectiveness of the model’s proposal was way beyond doubt as a skilled and well-
trained and employee achieve better results, while a motivated staff will be ready to take
up extra duties and responsibilities. Additionally, they underscored the role of work
environment in providing adequate opportunities for the employee. This in turn ensures
that the first two components, that is, Ability and Motivation produce good results. This

is also echoed by Gould-Wiliams et al. (2014) who concur with this assertion that

13



performance is enhanced when abilities and skills are improved; employees are
motivated to a level where they can exert discretionary efforts and further given

opportunities to use their skills, knowledge, abilities and attributes at their work place.

Despite its wide acceptance and use, the theory has been criticized by some authors as
they consider Ability-Motivation-Opportunity framework and its influence on
performance complex. They argue that it does not only depend on existence of the
practices, but also the employee’s instinctive perception of these practices (Ehrnrooth &
Bjoorkman, 2012). Other critics of this theory assert that Ability-Motivation-
Opportunity theory may not be a perfect fit for all situations. This is because the HRPs
could also be influenced by other factors like beliefs, individual likes, and employee
prevailing circumstances which could influence implementation of the HRPs and

consequently affect their results (Guest, 2011).

The theory thus supports this study of the effects of selected HRPs on performance of
employees as it argues that some specific bundles of HRPs (Ability enhancing;
Motivation enhancing and Opportunity enhancing) practices have an effect on employee
performance.

2.2.2 Expectancy Theory of Performance Management

The model was proposed by Victor Vroom in 1964 (Lee, 2018). In this theory, he argues
that individuals or employees are inclined to behave in a specific way as they are
motivated by the beneficial consequences of their behaviour. He explains that
expectancy is the motivation which encourages individuals to choose to behave in a

specific way over the other. He further explains that this theory is anchored on three key
14



pillars namely: Expectancy, Instrumentality or Reward and Valance as cited in (Baakeel,

2018).

He looks at expectancy as based on personal belief that exhibition of certain behaviour
will definitely assist a person in anticipated performance goals. This expectancy thus
guides the individual in identifying the skills and training required to effectively perform
a given task. He argues that if the goal is set way beyond the individual’s ability and

skills, then, there arises a corresponding decline in motivation.

Instrumentality is linked to the process of rewarding individuals for desired performance
behaviours and outcomes. This makes individuals more motivated towards performance
outcomes with greater rewards. He concludes that when rewards for various
performance outcomes are the same, individual’s motivation to perform variety of tasks

decline.

Vroom defines valence as the significance of reward to individuals as they exhibit
desired performance outcomes. He argues that different individuals will evaluate
rewards based on their motivation sources, goals, values and personal needs; thus, they
tend to assign the greatest importance to the variable with the greatest motivational force

to them (Freeman, 2019).

The theory has been applied in almost all organizations and basically in all aspects of
employment relationships. However, it is mainly used in employee performance
monitoring, analyzing outcomes of training against the expected organizational

performance outcomes, as well as other processes which include but not limited to

15



targeted recruitment and selection of employees. The theory is also used to identify

employees’ motivators and also interpret specific behaviours (Lee, 2018; Nsofor, 2009).

Nsofor (2009) studied the influence of Expectancy Theory on employees' performance
in Lagos State and found out that the theory has a role to play as an employee motivator
tool. However, he cautions managers and advises them to be alert when applying the
Expectancy theory of performance management since motivators differ from one
employee to another. To succeed, therefore, they should endeavour to understand what
motivates each of the employees and provide it in order to create a positive influence.

This includes both physical rewards and building of positive character.

Porter and Lawler (1968) used Victor Vroom's Expectancy theory as a foundation to
develop their expectancy model. During the development of their expectancy theory,
they argued that the Vroom’s model was deceptive due to its simple nature; hence they
introduced additional parameters. They discredited it as deceptive as employee’s
productivity is linked to motivation initiatives. However, this assertion is only possible if

employee links the reward to personal specific need (Graen, 1969).

The Expectancy theory was criticized by various authors like Graen (1969); Porter and
Lawler (1968); Lawler and Porter (1967); and Lawler (1971) for its simplistic nature.
The criticism prompted some of the critics like Lawler (1971) to start adjusting Vroom’s
model basing it on the following four arguments: employees tend to choose the
outcomes with the greatest personal benefits whenever they are presented with a variety
of outcomes; they will always have preferences; every individual has the belief that their

efforts will produce the desired outcomes; any individual behaviour generates desired
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outcomes; thus individuals actions are triggered by their preferred outcomes and
expectations. Vroom himself was in agreement with some of the criticisms advanced by
other authors stating that the theory should be expanded to incorporate findings and

recommendations of other studies (Smith & Hitt, 2006; Smith, 2006).

This theory is relevant to this study as it helps managers understand what individuals in
an organization want, value and expect from the organization and thus they are able to
provide them in order to reap maximum benefits in terms of employee outcomes. The
theory is also applicable because it explains how some work-system elements such as
extensive training, fair performance appraisal or job rotation practices can cause the
individuals in an organization to behave in a desired manner. Specifically, they lead to
motivation of employees; hence they focus their efforts towards improving their

performance for benefit of entire organization.

2.3 Empirical Literature Review

Researchers on this subject suggest that there is a set of identifiable set of HR practices
which are clustered in various categories namely hiring, training, performance appraisal
and compensation practices. This section reviews the literature of selected HRPs and

employee performance.

2.3.1 Hiring and Employee Performance

The hiring process is the function of human resource department. It is a process that
involves “reviewing the applications, selection of the right candidates for interview,

testing the applicants, performing the pre-employment tests and choosing the most
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qualified candidate for the job” (Wayne & Martocchio, 2016). Hiring is an essential
process in an organization because it brings new talents that facilitate creativity and

growth.

The hiring process involves various other aspects such as job design, job analysis, job
description and creation of awareness. Otoo et al. (2018) indicate that the hiring process
is the main determinant of a successful organization. The companies that have effective

hiring process are likely to have good reputation and financial performance.

Grabara et al. (2016) narrates that there are two critical phases of the hiring process. The
first phase is the attraction of the large pool of qualified individuals, while the second
one is the ability of the human resource manager to select the right people to hire. The
efficacy of recruitment process is determined by the ability of the organization to attract
large pool of qualified employees and handling the selection process efficiently and

effectively.

During the process of hiring, the organization looks at various elements. There exists
extensive literature on the skills and qualities of employees that organizations consider.
According to Potter and Ebb (2006), most employers consider work experience,
interpersonal and communication skills. Bolander and Sandberg (2013) agree with this
assertion, however, they further explain that communication skills is the most important
skill that the organization should consider. This is because an individual with good
communication skills is able to prevent and solve conflict, become a good leader, have
good relationship with team members and easily trained on other critical skills such as

problem solving.
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Many organizations firms are affected by the recruitment practices. The organizations
strive to get the most qualified candidates. Traditionally, organizations were striving to
hire the individuals with best qualifications with little consideration to personal
attributes. However, modern hiring practices rely on the personal attributes when
making the hiring decisions (Collins & Smith, 2006). The emphasis placed in today’s
hiring practices is due to the realization of the critical role it plays in the performance of
the employees. The available evidence indicates that the hiring process positively

impacts the workers’ performance.

A survey among Kenyan life insurance companies by Janet (2019) indicated that hiring
practices led to positive improvement in employee performance. Specifically, the
researcher established that selection, induction and interview process led to enhancement
in employee performance. Similar results were obtained by Ramki (2015) in a study
among Kenya International schools. The researcher established that there a positive
relationship between the hiring and recruitment process used in the international schools
and the performance of employees. Such were also the results of Potter and Ebb (2006)
who established that there is a positive association between the hiring strategies and the

staff performance.

Effective hiring process ensures that the employees are motivated towards ensuring that
the organization meets the goals and mission values (Prieto & Santana, 2014). This
assertion is reflected by a study among 436 manufacturing firms in Japan by (Gamage,
2014). The researcher established that the use of effective recruitment process leads to

identification of the candidates who matches the job description, which leads to
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increased motivation to perform the assigned roles. Some organizations have established
unique ways of carrying of hiring. These methods significantly deviate from the
traditional methods of hiring. For example, a research by Kollitz et al. (2019) indicated
that some firms prefer hiring among the family members. While this practice has been
criticized by many researchers, it has various advantages. For instance, it leads to long-
term stability, shared values and intergeneration continuity. Some of the firms that have

successively employed these practices include Toyota and Samsung.

The use of technology has improved the process of hiring. For example, a research by
Nikolaou (2021) indicated that most firms are using technology to attract a large pool of
qualified candidates. With the large number of candidates, the HR is able to select
candidates who are best talented for a particular job; thus leading to improved
performance. The analyzed information indicates that the hiring process is associated

with improved employee performance.

Hiring in the public sector in Kenya has been criticized due to inefficiencies, corruption,
tribalism and nepotism (Ombanda, 2018). These issues lead to low employee and
organizational performance. A study conducted in public universities context, would
indicate whether the hiring process used in these institutions affects workers’

performance.

2.3.2 Training and Employee Performance

Salah (2016) defines training as the process of acquiring a skill for a certain job or

knowledge in a particular area to support a certain occupation or task. Therefore,
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training needs are triggered by job or organizational demands. Other scholars like Gill
(2012) and Otoo et al. (2018) describe training as a step by step approach of changing
the behavior of the trainee with organizational goals in mind. Singh and Mohanty (2012)
define training as initiatives to improve employee’s skills, knowledge and competencies

which affect both the employee and organizational performance.

Training is said to have great effect on organizational efficiency as it prepares
employees with the right combination of skills, information and competencies to enable
them discharge their duties and responsibilities (Cole, 2002). Training can bring about
positive work attitudes on employees if it is perceived by the employees as geared
towards addressing their developmental needs. Training is, therefore, not a benefit to the
employees alone, but also to the organization as it forms an investment that has immerse

returns to the organization both in the short term and long term (Salah, 2016).

Organizations have adopted various training practices to fit the needs a particular set of
employees. These include Induction training - which targets newly employed persons in
an organization; mentorship or coaching to help employee fit-in the job or for future job
role; improve on a technical aspect of their job (for instance, when responding to a new
technological development in their job), improve skills or prepare for future job roles,

among others.

For training programs to be effective, they have to be undertaken in a systematic way.
This means that training is addressing a need or gap identified during training needs

assessment. Training needs assessments means the skills and competencies required to

21



undertake a certain job vis-a-vis the skills and competencies of the employees. The skills

and competency gap determines the best approach to address it (Barbazette, 2006).

Despite the great importance placed on training, training methods used in any
organization for a particular set of employees have an impact on employee performance.
Some of the commonly used training practices include On-the-job training, Off-the-job
training, orientation and induction, promotional and advancement training, refresher

training and Technical Training (Wayne & Martocchio, 2016).

The organization growth is affected by a number of dynamic factors. Therefore, the
training of staff is critical to cope with the changes in environment such as new
technologies and legislations (Barbazette, 2006). This argument indicates that there is a
notable difference in firms that train their staff and the ones that do not. Existing
literature indicates the existence of a relationship between training and development and

staff performance.

In a study to establish the relationship between training and employee performance,
Afroz (2018) used a sample of 14 banks located in Bangladesh. She established that
employee training increased their skills, which lead to efficiency and effectiveness in the
performance of the assigned tasks. A Study by Atan et al. (2015) in which they sought to
establish the relationship between training and performance of SMEs in Malaysia
established that there was a relationship between the training and job performance by the
employees. Using integrated research model Diamantidis and Chatzoglou (2014)
established that the employment training initiatives lead to the long-term training, self-

efficacy and post-job training performance.
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The training practices also results in solving other HR-related problems that the firms
face. A study in NHIF office in Machakos, Kenya established that the training practices
led to the improvement in employees’ performance, despite the existence of various HR-
related issues such as poor motivation, lack of team spirit, poor compensation, and poor

working condition (Mohamud, 2014).

Training is an important way of dealing with skill deficit, and way of improving the
employee performance. Mohammed (2016) states that bridging the gaps in performance
is one the most significant challenges that the organization face. However, the firms can
use training to bridge this gap. Specifically, training enables the identification of skill
deficit and implementation of the targeted training programs that equips the employees
with specific skills. In a comparative analysis of before and post-training in Bank of
Indonesia, Patt and Rumokoy (2016) established various aspects of employee
performance such as team work, cooperation, communication, planning and organization

significantly improved after training.

In a study by Salah (2016) investigated “the association between training and
development and employees’ performance and productivity in selected Jordanian Private
Sector transportation firms. The study revealed that “training and development were
positively correlated and indicated that there exists a significant relationship of these
practices and staff performance and productivity.” This research sought to establish
whether training had influence on the performance of public university employees in the

Kenyan context.
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2.3.3 Performance Appraisal and Employee Performance

World over, performance appraisal practices have been used to determine employee pay,
recognize workers, identify strengths and weakness, design counter measures to improve
on the weaknesses identified, inform salary-based decisions as well as evaluate
performance (Brown et al., 2018). Performance appraisal provides a platform for
subordinates to air their views and concerns relating to their job and issues affecting
their job performance (Dangol, 2020). These very important roles played by
performance appraisal and its impact on the employees, underscores the need for an

open and fair process (Cappelli & Conyon, 2017).

According to Mayes et al (2017), the practices surrounding the performance appraisal
process include self-assessment where employees have a chance to appraise themselves,
peer appraisal which involvements appraisal by employees of equal job ranking, and
appraisal by supervisor. The component of appraisal by customer has been incorporated
in many appraisal tools due to the high importance placed on the customer. Further, they
argue that performance appraisal should aim at identifying employees’ strengths as well
as bring out their weaknesses, help in recognizing good performers while at the same
time, giving an opportunity to work on employee’s weaknesses. All these efforts are
geared towards employee development hence better performance (Cappelli & Conyon,

2017).

Benson et al. (2020) noted that firms who use performance appraisal practices for
conformity and compliance, giving a lot of attention to discipline and punishment may

not reap the full benefits of these important human resource management practices. This
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is because such management responses will lead to diminishing trust and suspicion.
Inadequate use of appraisal results will demoralize employees as they will assume that
management lack good faith in the appraisal process (Akinbowale, 2014). Therefore,
performance appraisal at all costs, should aim at preserving employees trust, be seen as
fair and focusing on the general well-being of the employee which include employee

development or reward for positive outcomes (Kampkatter, 2016).

The employee performance appraisal assists in improving the productivity and
performance of employees. Appraisal is used in making the promotion decisions and
also assessing the shortcomings, strengths and skills (Nor & Abdullah, 2020).
Performance appraisal is aimed at ensuring that the employee performs according to the
desired levels, and according to the rules and the regulations (Nitika & Arora, 2020).
Various researchers have researched the effects of performance appraisal on employee
performance. An integrated review of literature by Shaharyar (2014) determined that

performance appraisal leads to improved performance.

A study by Moraa and Datche (2019) in which they sought to determine whether the
performance appraisal in NHIF head offices led to improved performance determined
that there is a positive association between performance review and performance of the
staff. A study on the effects of performance appraisal on employee productivity on
Kenya universities determined that performance appraisal leads to improved individual
productivity, which in turn contributes to the overall organizational performance (Mbiti
et al., 2019). A Survey of 166 employees working in industrial companies in Spain

established that performance appraisal has a positive impact on employee behaviour
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such as innovativeness and problem solving. The positive behaviour leads to enhanced
performance (Canet-Giner et al., 2019). However, according to the performance
appraisal may not generate the desired improvement in performance because of the bad
relationship between the appraised employee and appraiser (Lin & Kellough, 2018). The
effective performance appraisal causes improved employee performance when it is

perceived positively by the appraised subjects.

2.3.4 Compensation and Employee Performance

Compensation practices are the procedures and policies that organizations use to pay the
workers proportionately based on the performance and terms of contract (Sothy, 2019).
When the organization provides better compensation practices, the employees will be
encouraged to perform their tasks better; thus contributing to the overall improvement in

organization performance (Samnani & Singh, 2014)

Organizations use various methods such as job security, promotion, rewards, and salary
to increase the employees' performance (Mariani et al., 2019; Hassan & Mahmood,
2016). According to Pradhan and Jena (2016), employee performance is the output of
the exchange with the compensation strategies such as rewards offered by the employer.
The relationship between compensation practices and workers' performance is a widely

researched area.

Existing literature indicates that fair compensation practices leads to the motivation of

workers. The motivated workers are likely to perform better than the unmotivated ones.
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The employees view compensation as recognition by the organization for their services

(Akhter et al., 2013).

A survey among Nigeria banks Onyekwelu et al. (2020) established that compensation
practices led to the motivation of workers leading to increased productivity. These
results are supported by the empirical research by (Kadir et al., 2019). The researchers
interviewed 80 lecturers of XYZ College to test the relationship between the
compensation practices used by the university and lecturers’ performance. They
concluded that the compensation practices were directly associated with lecturers'

performance.

Etebu (2016) in an investigation in financial compensation in Nigeria's public sector
determined that the compensation practices Commensurate to their efforts led to the
improved performance of the workers. The researcher also determined that the reform
agendas in the compensation practices led to increased motivation and increased
employee performance. Chang and Zhang (2018) established that offering better salaries
than the competitors leads to increased performance in the short term. However, in the
long run, the compensation practice to outrun the competitors is not beneficial to the

company because it will lead to the increased labour costs.

Although most literature indicated that there is a positive relationship between
compensation practices and employee performance, others determined that
compensation does not necessarily lead to improved performance. A systematic review
by Roland and Campbell (2014) established that pay-for-performance may have

unintended consequences. For example, the financial-based compensation may lead to
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unethical practices such as overestimation of sales, sales contests, and reduced team

cohesion (Odole, 2018).

Compensation practices can be financial or non-financial. All the monies received for
the performance of the services is regarded as financial compensation. The monetary
rewards are the primary motivator for many employees (Muhammad et al., 2012). This
argument is empirically tested. A research by Stajkovic and Luthans (2001) among
7,000 workers indicated that the monetary rewards led to more motivation than the

performance feedback and social recognition.

Similar findings have been established by multiple researchers in different contexts. For
example, Du and Choi (2010) indicate that pay for performance is a strong motivator
when compared to other methods such as non-monetary rewards. However, according to
Chib et al. (2012), monetary compensation can lead to adverse outcomes such as
increase in unethical practices such as over estimating sales to get the bonuses. The
increased fear of failure associated with pay for performance can decrease performance.
The third problem associated with financial compensation is the development of a sense
of self-entitlement which negatively affects performance. Despite the limitations of the
compensation initiatives, most of the literature indicates that compensation practices

lead to enhanced performance.

Despite the limitations associated with financial compensation, the research used this
measure due to the wide literature supporting its applicability at increasing the workers’

performance.
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2.4

Summary of the Reviewed Literature

The reviewed studies indicate that there is a positive relationship between various HRP

and the employee performance; thus, this study tests the relationship between selected

HRPs and the performance of employees in the context of Kenyan Universities.

Table 2.1

Summary of review of literature and research gaps

Researcher
Janet (2019)

Mohamud (2014)

Moraa and Datche
(2019)

Kadir et al. (2019)

Research focus
Effect of hiring
practices on
employees
performance
Impact of training
on the performance
of staff

Impact of
compensation
practices on
performance of
employees
Relationship
between
compensation
practices and staff

performance

Findings

Effective hiring
practices leads to
improved employee
practices

Training is
associated with
enhanced
performance of the
staff and reducing
various HR issues.
Positive association
between
performance review
and performance of
the staff.
Compensation
practices is directly
associated with
lecturers'

performance

Research Gap

The research did not
focus on other
bundles of HR
practices.

The researcher did
not focus in Kenya
public universities

context.

Only Addressed
performance

appraisal.

Study conducted
outside the Kenyan

context
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All the reviewed studies focused on the specific HR practices; thus there is a gap on how
a bundle of the four practices namely hiring, training, performance appraisal and
compensation would affect employee performance in the context of Kenyan Public

Universities.

2.5  Conceptual framework

Both the Conceptual and Operational frameworks demonstrate the parameters and
measurements of the independent variables and the dependent variable. Employee
performance in public universities is the dependent variable and depends on the
independent variables namely hiring, training, performance appraisal and compensation
practices. The conceptual framework has adopted four key human resource practices
which are underpinned by the Ability-Motivation-Opportunity theory proposed by

Bailey (1963) and advanced by Arthur (1992).
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Figure 2.1

Conceptual Framework

Hiring

Training

A 4

Employee performance

Performance Appraisal

Compensation

\ 4

Independent Variable Dependent Variable

2.4.1 Explanation of Variables

The framework explains the relationship that exists between the dependent variable and

the independent variables.

Hiring: It is defined as the process of “reviewing the applications, selection
of the right candidates for interview, testing the applicants,
performing the pre-employment tests and choosing the most qualified
candidate for the job” (Wayne & Martocchio, 2016). When the
process of hiring is effectively done, it results in improved employee

performance.

Training: Salah (2016) defines training as the process of acquiring a skill for a
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Performance

Appraisal:

Compensation:

certain job or knowledge in a particular area to support a certain
occupation or task. Since training aims at improving the employees’
abilities, knowledge and competencies, then employees are able to
undertake their job task more effectively, efficiently as well as apply

new knowledge to be more innovative at work.

“Performance Appraisal involves the identification, measurement
and management of human performance in organisation.” (Gomej-
Mejia, 2019). The employee performance appraisal assists in
improving the productivity and performance of employees only when
it is perceived positively by the appraised subjects. Since
performance appraisal is based on pre-determined targets, it is likely
than with provision of the necessary resources employees are likely
to meet the targets as what gets measured gets done. Performance
appraisal identifies high performers for recognition hence it becomes

a motivator to performance (Nitika & Arora, 2020).

These are practices aimed at “providing monetary value to employees in
exchange for work performed in a systematic approach”. (Patnaik &
Padhi, 2012). For instance, pay-for-work done approach is likely to
increase employee output in an effort to get higher compensation.
Therefore, there is a positive link between compensation and employee

performance.
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Employee

Performance:

This is the ability of organization to meet its stated goals and

objectives within a specified period of time. Employee performance

is measured by the efficiency and effectiveness of the employees as

they discharge their daily duties. Employee performance is also

manifested at organizational level with the measure of how the

organization leverages with similar others (Rich, 2014).

Figure 2.2

Operational Framework
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This section describes methodology that was applied. It discusses in detail the collection,
processing and data analysis procedures. Specifically, the topics covered are research
design, population of study, sample and sampling techniques, data collection methods,

validity and reliability of instruments, data analysis and ethical considerations.

3.2  Research design

A survey using descriptive research design was used. The method involved collection of
information at one specific point in time (Wang & Cheng, 2020). The method was thus
suitable for this research, because it enabled collection of data relating to Hiring
Practices, Training practices, Performance Appraisal, Compensation practices and
Performance of Employees without influencing the participants. Also, the method was
appropriate because it enabled the collection of data on the effect of exposure variable
(Selected HR Practices) on the outcome variable (Employee Performance) as they exist
in an organizational context. Another justification for using the research design was its
ability to describe various dimensions of research phenomena (Welman et al., 2015).
The method was also suitable due to its wide application in the research studies relating

to HR practices, thus its reliability was supported by empirical literature.
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3.3  Target population

The target population were the Office Administration Officers (formerly known as
Secretaries) working in public universities in Mt. Kenya region. The justification behind
targeting the Office Administration Officers is that they are engaged in daily
administrative support duties such as handling internal and external communication,
document management, offer administrative support before, during and after meetings,
front-office management, data entry and processing, keeping custody of important
information of the organization, among other duties that are crucial for smooth
operations of universities. Therefore, their output is directly affected by the HR

practices.

The Ability, Motivation and Opportunities are determined by the existing HR practices
in an organization. The Office Administration Officers are also a direct link between the
Leader and the followers/subordinates and vice-versa, hence have first-hand information
relating to their departments, including colleagues. Targeting them was also appropriate
because they are aware of HR practices that their employers use. Additionally, almost
every department of a public University, whether in Academic, Administration or
Research, has Administrative Officers who manage their day to day operations. Thus,
the researcher was able to obtain data from almost all the organization departments;
hence reducing the risk of bias. University Campuses and Centers were excluded
because their human resources are controlled from the main campuses, thus employees

may not have the adequate knowledge on the HR practices and policies. Also, Campuses
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and Centres may only have a skeleton staff who may not necessarily consist of the

Office Administration Officers.

To obtain the number of Office Administration Officers from the universities, the
researcher requested HR departments of each selected university to provide this
information. Table 3.1 shows the chartered public universities operating in Mt. Kenya

region and the number of Office Administration Officers in each of the university.

Table 3.1

Public Universities in Mt. Kenya Region

University No. of Office
Administration Officers

Dedan Kimathi University of Technology 42

Chuka University 37

Kirinyaga University 24

Karatina University 28

Meru University of Science and Technology 31

University of Embu 39

Total 201

Source: Human Resource departments of respective Universities (2021)
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3.4  Sample and sampling size

Due to the small population size, all the Office Administration Officers were selected.
The use of this approach was suitable because it allowed collection of data from all the
participants; hence eliminating the risk of sampling bias (Ponto, 2015). The selection of
all the Office Administration Officers was also appropriate because it facilitated
capturing of data for all departments because Office Administration Officers work in
almost all departments of a University. The method was also suitable because it is
recommended by various researchers such as (Erhardt and Dennett, 2019) and (Erba et

al., 2017) when the population size is small.

3.5  Data collection instrument

The study relied on primary data. A gquestionnaire comprising of close-ended questions
was used. A questionnaire enabled collection of vast amount of data on all study the
variables within a short period (Ponto, 2015). Another advantage of a questionnaire was
that it enabled the collection of data without requiring the researcher to be physically

present through the use of various methods such as online platform (Rowley, 2014).

Questionnaires were also appropriate in the study because they guaranteed anonymity of
the respondents, by not requiring them to meet with the researcher or to indicate their
names in the questionnaire. The questionnaire contained six parts; Part One collected
demographic data, Part Two to Five collected data on the four Human Resource
practices namely Hiring, Training, Performance Appraisal and Compensation while Part

six collected data on Employee Performance.
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3.6  Data collection procedures

The Researcher sought authority to collect data from each of the 6 (six) selected
universities. Upon obtaining the authority, the Researcher approached the respective
university Human Resource departments to obtain information on the research
participants. Although the number of workers had been identified in the sampling size
section, the researcher recognized that the number of workers varies due to turnover or
natural attrition; thus clarification was sought from the HR department during the actual
data collection. After clarification, the researcher requested the HR department to share
the link that contained the e-questionnaire on e-mails requesting the Office
Administration Officers to take part in the research. The researcher closed the link to
questionnaire after two weeks. The use of online questionnaire was justified because it
eliminated the risk of physically interaction with the respondents which is in line with

the Ministry of Health Covid-19 protocols.
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3.7 Measurement of the Variables

Table 3. 2

Measurement of the variables

Variable Proxy Variable type Measurement indicators / Expected

elements sign
Employee Y Dependent Effectiveness -
performance Efficiency

Quality of work

Hiring X1 Independent Technical capability Positive
Skills

Realistic job description

Training X2 Independent Job Orientation Positive
Skills improvements

Mentorship & Coaching

Performance X3 Independent  Salary review Positive

Appraisal Achievement

Employee Capability

Compensation  Xs Independent ~ Variable Pay Positive
Incentives

Rewards

3.8 Validity of research instrument
Instrument validity is the capability of the scale to measure what is developed to assess.
The instrument that is representative of what it is intended to measure is said to have a

high content validity (Personal et al., 2017). Content validity was provided by provision
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of detailed questions to collect data on all research variables. The research supervisors
and other professionals assessed the content validity by evaluating the questions and the
measurement scales. Another validity which was assessed is construct validity. This
construct validity assesses the generalizability of scale scores (Mochon & Schwartz,
2019). The instrument used for this study has been validated in (Mayes et al., 2017)

hence it demonstrated construct validity.

3.9  Pilot Study

A pilot study is small research that is conducted before the actual research to assess
research techniques, strategies for collecting sample, data collection instruments, and
research protocols in preparation of the actual study (Mcburney & White, 2013).
According to Welman et al. (2015), the pilot study should be conducted in population
that is different from the actual study to prevent the possibility of bias when using the
information obtained from the piloting. Consequently, for the purpose of the pilot study,
the researcher used 20 members from a public university located outside the Mt. Kenya
region, specifically in Laikipia University which is in the Rift-Valley region. The sample
for pilot study was appropriate because it represents 10% of the actual study population
as recommended by (Flick, 2015). Some of the issues assessed in the pilot study
included sequence of answering questions, instrument reliability and ability of the
respondents to understand the questions. The pilot study demonstrated that respondents

followed the instructions; hence the technique of collecting data was appropriate.
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3.10 Instrument reliability

Reliability is an important consideration because it ensures that the instruments used to
collect data yield the same results in repeated studies in similar circumstances. The
researcher used Cronbach’ Alpha to assess internal consistency of research instrument.
The acceptable range of alpha is between 0.70 to 0.95 as described by Tavakol and
Dennick (2011). As indicated in table 3.3, the alpha value was 0.866; hence the

instrument scale demonstrated a high internal consistency.

Table 3. 3

Reliability statistics

Cronbach's
Alpha N of Items
.866 36

3.11 Data analysis and presentation

Before carrying out data analysis, the data was checked for omissions, errors and
consistency. The clean data was entered in SPSS for further analysis. Specifically, SPSS
was used to perform frequency analysis for demographic questions, descriptive statistics
for survey questions and inferential statistics to test research hypothesis. The results of
data analysis were interpreted to answer research questions and make decision of

accepting or rejecting research hypothesis.
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3.12 Study Location
The study was conducted in public universities in Mt. Kenya region. The location was
appropriate because there are numerous public universities in the region, and the ease of

accessibility by the Researcher.

3.13 Regression equation

Y =Po+P1Xs+PB2Xo+PsXs+PaXat+e

Where: Y = Employee Performance

Bo = Constant

B1 — B4 = Coefficient of Independent Variables

X1 = Hiring

Xz = Training

X3 = Performance Appraisal

X4= Compensation

e=  Errorterm (Residual)

3.14  Ethical consideration
Kenya Methodist University requires all research to be approved; hence the researcher
obtained permission from the university before commencing data collection. The

research was voluntary; meaning that the respondents were not coerced to participate in
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filling-in the questionnaires. For anonymity reasons, the respondents were not required
to indicate their names in the questionnaires. The researcher sought informed consent
from the respondents and also ensured that the data collected were used for academic
purposes only. The research permit was obtained from NACOSTI and authority sought
from the respective universities where research was conducted. APA ethical principles

for ethical research were complied with to protect the research participants.
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CHAPTER FOUR

RESULTS AND DISCUSSIONS

4.0 Introduction

The chapter discusses the results of the study. The results are organized according to the
objectives of the study. Specifically, the section contains the socio-demographic
information of the respondents, aimed at providing the inherent characteristics of the
study population. The section is followed by the section presenting the study findings

and an in-depth discussion based on the information presented in the literature review.

4.2 Response rates

A total of 201 questionnaires were distributed through an online platform (Qualtrics
survey software). Out of 201 questionnaires, 176 responses were generated; which a
response rate of 88 percent is as indicated in table 3.1. The response rate is above the
threshold recommended by various researchers for online surveys such as 60%
(Fincham, 2008) and 25% (Mol, 2016). The high response rate is attributed to the use of
online platforms for collecting data which guaranteed anonymity, and confidentiality;

and also compliance with the COVID-19 avoidance of close contact regulations.
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Table 4.1

Response rates

Response Frequency Percentage
Responded 176 88%

Did not respond 25 12%

Total 201 100%

4.2  Socio-demographics

The demographic information was collected because it enables determination of whether
the study participants are representative of the target population. Information on four
demographic variables namely gender, education levels, place of work, and number of
years worked at the university were collected. The questions provided background
information of the respondents in terms of their gender, education levels, employer and

experience.

421 Gender

The researcher collected data on the participants' gender. The collection of information
on gender was important because it enabled determination of whether the research was

gender biased or not. The results of the participants’ gender are indicated in table 4.2
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Table 4. 2

Gender
Frequency Percent
Gender
Valid Female 165 93.8
Male 11 6.3
Total 176 100.0

From the results, 93.8 percent of the respondents were female, while 11 percent were
male. Although this response rate appears to be gender biased, there is a tradition that
women perform better than men in office management roles; including performing
secretarial duties (Giles et al., 2018). The results indicate that most of the public
universities either prefer hiring women for Office Administration Officers’ roles; or by
default, the career is dominated by women thus majority of the job applicants for this

position are women.

4.2.2 Job Tenure at the Institution

The information on the respondents’ tenure of service at the respective university is
presented in table 4.3. Most of the respondents had worked for the university for 6-11
years, followed by 12-18 years; an indicator that the rate of Office Administration
Officers’ turnover is low. 25 percent had worked for the duration of 0-5 years, while

only 1 (one) representing 0.57 percent had worked for more than 19 years and above. In
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addition, all the study institutions are relatively young since being made constituent
colleges and later full-fledged universities between 2012 and 2015. From the results, the
universities are increasingly employing more employees as indicated for those who have

worked 0-5 years.

Table 4. 3

Years worked at the university

Frequency Percent
0-5 years 44 25.00%
6-11 years 97 55.11%
12-18 years 34 19.32%
19 years and above 1 0.57%

176 100%

4.2.3 Education level

The study sought to establish the respondent’s level of education. The results are
indicated in table 4.4. From the results, most of the respondents had professional
qualifications, followed by undergraduate and postgraduate qualifications. Two
respondents indicated that they had a higher diploma in secretarial studies and the other
two indicated that they had undergraduate diploma in secretarial studies. The data
indicate that the public universities prefer hiring the individuals with professional
qualifications, followed by the undergraduate level for the position of Office

Administration Officer. The low level of office administration officers at undergraduate
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and postgraduate level of education is low. This could be attributed to possible transition
to other positions in the university. The data on the education level also indicated that
the respondents were able to understand the questionnaire questions and provide

accurate responses.

Table 4. 4

Education level

Frequency Percent
Postgraduate 4 2.27%
Undergraduate 67 38.07%
Professional qualification 101 57.39%
Other 4 2.27%

176 100%

4.2.4 Institution

The data on the name of the institution where the respondents worked were collected.
The collection of this information is crucial because it facilitates the evaluation of
whether the study is representative of the entire target population for generalization

purposes. The results are displayed in table 4.5.
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Table 4.5

Institution
Frequency Percent

Valid  Chuka University 34 19.3
Dedan Kimathi University of Technology 36 20.5
Karatina University 24 13.6
Kirinyaga University 21 11.9
Meru University of Science & Technology 31 17.6
University of Embu 30 17.0
Total 176 100.0

The results indicated that the majority of the respondents worked for Chuka University,
followed by Dedan Kimathi University, Meru University of Science & Technology,
University of Embu, Karatina University and Kirinyaga University respectively. The
results show that the research was not biased because the respondents were distributed

evenly according to the university size.

4.2.5 Job Title

The information on the participants' job title was collected. This information was
important because it enabled the researcher to determine if it is only the targeted
respondents who responded to the study. Most (161) of the respondents indicated that

their job title is Office Administration Officers, followed by Secretary (9), Officer Clerk
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(5) and Office Administration Executive (1). The individuals with these titles perform

office administration roles; hence they were relevant for the study.

Table 4.6
Job Title

Frequency Percent
Office Administration Officer 161 91.48%
Secretary 9 5.11%
Office Clerk 5 2.84%
Office Administration Executive 1 0.57%
Total 176 100%
4.3  Hiring

One of the research objectives was to determine the effect of hiring practices on
employee performance. The research subjects were asked to indicate the extent to which
they agree with various elements of university’s hiring practice using a five-point Likert
scale; strongly disagree, disagree, neither agree nor disagree, agree, strongly agree. A

detailed descriptive of the assessment is indicated in table 4.6
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Table 4.7

Mean and standard deviation of hiring

Std.
Deviat

Hiring practices N Sum Mean ion

The hiring decisions at the University are determined 176 626 3.56 .936
by the candidates’ ability to undertake the technical

aspect of the job requirements.
Hiring decisions at this university are determined bya 176 613 3.48 .997
person's potential to do job.

The recruitment panel at the university provides the 176 577 3.28 1.114
candidates with the required responses regarding the

recruitment process.
The university employs the most qualified candidate. 176 551 3.13 1.106

The recruitment process is carried out in a transparent 176 588 3.34 912

manner.

I am satisfied with the recruitment processes in this 176 546 3.10 1.053

university.

Average 3.32 1.02

From the descriptive information, the majority of the respondents agreed that the hiring
decisions are determined by the ability of the candidate to perform technical aspects of

the job (M=3.56, SD=0.936). However, the respondents could neither agree or disagree
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on whether hiring decision are determined by the potential of the person to do the job
(M=.3.48, SD=0.997) recruitment panel giving the feedback of the recruitment process
(M=3.58, SD=1.114), employment of most qualified candidates (M=3.13 SD=1.106),
transparency of recruitment process (M=3.34, SD=0.912) and satisfaction with process
of recruitment (M=3.10, SD=1.053). The average mean of the responses is ‘neither agree
or disagree’ which implies that the respondents could not agree or disagree with the
extent on which the university applies the selected elements of the hiring practice. The
uncertainty in the hiring practices can be associated with lack of transparency in the
organization (Ombanda, 2018). According to Ombanda (2018), employees in the public

sector tend to be dissatisfied with the lack of transparency in the process of hiring.

4.4  Training

A 5-point Likert scale was used to assess the training practices. Specifically, the
respondents were asked to indicate the level of agreement with the extent to which the
universities practice employee training. The results of the responses are descriptively
presented in table 4.7. The results indicate that the respondents could not agree or
disagree on the statement that university trains new employees (M=2.74, SD=1.084),
employee training is used to improve the technical performance of the staff (M=3.40,
SD=0.933) and, training of staff to prepare them for future assignments (M=3.37,
SD=1.051). However, the respondents agreed that training is provided when staff are
required to perform different jobs (M=3.52, SD=0.958). The training of staff when new
job roles are offered is similar to the findings of Diamantidis and Chatzoglou (2014)

who indicated that training was essential to reduce decreased productivity of workers
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and the university seeks to get the views of the employees regarding their training needs
(M=3.55, SD=0.96). The subjects disagreed on the existence of mentorship programmes,
whereby a more experienced staff coaches less experienced one (M=2.47, SD=1.322).
Lack of mentoring in the organizations in the public sector was also indicated by

Mgaiwa and Kapinga (2021) research among the public universities in Tanzania.

Table 4.8

Mean and standard deviation of training process

Std.

N Mean  Deviation

This University trains new employees to acquaint them with 176 2.74  1.084
the job.

Employee training at the university is used to improve staff 176 3.40  .933

technical performance.

The University trains employees to prepare them for future 176 3.37  1.051

assignments.

Training is provided to equip the university staff with various 175  3.52 .958

skills to perform different jobs.

The university has mentorship programmes, whereby a more 176  2.47 1.322

experienced staff coaches less experienced one.

The university seeks to get the views of the employees 176 3.55 .906

regarding their training needs.

Average 3.175
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4.5  Performance Appraisal

The research subjects were asked to evaluate the level of agreement with the
performance appraisal practices in the universities. The analysis indicates that the
universities use performance appraisal to capture the employee suggestions (M=3.54,
SD=0.931). However, they could neither agree on whether the performance appraisal
activities are used as a basis of improving performance (M=3.14, SD=1.097),
performance appraisals are used to identify employees’ strengths and weaknesses
(M=3.37, SD=0.978), performance appraisals are carried out using best practices
(M=3.16, SD=0.973, and happiness on the way the performance appraisal is conducted
(M=3.16, SD=1.110). The responders disagreed on the statement that performance
appraisal results are utilized to recognize well performing employees (M=2.26,
SD=1.115). The results indicate that the mean rating on the performance appraisal rating
was low; an indicator that the employees could neither agree nor disagree on the
appraisal practices. According to Mohammed (2016), neutral views on performance

appraisal can be associated with ineffective or unfair performance appraisal practices.
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Table 4.9

Mean and standard deviation of performance appraisal

Std.
Deviati
N Mean on
In this university, performance appraisal results are 176 2.26 1.155
utilized to recognize well performing employees.
In this university, performance appraisal activities are 175 3.14  1.097
used as a basis of improving performance.
In this university, performance appraisals are used to 175 337 978
identify employees’ strengths and weaknesses.
In this university, performance appraisals are used to 176 354 931
capture the suggestions of employees.
In this university, performance appraisals are carried 176 3.16 973
out using best practices.
I am happy with the way performance appraisal 176 2.77 1.110
exercises are conducted in this university.
Average 3.04

45  Compensation

The respondents were asked to assess the level of agreement with various statements
about compensation practices in the university. The results indicate that respondents
indicated that they neither agreed nor disagreed that the university provides a better

competitive advantage than other universities (M=3.41, SD=0.964). Also, they neither
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agree nor disagreed that their pay is appropriate pay when considered with workers with
similar duties (M=3.10, SD=1.147), .and that the university compensates them for extra
responsibilities (M=2.76, SD=1.214). They could also neither agree or disagree that the
trade- union represents and negotiates employees’ pay and other welfare matters to the
University Management (M=3.34, SD=0.745). The respondents agreed that the
university compensates them fairly for the work done (M=3.61, SD=0.667), and catering
of their affairs by the university (M=3.69, SD=0.585). They strongly disagreed that they

enjoy a healthy life-work balance at the university (M=3.34, SD=0.745).
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Table 4.10

Means and standard deviation of employee compensation

Std.
N Mean Deviation

This University provides a competitive compensation 176  3.41 .964
and benefits package when compared to other
institutions of higher learning.
My pay is appropriate when it is compared with that of 176  3.10 1.147
other workers with similar duties/responsibilities within
the University.
This university compensates me for extra duties and 176  2.76 1.214
responsibilities
| feel the University compensates me fairly for the work 176  3.61 667
I do.
I am happy the way this university caters for my health 176  3.69 .585
and well-being.
As a staff of this university, | enjoy a healthy work-life 176  1.45 147
balance.
| am satisfied by the way my trade- union represents 176  3.34 745
and negotiates employees’ pay and other welfare
matters to the University Management.
Average 3.051
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4.5  Employee Performance

The respondents were asked to rate various elements related to their work performance.
From the results in table 4.9, they agreed that they agreed to all the elements of their
performance. Specifically, they agreed that they always exceed the expectation from the
boss (M=3.92, SD=0.663), able to meet the deadlines (M=3.97, SD=0.736), reduce the
time need to complete routine tests (M=3.82, SD=0.912) and surpass the objectives
(M=3.84, SD=0.998), create meaningful suggestions (M=3.85, SD=1.017), and others.
They strongly agreed that they always interact well with my colleagues outside my
department and have their trust and respect at work (M=4.56, SD=0.601). The results are
consistent with the finding of Muhammad et al. (2012) which indicated that employees
always strive to achieve the best performance. Another study by Nikolaou (2021)
indicated that the employees are likely to rate their performance positively; hence the
data could indicate that they believe that they are performing according to the

expectations.

58



Table 4.11
Means and standard deviation of employee performance

N Mean Std. Deviation

Efficiency

The amount of work | complete at a given time 176 392  .663
always exceeds the expectations of my boss.

I am able to meet deadlines by completing tasks 176 3.97 736

assigned to me on time.

I can reduce the total time needed to complete a 176 3.82 912
routine task.

In performing my work, | always surpass the 176 3.84 .998
objectives set by my boss.

Effectiveness

I can make creative and useful suggestions for the 176 3.85 1.017
university.

I always satisfy the customers’ needs. 176 4.19 553

I have never caused my boss or the university any 176 4.24 725
inconveniences due to incomplete tasks, lateness

or personal carelessness in discharge of my

duties.

Quality of Work

I have never received any complaints about poor 176 4.32 535
work performance.

My boss is always satisfied with my work 176 4.03 .785
performance.

I cooperate with my colleagues, thus earning their 176 4.50 576
respect and support.

| interact well with my colleagues outside my 176 4.56 601
department and have their trust and respect at
work.

Average 411
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4.7  Diagnostic tests
The relationships between the variables were assessed using multiple linear regression
model. The regression model has various assumptions namely linear, absence of

multicollinearity, no autocorrelation and normal distribution.

4.7.1 Normality test

The normality test was assessed through the use of P-P plots as indicated in figure 4.1.
P-P points plotted against a theoretical normal distribution should form a straight line
(Gupta 2011). From figure 4.1, the data was normal because the data points form an

approximately straight line.
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Figure 4.1

Normal P-P plot of Regression Standardized Residual
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4.7.2 Homoscedasticity
“Homoscedasticity indicates that the variance in one variable is similar to other
variables. Specifically, the situation occurs when each level of independent variable

residuals has similar variances (Issa & Nadal, 2011). To assess homoscedasticity
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residual scatter plots were used. According to Issa and Nadal (2011), the points should
not have a specific pattern; meaning that the points should be to the right and left of X
axis and above and below zero in Y axis. Figure 4.2 indicates that the data was

homoscedastic.

Figure 4. 2

Scatter Plot
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4.7.3 Multicollinearity

This situation occurs when there are highly correlations among the dependent variables.
The assumption was assessed using VIF values and tolerance values. The acceptance
value of tolerance levels should be less than 0.1, while the acceptable value of VIF is
between 1 and 10 (Akinwande et al., 2015). Table 4.11 shows that the correlation levels

were within the acceptable levels.

Table 4.12

Collinearity Statistics

Collinearity Statistics

Model Tolerance VIF

1 (Constant)

Hiring .699 1.430
Training 547 1.829
Performance appraisal 564 1.773
Compensation .998 1.002

4.7.3 Autocorrelation test

The linear regression assumes that there should be no autocorrelation. In other words,

the observation should be independent. The Durbin Watson test was used to assess the
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presence of autocorrelation. The test value should be between 1.5 -.25, (Mcburney&
White, 2013). The value of the test was 1.680; an indication that the data did not violate

statistical independence violation.

4.8  Regression analysis

The regression model was used to establish the relationship between the independent
and dependent variables. Specifically, the regression analysis was carried out to reject or
accept null hypothesis of each objective. The sub-section organizes the results of

regression analysis according to the hypothesis.

Hoi: There is no statistically significant effect of hiring process on Employee

Performance in public universities in Kenya

This was the first objective which aimed at determining the effect of the university’s

hiring practice has significant impact on the performance of the university.

Table 4.13

Model Summary of the Relationship Between hiring process and performance Model

Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 3102 .096 .091 470

a. Predictors: (Constant), hiring process
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The table shows the R square value of 0.96, which indicates that all other factors held
constant, hiring practices account for 9.6% of the variation in employee performance in
public universities. The adjusted R square (0.91) shows that the model is a good fit. The
R (0.310) indicates that the relationship between hiring practices and employee

performance is positive.

Table 4.14

Regression ANOVA for hiring practices and employee performance

Sum of
Model Squares df Mean Square F Sig.
1 Regression  4.094 1 4.094 18.509 .000P
Residual 38.490 174 221
Total 42.584 175

a. Dependent Variable: Employee performance

b. Predictors: (Constant), hiring

From table 4.14, F (1,2)=18.509 , p<0.05 an indicator that, in overall, the model predicts the

relationship between hiring process and employee performance in public universities.
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Table 4.15

Regression coefficients for hiring and employee performance

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.421 154 22.203 .000
Hiring .195 .045 310 4.302 .000

Dependent Variable: Employee performance

Table 4.15 shows the coefficients of the hiring practices. The model indicates that hiring
practices were statistically significant associated with employee performance (B=0.195,
t=4.302, p<0.05) at 5% significance level. Therefore, the null hypothesis that there is no
statistically significant effect of the hiring process on employee Performance in public
universities in Kenya is rejected. The results show that increase in one unit of hiring
practices leads to 0.195 units in employee performance in public universities. The
research supports the information from various scholars such as (Janet, 2019; Ramki,
2015; Potter and Ebb, 2006; Gamage, 2014) who have indicated that hiring practices are

associated with increased performance of employees.

There are possible explanations for the positive relationship between hiring process and
employee performance. As indicated by Janet (2019) the induction initiatives during the
hiring process introduce the staff to the process, mission and culture of the organization;

hence they are likely to focus their efforts towards the achievement of the organizational
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goals and personal career goals. Another possible explanation is that hiring process,
although rated lowly by the staff, ensures that right candidates are hired for the job;

hence their efficiency and effectiveness in performance of duties is high.

Hoz: There is no statistically significant effect of training on Employee

Performance in public universities in Kenya.

Table 4.16

Model Summary for relationship between training process and employee performance

Std. Error of the

Model R R Square  Adjusted R Square Estimate

1 3672 135 130 460

a. Predictors: (Constant), Training

The results indicate that 13.5% percent variation in employee performance is attributed
to the training practices used by the universities (R square 0.135). R value indicates that

employee training practices have a positive impact on employee performance (R=0.367).
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Table 4.17

Regression ANOVA for training process and employee performance

Sum of
Model Squares df Mean Square F Sig.
1 Regression  5.749 1 5.749 27.158 .000P
Residual 36.835 174 212
Total 42.584 175

a. Dependent Variable: Employee performance

Table 4.17 indicates that F (1,2) = 27.158, p<0.05; an indicator that model was

statistically significant in determining how the training process is related to performance

of employees in public universities in Kenya.

Table 4. 18

Coefficients of training process and employee performance

Standardized

Unstandardized Coefficients Coefficients

Model B Std. Error Beta T Sig.
1 (Constant) 3.460 156 22.128 .000
Training practice 1.198 301 .289 3.979 .000

a. Dependent Variable: Employee performance
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The model shows that training practices have a positive impact on the employee
performance (B=1.198, t=3.979, p<0.05). Therefore, the null hypothesis that there is no
significant relationship between training practices and employee performance in public
universities is rejected. From the analysis, it can be argued that one-unit increase in
training practices leads to 11.98% increase in performance of employees. The research
findings are consistent with extensive information from the literature (Cole, 2002;
Barbazette, 2006; Wayne & Martocchio, 2016; Barbazette, 2006) that indicate that there
Is a positive relationship between training process and performance of employees. The
reason behind this finding could be that training provided by the university equips the
staff with the right combination of skills, information and competencies to enable them
discharge their duties and responsibilities as indicated by (Cole, 2002). Another reason
could be training encourages staff to have a positive attitude as elaborated by (Salah,
2016).

Hos: There is no statistically significant effect of performance appraisal on

Employee Performance in public universities in Kenya.

Table 4.19

Model Summary for performance appraisal and employee performance

Adjusted R
Model R R Square Square Std. Error of the Estimate
1 .330% .109 104 467

a. Predictors: (Constant), Performance appraisal
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Results from table 4.19 indicate that 10.9% variation in the employee performance is as
a result of performance appraisal. R (0.330) shows that the relationship between

performance appraisal and employee performance was positive.

Table 4.20

ANOVA for performance appraisal and employee performance

Sum of
Model Squares df Mean Square F Sig.
1 Regression  4.643 1 4.643 21.295 .000°
Residual 37.941 174 218
Total 42.584 175

a. Dependent Variable: Employee performance

b. Predictors: (Constant), Performance appraisal

The results indicate F (1, 2) =21.295, p<0.05, which indicates that the model was
significant in determining how the performance appraisal affect the performance of

employees.
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Table 4.21

Coefficients between performance appraisal and employee performance

Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.449 138 24.945 .000
Performance .203 .044 .330 4.615 .000

appraisal

a. Dependent Variable: Employee performance

The results from table 4.21 indicate that performance appraisal had a statistically
significant influence on employee performance (B=0.203, t=4.615, p<0.05); therefore,
the null hypothesis that there is no statistically significant relationship between
performance appraisal and employee performance is rejected. Increase in one unit of
performance appraisal leads to 0.203 increase in employee performance. The results are
similar to the findings of (Mayes et al.,2017), Cappelli & Conyon, 2017; Shaharyar,
2014). The possible explanation of these findings is that when employees regard the
performance appraisal as fair and transparent; they are motivated to perform well to

increase their chances of promotion (Cappelli & Conyon, 2017).
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Hos: There is no statistically significant effect of Compensation on Employee

Performance in public universities in Kenya

Table 4.22

Model summary for relationship between Compensation and employee performance

Adjusted R Std. Error of the
Model R R Square Square Estimate

1 1107 012 .006 492

a. Predictors: (Constant), Compensation

Table 4.22 indicates 1.2% of the variation in employee performance in public

universities can be explained by compensation practices (R-square 0.12).

Table 4.23

Regression ANOVA for compensation and employees’ performance

Sum of
Model Squares df Mean Square F Sig.
1 Regression .518 1 518 2.145 .145P
Residual 42.066 174 242
Total 42.584 175

a. Dependent Variable: Employee performance

b. Predictors: (Constant), Compensation
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Table 4.23 show the p value of 0.145 (p=0.145); an indication that the independent
variable (compensation practice) does not reliable predict the dependent variable
(employee performance). From table 4.25, employee compensation does have a
statistically significant relationship on employees’ performance (B=-0.110, t=-1.464,
p>0.05). Thus the null hypothesis that there no statistically significant effect of

Compensation on Employee Performance in public universities in Kenya is accepted.

Table 4.24

Regression coefficient between compensation and employee performance

Standardize

Unstandardized Coef?icient
Coefficients S
Model B Std. Error Beta t Sig.
1 (Constant) 4.616 377 12.235 .000
Compensation -.180 123 -.110 -1.464 145

practice

a. Dependent Variable: Employee performance

The findings are contrary to the findings of banks Onyekwelu et al. (2020) and Kadir et
al. (2019) who established that the compensation leads to increased employee
performance. Therefore, the likely reasons for the research findings are that firstly,
compensation practices in Kenyan public universities are not regarded as fair by
employees. For example, according to Etebu (2016), if the compensation efforts are not
commensurate with workers’ efforts, then their performance will decrease. This could be
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explained by the findings by Roland and Campbell (2014); (Odole, 2018) who indicated
that focusing on the financial compensation only could cause demotivation and
decreased performance. Therefore, the public universities could be relying on financial
compensation only; hence demotivating the employees and leading to decreased
performance. Secondly, compensation is public universities in Kenya are negotiated by
Collective Bargaining Agreements (CBAs) where basic pay and other
allowances/benefits are negotiated to benefit employees across board. The
implementation is done, with individual performance notwithstanding. This non-
differentiated compensation may demotivate the hard-working employee or provide no

motivation for employees in general.

Table 4.25

Multiple Regression ANOVA

Std. Error of the

Model R R Square  Adjusted R Square Estimate

1 4142 A71 152 454

a. Predictors: (Constant), Compensation, Performance Appraisal, Hiring, Training

practices.

Table 4.25 shows that 17.1% variation in employee performance can be determined by

the four human resource practices analysed in this study (R-square=0.171).
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Table 4.26

Regression ANOVA between selected HR practices and Employee Performance

Sum of
Model Squares df Mean Square F Sig.
1 Regression  7.289 4 1.822 8.828 .000P
Residual 35.295 171 .206
Total 42.584 175

a. Dependent Variable: Employee performance

b. Predictors: (Constant), Compensation, Performance appraisal, hiring, Training

Table 4.27

Regression coefficient of selected HR practices and employee performance

Unstandardized  Standardized

Coefficients Coefficients t Sig.
Std.

Model B Error Beta

1 (Constant) 3.473 403 8.622 .000
Hiring practice .086 .052 137 1.649 101
Training 151 .067 213 2.259 .025
Performance 077 .057 125 1.352 178
appraisal
Compensation  -.133 114 -.082 -1.169 .244
practice

a. Dependent Variable: Employee performance
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Table 4.26 shows that four variables reliability predict employee performance at public
universities in Kenya. In other words, hiring, training, performance appraisal and

compensation practice can reliably predict employee performance.

Table 4.27 indicates that when four bundles of practices are combined, each practice
does not increase the employee performance. The results are contrary to bivariate
regression models that have established that hiring practices, training and compensation
are positively associated with employee performance. Because autocorrelation test
discussed in the diagnostic section indicates that the independent variables are not
autocorrelated, the issue can be attributed to decrease in the power due to small sample
size; thus the selected practices could jointly explain employee performance; but lack

adequate power to form statistically significant effects.

The summary of hypothesis testing is indicated in table 4.28
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Table 4.28

Summary of hypothesis testing

Hypothesis Results

There is no statistically significant effect of hiring practice on Rejected

Employee Performance in public universities in Kenya.

There is no statistically significant effect of training on Employee Rejected

Performance in public universities in Kenya

There is no statistically significant effect of performance appraisal on Rejected

employee performance in public universities in Kenya.

There is no statistically significant effect of performance appraisal on Accepted

employee performance in public universities in Kenya.

Based on the results of multiple regression model, the final regression equation for
employee performance is thus presented as follows:
Y=3.473 +0.86 X1 + 0.151 X2 + 0.77 X3-1.33 X4
Where: Y=Employee performance;
A constant;

X1 = Hiring;

X2 = Training;

X3 = Performance Appraisal; and

Xs= Compensation
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SUMMARY, CONCLUSION AND RECOMMENDATIONS

51 Introduction

The section summaries the key findings of the study. The elements that are discussed
include summary of the key contents of the study, conclusion based on the objectives,
recommendations based on the findings and suggestions for research findings and

suggestions for future research.

52  Summary of the study

The study aimed at establishing effects of selected HRPs and Employee Performance in
public universities in Kenya. The researcher was motivated by the absence of literature
information on the relationship between four practises of human resource management
(hiring, training performance appraisal and compensation practice); and employee
performance in Kenyan public universities context. The objectives of the study were; 1)
To determine the effect of hiring process on employee performance 2) To establish the
effect of training on employee performance, 3) To determine the effect of performance
appraisal on employee performance 4) To establish the effect of compensation on
employee performance. The study was guided by Ability-Motivation-Opportunity
Theory and Expectancy Theory of Performance Management. The data for the study was
collected from Office Administration Officers in 6 (six) public universities operating in

Mt. Kenyan region.
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5.3  Conclusion

This sub-section concludes the study based on the four objectives. The conclusions are
derived from the hypothesis tests conducted in chapter five. The study assessed the
impact of four dependent variables (hiring process, training, performance appraisal and

compensation practices) on dependent variable (employee performance).

Effect of Hiring Process on Employee Performance in Public Universities in Kenya.

The researcher sought to determine if the HR practices used by the public universities
had effect on the employee performance. To achieve this objective, the researcher
hypothesised that “there is not statistical significant relationship between hiring process
and employee performance”. The study established that hiring process had a significant

statistical effect on employee performance.

Effect of Training on Employee Performance in Public Universities in Kenya.

The researcher hypothesized that training to not have a statistically significant effect on
employee performance. The study indicated that the training practices used by the

universities had a statistically significant effect on the employee performance.

Effect of Performance Appraisal on Employee Performance in Public Universities

in Kenya.

It was hypothesized that performance appraisal had no statistically significant effect on
the performance of employee. The results of regression analysis led to rejection of
hypothesis; therefore, the study concludes that there is a significant effect of

performance appraisal practises on employee performance.
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The Effect of Compensation on Employee Performance in Public Universities in

Kenya.

To determine the fourth objective, the researcher hypothesised that compensation does
not have statically significant effect on the employee performance. The results of
bivariate regression indicated that compensation practices do not have a statistically
significant impact on the employee performance. Thus based on the evidence from this
study, compensation practices used by the public universities in Kenya have no

statistically significant effect on employee performance.

5.3 Recommendations

5.3.1 Recommendations on research findings

The study results indicate that the public universities may require more investment in
hiring, training, and performance appraisal practices because they are associated with
significant public effect on employee performance. However, they may also consider
evaluating the compensation practices used because the research has established that
compensation practices in public universities had no statistically significant effect on
employee performance. Specifically, instead of using financial compensation alone, it is
important to also rely on non-financial compensation such as rewards and recognitions.
These should also be performance-based in order to provide the required motivation.
The financial motivators are hygiene factors, therefore, they may not serve as motivators

by themselves; thus non-financial measures are also necessary. The universities may
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also establish strategies to improve each of the HR practice elements, instead of a
combined approach because the multiple regression results have indicated that combined
approach will not have any effect on the performance. Therefore, polices for the

individual HR practice should be developed and implemented.

5.3.2 Recommendations for future research

The study used four HR practices; hence future research should focus on incorporating
more practices such as staff welfare, career development and separations. Also, the
research in other regions such as Nairobi, and Rift Valley may be considered, because
the cultural and social factors may have some influence of variables hence affect
employee performance. Use of private universities context may be necessary because the
effect of the variables may be different. The research also needs to focus on introduction
of a moderator variable in order to establish its role on the relationship between HR

practices and employee performance.
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APPENDICES

Appendix 1: Introduction Letter

Sylvia Kinyamu

P.O. Box 972 - 60 200

Meru, Kenya.

Dear Sir/Madam,

RE: REQUEST FOR YOUR PARTICIPATION IN RESEARCH

I am a student pursuing a Masters of Business Administration degree at Kenya
Methodist University (KeMU). My thesis work is titled “Effects of selected human
resource practices on employee performance among employees of public universities in

Kenya”.

I am undertaking this research in selected public universities in Kenya and your
institution has been sampled for this study. The purpose of the research is to establish
whether selected HR practices have an effect on employees’ performance and how

Ethical Leadership affects this relationship.

Enclosed herewith please find a questionnaire which will take approximately 20 minutes
to complete. Kindly answer all the questions correctly. The information obtained will be

confidential and used for academic purposes only.

| take this opportunity to thank you for your support.

SYLVIA KINYAMU
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Appendix 2: Questionnaire

Part 1: General information

1. What is your Gender?
[1 Male

[ Female

N

Please indicate your highest level of Education
Postgraduate
Undergraduate

Professional qualifications

O O 0O O

Others....... Please Specify: .....cooiiiiiiii

w

Please indicate the name of the institution you work for.
Chuka University

Dedan Kimathi University of Technology

Karatina University

Kirinyaga University

Meru University of Science & Technology

0o o o o o o

University of Embu

B

What is your job title?

U

Office Administration Officer/Secretary

[1 Other [please SPeCIfy] .......ccocvvrvererererrernnn.



o

How long have you worked in this University?
0-5 years

6-11 years

0O O od

12-18 years

[] 19 years and above

Part 2: Employee Hiring

6. Please answer the following statements on how the indicated elements of hiring
describe your university’s hiring process on a scale of 1 -5 (1= Strongly Disagree, 2 =

Disagree, 3 = Neither Agree nor Disagree, 4 = Agree, 5 = Strongly Agree).

S/No. | Description/particulars 11234

6.1 The hiring decisions at the University are determined by the
candidates’ ability to undertake the technical aspect of the job

requirements.

6.2 Hiring decisions at this university are determined by person’s

potential to do job.

6.3 The recruitment panel at the university provides the candidates

with the required responses regarding the recruitment process.

6.4 The university employs the most qualified candidate.

6.5 The recruitment process is carried out in a transparent manner.
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6.6 | am satisfied with the recruitment processes in this university.

Part 3: Employee Training
7. Please rate the following statements about the University’s training practices on
the scale of 1 -5 (1= Strongly Disagree, 2 = Disagree, 3 = Neither Agree nor Disagree, 4

= Agree, 5 = Strongly Agree).

Description/particulars 1123|415

7.1. | This University trains new employees to acquaint them with the

job.

7.2 | Employee training at the university is used to improve staff

technical performance.

7.3 | The University trains employees to prepare them for future

assignments.

7.4 | Training is provided to equip the university staff with various

skills to perform different jobs.

7.5 | The university has mentorship programmes, whereby a more

experienced staff coaches less experienced one.

7.6 | The university seeks to get the views of the employees

regarding their training needs.
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Part 4: Performance Appraisal
8. How accurately do the following elements describe the performance appraisal
practices in your university on a scale of 1 -5 (1= Strongly Disagree, 2 = Disagree, 3 =

Neither Agree nor Disagree, 4 = Agree, 5 = Strongly Agree).

S/No. | Description/particulars 11234

8.1 In this university, performance appraisal results are utilized to

recognize well performing employees.

8.2. In this university, performance appraisal activities are used as a

basis of improving performance.

8.3 In this university, performance appraisals are used to identify

employee’s strengths and weaknesses.

8.4 In this university, performance appraisals are used to capture

the suggestions of employees.

8.5 In this university, performance appraisals are carried out using

best practices.

8.6 | am happy the way performance appraisal exercises are

conducted in this university.
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Part 5: Compensation
9. How accurately do the following elements describe your University’s Staff
Compensation on a scale of 1 -5 (1= Strongly Disagree, 2 = Disagree, 3 = Neither Agree

nor Disagree, 4 = Agree, 5 = Strongly Agree).

S/No | Description/Particulars 1123|415

9.1 | This University provides a competitive compensation and
benefits package when compared to other institutions of higher

learning.

9.2 | My pay is appropriate when it is compared with that of other
workers with similar duties/responsibilities within the

University.

9.3 | This university compensates me for extra duties and
responsibilities

9.4 | | feel the University compensates me fairly for the work | do.
9.5 | I am happy the way this university caters for my health and
well-being

9.6 | Asa staff of this university, | enjoy a healthy work-life balance

9.7 || my satisfied by the way my trade- union represents and
negotiates employees’ pay and other welfare matters to the

University Management.

9.8 | This University implements relevant policies on employee

compensation
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Part 6: Employee performance

10.

level of agreement with the following elements according to scale of 1 -5 (1= Strongly

Please answer the following particulars of your performance by ticking your

Disagree, 2 = Disagree, 3 = Neither Agree nor Disagree, 4 = Agree, 5 = Strongly Agree).

S/No. | Description/particulars 1123|415

10.1. | The amount of work | complete at a given time always exceeds
the expectations of my boss.

10.2 | I am able to meet deadlines by completing tasks assigned to me
on time.

10.3 | I can reduce the total time needed to complete a routine task.

10.4 | In performing my work, I always surpass the objectives set by
my boss.

10.5 | I can make creative and useful suggestions for the university.

10.6 | I always satisfy the customers’ needs.

10.7 |1 have never caused my boss or the university any
inconveniences due to incomplete tasks, lateness or personal
carelessness in discharge of my duties.

10.8 |1 have never received any complaints about poor work
performance.

10.9 | My boss is always satisfied with my work performance.

10.10 | I cooperate with my colleagues, thus earning their respect and
support.

10.11 | I interact well with my colleagues outside my department and

have their trust and respect at work.

Thank you for your time and participation in this Survey
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Appendix 3: NACOSTI Research Permit

BT A NATIONAL COMMISSION FOR
; SCIENCE TECHNOLOGY & INNOVATION

| Ref No: 978723 Date of [ssue: 26/May/2021 |

RESEARCH LICENSE

+ This is to Cerafy that Miss.. sybvia Igoki Kinyame of Kenya Methedist University, has beea licensed to conduct rescarch in
¢ Embe, Kieyegs, Laikipts, Meru, Nverl, Tharaka-Nithi on the topie: Effects of selected human resource practices e employes
| performance ameag cmployees of public usiversities (s Kenya for the period codiag 1 26/May 2022,

License No: NACOSTEP21710870

97723 Vg wn

Applacist |destification Number Dyrector Geseral
NATIONAL COMMISSION FOR
SCIENCETECHNOLOGY &
INNOVATION

Ventxation QR Code

NOTE: This 5 & competer generated Licesse, To venfy the authesticity of this documere,
Scan @ QR Code using QR scanser application
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Appendix 4: University Authority Letter

KENYA METHODIST UNIVERSITY

P. 0. Box 267 Meru - 60200, Kenya Fax: 254-64-30162
Tel: 254-064-30301/31229/30367/31171 Email: deanrd@kemu.ac.ke

DIRECTORATE OF POSTGRADUATE STUDIES

May 12, 2021

Commission Secretary,
National Commission for Science, Technology and Innovations,
P.O. Box 30623-00100.

NAIROBL
Dear sir/ Madam,
RE:  KINYAMU ICOKI SYLVIA (BUS-2-1020-3/2C14)

This Is to confirm that the sbove named is a bona fide student of Kenya Methodist
University, Department of Business Administration undertaking a Degree of Master of
Business Administration. She Is conducting research on “Effects of Selected Human Resource
Practices on Employee Performance among Employees of Public Universities In Kenya'.

We confirm that her research progosal has been aefended and approved by the University,

In this regard, we are requesting your office to issue a permit to enable her collect data for
her research,

Any assisiance accorded to her will be appreciated,
Thgnk you,
& /S
Dr, John Mughir, PHD.
Director Postgraduate Studies
Ce:Dean SBUE
COD Business Administration

MBA Co-ordinator
Supervisors
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Appendix 5: Journal Abstract

Effects of Training and Compensation Practices on Employee Performance
in Public Universities in Kenya

-
Kinyamu Igoki Sylvia' , Clement Nkaabiw’, and Abel Moguche'

"Kenya Methodist University, PO, Bax 267, 60200, Mery, Kenya
‘Bomer University College, P.0. Box 701, 20400, Bomer, Kenva

*[anrespundm e-mail: silikinvanm@gmail.com

Abstract

Human Resource (HR) is a crucial asset to organizations. Many organizations, especially in
the public sector, are faced with the challenge of improper management of human resources,
which in turn affects the overall business negatively. Effective human resource management
practices are associated with increased performance of employees. This study aimed to
determine the relationship between training and compensation practices on employee
performance in public universities in Kenya. The objectives of the study were to determine
the effect of training on employee performance i public universities in Kenya, and to
establish the effect of compensation practices on employee performance in public universitics
in Kenva. A survey approach was used. The study targeted all 201 Office Administration
Officers working in six public universities in Mt. Kenva Region. Mt Kenya region comprises
the countics of Myen, Kinnyaga, Nyandarua, Tharaka Nithi, Embu and Meru. A
questionnaire consisting of demographic questions and a 5-point Likert Scale was used o
collect data. Qualtrics survey was utilized to administer the questionnaire. Out of 201 sets of
questionnaires distributed, 176 responses were generated, representing a response rate of
88%. Descriptive statistics in form of tables, frequencies and percentages were used to
present the analysed data. Cronbachs alpha was used to assess the reliability of instruments,
while content validity was assessed through reviews of items. Data was tested to ensure that it
did not violate regression assumptions. The study revealed that workers” performance was
significantly influenced by training practice (p<0L05), while the effect of compensation
practice on workers” performance was not significant (p=0.05). The study, therefore,
concluded that training and compensation practices were associated with increased
performance of the workers m public universities in Kenya. The results imply that the
management of public universities needs to focus on improvement of each of the
aforementioned practices through the establishment of relevant policies. There is need for
further research on other human resources practices, and preferably be undertaken in a
different geographical and organisational setting.

[{eywnrds: Human resonrce management, (rgining, compensarion, pu.bnr ic LRiversities,
Emplovee performance, staff, workers.
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