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ABSTRACT

Strategic decisions are key determinants of a firm's success, as they shape the overall direction,
resource allocation, and competitive positioning of the organization. While the paint
manufacturing sector has experienced steady growth, firms encounter significant challenges
that hinder optimal performance and competitiveness. This research examined the influence
of strategic decisions on the performance of paint manufacturing firms in Kenya. Importantly,
the following objectives were established ; influence of strategic resource allocation, influence
of organizational structure, influence of alliances, and influence of strategic human resource
staffing on the performance of paint manufacturing firms in Kenya. The study applied a
descriptive research design, while focusing on 26 paint manufacturing firms in Kenya. A total
of 156 employees in finance , marketing and production were selected from each paint
manufacturing firm. Taro Yamane model was used to arrive at a sample size of 113
respondents. The study applied questionnaires and administered both physically and online.
Filled questionnaires were entered into SPSS and analysed for descriptive and inferential
statistics. Both descriptive and binary regression analysis were used in data analysis. The
findings were presented in tables and narratives. Findings revealed that firms that utilized
optimal strategic resource allocation were 15 times more likely to register better performance
than ones using sub-optimal allocation of resources. Paint manufacturing companies with flat
organizational structure were 6 times more likely to have better performance outcome than
ones with tall structure. Organiztaions with Strategic alliances were 8 times more likely to
register better performance than ones with non-strategic alliances. Lastly, paint firms applying
High-Performance Work System were 10 times more likely to enhance their performance
than ones using control-based approach. The study concluded that strategic resource
allocation, organizational structure, and alliances significantly and positively influenced
performance of paint maufacuring companies in kenya. The study recommended that paint
manufacturing firms in Kenya prioritize strategic resource allocation through materials
distribution, capital expenditure and budgeting and machine sheduling. The study also
recommends that firms should develop clear and flexible organizational structures, to enhance
decision-making, coordination, and operational productivity. Further, the study recommended
that firms are encouraged to actively build strategic alliances focused on mutual benefit,
differential efficiency acquisition, synergy , resource sharing, and continuous evaluation to
strengthen performance. Lastly the paint manufacturing companies should use strategic
staffing strategies decisions in employee retention, engagement of employees and training.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Firm performance is a multifaceted concept that reflects organization’s ability to meet its
objectives across financial, operational, and market dimensions. It encompasses critical
measures such as profitability, market share, and customer satisfaction. Performance is also
influenced by product quality, distribution efficiency, and responsiveness to consumer
preferences (Song et al., 2021). High-performing firms demonstrate resilience in adapting to
changing market dynamics, leveraging competitive advantages, and fostering sustainable
growth (Blichi et al., 2020). Achieving this level of performance requires a deliberate focus
on strategic decisions that align internal capabilities with external opportunities, ensuring a

robust response to industry challenges (Piszczek & Berg, 2020).

Performance, as an indicator, is a fundamental concept in organizational management that
refers to the measurement of outcomes relative to the goals set by an organization. Globally,
performance indicators are widely utilized to assess efficiency, productivity, and overall
success across various sectors (Birindelli et al., 2022). The concept of performance has
evolved, integrating both financial and non-financial measures. Use of a balanced approach
enhances measurement of performance, combining financial metrics such as profitability with
others like customer satisfaction and employee engagement (Cavalcante et al., 2022). This
comprehensive view is crucial for a holistic understanding of firm’s performance in today’s

dynamic business environment (Golovko & Schumann, 2022).



In Kenya's manufacturing firms, performance indicators play a critical role in driving
productivity and competitiveness. As the country seeks to improve its industrial output
through initiatives like Kenya Vision 2030, manufacturing firms must rely on performance
metrics to evaluate their effectiveness in contributing to national economic goals (Phadermrod
etal., 2021). The ability of Kenyan manufacturing firms to increase output, reduce operational
costs, and enhance product quality directly affects their performance in a competitive market.
The use of key performance indicators such as market share growth are essential for measuring

these outcomes (Muo & Ochieng, 2023).

Strategic decisions are fundamental in steering organizations toward achieving optimal
performance by setting priorities, defining objectives, and allocating resources. These
decisions encompass Vvarious aspects, including market positioning, risk assessment,
innovation strategies, and operational efficiency (Golovko & Schumann, 2022). In the highly
competitive paint manufacturing industry, firms must navigate fluctuating market demands,
stringent regulatory requirements, and rapid technological advancements (Blchi et al., 2020).
Strategic initiatives that are well-informed and forward-looking enable firms to identify
growth opportunities, improve operational effectiveness, and maintain relevance in a dynamic
environment. The capacity to integrate strategic foresight with practical execution is important

for firm’s performance (Gomez & Bernet, 2021).

The external environment significantly shapes the outcomes of strategic decisions, as firms
operate within a broader ecosystem characterized by dynamic market conditions, evolving
consumer behaviors, and technological disruptions. For paint manufacturing firms in Kenya,
external factors such as industry competition, government regulations, and global supply

chain pressures present both challenges and opportunities (Amankwah & Wang, 2021).



Additionally, advancements in sustainable manufacturing practices and eco-friendly products
are reshaping consumer expectations and industry standards. Firms that proactively analyze
these external forces and align their strategies accordingly are better positioned to achieve

competitive advantages and long-term performance gains (Piszczek & Berg, 2020).

Internally, the resources, leadership, and organizational culture within a firm form the
backbone of effective strategic decision-making. Vision, mission, and core values provide a
guiding framework, while the availability of resources determines a firm’s ability to mee its
strategic initiatives (Golovko & Schumann, 2022). Leadership styles, particularly
transformational and participative leadership, have been shown to foster innovation and
improve decision-making effectiveness. In paint manufacturing firms, cultivating a culture of
innovation and collaboration enhances the alignment of strategic objectives with operational

practices, driving superior organizational performance (Ferreira & Franco, 2022).

Strategic decision-making processes must balance immediate operational demands with long-
term objectives to ensure sustainable growth. Managers in paint manufacturing firms are
tasked with evaluating strategic alternatives in light of volatile market conditions, increasing
competition, and shifting consumer preferences (Amankwah & Wang, 2021) . A thorough
decision-making process, incorporating scenario analysis, stakeholder engagement, and data-
driven insights, is essential for identifying risks and optimizing outcomes (Chege & Wang,
2020). Leadership plays a critical role in guiding these processes, ensuring that strategic
choices translate into measurable performance improvements. An organization’s adaptability

is a defining characteristic of successful firms in this sector (George et al., 2022).

Ultimately, the quality of strategic decisions profoundly influences organizational

performance, with far-reaching implications for market position, financial health, and

3



competitive sustainability. Firms that invest in robust decision-making frameworks and
strategic planning processes are better equipped to mitigate risks and harness opportunities
effectively (Piszczek & Berg, 2020). Well-executed strategic decisions can lead to more
market share and improved brand image, and long-term profitability (Phadermrod et al.,
2021). Conversely, poor strategic choices may result in operational inefficiencies, reputational
damage, and financial setbacks. For manufacturing firms in Kenya, prioritizing strategic
decision-making as a core organizational competency is important in enabling firms maneuver

in the industry and achieve a sustainable performance (Calabrese et al., 2021).

National strategic decisions which these countries put in place have a great effect on the way
these nations perform, this is both domestically and abroad (Dong et al., 2020). This process
is made up of a range of decisions on economic policies, maintenance of diplomatic relations,
war strategies, and the improvement of environmental conditions. Realizing the inner
intricacies and the integration of the involved countries, regions, and the overriding objectives

decided by individual states necessitates following these processes (Collings et al., 2022).

The major activity towards the strategic decision is the economic policy which can either be
stable or unstable. One country that has carried out an export-led growth policy is China,
aiming mostly at light manufacturing and infrastructure construction (Buchi et al., 2020). This
choice has not only helped China to become a global economic crew but it has also affected
the way trading takes place and how the supply chains are run all around the world. Likewise,
examples are countries like Germany, where the main drivers of their economic growth are
innovation and technology and Germany's most prosperous industries are such as automotive

engineering and renewable energy (Dong et al., 2020).



Diplomatic links of a high level are key determinants of how strategies are made and what
results ensue. The role of NATO, as an ally of the United States, cannot be over-emphasized
and provides a good foundation for shaping decisions revolving around the country's defense
budget and involvement in military engagements (Cavalcante et al., 2022). On the contrary,
countries such as North Korea have chosen to break the isolation policies which put them in
a higher bracket of quarrels and sanctions from the international community leading to a
lowering of their economic performance as well as diplomatic tussles (Tihanyi et al., 2021).
Methods of military strategies are another important issue where strategic decisions have to
be made. For example, Russia's annexation of Crimea showed that a method of war was
employed as an instrument of geopolitical goals disrupting the security balance in Eastern
Europe, and aggravating the relations between the West and Moscow (Dong et al.,
2020). Likewise, the repeated conflict of Syria which is currently ongoing has witnessed
powerful states of Russia, the United States, and regional powers such as Turkey and Iran
using different military strategies to advance their interests, and their legacy has consequences
that are far-reaching and have significantly affected stability and security of the Middle East

(Taouab & Issor, 2022).

Sustainability objectives are now gaining traction in strategic planning that has developed ever
harder to deal with the threat of climate change and sustainability (Calabrese et al., 2021). The
green deal under the European Union's umbrella, which seeks to cut carbon emissions by
every means, is evidence of the decision to take the lead in all environmental matters and as
well as create economic growth through new technologies and investments (Elmagrhi et al.,
2023). Equally important is the example of the country Costa Rica. It has chosen conservation

of the environment as a tactical choice to save it for ecotourism and at the same time maintain



its planet's resources. This has significantly contributed to the general economy of the country
and at the same time has played a significant role globally in conserving the environment

(Fuertes et al., 2020).

The region's political dynamics play a substantial role in helping to determine the future
strategies and, inevitably, the results. EU enlargement and integration process reformed the
geopolitical landscape of Europe impelled by its members to further economic and political
cooperation (Collings et al., 2022). On the one hand, the impacts of the conflicts on such
matters as the security and migrations of the Middle East affect the policies of countries all
around the world such as those of energy matters (Cavalcante et al., 2022). The progress of
globalization leads also to more dependable links among economies and societies in the world,
which eventually means that all decisions are made on strategy levels that take into account
international implications (Dubey et al., 2023). Trade alliances and deals illustrate initiatives
of advancing economic integrations and cooperation among regional actors which may affect
the strategic assessments of those countries toward market access as well as political
leverage. While this illustrates a strategic plan focused on growing the geopolitical influence
of the country through infrastructure development and building ties across continents it is not

beneficial to everybody (Panigrahi et al., 2021).

This places scientific innovations front and center in the strategic planning process, where
countries struggle for dominance in fields as diverse as machine intelligence, cybersecurity,
and space exploration (Rahimnia & Molavi, 2021). A somewhat different role is allocated to
the development race of the United States and China to create 5G technology with significant
influence on national security, economic position, and global power. Similarly, investments

in space exploration by countries like the United States, China, and Russia reflect strategic



decisions to assert dominance in the burgeoning space industry and leverage space assets for

strategic and economic purposes (Nilashi et al., 2023).

Crisis management and response strategies are essential components of strategic decision-
making, as countries navigate unforeseen challenges such as pandemics, natural disasters, and
financial crises (Taouab & Issor, 2022). The COVID-19 pandemic, for example, has prompted
governments worldwide to implement various containment measures, economic stimulus
packages, and vaccine distribution strategies, indicating the need for agility and resilience in
responding to global crises while also revealing disparities in healthcare systems and socio-

economic vulnerabilities (Hu et al., 2022).

African nations have proven that they can withstand the pressure coming from the
multifaceted political crises along with the economic gaps and infrastructural failures by their
own leadership and strategic vision (Umar & Abubakar, 2021). Decision-making on the
African continent is quite often characterized by historical legacies, cultural contrasts, and
geographical dynamics. The article below will highlight different decision cases to serve as
an example of the continent’s performance through strategic decisions (Pucheta & Gallego,
2020).

South Africa is revealed as a model of how African countries are to address their problems.
After the country had binned up apartheid, it went through the route of reconciling and
economic development (Sataloff & Vontela, 2021). The tactical choice to lean on democracy
as one of the country's driving forces has been one of the factors that have accelerated South
Africa's emergence as one of the continent's economic giants. Nevertheless, challenges remain
in the sectors of income and employment distribution, putting attention to the consistent

strategic initiatives (Bag et al., 2020).



Rwanda gives an excellent example that demonstrates strategic understanding against the
background of harshness. Winding up after the 1994 genocide, the government being in a
political power position initiated a series of strategic plans that were aimed at creating national
unity, economic growth, and social welfare (Ferreira & Franco, 2022). Education, health
system, and infrastructure are the areas that the Rwandan government has spent much money
on, which has led the country to witness tremendous development. The strategic direction
period implicitly points to the role of the long horizon and planning in the improvement of

performance (Birindelli et al., 2022).

Nigeria, the most populated as well as biggest economy in Africa drives the country into
certain complexities areas of governance, policy-making, and strategy. One would be stunned
by all the natural wealth of Nigeria but a country like this has to deal with the large corruption
problems, insecurity issues, and gross inefficiency of the institutions (Bouraima et al., 2021).
Strategic decisions in Nigeria usually meet with Political Interests and ethnic issues, which
are closely discerned as performance measures. Effective governance reforms, either at the
state or federal level, and proactive investments are needed for the country's potential growth

(Elmagrhi et al., 2023).

Ethiopia's developmental trajectory underscores the importance of strategic decisions in
driving socioeconomic progress. The huge infrastructural projects undertaken in the country
reflect a long-term vision aimed at enhancing connectivity and economic diversification
(Bouraima et al., 2021). Strategic investments in agriculture and manufacturing have helped
the country achieve sustained growth rate over the years. Nevertheless, concerns regarding
human rights abuses and political repression necessitate the need for a holistic governance and

development model in the country (Fuertes et al., 2020).



Invariably, strategic decisions, as well as performance are critical in all the working scenarios,
and the Kenyan perspective is hence very special in both aspects. In Kenya, strategic decisions
rarely occur without being influenced if not informed by the social, political, and economic
fabric of the nation (Amankwah & Wang, 2021). For instance, the strategic processes are
heavily reliant on contextual factors like government policies, market dynamics, and the
cultural subtle eye lines when it comes to making decisions (Al-Nasser & Muhammed,
2022). For example, the fact that the government has prioritized the use of local entrepreneurs
through the enactment of policies like the preferential procurement of products to the local
content policy can influence the strategy of the businesses. The other aspect which can’t be
ignored is the need to plan strategically keeping in mind the ever-changing environment. This

is a crucial component of strategic decision-making (Muithya & Muathe, 2020).

Kenyan businesses are faced with a volatile business environment as a result of fast
technological progress and globalization (Chege & Wang, 2020). The businesses thus need to
embrace agility to compete effectively. Such flexibility usually tends to be accompanied by
an openness towards accepting new ideas and options, for example, to explore unknown
markets and to introduce different products (Muithya & Muathe, 2020). Beyond that, the idea
from Kenyan suggests the great role of stakeholder engagement in effective policy-making
(Ontita & Muigai, 2020). Community-based societies in those countries where relations and
societal bonds are appreciated a lot, usually prefer to take a holistic approach to strategic
planning and therefore engage government offices, and the local people when making
important decisions. Thus, commitment to corporate social responsibility serves several
purposes, generating support in society and providing a framework on which corporate

strategies are to be built (Chege & Wang, 2020).



Also, the Kenyan view appreciates the need for sustainable procedures to increase
organizational effectiveness in the long term. The business environment has become
increasingly invested in understanding social impact of the business, and they are increasingly
forced to incorporate sustainability issues into their strategies’ decision-making process
(Owako & Nyangara, 2021). This implies funding projects like renewable energy and
activities of questionable origin. Not only that, risk management in decision making process
is well highlighted by the Kenyan way of thinking as well (Rahimnia & Molavi, 2021). Itis a
country that experiences risks of different kinds, such as political instability, economic
turmoil, and hazards from the environment. The companies, therefore, must prudently assess
and mitigate such risks which are incorporated in their planning process. This may involve
diversifying supply chains, investing in insurance mechanisms, or establishing contingency

plans (Ontita & Muigai, 2020).

The other significant thing from the Kenyan point of view on strategic decisions and
performance is leadership. An effective leader is viewed as critical in the promotion of
strategic initiatives, building a culture of innovation, and motivating teams for the
achievement of organizational objectives (Parker et al., 2021). Visionary leaders, who
demonstrate virtue, integrity, and resilience in overcoming obstacles, are more likely to place
their organizations on the right track, even in the midst of crises. In addition, the Kenyan
outlook puts much emphasis on the use of local circumstances in the formulation of strategic
decisions (Chege & Wang, 2020). World-class practices and benchmarks are useful, but they
need to be tailored to the Kenyan local environment. This demands a profound knowledge of

local consumer preferences, cultural norms, and guidelines within the operating environment
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which then informs the development of a strategy that resonates with the audience and

complies with rules and regulations (Muo & Ochieng, 2023).

1.1.1 The Paint Manufacturing Firms in Kenya

The manufacturing sector in Kenya has recorded considerable growth over the past few
decades, driven by urbanization, infrastructure development, and increased demand by the
construction industry. The economy of the country is booming as incomes increase just as the
demand for paint is growing, with it actualizing the establishment of more paint manufacturing

companies in the region (Meres, 2020).

In Kenya, the paint industry is highly competitive, with several local and foreign firms
struggling to get a share of the market. Local manufacturers with a strong presence in the
market include Crown Paints Kenya PLC, Basco Paints, and Sadolin Paints. These companies
are top runners in the marketplace as they offer a large product portfolio serving the needs of
both residential and commercial users. Moreover, multinational companies like Berger Paints
and Kansai Plascon have a considerable presence in the Kenyan market which heightens

competition (Ahmad et al., 2021).

There exists a wide variety of paint brands in Kenya that produce a whole range of painting
products such as decorative paints, automotive coatings, industrial paints, and specialty
coatings (Muithya & Muathe, 2020). Continuously advancing innovation and meeting the
needs of consumers using research and development are the main objectives of these
companies that help them to conform to the strict environmental regulations. Eco-friendly
formulations, water-based paints, and low-VOC (volatile organic compound) paints have

emerged as the preferred paints due to their sustainability benefits (Bouraima et al., 2021).

11



Distributing networks are key to paint manufacturing firms’ effectiveness in Kenya. These
businesses often use a different way to reach the end customers, which is through channels
such as retail shops, hardware stores, and direct contractors. In addition, the associations with
construction companies and real estate developers provide paint manufacturers with an
opportunity to penetrate new markets and bring their products closer to more customers

beyond the borders of the country (Owako & Nyangara, 2021).

Several challenges are faced by paint manufacturers in Kenya amidst the growth potential,
such as unstable raw material prices, currency volatility and regulatory uncertainties
(Cavalcante et al., 2022). Moreover, fake products and problematic supply chains are other
problems that the industry faces. Though the broadening focus on sustainable approaches and
the rising demand for high-end paints create opportunities for players to create their unique
offerings to stand out in the market, it will still be a great challenge for the companies to
overcome (Dubey et al., 2023). On the other hand, from a long-term perspective, the
government's infrastructure projects and affordable housing investments are anticipated to
boost the demand for paints in the next years thereby creating a favorable climate for the

growth of the industry (Panigrahi et al., 2021).

1.2 Statement of the Problem

Paint manufacturing firms in Kenya would thrive through strategic decision-making processes
that optimize performance across various operational aspects(Chege & Wang, 2020). Strategic
decisions would encompass making hard choices on the direction and long-term
organizational success, market entry decisions, product diversification strategies, and mergers

and acquisitions. These decisions would not only ensure operational efficiency but also
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contribute to enhanced customer satisfaction, sustained profitability, and competitive

advantage in the market (Bouraima et al., 2021).

However, the reality within the paint manufacturing sector in Kenya presents a different
picture. While the industry has experienced steady growth, firms encounter significant
challenges that hinder optimal performance and competitiveness (Muithya & Muathe, 2020).
In particular, issues within the strategic decision processes have emerged as a major concern.
Strategic inefficiencies lead to misallocation of resources, missed opportunities, and failure to
adapt, ultimately undermining the organization's competitiveness and long-term success
(Ontita & Muigai, 2020). These inefficiencies may manifest as a lack of clarity in
organizational direction, ineffective utilization of resources, and a failure to capitalize on new
opportunities or deal with emerging risks. This can lead to suboptimal performance, loss of
market share, and challenges in maintaining stakeholder confidence and support. These
challenges result in increased costs, operational disruptions, and potential reputational damage

for the firms (Parker et al., 2021).

The importance of addressing these challenges and optimizing performance within paint
manufacturing firms cannot be overstated. The real problem lies in the lack of comprehensive
strategic decision-making regarding management practices within paint manufacturing firms
in Kenya (Muithya & Muathe, 2020). While some firms may recognize the importance of
addressing these issues, there is often a gap between awareness and effective implementation.
As a result, inefficiencies persist, leading to increased costs, operational complexities, and

potential loss of competitive edge in the market (Ontita & Muigai, 2020).

In a survey conducted across paint manufacturing firms in Kenya, 45% of respondents

reported difficulties in managing strategic decisions, leading to both delays and increased
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costs. Additionally, a substantial 60% cited the lack of flexibility in handling product recalls
or customer returns as a significant operational challenge (Wanjihia, 2021). These statistics
highlight the pervasive nature of the issue across the Kenyan paint manufacturing sector and
emphasize the pressing need for strategic interventions to enhance strategic decision
management practices. Through targeted research efforts that delve into the unique dynamics
of the Kenyan context, stakeholders can gain invaluable insights to drive meaningful
improvements, fostering sustainable growth and competitiveness within the industry (Chege

& Wang, 2020).

Existing literature on the subject remains limited, with few studies specifically focusing on
the strategic decisions influencing performance within the paint manufacturing sector in
Kenya. While studies in related industries, such as paint manufacturing, offer valuable
insights, they often present conceptual gaps because they have mainly focused on growth as
a dependent variable or even operational excellence. Furthermore, the studies have been more
on case studies and also focused on a shallower sample size therefore presenting
methodological gaps. To overcome the limitation, this study focused on the influence of

strategic decisions on the performance of paint manufacturing companies in Kenya.

1.3 Research Objectives
1.3.1 General Objectives
To determine the influence of strategic decisions on the performance of paint manufacturing

firms in Kenya.

1.3.2 Specific objectives
1. To determine the influence of strategic resource allocation on the performance of paint

manufacturing firms in Kenya.
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ii.  To determine the influence of organizational structure on the performance of paint
manufacturing firms in Kenya.
iii.  To determine the influence of alliances on the performance of paint manufacturing
firms in Kenya.
iv.  To determine the influence of strategic human resource staffing on the performance of
paint manufacturing firms in Kenya.
1.4 Research Hypotheses
HO:: Strategic resource allocation does not significantly influence the performance of paint
manufacturing firms in Kenya.
HO:: Organizational structure does not significantly influence the performance of paint
manufacturing firms in Kenya.
HOs: Strategic partnerships and alliances do not significantly influence the performance of
paint manufacturing firms in Kenya.
HO4: Strategic human resource staffing does not significantly influence the performance of
paint manufacturing firms in Kenya.
1.5 Justification of the Study
A study on strategic decisions is crucial not only in academics but also in policy and theory
development. The study findings provided empirical evidence for more research in the area of
strategic decisions. Future scholars therefore can borrow a lot from the methodology applied,

the indicators applied and the general findings of the study to develop their studies.

The study recommendations also provided important policy suggestions to managers and
policymakers in the areas of strategic decisions to help improve the performance of the

strategic decisions among the paint manufacturing firms in Kenya. Also, the study is important
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in theory development and validation. The study conducted hypothesis testing which helped
in understanding whether the theories that are applied in the study are generally applicable to
different situations of reverse strategic decisions in all industries.

1.6 Scope of the Study

The study focused on the influence of strategic decisions on the performance of paint
manufacturing firms in Kenya. It also indicated the influence of strategic resource allocation,
organizational structure, strategic partnerships and alliances, and strategic human resource
staffing on the performance of paint manufacturing firms in Kenya. The study considered 26
paint manufacturing firms in Kenya while the unit of observation was 156 participants
selected from each paint manufacturing firm. The study was also conducted between
November 2024 and August 2025.

1.7 Limitations and Delimitations of the Study

The study faced limitions because some participants were at first not willing to participate in
the study for confidentiality fears. To overcome the limitions the researcher available research
permits from both NACOSTI and university demonstrating that research was purely for
academic purposes and would not be used for other purposes. Lastly, articipatants were
assured that the information given would not be divulged to the general pulic. More assurance
was given that the report would not directly link their personal information to the the final
report which halped to enable them participate. Nairobi county is vast and therefore the
geographical vastness posed a logistic challenge to the researcher in last mile delivery of the
questionnaires to overcome the limitions the researcher used electronic qusetionnaires to

overcome this limitions and enhance response rate
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1.8 Operational Definition of Key Terms

Alliances

Organizational Structure

Performance

Strategic Decisions

Strategic HRM

Strategic Resource Allocation

this is the agreement between entities aimed at
achieving mutual goals, taking advantage of resources
and capabilities for strategic advantage(Ferreira &
Franco, 2022) .

this is the way an organization articulates the
responsibilities and roles and spells out the tasks. It
explains how the tasks are divided to help the firm
achieve its goals (EImagrhi et al., 2023).

the measurable outcomes and achievements resulting
from the implementation of strategic initiatives and the
effectiveness of these decisions in advancing
organizational goals (Birindelli et al., 2022).

refer to high-level choices made by an organization's
leadership that directly impact its long-term goals and
overall direction (Meres, 2020).

the systematic approach to aligning organizational goals
and objectives with the development of employees'
skills, knowledge, and abilities achieving long-term
organizational goals (Lewis et al., 2021).

this is the distribution of resources, such as finances,

personnel, and materials, to support and advance the
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overarching goals and objectives of an organization

(Owako & Nyangara, 2021).
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This part presents the theoretical review, and the conceptual framework indicating the
relationship between study variables, the chapter also presented empirical literature, the
critique of the literature, gaps identified from the empirical literature, and the summary of the

literature.

2.2 Theoretical Review

A theory, which comprises a set of principles elucidating a societal phenomenon, serves as a
framework to clarify the reasons behind a specific event or the behaviours of certain variables
and their relationships (Al-Nasser & Muhammed, 2022) . In this research, the study focused
on four major theories: Resource-Based View (RBV) theory (Anchoring theory), Agency
theory, Transaction Cost Economics (TCE) and institutional theory. These theories were
employed to explain why certain occurrences unfold as they do and the dynamics of

relationships among study variables.

2.2.1 Resource-Based View Theory

The Resource-Based View (RBV) theory offers a distinctive perspective on strategic
management. At its essence, this theory exposes the impact of internal resources and
capabilities of organizations as a driver of competitive advantage (Freeman et al., 2021). RBV
suggests that companies vary in their resource endowments, leading to differences in
competitive outcomes (Nason & Wiklund, 2022). This diversity stems from the unique blend
of its resources, such as physical assets, human capital, organizational culture, and knowledge

assets, possessed by each organization. These resources are hard for competitors to duplicate
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due barriers such as path dependence, historical uniqueness, and social complexity (Barney,

2022).

A central proposition of RBV is the idea of resource immutability, which suggests that certain
resources may be relatively stable and resistant to imitation or substitution in the short term.
This immutability contributes to sustained competitive advantage, as firms can utilize their
distinct resources to outperform rivals over time (Nason & Wiklund, 2022). Additionally,
RBV underscores the significance of dynamic capabilities, referring to an organization's
capacity to integrate, develop, and reconfigure resources to adapt to evolving market
conditions and competitive pressures. Dynamic capabilities help in adaptability, thereby

preserving their competitive edge in dynamic environments (Dubey et al., 2023).

The VRIN framework, a cornerstone of RBV, asserts that a firm’s resources should be unique
to enable it create a sustained competitive edge. Resources meeting these criteria enable firms
to compete effectively and outdo rivals in the long run. However, RBV also recognizes that
the value of resources depends on their context and the firm's ability to effectively deploy and
leverage them in pursuit of strategic objectives (Alvarez & Barney, 2021). Despite its
theoretical strength, RBV has encountered criticism. One common critique is its tautological
nature, as firms with superior performance are assumed to possess valuable resources, making
empirical testing challenging. Critics also argue that RBV's limited prescriptive power
provides inadequate guidance on how firms can identify or cultivate resources and
capabilities. Furthermore, RBV's emphasis on internal factors sometimes results in
overlooking external influences, such as industry dynamics and market conditions (Dubey et

al., 2023).
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Nevertheless, RBV remains highly pertinent in strategic decision-making. It aids firms in
recognizing their unique strengths and positioning themselves advantageously in the market.
By informing resource allocation, investment decisions, and organizational learning
endeavors, RBV enables firms to sustain their competitive advantage over time (Alvarez &

Barney, 2021).

The Resource-Based Theory (RBV) is closely linked to strategic resource allocation as a
critical aspect of organizational success . In paint manufacturing firms in Kenya, resources
such as cutting-edge technology, skilled personnel, proprietary formulas, and financial capital
are pivotal to driving innovation and operational efficiency(Freeman et al., 2021). Effective
allocation ensures that these resources are optimized to meet market demands, enhance
product quality, and achieve cost efficiency. Furthermore, by leveraging these strategic assets,
firms can establish a sustainable competitive advantage, differentiating themselves in a highly
competitive industry. This underscores the significance of strategic resource allocation as a
driver of superior organizational performance, as highlighted in RBV's principles (Nason &

Wiklund, 2022).

This theory underpins this study, as it provides a foundational framework for understanding
how strategic decisions affect performance of paint manufacturing firms in Kenya. RBV
outlines the need for valuable, and inimitable resources in driving a firm’s strategic
positioning. Paint manufacturing firms rely on critical resources such as proprietary
formulations, skilled labor, advanced technology, and financial capital to achieve superior
performance. Strategic resource allocation, which aligns with RBV, ensures these assets are
utilized effectively to enhance productivity, innovation, and market competitiveness. This

theory underscores the centrality of internal capabilities and strategic decisions in determining
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organizational outcomes, making it the most suitable theoretical lens for examining how

strategic decisions impact the performance of paint manufacturing firms.

The Resource-Based View (RBV) Theory is closely linked to objective one. According to
RBV, firms that possess unique, valuable, and inimitable resources have a competitive
advantage. Strategic resource allocation in paint manufacturing firms focuses on effectively
managing critical assets, such as capital, technology, and human capital, to enhance
performance. The theory suggests that proper deployment of these resources, whether in
production processes, marketing, or innovation, directly influences the firm’s competitive

advantage and performance

2.2.2 Agency Theory

Agency theory, delves into the interactions between principals and agents within
organizational settings (Okhmatovskiy & Shin, 2022). This theory explores the ramifications
of conflicting interests that arise when agents are delegated decision-making authority by
principals and how these conflicts impact the behavior and performance of organizations
(Poletti-Hughes & Briano-Turrent, 2023). At its core, agency theory revolves around the
inherent divergence of incentives between the two parties. Principals typically aim to
maximize their wealth, often represented by shareholder value, while agents may have other
priorities such as job security, salary increments, or individual prestige (Parker et al., 2021).
This misalignment often results in agency problems, where agents may act opportunistically
or neglect their duties, leading to suboptimal outcomes for principals (Al-Nasser &

Muhammed, 2022).

A fundamental concept within this theory is that the relationship between agent and principals

may lead to moral hazard. Principals usually have limited visibility into the actions and
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decisions of agents, creating a situation where agents may exploit their informational
advantage to pursue self-interested goals (Okhmatovskiy & Shin, 2022). Moreover, the
delegation of decision-making authority creates moral hazard, as agents may not be punished
for what they do, leading to risk-taking behaviors that lead to personal benefit and not with

the best interests of principals (Poletti-Hughes & Briano-Turrent, 2023).

Critics of agency theory have raised concerns regarding its assumptions and applicability in
real-world contexts. One common critique revolves around its oversimplified portrayal of
human behavior, assuming that agents are solely motivated by self-interest and opportunism
(Parker et al., 2021). However, in reality, individuals may be driven by a broader spectrum of
motivations, including intrinsic rewards, adherence to social norms, and ethical
considerations. Additionally, agency theory's focus on monitoring often overlooks the
significance of relational factors, such as trust and cooperation, in fostering effective

principal-agent relationships (Al-Nasser & Muhammed, 2022).

Despite these critiques, agency theory remains highly relevant in comprehending strategic
decisions within organizations. It guides principals in ensuring that the actions of the agents
seek to help a firm achieve its goals (Okhmatovskiy & Shin, 2022). This involves careful
consideration of factors such as performance-based compensation, contractual arrangements,
and corporate governance practices. Moreover, agency theory sheds light on the design of
organizational structures and processes aimed at mitigating agency costs and enhancing

organizational performance (Parker et al., 2021).

Agency theory furnishes a valuable framework for analyzing the intricacies of organizational
dynamics and decision-making processes. By acknowledging the inherent conflicts,

researchers and practitioners can formulate strategies to enhance accountability, transparency,
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and alignment of interests within organizations. However, it is imperative to acknowledge the
limitations of agency theory and complement its insights with a nuanced understanding of

human behavior and organizational contexts (Poletti-Hughes & Briano-Turrent, 2023).

Agency Theory is intricately linked to strategic human resource staffing, which addresses the
relationship between principals (owners) and agents (employees or managers) and the
challenges arising from goal misalignment (Al-Nasser & Muhammed, 2022). SHRM practices
such as performance-based incentives, continuous training, and participative decision-making
help bridge this gap. These practices ensure that employees' objectives are aligned firm’s goals
leading to accountability and productivity. For instance, implementing reward systems tied to
quality benchmarks can motivate employees to maintain high standards, directly influencing
organizational performance. By addressing agency conflicts through robust HR strategies,
paint manufacturers can optimize workforce potential, by addressing inefficiencies (Muo &

Ochieng, 2023).

The Agency Theory is relevant to understanding objective two as it focuses on how
organizational structures and governance mechanisms impact performance. In paint
manufacturing firms, the organizational structure, particularly in terms of decision-making
authority and control mechanisms, influence how well managers align the firm’s objectives

with the shareholders' interests.

2.2.3 Transaction Cost Economics

This theory spearheaded, delves into the intricate dynamics of organizational decision-
making, particularly concerning transaction governance. At its core, TCE contends that
organizations confront various costs transaction costs when engaging in economic exchanges

(Palmer et al., 2022). These costs encompass a spectrum, from information search and
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negotiation to monitoring and enforcement, all compounded by uncertainties and bounded

rationality inherent in human decision-making (Akbar & Tracogna, 2021)

Central to TCE is the concept of governance structures, which organizations adopt to navigate
these transaction costs effectively. The theory distinguishes between market transactions,
governed by price mechanisms, and hierarchical transactions, which occur within a firm's
internal hierarchy (Barney, 2022). This framework prompts organizations to weigh the make-
or-buy decision meticulously. This decision hinges on factors like asset specificity,
uncertainty levels, and transaction frequency. For instance, when faced with high transaction
costs or assets demanding specialized investments, firms tend to opt for internal production to

mitigate risks and optimize efficiency (Muo & Ochieng, 2023).

Critics, however, have raised notable objections to TCE. They argue that the theory's
assumption of rationality oversimplifies human behavior, overlooking the complexities of
cognitive biases and social influences. Moreover, some contend that TCE's narrow focus on
transaction costs sidelines other critical factors like social norms and power dynamics,
potentially limiting its explanatory power (Palmer et al., 2022). Additionally, TCE's static
perspective neglects the dynamic nature of organizations and markets, failing to accommodate
evolving technologies, market trends, and institutional changes over time (Akbar & Tracogna,
2021). Nevertheless, TCE remains a potent tool for strategic decision-making. By providing
a systematic framework to assess transaction costs and governance structures, organizations
can optimize their operations and enhance competitiveness. TCE guides firms in determining
the most efficient mode of conducting transactions, whether through internalization or

outsourcing, thus facilitating informed strategic choices (Phadermrod et al., 2021).
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TCE enriches our understanding of organizational behavior and economic exchanges. Its
insights shed light on the intricacies of decision-making within firms and offer a lens through
which to analyze strategic choices. Nonetheless, scholars must remain vigilant about TCE's
limitations and supplement its perspectives with insights from complementary theories to
attain a more holistic understanding of organizational dynamics and strategic decision-making

processes (Phadermrod et al., 2021).

Strategic partnerships and alliances are best examined in line with transaction cost economics
(TCE), which focuses on reducing the costs associated with market transactions and fostering
efficiency in collaborations. In the paint manufacturing sector, firms often establish alliances
with suppliers, distributors, and even competitors to share resources, access new markets, and
achieve economies of scale (Phadermrod et al., 2021). By forming partnerships, firms
minimize uncertainties and risks related to procurement, production, and distribution while
also lowering transaction costs associated with market exchanges. Collaborating with local
suppliers can reduce logistics costs and improve supply chain efficiency. These partnerships
enable firms to deal with competencies which enables it to capitalize on shared expertise and

resources, thereby improving their operational productivity and overall performance.

Transaction costs in this research paper are the costs incurred in making exchanges and in
coordinating relationships such as the costs of search, negotiation, monitoring and
enforcement (Akbar & Tracogna, 2021). They are delineated under the Transaction Cost
Economics (TCE) theory that claims that firms enter into strategic alliances in order to
minimize such transaction costs through enhancing coordination, sharing of specialized assets,
and increasing trust. In line with this study, the TCE is therefore associated with the variable

strategic partnerships and alliance, whereby a hypothesis is that well-designed alliances
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minimize transaction costs, and thus enhance firm performance (Phadermrod et al., 2021).
Transaction Cost Economics (TCE) applies to the third objective. TCE suggests that firms
engage in alliances to reduce costs, such as those related to production, distribution, or
technology transfer. In the context of paint manufacturing in Kenya, strategic alliances,
whether with suppliers, distributors, or other firms, can help reduce costs, improve market

access, and enhance performance.

2.2.4 Institutional Theory

This theory delves into how organizations are profoundly influenced and shaped by the
broader institutional landscapes they operate within. These landscapes encompass various
elements such as legal regulations, societal norms, cultural values, and industry standards
(Lewis et al., 2021). This theory highlights the idea of isomorphism which entails an
organization’s ability to mirror one another in structure and behavior due to external pressures.
This phenomenon unfolds through three primary mechanisms: coercive isomorphism, where
firms are guided by rigid systems; mimetic isomorphism involving imitation of successful
models or practices observed in other organizations; and normative isomorphism, which
entails adherence to values and beleifs in the institutional environment (Phadermrod et al.,

2021).

Furthermore, this theory explains the need for firms to ensure that their actions and practices
are appropriate and aligned with societal expectations. Achieving legitimacy is vital for
organizations as it enhances their acceptance, support, and access to resources within the
broader institutional context (Mishra, 2022). Despite its strengths, institutional theory has
faced critiques. One notable critique highlights its potential bias toward emphasizing

organizational conformity, potentially overlooking instances of strategic resistance or agency
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(Nason & Wiklund, 2022). Critics argue that organizations possess agency and can actively
shape their institutional environments rather than simply conforming to external pressures.
Additionally, some scholars argue that institutional theory may overlook power dynamics
within institutional environments, neglecting how influential actors manipulate institutions to

serve their interests (Phadermrod et al., 2021).

Institutional theory holds significant relevance for strategic decision-making within
organizations. Managers can leverage this theory to gain insights into their industry and
market environments, identify opportunities for gaining legitimacy and competitive
advantage, anticipate changes in institutional landscapes, and engage in institutional
entrepreneurship to drive innovation and organizational change (Nilashi et al., 2023).
Institutional theory offers a good background for showing the intricate relationships between
organizations and their institutional contexts. While acknowledging its limitations, this theory
offers great insights on how organizations navigate their environments, informing strategic

decision-making and managerial practices in meaningful ways (Okhmatovskiy & Shin, 2022).

Institutional Theory is relevant to objective 4, as it emphasizes the role of external pressures,
norms, and regulations in shaping organizational behavior. Institutional theory suggests that
firms' human resource practices are influenced by institutional norms and practices, including
governmental policies, industry standards, and social expectations. In Kenya’s paint
manufacturing sector, strategic staffing decisions must consider the influence of these external

factors (Nilashi et al., 2023).

Organizational structure shapes the operations and performance and is best explained by
Institutional Theory (Ontita & Muigai, 2020). This theory emphasizes that organizations

operate within a framework of institutional norms, rules, and societal expectations to gain
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legitimacy and ensure long-term viability. For paint manufacturers in Kenya, the adoption of
formalized structures that align with industry standards, regulatory requirements, and
environmental sustainability frameworks enhances compliance and operational coherence.
For example, incorporating departments focused on research and development, quality
control, and sustainability fosters better adaptation to external pressures. This alignment not
only legitimizes the firm within the industry but also enhances its reputation and stakeholder

confidence, driving overall performance improvements (Meres, 2020).

29



Figure 2.1

Theoretical Framework

The Resource-Based View Theory

v

Agency Theory

Performance of Paint

) ; Manufacturing Firms in Kenya
Transaction Cost Economics g y

A4

Theorv

Institutional Theory

\ 4

2.3 Empirical Literature Review

2.3.1 Strategic Resource Allocation and Performance

An exiting study on resource allocation and perforamnce evaluated how strategic resources
influences SMESs’ performance in Bali, Indonesia (Lestari et al., 2020). A total of 149 SMEs,
selected using stratified sampling technique were identified for the study. Data analysis
entailed the use of both descriptive and inferential methods. Descriptive research showed how
SMEs are structured whereby the questionnaires helped in identifying this. The results
revealed that resources have a positive impact on an organization’s ability to compete
effectively. The results also revealed that strategic resources have an impact on a firm’s
positioning in the industry. Regarding competitive strategy, the focus strategy garnered the
highest response rate of 4.08, while productivity, with a response rate of 3.94, emerged as the

highest in terms of performance. While these studies shed light on the advantages and
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challenges of implementing strategic decisions, they also reveal some limitations. One notable
shortfall is the lack of diversity in industry representation, with a predominant focus on the
Pakistani public sector. It would be beneficial to incorporate findings from other sectors to
obtain a broader understanding.

Another study within resource allocation examined how strategic resource allocation on
Kisumu Water and Sewerage Company, Kenya performance and established a significant
correlation between the two factors (Owako & Nyangara, 2021). The research, employing a
correlation research design and gathering data from 68 respondents through stratified random
sampling, revealed that effective resource allocation is important in improving performance.
Recommendations from the study included prioritizing resource allocation in areas such as
infrastructural development, waste reduction, service quality enhancement, consumer
services, and cash flow management to achieve desired performance levels. Moreover, the
study suggested that reforms in the WASH sector should focus on allocating resources
efficiently to implement effective strategies. Future research opportunities lie in exploring
mediating imaocts of leadership strategies and analyzing performance in different periods
within similar regulatory contexts.

Another study was conducted to establish the significant role of strategic human resource
staffing in boosting the overall organizational performance (Al-Khaled & Fenn, 2020). It
explored how SHRM impacted company performance and fulfilled specific objectives
through a thorough analysis of various articles and journals. At the core of any organization
lies its human resources, making it imperative to employ strategic practices in managing them
effectively. Human resources encompass the study of individuals who constitute the

workforce, making them invaluable assets to a company. Therefore, implementing strategic
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human resource practices becomes crucial in ensuring optimal organizational performance.
The report shows the need to align HR practices with strategic objectives to achieve long-term
goals and sustain competitiveness within the industry. Furthermore, it offered
recommendations aimed at enhancing company performance through effective HR
management, with a focus on aspects like human resource planning.

Lastly, established the effect of strategic resource allocation within cement manufacturing
companies (Ali et al., 2022). With the unit of analysis centered on managerial levels within
companies, data collection involved distributing questionnaires, yielding a sample size of 47
out of 83. Through statistical analysis using SPSS software, including reliability, validity, and
normality tests, the study's four hypotheses found support in the data. The research contributes
theoretically by empirically demonstrating the interplay between strategy formulation, and
company performance. Managerial implications underscore the importance for company
managers to cultivate strategic acumen in leveraging resources and market trends to formulate

effective strategies, thereby enhancing overall company performance.

2.3.2 Organizational Structure and Performance

A study on organizational structure established how two key structural elements formalization
and centralization affect self-efficacy individually and together (Mustafa et al., 2021). The
study also evaluated how these elements affect performance. Using data from 120 people from
public sector, statistical techniques were employed to analyze the proposed relationships.
Results indicated that impacts self-efficacy positively, while centralization has negative
impact. Moreover, improvements or reductions in self-efficacy partially translated into
performance enhancements. Interestingly, the study suggests that high formalization may limit

the self-efficacy in a firm.
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A study evaluated the relationship between organizational structure and state corporations'
performance (Fuertes et al., 2020). The study used New Public Management (NPM) theory,
whereby a thorough review of existing literature and empirical evidence were examined. The
data was collected from 189 state corporations, with heads of human resources serving as the
primary respondents. Through stratified sampling and analysis using SPSS Version 26, results
revealed organizational structure has a positive effect on state corporations' performance. It
suggested that optimizing aspects like authority concentration, bureaucratic levels, and
management span could enhance performance.

Another study conducted a study through a literature review approach to explore how
organizational culture and structure contribute to maximizing human capital performance (Lee
et al., 2023). Additionally, it proposed research directions aimed at empirically examining the
relationships between these factors and their impact on sustainable competitive advantage.
Undoubtedly, the paper established that skilled employees form the foundation of every
successful organization. While factors like advanced technology, cost efficiency, and
innovative products can provide a competitive edge, the study further established that it's the
talented workforce that drives these advantages through creation, implementation, and
sustenance. Thus, the enduring prosperity of any company hinges on optimizing employee
effectiveness in achieving organizational objectives. This necessitates fostering a conducive
environment within which employees operate. Therefore, organizational structure and culture
play pivotal roles in enhancing employee performance and are positively related to the overall
performance of any organization.

Another study on organizational structure sought to establish how firm’s culture impact

performance and effectiveness, drawing on existing literature and theoretical frameworks
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(Mishra, 2022). Four key attributes were examined, which were believed to correlate with
broader measures of effectiveness like quality, employee satisfaction, morale, and overall
performance. The research argues that organizational culture plays a crucial role in the
adaptability of firms and suggests that these identified cultural attributes should be scrutinized
to understand their influence on performance and effectiveness. It emphasizes that while
strategies and visible factors are important, underlying organizational culture and its

characteristics may serve as fundamental drivers of performance and effectiveness.

2.3.3 Alliances and Performance

Existing empirical study on alliance used a literature review of exiating literature to explore
how strategic alliances affect the performance of airlines registered under IATA, revealing
benefits such as reduced operational costs, marketing advantages, knowledge sharing,
customer benefits, and reduced competition (Thendu et al., 2020). However, joining a
strategic alliance does not always guarantee improved airline performance, requiring careful
evaluation of market viability and potential benefits. By forming strategic alliances, airlines
can eliminate unnecessary competition, reduce operational costs, increase market share, and
share human resources, leading to knowledge and skill sharing within the industry.

Another study on alliance sought to establish how strategic alliances, driven by motives such
as knowledge and market expansion, impact business performance (Ferreira & Franco, 2022).
Through a quantitative approach with valid responses from 257 SMEs, the study utilized a
structural equation model to analyze the data. The findings demonstrate that the motives
behind forming strategic alliances significantly influence the performance of SMEs. The study
emphasizes that SMES' relationships with other firms through strategic alliances are vital for

their sustainability and growth, highlighting the potential consequences of operating in
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isolation. While existing literature has explored the link between alliances and employees,
there remains a gap, particularly in the technology-based sector. Thus, this research
contributes to filling this void and offers innovative insights into this domain.

Another established the impact of strategic partnerships and alliances on the performance of
firms (Kim, 2025). A comprehensive review of relevant literature was used to identify key
themes. The findings suggested that strategic alliances indeed have a positive and significant
influence on business productivity. It is recommended that strategic alliance insights be
disseminated, particularly to regulatory and advisory bodies, to guide businesses in crafting
and implementing effective strategies that embrace innovation, thereby leading to enhanced
financial productivity.

Another study also researched how strategic alliances impact the performance of firms
(Anyanwu et al., 2023). It involved analyzing data from 175 respondents in four Nigerian
firms with collaborative relationships, using a quantitative approach. Through simple
regression analysis of structured questionnaire responses, it was found that production
significantly influences sales revenue, while marketing alliances also contribute to sales
revenue. Additionally, technology alliances were seen to positively affect firms' effectiveness.
These results underscored the importance of strategic alliances in improving performance.
Consequently, the study recommended that organizations consider adopting strategic alliances
as part of their restructuring efforts to improve overall performance.

2.3.4 Human Resource Staffing and Performance

A study within human resource and perforamnce determined the impact of strategic human
resource staffing on the performance of organizations (Collings et al., 2022). In this study, a

survey approach was utilized, employing standardized questionnaires as the means of data
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collection. These surveys were distributed to 50 executives and collected from 29 managers.
The research discovered that there were no significant variations in the impact of HR
management (HRM) based on the format of work. However, the number of years of
experience notably influenced both HRM dynamics and performance indicators, underscoring
its pivotal role. In essence, experience exerted a greater influence than work format on
outcomes related to HRM. This study contributes significantly to both the academic and
practical realms by providing valuable insights and actionable recommendations aimed at
enhancing HRM and strategic HR management (SHRM), ultimately fostering the overall

success of organizations.

Also a study was carried out a study to investigate how strategic human resource staffing
influences organizational performance, with a focus on the role of employee-oriented human
resource policies as a potential mediator (Lee et al., 2023). Using data from 264 managers in
profit-oriented organizations in Poland, the study employed factor analysis to validate
constructs like strategic human resource staffing, employee-oriented HR policies,
performance. The results indicated that employee-oriented HR policies mediated the link
between staffing and performance. This research provides insights for contemporary
managers on developing and implementing HRM solutions aligned with employee-centric
policies, encompassing areas such as development programs, compensation systems,
performance evaluations, succession planning, and recruitment strategies. It introduces and
validates a novel model linking human resource staffing with performance, highlighting the

intermediary role of employee-oriented HR policies.

Another study also sought to establish the relationship between strategic human resource

staffing and organizational performance (Al-Khaled & Fenn, 2020). It highlights the
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significant role of SHRM in enhancing overall organizational effectiveness. Drawing insights
from various articles and journals, the report underscored how SHRM practices impact
company performance positively. At the core, SHRM focuses on managing the workforce
effectively, recognizing employees as invaluable assets crucial for organizational success. By
implementing sound SHRM strategies, companies can optimize their performance and
achieve long-term goals, ensuring sustainability within their respective industries. It stresses
the importance of adopting effective SHRM practices as a competitive advantage.
Additionally, the report offers recommendations for improving organizational performance
through enhanced strategic human resource staffing, particularly in the realm of human

resource planning.

Another study within human resource staffing and performance explored the impact of SHRM
on organizational performance by reviewing relevant literature and drawing conclusions for
future research and practical application (Piszczek & Berg, 2020). The findings were
categorized into three main sections: the role of Human Resources in gaining competitive
advantage, the strategic significance of Human Resources, and the influence of SHRM on
performance. The analysis suggested that human resources serve as a sustainable advantage,
challenging the conventional view of HR strategy costs as operational expenses; instead, they
are seen as investments in valuable assets. However, the direct impact of human resources on
company performance appears to be limited.

The studies also lack consistency, while some studies present that strategic resource allocation
leads to improved organizational performance, other studies speculated no significant
relationship at all this inconsistency calls for further studies that give a firmer stand on the

type of relationship between the two variables. Some studies presented mention the
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methodologies applied while others did not mention them at all hence they do not present
details of the strengths or weaknesses of the methodologies applied which brings about gaps
in the validity of the findings, the studies are also narrow in scope as some are only conducted
as a case study, therefore, lacking generalizability capabilities which lead to biases, for

instance, a case study of airlines registered under IATA (Thendu et al., 2020).

2.3.5 Performance

A study explored the impact of firms' competitiveness on manufacturing companies’
performance in Nigeria (Umar & Abubakar, 2021). A total of ten large-scale publicly listed
manufacturing firms were selected for the analysis. Data was collected using structured
questionnaires which were given to 300 respondents purposefully chosen from the selected
firms. Data analysis was conducted using Chi-Square tests, correlation analysis, and
descriptive statistics to address the study's specific objectives. The findings revealed that
firms' competitiveness significantly influenced both the profitability and operational
performance of the manufacturing firms examined. Furthermore, a positive correlation was
observed between firms' competitiveness and the intensity of competition faced by these
companies. The study concluded that adopting practices that enhance competitiveness is

essential for refining manufacturing sectors’ performance in Nigeria.

Another study sought to evaluate the performance of steel manufacturing firms by examining
how automation of inventory influence operational efficiency. Existing literature reveals that
this relationship has been minimally explored in Indian (Panigrahi et al., 2021) . Data for the
research were gathered from manufacturing firms in Odisha, India, with key respondents
including managers at different cadres. To meet the study's objectives, several statistical

technique were used. The findings indicate that inventory management practices (IMP)
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significantly affect firm performance, offering valuable insights for inventory management
professionals within the manufacturing sector and contributing to the broader body of

knowledge in this domain.
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2.4 Conceptual Framework

Figure 2.2
Conceptual Framework

Independent Variables Dependent Variable

Strategic Resource Allocation
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Organizational Structure .
g - Performance of Paint
Manufacturing firms
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_ —>
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Strategic Human Resource
Staffing
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Strategic Resource Allocation

Strategic Resource Allocation refers to how a firm distributes its resources, including finances,
human capital, and technological assets, to achieve its goals (Owako & Nyangara, 2021). Key
metrics in this variable include Return on Investment (ROI), which measures the profitability
gained from investments, and resource utilization rate, which assesses how efficiently
resources are used in the organization. Another important aspect of strategic resource
allocation is strategic alignment, where the allocation of resources is in line with the firm’s
long-term objectives, ensuring that investments contribute to the overall strategy. Finally,
performance metrics are used to assess how well the resources are being employed to achieve

firm’s goals. Considering paint manufacturing firms in Kenya, proper strategic resource
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allocation can lead to higher efficiency, better product quality, and ultimately improved

performance (Ali et al., 2022).

Organizational Structure

Organizational Structure is crucial in determining how a firm organizes its internal processes,
decision-making, and communication (Fuertes et al., 2020). It includes elements such as
hierarchy levels, which refer to the number of layers in the organizational chart, affecting
decision-making speed and communication flow. Departmentalization refers to how tasks are
grouped into different departments, influencing operational efficiency and specialization
(Mustafa et al., 2021). The span of control indicates how many employees report to each
manager, which impacts managerial effectiveness and oversight (Owako & Nyangara, 2021).
Furthermore, the structure also involves the balance between centralization and
decentralization, with centralized structures concentrating decision-making at the top levels,
while decentralized structures distribute authority throughout the organization, enabling
greater flexibility and responsiveness. The organizational structure influences how effectively
a paint manufacturing firm operates and executes strategic decisions, which in turn affects its

overall performance (Fuertes et al., 2020).

Alliances

Alliances refer to strategic partnerships or collaborations between firms or external
stakeholders aimed at creating mutual benefits (Anyanwu et al., 2023). This variable focuses
on mutual benefit and value creation, where both parties in an alliance share resources and
capabilities to achieve common objectives. An important aspect is the alignment of goals and

objectives, ensuring that all partners have a unified vision, which increases the likelihood of
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the alliance’s success (Ferreira & Franco, 2022). Resource sharing is another critical element,
as firms involved in alliances can access shared technology, knowledge, or distribution
networks, enhancing their capabilities. Moreover, the longevity and adaptability of the
alliance play a significant role, as long-term partnerships that adapt to market changes tend to
create more sustainable value. For paint manufacturing firms in Kenya, alliances can provide
access to new markets, reduce operational costs, and enhance competitive advantage, thus

improving firm performance (Thendu et al., 2020).

Strategic Human Resource Staffing

Strategic Human Resource Staffing is a critical variable that focuses on how firms manage
and develop their human capital (Al-Khaled & Fenn, 2020). The key components of this
variable include employee engagement, which measures how committed and involved
employees are in their work, directly influencing productivity and organizational success.
Employee is the firm’s ability to maintain a stable workforce by keeping skilled and
experienced employees, which helps reduce turnover costs and ensures continuity (Anyanwu
et al., 2023). Lastly, firms engage in training and development to ensure that the workers are
equipped with knowledge required to improve productivity. For paint manufacturing firms,
strategic human resource management ensures that the workforce is motivated, and skilled,
leading to improved operational outcomes (Umar & Abubakar, 2021).

Performance

Performance in paint manufacturing firms reflects how effectively the company achieves its
strategic and operational goals, including profitability, market share, productivity, and
customer satisfaction (Parker et al., 2021). Key indicators of performance include financial

metrics such as revenue growth, return on investment, and operating margins, which
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demonstrate the firm’s ability to convert inputs into valuable outputs efficiently (Rahimnia &
Molavi, 2021). Operational performance is also measured by production efficiency, quality
control outcomes, and inventory turnover rates, which are especially critical in the paint
industry due to the importance of formulation precision and shelf-life management (Ontita &
Muigai, 2020).

Customer-related performance metrics such as customer retention, complaint resolution
speed, and brand loyalty are also vital, as they reflect the firm’s capacity to meet market
demands and maintain competitiveness. Innovation performance, including the development
of eco-friendly products or advanced coating technologies, indicates the firm's responsiveness
to environmental regulations and consumer preferences (Parker et al., 2021). The profitability
was calculated based on the net profit data which was acquired as secondary data in the
company financial statements and internal reports, of 2021-2024 financial years. These are
the data directly collected at the firm-level with permission and cross-checked with the
publicly available reports where possible. Market share was assessed through perception-
based questionnaire responses, where managers provided insights on their firm's competitive
standing and sales growth relative to competitors. This approach allowed the study to capture
market dynamics while maintaining reliability through triangulation with profitability data

(Rahimnia & Molavi, 2021).
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2.5 Operationalization of Variables

Figure 2.3

Operationalization of Variables
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2.6 Research Gaps

Table 2.1

Research Gaps Summary

Author and The focus of the Key findings Gaps identified

Year study

Lestari et al. ~ Impact of strategic ~ Both strategic and The study applied only

(2020). resources and competitive descriptive analysis.
competitive strategies positively ~ The study was based in
strategies on and significantly Indonesia which has a
performance of influenced business  different business
SMEs in Bali, performance. environment to that in
Indonesia Kenya.

Owako & Relationship The study revealed The study was conducted

Nyangara between strategic strategic resource in KIWASCOG which has

(2021). resource allocation  allocation a totally different business

Mustafa et al.
(2021).

Ferreira &
Franco
(2022).

Emami et al. (
2022)

and performance of
KIWASCO.

Relationship
between
formalization and
centralization and
self-efficacy to
impact task
performance of
Pakistani public
Sector.

Strategic alliances
impact on the
development of
human capital of
small and medium-
sized enterprises
(SME?5) in Portugal

Effect of strategic
partnerships and
alliance on

significantly and
positively enhanced
the performance of
KIWASCO

The study revealed
that formalization
positively correlates
with self-efficacy,
while centralization
had a negative
association.

The study revealed
that motives behind
forming strategic
alliances
significantly
influence the human
capital of the SMEs
under study.

Found a positive and
significant
relationship between

environment.

The study was also
conducted in general
industry and not the
manufacturing sector
therefore it is hard to
generalize findings.

The study was conducted
in a country facing
different business
environments.

The study was conducted
in the public sector which
had different business
operations from the
manufacturing sector.

The study's dependent
variable was strategic
alliances and not
performance.

The scope of the study was
also shallow as the focus
was only on strategic
alliances which is only one
component of Strategic
Decisions.

The study was not specific
on the type of firms that
the study focused on.
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Al-Khaled &
Fenn (2020).

performance of
firms.

The relationship
between strategic
human resource
staffing and
organizational
performance

strategic alliances
and business
productivity

A significant and
positive relationship
was found between
SHRM practices
company
performance.

The scope of the study and
its focus was on strategic
alliance which is a narrow
scope Strategic decisions,
therefore findings cannot
be generalized.

The study context was not
specific therefore findings
cannot be generalized as is
the case for paint
manufacturing firms in
Kenya.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.0 Introduction
This chapter presented the research methods that were applied to find answers on how
strategic decisions paint manufacturing firms’ performance in Kenya. The various sections of

this chapter are hereby presented.

3.2 Research Design

A research design refers to the master plan guiding the study, providing a framework to
address the research questions and achieve the study’s objectives . Common research designs
include exploratory, causal, descriptive, and correlational (Myers et al., 2023). The study
adopted a correlational research design. This approach is appropriate because a researcher can
easily evaluate the relationship of the variables, identifying patterns and correlations.
Correlational research designs are suitable for analyzing the degree to which strategic
decisions correlate with firm performance (Charli et al., 2022). The researcher assessed not
just the existence of relationships but also the strength of relationships, thus providing deeper
insights into how strategic decisions impact the performance of paint manufacturing firms in

Kenya.

3.3 Target Population

The target population encompasses all relevant individuals who share common characteristics
and are essential for the study, as they provide valuable data (Takona, 2024). In this study, the
unit of analysis comprised 26 paint manufacturing companies registered with the paint
manufacturers association of kenya. The selection of respondents focuses on key decision-

makers, including operations managers, marketing managers, HR managers, Technology
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managers, finance managers, and relationship managers, who are directly involved in strategic
decision-making within these firms as the unit of observation. To determine the target
population, the study considered the 6 managers according to the roles per company resulting
in a total of 156 respondents (6*26=156). This approach ensured that the study captures
perspectives from multiple functional areas, enhancing the comprehensiveness and reliability
of the data collected.

Table 3.1

Target Population

Category Size
Operations managers 26
Marketing managers 26
Finance managers 26
Relationship managers 26
HR managers 26
Technology managers 26
Total 156

3.4 Sampling Frame

A sample frame refers to a collection of individuals or objects from which a sample can be
obtained (Takona, 2024). The sampling frame included 156 employees of paint manufacturing
firms in Kenya.

3.5 Sample Size

A sample refers to a section of the entire population that shares similar characteristics as the
entire population (Olawale et al., 2023) . To arrive at a non-biased or representative sample
size the study applied a stratified random sampling technique through the application of the

Taro Yamane sampling formula, the formula was given as follows:
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N=N (1 N @), i e equation (1)

where: n = Sample size N = Population size e = Sampling error. In this case with a chosen

sampling error of 5%, the sample size was:

n=156/ (1 + 156 * 0.05°2) =n =112.2, which to the nearest whole number was a sample size

of 113 participants.

Table 3.2

Sample Distribution

Category Population Size Ratio Sample size
Operations managers 26 16.67 21
Marketing managers 26 16.67 21
Finance managers 26 16.67 21
Relationship managers 26 16.67 21
HR managers 26 16.67 21
Technology managers 26 16.67 21
Total 156 100 113

Source: Data (2024)

3.6 Data Collection Instrument

The questionnaires helped in the gathering of data whereby they had five sections. Firstly, it
collected data on the respondents; demographics, and the other three sections collected data
on the four independent variables (strategic resource allocation, organizational structure,
strategic partnerships and alliances, and strategic human resource staffing. The final section
collected data on the dependent variable (performance).

By using closed and open questions, the questionnaire mainly sought to get different opinions
on the topic: influence of strategic decisions on the performance of paint manufacturing firms
in Kenya. A 5-scale Likert was used to collect and rate responses given by the respondents
where 1= strongly disagreed on the lower side and 5= strongly agreed on the higher side. Open

49



questions were also used to obtain factual information or in-depth information about the

subject.

3.7 Pre-Testing of the Research Instrument

Piloting is carried out so that the researcher can improve the instrument before actual data
collection (Olawale et al., 2023). The pilot test was conducted on 10% of the sample size.
Pilot for the study was conducted in Kiambu county in two paint manufacturing companies (
Malaika paint and pegler paint kenya) , 15 employees in management positions participated
in the pilot . Within five days the participants had filled the questionnires and the researcher
went ahead to test both reliability and the validity of the instrument. The questionnaires filed
during the pilot were not combined with the actual data for the main study because their main
goal were to adress any wekness in the questionnaire before actual data collection.

3.7.1 Validity Tests

Validity pertains to the research instrument's capability to capture the necessary data for the
study's conclusive report. Evaluation of instrument validity involves considerations of both
face and construct validity. Face validity involves the examination of elements such as
grammar, word choice, and user-friendliness in addressing research inquiries. On the other
hand, construct validity assesses the appropriateness of the research instrument for exploratory
factor analysis (EFA) or confirmatory factor analysis (CFA) (Huntington-Klein, 2021).

To enhance face validity, the researcher engaged research experts from the university and
practitioners specializing in strategic management. Additionally, during the pilot test, the
questionnaire were distributed to respondents to assess their understanding of the

questionnaire and the ease with which they responded to its inquiries. This process aimed to
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refine the instrument and ensure its effectiveness in collecting pertinent data. To determine
construct validity, the researcher used both Bartlett tests and Kaiser-Meyer-Olkin (KMO). A
KMO score of above 0.7 was considered appropriate for further exploratory factor analysis,
besides a p-value score of less than 0.05 on Bartlett tests were considered adequate for further
analysis.

3.7.2 Reliability Tests

Reliability of research instruments refers to the internal consistency of the research
instrument. Reliability can be determined through both test-retest methods as well as construct
reliability (Ellis & Hart, 2023). Besides, the researcher used the Cronbach alpha score . The
test re-test method involved giving questionnaires to a control group in the pilot in one
instance and repeating the process of administration on the same control group after one week
to establish an alpha test to establish the construct reliability, a score on the Cronbach alpha
of above 0.7 was considered adequate for further analysis (exploratory or confirmatory) factor
analysis.

3.8 Data Collection Procedure

Data collection procedures refer to the specific steps followed by the researcher to obtain
reliable, valid, and accurate data (Hunziker & Blankenagel, 2024). Data collection procedure
may vary depending on the nature of the study, the instrument used, or even the target
population .The study prepared for data collection by first training two research assistants on
the way to collect the data and the steps to follow in recruiting participants: the researcher also
obtained necessary research approval documents including National Commission for Science,

Technology, and Innovation (NACOSTI) letter and research authorization letter. During the
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actual data collection, the researcher and research assistants made an introduction and sought

consent from the participants.

The next step was to physically present the questionnaire once consent was obtained.
Respondents were asked to fill out the questionnaires and informed the researcher once they
had filled them so that they collected for data entry. In the instances where the respondents
were not physically available to receive the questionnaires, google survey forms were sent
through WhatsApp or even emailing the participants so that a good response rate was
achieved. The researcher consistently liaised with the research assistants and the participants

to ensure that the questionnaires were filled and collected immediately.

Financial performance data were also collected as part of the performance variable using
secondary sources. These included audited financial reports from selected paint
manufacturing firms, publicly available filings, and internal company documents obtained
with permission. Specific indicators such as net profits, operating margins, and return on
investment (ROI) were extracted for the years 2021-2024. Additional industry-level data were

sourced from the paint manufacturers association of Kenya.

3.9 Data Analysis and Presentation

Data analysis is a structured approach to extracting meaningful insights from raw data,
utilizing either qualitative or quantitative methodologies (Hunziker & Blankenagel, 2024). In
this study, the data underwent quantitative analysis using SPSS version 23. The quantitative
techniques entailed both descriptive and inferential analyses. Descriptive analysis focused on
determining frequency, percentage, mean, and standard deviation. Concurrently, inferential
analysis employed binary regression and correlation analyses with a significance level set at

0.05. The study's findings were presented through tables and narratives, facilitating the
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interpretation of results and subsequent discussions. The regression analysis employed a
binary logistic regression model as outlined below;

Log (p/1-p)=Po+P1 X1+ P2X2 +3X3 +PaXa+£  cevvriininiiienininiiiiiiinieenene. Equation (i)
Where p represented the probability of high performance, 1-p represented the low
performance of paint manufacturing firms, while Log (p/1 — p) represented the odds of high
against low-performance So, was the constant, f1 was the coefficient for Strategic Resource
Allocation, B2 was the Organizational Structure, s was the coefficient for Strategic
Partnerships and Alliances, and B4 was the coefficient for Strategic Human Resource Staffing.
X1 was the Strategic Resource Allocation, X> was the Organizational Structure, X3 was the
Strategic Partnerships and Alliances and X4 was the Strategic Human Resource Staffing.

To achieve the objectives one at atime a binary regression of the following form was used
(o Lo (oA ) o (1 §F D o Equation (ii)
where an independent varaible was run against a dependent varaible each at a single time
3.10 Diagnostic Tests

Before conducting the binary regression analysis, the researcher has to ascertain that the
assumptions of regression analysis (independence, classification performance, and goodness
of fit) have not been violated (Hunziker & Blankenagel, 2024). The following tests were
conducted to ascertain that there is no violation before the actual regression analysis.

3.10.1 Classification Performance

Tests of on accuracy of classification performance demonstrate how well a model predicts the
outcome. Sensitivity, accuracy, and specificity tests are used for the classification of

performance tests. In this study accuracy was used to determine the classification
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performance. A 60% percentage of classification is good enough and appropriate in
determination of a good classification performance of a binary logistic model (Takona, 2024).
3.10.2 Duality Measure of Dependent Variable

A binary regression, the dependent variable should be categorical with two outcomes. In this
study, performance was captured through two categorical measures: high against low
performance to fulfill the requirement for a dual-categorical measure of the dependent
variable (Takona, 2024).

3.10.3 Multi-Collinearity Test

The test involves the determination as to whether the independent variables vary as other
independent variables vary, a situation referred to as multi-collinearity (Olawale et al., 2023).
The study applied both the use of value inflation factor (VIF) as well as correlation analysis
to establish that independent variables are indeed independent. The value inflation factor is a
score range that runs between 1 and 10, scores outside below 1 and beyond 10 indicate that
there is the presence of multi-collinearity and the variables should be dropped. The study also
applied Pearson correlation analysis to determine whether there is multi-collinearity, the
spearman rank score above 0.7 indicates that an independent variable versus another
independent variable is highly correlated which means the two variables lack independence
and therefore one needs to be dropped (Willie, 2024).

Another way of determining independence is treating one of the independent variables as the
dependent variable and doing a regression analysis against the other independent variables
which is repeated by using a different independent variable as dependent and regressing it

against the other three independent variables to find out if there is a significant relationship or
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otherwise if a significant relationship is not revealed the independent variables are considered

to be independent as such.

3.10.4 Normality Tests

Normality tests was conducted to determine whether the model was fit for logistic regression.
where the observed p-values associated with shapiro wilk tests were below 0.05 it was an
indication that the data for the varaibles was fit for non-parametric tests. Logistic models are
used where the data is not normally distributed unlike in linear regressin where it must be
fullfiled (Myers et al., 2023).

3.10.4 Good Ness of Fit Measure

The tests were used to determine how well the model fits the data. This study applied two
common probability tests the Hosmer-Lemeshow Test, which is used to assess whether
observed and predicted probabilities are significantly different (Sataloff & Vontela, 2021). A
calculated p-value of above 0.05 against a critical value of 0.05 shows that a model is a good
fit whereas a lower p-value than 0.05 shows a poor fit for the model. The other test were the
Deviance Test (Likelihood Ratio Test) which was used to compare the deviance (-2 log-
likelihood) of the fitted model to a null model. A calculated p-value that was less than 0.05
indicated that the model is significantly better than a null model.

3.11 Ethical Considerations

The study was conducted by observing several ethical considerations including, informed
consent, confidentiality and autonomy, integrity and honesty, and beneficence (doing good
and minimizing harm). The study obtained consent from the respondents by ensuring that they
understand well the benefits of the research, the risks involved, the procedures involved, and

the right to withdraw from the study without any consequences. The study was also conducted
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in such a way that it safeguards the respondents from both physical and emotional harm that
could result in distress. The researcher also ensured that the identities of the respondents were
kept confidential and only used for academic purposes without divulging the responses to a
third party (Willie, 2024).

The researcher also ensured that the study observed academic integrity such as fully
acknowledging all referred materials by citing accordingly using APA styles as well as
adhering to research integrity of avoiding plagiarism. Besides the researcher avoided biasness
and reported the right information by avoiding misleading findings or biased reports. The
researcher also ensured inclusivity and diversity by ensuring that all respondents were given
equal chances to participate in the study without discrimination or exclusion based on
demographic qualities like gender, level of education and race . Finally, the participants had
an opportunity to receive feedback from their input by having the final project published in
open-access platforms such as university e-repositories and journal publications (Myers et al.,

2023).
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CHAPTER FOUR
RESULTS AND DISCUSSIONS

4.1 Introduction

This chapter presents the findings of the study on the influence of strategic decisions on the
performance of paint manufacturing firms in Kenya. The chapter presented the findings
guided by the four objectives: to determine the influence of strategic resource allocation on
the performance of paint manufacturing firms in Kenya; to determine the influence of
organizational structure on the performance of paint manufacturing firms in Kenya; to
determine the influence of alliances on the performance of paint manufacturing firms in Kenya
and to determine the influence of strategic human resource staffing on the performance of

paint manufacturing firms in Kenya.

4.1.1 Response Rate

A total of 102 responses were successfully collected from the targeted sample of 113
respondents, which represents a response rate of 90.3%. a 70% response rate is excellent
(Sataloff & Vontela, 2021). This high response rate indicates was as a result of the researcher
and the assistants constantly reminding the participants to give their feedback. The following

table summarizes the response rate for the study:

Table 4.1

Response Rate

Response Category Count Percentage (%)
Responded 102 90.3%
No Response 11 9.7%
Total 113 100%
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4.1.2 Validity and Reliability of Research Instrument
The validity and reliability of the research instrument were thoroughly tested to ensure the
collection of accurate and consistent data. To assess the reliability, Cronbach’s Alpha

coefficient was calculated for each of the study variables. Results are presented on table 4.2

Table 4.2

Reliability Test

Cronbach's Alpha N of Items

Strategic Resource Allocation 0.895 4
Organizational Structure 0.876 4
Alliances 0.908 4
Strategic human resource staffing 0.817 4
Organizational Performance 0.921 4

Table 4.2 presented the Cronbach values obtained indicating strong internal consistency, with
the Cronbach’s Alpha for Strategic Resource Allocation at 0.895, Organizational Structure at
0.876, Alliances at 0.908, Strategic Human Resource Staffing at 0.817, and Organizational
Performance at 0.921. These values are well above the accepted threshold of 0.7, confirming
the reliability of the instrument. Additionally, the KMO (Kaiser-Meyer-Olkin) Measure of
Sampling Adequacy and Bartlett’s Test of Sphericity were conducted to assess the suitability

of the data for factor analysis.
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Table 4.3

Validity Test
Strategic Organizatio
Strategic Organizat Alli human nal
KMO and Bartlett's Resource ional anc resource Performanc
Test Allocation Structure es  staffing e
KMO Measure of 0.8
Sampling Adequacy.  0.839 0.803 36 0.742 0.833
Bartlett's Approx. 269
Test of Chi- 10
Sphericity ~ Square  233.729 233.497 7 184.798 305.461
df 6 6 6 6 6
0.0
Sig. 0.000 0.000 00 0.000 0.000

The KMO values ranged from 0.742 to 0.839, which are considered acceptable for factor
analysis. Bartlett’s Test produced significant results (p-value < 0.05), indicating that the
correlation matrix is suitable for factor analysis. These tests further validate the
appropriateness of the instrument in measuring the research variables effectively. These
findings indicated that the research instrument was both reliable and valid for the study,
ensuring that the data collected provided meaningful insights into the influence of strategic

decisions on the performance of paint manufacturing firms in Kenya.

4.2 Demographic Statistics
The demographic profile of the respondents provides a comprehensive view of the sample's
composition. Demographic information helps readers comprehend the respondents by

describing the sample's characteristics.
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Table 4.4

Demographic Statistics

Attribute Frequency Percent
Gender

Female 25 24.5
Male 75 73.5
Age

25 years and below 1 1
Between 26-35 13 12.7
Between 36-45 73 71.6
46 years and above 14 13.7
Position in your organization

Finance Manager 15 14.7
HR managers 7 6.9
Marketing Manager 51 50
Operations Manager 14 13.7
Relationship Manager 10 9.8
Technology managers 5 4.9
Experience

5 years and below 1 1
Between 5-9 years 73 71.6
10 years and above 28 27.5

Out of the 102 respondents, 73.5% were male, while 24.5% were female, indicating a male-
dominated sample. Regarding age, the majority (71.6%) of respondents were between 36 and
45 years old, followed by 13.7% in the 46 years and above category, and 12.7% aged between
26 and 35. A small proportion (1%) were aged 25 years and below. In terms of positions held
within the organization, 50% of the respondents were marketing managers, 14.7% were
finance managers, and 13.7% were operations managers. HR managers accounted for 6.9%,
while relationship managers and technology managers made up 9.8% and 4.9%, respectively.
The length of employment at their organizations was also varied. A majority of respondents
(71.6%) had worked for 5 to 9 years, 27.5% had over 10 years of experience, and only 1%
had worked for 5 years or fewer. These statistics reflect a sample with substantial industry

experience, which contributes to the study's credibility. The inclusion of demographic
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information, such as respondents' roles and years of experience, is critical to the study as it
ensures the sample is representative of the target population. Demographic variables are key
in understanding the diversity of perspectives and ensuring the validity of the responses
(Willie, 2024).

4.3 Descriptive Analysis

The study conducted descriptive statistics on the point Likert scale. Descriptive analysis
included analysis of the four independent variables (strategic resource allocation,
organizational structure, alliances & strategic human resource staffing) in addition to the
dependent variable (organizational performance). The Likert was recoded as Disagree
(Strongly Disagree (SD) + Disagree (D)- combined), Neutral (N, left as it was) and Agree
(Agree (A) + Strongly Agree (SA)—combined)

4.3.1 Strategic Resource Allocation

Strategic resource allocation is a critical determinant of organizational success, as it aligns the
available resources with the firm's goals. The findings on strategic resource allocation reveal

varying levels of agreement across different statements.

Table 4.5

Descriptive Statistics on Strategic Resource Allocation

Statement on Strategic Resource Allocation Mean  Std
Dev
our organization distributes raw materials based on production demands 3.76  0.96
Machine time is allocated depending on client urgency 3.94 1.00
Skilled technicians are assigned roles depending on the job demands 3.79 1.05

our organization carry out capital budgeting decisions for investmentin  3.88  1.03
projects with good returns
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For the first statement, “our organization distributes raw materials based on production
demands” respondents agreed, with a mean of 3.76. The second statement, “machine time is
allocated depending on client urgency,” showed a slightly higher agreement level, with a mean
of 3.94. This reflects the findings, which discussed the importance of efficient resource
utilization in achieving organizational performance (Lestari et al., 2020). The third statement,
“Skilled technicians are assigned roles depending on the job demands” had a mean of 3.79,
showing respondents agreed in majority. Finally, the statement “our organization carry out
capital budgeting decisions for investment in projects with good returns” had a mean of 3.88,
showing a respondents agreed, reinforcing the importance of monitoring in strategic decision-
making, adopting practices that enhance competitiveness is essential for refining a sectors’

performance (Owako & Nyangara, 2021).

4.3.1.1 Thematic analysis on Resources Allocation

This section of the study sought to find out from the participants the key factors which drives
organization's resource allocation decisions. Participants revealed that human resources are
allocated based on skills sets and the urgency of the project needs. The participants also added
that strategic roles are filled first to maintain workflow continuity. The organizations also
ensure that employees are fitted into roles that best suits them to deliver the bests value. The
participants also noted that key decisions on capital investment are directed to projects that
have significant impact to the long-term success of the businesses. Forecast of cash flows and
cost benefit analysis is done before actual allocation of financial resources to ensure that a
proper consideration of risk exposure is carried out before commitment of resources.

Lastly, participants mentioned that allocation of resources is primarily driven by the clients’

order schedules and deadlines with machines being assigned to high demand production lines.
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The finding of the qualitative data aligns with the descriptive findings where participants
agreed with the statements given on the strategic resources allocation. This aligns with prior
literature, which emphasized that strategic resource allocation is integral to organizational

competitiveness (Muo & Ochieng, 2023).

4.3.2 Organizational Structure

Organizational structure plays a significant role in shaping an organization's effectiveness and
performance. The findings on organizational structure highlight the level of agreement among
respondents on the importance of hierarchy, departmentalization, span of control, and the

balance between centralization and decentralization.

Table 4.6

Descriptive Statistics on Organizational Structure

Statement Mean Std

Dev
The current organizational structure effectively defines clear hierarchy 3.66 1.07
levels within our organization.

The departmentalization within our organization allows for efficient 3.64 113
specialization and coordination of tasks.

The span of control within our organization is appropriately balanced, 3.70 1.03
allowing for effective supervision and communication across all levels.

balance between centralization and decentralization within our 3.87 1.00

organization aligns with strategic decisions

The first statement, “The current organizational structure effectively defines clear hierarchy
levels within our organization,” had a mean of 3.66, showing that organizations had
effectively defined the structures. For the second statement, “The departmentalization within
our organization allows for efficient specialization and coordination of tasks,” the mean was
3.64. This indicated that departmentalization is positively perceived, though there is room for

improvement in this area. The third statement, “The span of control within our organization
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is appropriately balanced, allowing for effective supervision and communication across all
levels,” yielded a mean of 3.70. Therefore, the span of control is fairly effective, allowing for
effective supervision and communication across all levels. Finally, regarding “the balance
between centralization and decentralization aligns with strategic decisions” respondents gave
a mean of 3.87, suggesting a positive perception of the balance between decision-making
authority and strategic alignment. Overall, the findings resonate with previous literature
emphasizing the critical impact of organizational structure on efficiency and strategic
alignment, where optimal structuring enhances performance and supports organizational goals

(Elmagrhi et al., 2023).

4.3.2.1 Thematic Analysis On Organizational Structure

This section of the study sought from the participants the ways they thought their
organizational structure could be improved to better support the formulation and
implementation of strategic initiatives. Participants reveled that flattening of the hierarchy
would help in speeding up decisions making. Besides introduction of cross-functional teams
would help in enhancing collaboration. All departments also are needed to work together in
all areas of managements. To boost communication and faster decision making a more flexible
reporting system would ensure better outcomes. The findings are in line previous research
which noted that organizational structure is a great facilitator of organizational change, having

flat structures improves communication and department collaborations (Fuertes et al., 2020).

4.3.3 Alliances
Strategic alliances are a key component of organizational success, enabling firms to leverage
external partnerships for mutual growth. The responses on alliances reveal strong levels of

agreement regarding their importance in enhancing organizational performance.
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Table 4.7

Descriptive Statistics on Alliances

Statement on Alliances Mean  Std
Dev

Our organization prioritizes mutual benefit and value creation. 410 0.93

Our organization's strategic alliances strongly align with shared goals 414  0.89

and objectives.

Our organization encourages effective resource sharing and 397 093

collaboration intensity.

Our organization prioritizes longevity and adaptability, strongly 416 0.93

considering future changes and challenges.

For the first statement, “Our organization prioritizes mutual benefit and value creation,” the
mean was 4.10. This suggests that respondents believe their organizations place high
importance on mutually beneficial partnerships, aligning with strategic decision-making
models that emphasize the importance of value-sharing alliances (Ferreira & Franco, 2022).
The second statement, “Our organization’s strategic alliances strongly align with shared goals
and objectives,” had a mean of 4.14. The third statement, “Our organization encourages
effective resource sharing and collaboration intensity,” resulted in a mean of 3.97, indicating
a favorable view of resource sharing. While agreement is high, some respondents may feel
that there is room to increase collaboration further. Finally, the statement, “Our organization
prioritizes longevity and adaptability, strongly considering future changes and challenges,”
had a mean of 4.16 suggesting that respondents perceive their organization as focused on long-
term strategic alliances with adaptability, ensuring resilience against market challenges. The
findings corroborate with past literature, which discuss the strategic importance of alliances
in fostering innovation, market expansion, and sustainable growth (Emami et al., 2022). These
findings emphasize the value of strategic alliances in the paint manufacturing industry,

particularly in achieving long-term objectives.
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4.3.3.1 Thematic Analysis On Alliance

This part of the study sought in-depth suggestions from the participants on the key factors
they consider when evaluating potential alliances. The participants revealed that they seek to
partner with farms that are showing great growth potentials with financial stability, risk
exposure is keenly evaluated and legal liabilities are keenly evaluated. Business Ethics profile
of the companies are also evaluated to ensure they meet the company’s standards. The
participants lastly said they considered cultural alignment for the partners to ensure smooth
transition. This observation reflects the belief that the organization’s alliances are effectively
aligned with its strategic goals, supporting the notion that successful partnerships are those

with clearly defined and shared objectives (Thendu et al., 2020).

4.3.4 Strategic Human Resource Staffing
Strategic human resource staffing plays a pivotal role in aligning the organization’s workforce
with its strategic goals. The responses on this variable reveal varied levels of agreement across

the different statements.

Table 4.8

Descriptive Statistics on Strategic Human Resource

Statement Mean  Std

Dev

I am motivated to contribute to the success of the organization. 3.96 1.12

The organization provides sufficient support for career development and  4.23 1.02
growth.

The organization invests enough resources in employee development. 3.53 1.09

The HR initiatives and strategies align with the overall goals and 4.10 1.06

objectives of the organization.

For the first statement, “I am motivated to contribute to the success of the organization,” the

mean was 3.96. This indicates that most respondents feel motivated, though there is some
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variation in levels of motivation within the organization. The second statement, “the
organization provides sufficient support for career development and growth,” had a high mean
of 4.23. This suggests that the majority of respondents perceive that the organization invests
in their career progression, which aligns with research on the importance of career

development in enhancing employee satisfaction and performance (Al-Khaled & Fenn, 2020).

For the third statement, “the organization invests enough resources in employee
development,” the mean was lower at 3.53, indicating that respondents were less certain about
the adequacy of resources invested in employee development. The final statement, “HR
initiatives and strategies align with the overall goals and objectives of the organization,” had
a mean of 4.10, indicating a strong agreement that HR strategies are aligned with

organizational objectives.

4.3.4.1 Thematic Analysis On Strategic Human Resource Staffing

this part of the study sought to find out in-depth suggestions of the participants on what are
some of the strategic human resource strategies employed by their companies. Participants
revealed that there is a focus in talent development through programs on training and
upscaling skills. Successive planning also ensures that the organizations have staff with right
skills for growth. Workers also undergoes performance management through appraisal to
reward high performing staff. The paint manufacturing companies also forecasts for
workforce demand during peak seasons to ensure there is no labor shortage. This finding
supports the past literature that effective HR practices are emphasized as essential for
organizational success and alignment with strategic goals. These results underline the
importance of strategic HR staffing in enhancing employee engagement and organizational

performance (Muo & Ochieng, 2023).
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4.3.5 Organizational Performance

Organizational performance is a key indicator of how well a company is achieving its goals
and meeting market demands. The responses to the statements on organizational performance
reflect varying levels of agreement.

Table 4.9

Descriptive Statics on Organizational Performance

Statement Organizational Performance Mean  Std
Dev
Our organization's overall performance reflects its set goals and 3.89 0.89

objectives.

Our organization can capture and maintain market share compared to its ~ 3.91 1.01
competitors.

Our organization consistently meets or exceeds customer expectations. 3.74 1.01
Our customers demonstrate loyalty to our brand and products/services. 3.89 0.89

For the first statement, “Our organization’s overall performance reflects its set goals and
objectives,” the mean was 3.89. This suggests that respondents generally believe their
organization’s performance aligns with its goals, though there is some variance in opinion.
The second statement, “Our organization can capture and maintain market share compared to
its competitors,” had a mean of 3.91. This indicates a positive view of the organization’s
competitive position in the market, consistent with findings, where market share was

emphasized as a critical factor in organizational success (Muo & Ochieng, 2023).

For the third statement, “Our organization consistently meets or exceeds customer
expectations,” the mean was 3.74. This suggests that while customer satisfaction is generally
met, there is room for improvement in consistently exceeding expectations. The final
statement, “Our customers demonstrate loyalty to our brand and products/services,” had a

mean of 3.89, indicating a high level of customer loyalty. The table below represents the
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annual net profits (in millions) of paint manufacturing firms over the five-year period from

2020 to 2024.

Table 4.10

Descriptive Statics on Net profits of Firms

Minimum Maximum Mean Std. Deviation
Year 2020 56 176 111.17 36.941
Year 2021 58 186 120.54 39.401
Year 2022 53.20 167.20 105.60 35.094
Year 2023 70.00 220.00 138.95 46.17
Year 2024 71.68 225.28 143.29 45.30

The data shows a general upward trend in profits, with the mean profit increasing from 111.17
million in 2020 to 143.29 million in 2024. The standard deviation, which measures the spread
of profits around the mean, varies each year, with the highest deviation in 2023 (46.17),
indicating more variability in that year's profits. This data provides valuable insights into the
evolving financial health of the industry, aligning with strategic decisions made by firms.
These findings can be used to assess the impact of those decisions on the firms' overall

performance.

This aligns with the literature, where customer loyalty was identified as a crucial driver of
sustained organizational performance (Buichi et al., 2020). These findings highlight that while
the organizations are performing well in key areas, there is potential for further improvement,

especially in exceeding customer expectations and maintaining competitive advantage.
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4.4 Assumptions for Logistic Binary Model
To ensure the reliability and validity of the binary logistic regression analysis used in this
study, certain assumptions must be met, including testing for multi-collinearity and normality

of the data.

4.4.1 Multi-Collinearity
Multi-collinearity refers to a situation where independent variables in a regression model are
highly correlated with each other, which can distort the regression results. The variance

inflation factor (VIF) and tolerance statistics are used to assess multi-collinearity.

Table 4.11

Multi-Collinearity

Variable Tolerance VIF

Strategic Resource Allocation 0.794 1.259
Organizational Structure 0.679 1.472
Alliances 0.776 1.289
Strategic human resource staffing 0.824 1.213

The results from the analysis indicated that the VIF values for all variables were below the
threshold of 10, and tolerance values were above 0.1. Specifically, Strategic Resource
Allocation had a VIF of 1.259, Organizational Structure had a VIF of 1.472, Alliances had a
VIF of 1.289, and Strategic Human Resource Staffing had a VIF of 1.213. These values
suggest that multi-collinearity is not a concern, as all the VIF values are within the acceptable
range, indicating that the variables are not highly correlated.

4.4.2 Normality Tests

To confirm whether the model was appropriate for non-parametric tests and logistic regression

a normality test was conducted. Results are showed in table 4.12.
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Table 4.12

Tests of Normality

Kolmogorov-Smirnov®  Shapiro-Wilk

Statistic  df Sig.  Statistic df  Sig.

Strategic Resource Allocation 450 102 .000 .565 102 .000
Organizational Structure 441 102 .000 .578 102 .000
Alliances 470 102 .000 .534 102 .000
Strategic human resource staffing 446 102 .000 572 102 .000
Organizational Performance 501 102 .000 .462 102 .000

a. Lilliefors Significance Correction

The normality of the data was assessed using the Kolmogorov-Smirnov tests, with all
variables showing significant results (p < 0.05), indicating that the data for each of the study
variables deviates from normality. This is a typical finding in social science research and does
not undermine the validity of the logistic regression model, as it is not as sensitive to non-
normal distributions when using large samples (n = 102) . These assumptions confirm that the

data is suitable for the logistic regression analysis.

4.5 Bivariate Regression Analysis

4.5.1 Strategic Resource Allocation
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Table 4.13

Simple Regression on Strategic Resource Allocation and Performance

Model Summary

Step -2 Log likelihood Cox & Snell R Nagelkerke R Square
Square
1 65.1942 0.254 0.419
Variables in the Equation
B SE.  Wald df sig ©Odds
ratio
Sub-optimal resource i i o i 1
Step allocation- RC
ja Optimal Strategic 3219 0697 21332 1 0 25

Resource Allocation
Constant

-0.069 0372 0.034 1 0.853 0.933

a. Estimation terminated at iteration number 6 because parameter estimates
changed by less than .001.
b. Variable(s) entered on step 1: Strategic Resource Allocation.

Model: Y= 3.219X4

The results from the logistic regression analysis reveal that strategic resource allocation is a

significant determinant of performance within paint manufacturing firms. The model

summary indicates that strategic resource allocation explains 25.4% of the variance in firm

performance (Cox & Snell R Square = 0.254), with the Nagelkerke R Square value increasing

to 41.9%, indicating a moderate to strong association between strategic resource allocation

and firm performance. The regression coefficients for strategic resource allocation are highly

significant. The Wald statistic is 21.332, and the p-value is 0.000, both suggesting that the

relationship is statistically significant. The Odds ratio value, which is 25.000, indicates that

firms that allocate their resources optimally are 25 times more likely to experience improved

performance compared to firms that use a sub-optimal allocation approach.
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4.5.2 Organizational Structure
Table 4.14

Simple Regression on Organizational Structure and Performance

Model Summary

Step -2 Log likelihood Cox & Snell Nagelkerke R Square
R Square
1 53.196% 337 555

Variables in the Equation
B S.E. Wald df Sig. Odds

ratio
Step 12 Tall- RC - - - - - 1
Flat 4443 1070 17.245 1 .000 85.000
Constant -194 361 .289 1 591 .824

a. Estimation terminated at iteration number 7 because parameter estimates changed
by less than .001.
b. Variable(s) entered on step 1: Organizational Structure.

Model: Y=4.443X2

The second factor examined, organizational structure, also plays a crucial role in determining
the performance of paint manufacturing firms. The model for organizational structure
indicates a significant relationship, with Cox & Snell R Square at 0.337 and Nagelkerke R
Square at 0.555. This suggests that approximately 33.7% of the variance in performance is
explained by organizational structure, with the adjusted model providing a more

comprehensive explanation of 55.5%.

The coefficient for organizational structure is highly significant, with a Wald statistic of
17.245 and a p-value of 0.000. The Odds ratio value for organizational structure is 85.000,
which indicates that firms with a flat organizational structure (as opposed to a tall hierarchical

structure) are 85 times more likely to experience improved performance.
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This result highlights the effectiveness of having a flexible organizational structure. Paint
manufacturing firms with flatter structures tend to have better communication, faster decision-
making, and greater adaptability to market changes. The flexibility afforded by a decentralized
structure allows firms to respond more quickly to emerging opportunities or challenges,
ultimately enhancing operational performance. For managers in the paint manufacturing
industry, this finding suggests that optimizing organizational structure to enhance

coordination and streamline decision-making processes is vital for boosting performance.

4.5.3 Strategic Alliances
Table 4.15

Simple Regression On Alliances and Performance

Model Summary

Step -2 Log likelihood Cox & Snell R Square  Nagelkerke R
Square
1 65.745% .250 412
Variables in the Equation
B S.E. Wald df Sig. Odds
ratio
Step 12 Non-strategic - - - - - 1
alliance- RC
Strategic Alliances 3.145 .653  23.221 1 .000 23.227
Constant -.241 403  .358 1 549 786

a. Estimation terminated at iteration number 6 because parameter estimates changed by less
than .001.

b. Variable(s) entered on step 1: Alliances.

Model: Y= 3.145X3

Strategic alliances represent another significant factor influencing the performance of paint

manufacturing firms. The logistic regression results indicate that strategic alliances explain
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25% of the variance in firm performance (Cox & Snell R Square = 0.250), with the adjusted
value for Nagelkerke R Square at 41.2%. This suggests that strategic alliances are a strong
determinant of performance, highlighting their importance in enhancing competitiveness and

operational productivity.

The coefficient for alliances is highly significant, with a Wald statistic of 23.221 and a p-value
of 0.000, confirming the statistical significance of this relationship. The Odds ratio value of
23.227 indicates that firms that engage in strategic alliances are 23 times more likely to

achieve superior performance outcomes compared to firms without such alliances.

This result emphasizes the value of forming partnerships and collaborations with other
organizations. Strategic alliances allow firms to pool resources, share knowledge, and access
new markets. In the context of paint manufacturing, such partnerships might involve
collaborations with suppliers, distributors, or even competitors, enabling firms to reduce
operational costs, increase market access, and enhance their competitiveness. The ability to
form and maintain effective alliances is therefore crucial for firms seeking to improve their
performance and sustain growth in the competitive paint manufacturing sector. A previous
resaerch suggested that strategic alliances indeed have a positive and significant influence on
business productivity (Ferreira & Franco, 2022). Strategic alliance insights be disseminated,
particularly to regulatory and advisory bodies, to guide businesses in crafting and
implementing effective strategies that embrace innovation, thereby leading to enhanced

financial productivity (Emami et al., 2022).
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4.5.4 Strategic Human Resource Staffing
Table 4.16

Simple Regression on Strategic Human Resource Staffing and Performance

Model Summary
Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square
1 72.3522 200 329

Variables in the Equation

B S.E. Wald  df Sig. Odds
ratio
Step Hard HRM (Control-
1? Based Approach) - - - - - 1
High-Performance
Work System 2.309 1.093 4.464 1 0.035 10.062
Constant 134 366 133 1 715 1.143

a. Estimation terminated at iteration number 5 because parameter estimates changed by less
than .001.
a. Variable(s) entered on step 1: Strategic human resource staffing.

Model: Y= 2.304X4

Lastly, strategic human resource staffing plays a significant role in influencing the
performance of paint manufacturing firms. The model summary indicates that strategic human
resource staffing explains 20% of the variance in performance (Cox & Snell R Square =
0.200), with the adjusted Nagelkerke R Square value at 32.9%. Although this value is slightly
lower than those for strategic resource allocation, organizational structure, and alliances, it
still suggests a meaningful impact on performance. The regression results for strategic human
resource staffing are highly significant, with a Wald statistic of 4.464 and a p-value of 0.035.
The Odds ratio value of 10.062 indicates that firms with High-Performance Work System are
nearly 10 times more likely to experience enhanced performance outcomes compared to firms

with control-based approach.
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Strategic human resource management practices, such as employee retention programs,
training and development, and performance-based incentives, have been shown to
significantly impact organizational performance (Al-Khaled & Fenn, 2020). Firms with a
strong focus on human capital development tend to have higher levels of employee
engagement and productivity, which directly contribute to improved firm performance.
Therefore, for paint manufacturing firms in Kenya, investing in strategic human resource
staffing is a key component for achieving long-term success and operational excellence (Lee

etal., 2023) .

4.5 Binary Logistic Regression Analysis

4.4.3 Hosmer and Lemeshow Test
The Hosmer and Lemeshow Test assesses the fitness of the model, or how well the predicted

probabilities agree with the actual outcomes. Results are shown in table 4.13.

Table 4.17

Hosmer and Lemeshow Test

Step Chi-square df Sig.
1 15.982 6 114

The Chi-square value for this test was 15.882 with 6 degrees of freedom and a significance
value of 0.114. Since the significance value is greater than 0.05, it indicates that the logistic
model fits the data well, because the observed and the predicted values in the model were not

significantly associate., which is a major requirement for logistic model.
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4.5.1 Model Summary

The binary logistic regression model aims to assess the influence of strategic decisions on
organizational performance in paint manufacturing firms. The model summary provides key
statistics to evaluate the overall fit of the model. The findings from the regression analysis
were derived using a binary logistic regression model, which was appropriate given the
dichotomous nature of the dependent variable firm performance. The decision to use this
method was based on its capacity to estimate the probability of success (performance) based

on different strategic decisions, while adjusting for other factors. Results shown in table 4.13.

Table 4.18

Model Summary

Step -2 Log likelihood Cox & Snell R Square Nagelkerke R Square
1 27.898% 482 796

a. Estimation terminated at iteration number 7 because parameter estimates changed by less
than .001.

The Cox & Snell Rz was 0.482, and the Nagelkerke R2 was 0.798. These values suggest that
the model explains a substantial proportion of the variance in organizational performance. The
higher Nagelkerke R indicates a good model fit, suggesting that the independent variables
used in the model significantly explain the outcome variable (organizational performance).
The -2 Log likelihood statistic was 27.898, indicating that the model’s goodness-of-fit is

acceptable and provides an adequate fit to the data.
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4.5.2 Classification of The Model
The classification table assesses the predictive accuracy of the model.
Table 4.19

Classification Table

Observed Predicted
Organizational Percentage
Performance Correct
Low High
Step  Organizational Low 16 2 88.9
1 Performance High 1 83 98.8
Overall Percentage 97.1

a. The cut value is .500

For the observed and predicted organizational performance, the model classified 88.9% of the
"Low" performance cases correctly, and 98.8% of the "High" performance cases. The overall
accuracy of the model was 97.1%, which shows that the model performs well in classifying
organizational performance as either high or low. These results demonstrate the model's strong
predictive ability, indicating that it can effectively predict organizational performance based
on the selected strategic decision variables.

4.5.4 Logistic Regression Coefficients

Table 4.20 provides the results from the logistic regression model. The logistic regression
coefficients provide insights into the strength and direction of the relationship between the
independent variables and the dependent variable, which in this study is organizational

performance.
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Table 4.20

Logistic Regression Coefficients

B S.E. Wald df Sig. Odds ratio

Resource Allocation

Sub-optimal resource allocation - - - - - 1
Optimal Strategic Resource Allocation 2.714 1.112 5961 1 0.015 15.095
Organizational Structure

Tall Structures - - - - - 1
Flat Structures 2.837 1.211 5492 1 0.019 17.071
Alliances

Non-Strategic Alliances - - - - - 1
Strategic Alliances 214 1039 4241 1 0.039 8.5
Strategic Human Resource Staffing

Hard HRM (Control-Based Approach) - - - - - 1
High-Performance Work System 2309 1.093 4.464 1 0.035 10.062
Constant -3.574 1199 8.883 1 0.003 0.028

a. Variable(s) entered on step 1: Strategic Resource Allocation, Organizational Structure,
Alliances, Strategic human resource staffing.

Strategic Resource Allocation and organizational performance

The coefficient for Strategic Resource Allocation (B = 2.714, Sig. = 0.015 and odds of 15.095)
indicates a statistically significant positive relationship between the allocation of resources
and organizational performance. This suggests that organizations that prioritize effective
resource allocation are more likely to perform better by 15 times than the ones that use sub-
optimal resource alocation. This finding is consistent with the literature, where it was
highlighted that strategic resource allocation directly impacts organizational effectiveness and
competitiveness (Lestari et al., 2020). Effective allocation of resources such as capital, human
resources, and technology enables firms to focus on innovation, reduce waste, and improve
operational efficiency. Aligning resources with business objectives fosters better outcomes,

particularly in competitive sectors like manufacturing (Muo & Ochieng, 2023).

Organizational Structure and organizational performance
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The coefficient for Organizational Structure (B = 2.837, Sig. =0.019 and odds of 17.071) also
shows a significant influence of organizational performance. The odds of 17.071 suggestsed
that having a falt structure increases the changes of better performance by 17 times than one
using tall structures. This finding supports the theory discussed, where organizational
structure was identified as crucial for performance. A clear and efficient organizational
structure enhances communication, facilitates decision-making, and improves resource
management, all of which contribute to better performance. Moreover, the alignment between
structure and strategy is vital for maximizing organizational potential (EImagrhi et al., 2023).
Alliances and organizational performance

The coefficient for Alliances (B = 2.140, Sig. = 0.039 and odds of 8.5) suggests that strategic
partnerships significantly contribute to organizational performance. This suggested
organizations that employ strategic alliance have 8.5 times better chances of having better
performance than the ones using non-strtaegic alliance. Well-aligned alliances allow firms to
access new markets, reduce operational costs, and enhance innovation. Strategic partnerships
enable firms to mitigate risks, share expertise, and enhance their overall competitive position,

making them essential for long-term sustainability (Ferreira & Franco, 2022).

Strategic Human Resource Staffing and organizational performance

The coefficient for Strategic Human Resource Staffing (B = 2.309, Sig. = 0.035 and odds of
10.062) indicates a significant and positive influence on organizational performance. The
study odds of 10.062 suggest that investing in high-performance work system HR strategies
instead of hard HRM (Control-Based Approach increases the likelihoods of better
performance by 10 times. Another study emphasized that HR practices, such as effective

staffing, training, and performance management, are crucial for maintaining a motivated and
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skilled workforce, which drives productivity and innovation (Al-Khaled & Fenn, 2020).
Moreover, aligning HR strategies with organizational goals ensures that the workforce
contributes effectively to achieving business objectives (George et al., 2022).

The constant (B = -3.574, Sig. = 0.003) indicates the baseline odds of an organization
performing at a high level when all the independent variables are zero. The logistic regression
results indicate that all four strategic decision factors—Strategic Resource Allocation,
Organizational Structure, Alliances, and Strategic Human Resource Staffing positively
influence organizational performance. The strong coefficients and statistically significant p-
values suggest that these factors are crucial determinants of success in paint manufacturing
firms in Kenya. These findings reinforce the past literature, where effective resource
management, a clear organizational structure, strategic partnerships, and strong HR practices
were identified as key to improving performance. By prioritizing these strategic areas, firms
can improve their operational effectiveness, market position, and long-term sustainability (Lee

etal., 2023).

4.6 Hypothesis Summary
The results of the hypothesis testing conducted in this study are summarized in the table

below.

Table 4.21

Hypothesis Summary

Hypothesis Hypothesis Statement Decision
Number
Ho: Strategic resource allocation does not significantly influence the Reject

performance of paint manufacturing firms in Kenya.
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H02

H03

H04

Organizational structure does not significantly influence the Reject
performance of paint manufacturing firms in Kenya.

Strategic partnerships and alliances do not significantly influence Reject
the performance of paint manufacturing firms in Kenya.

Strategic human resource staffing does not significantly influence Reject
the performance of paint manufacturing firms in Kenya.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of key findings of the study that sought to determine
influence of strategic decisions on performance of paint manufacturing firms in Kenya. The
chapter further presents conclusions drawn from the major findings and discusses how these
conclusions relate to the study objectives and hypotheses. Lastly, the chapter provides policy
recommendations aimed at guiding managers and decision-makers in developing and
implementing strategic decisions that are critical for enhancing the performance and

competitiveness of paint manufacturing firms in Kenya.

5.2 Summary of Key Findings

5.2.1 Strategic Resource Allocation and Performance

The study established that paint manufacturing firms in Kenya actively allocates strategic
resource by aligning their available resources with the firm's strategic goals. Additionally, the
study found that firms that effectively prioritized strategic resource allocation. Finally, results
showed that organizations effectively measure and evaluates performance to inform resource
allocation decisions. The study confirmed that firms that apply optimal resources allocation
have significantly better chances of significanty reporting higher performance than the ones

using sub-optimal resources allocation strategies.

5.2.2 Organizational Structure and Performance

The study found that Respondents agreed that the organizational structures effectively defines
clear hierarchy levels within paint manufacturing firms in Nairobi County, the
departmentalization within organization allows for efficient specialization and coordination

84



of tasks, span of control within organization was appropriately balanced, allowing for
effective supervision and communication across all levels and balance between centralization
and decentralization within organization aligning with strategic decisions. Results also
showed that organizations with flat organizational structure have better likelihood for better

performance that counterparts with tall structure.

5.2.3 Alliances and Performance

The study revealed that participants agreed that the paint manufacturing companies prioritizes
mutual benefit and value creation, organization's strategic alliances strongly align with shared
goals and objectives, paint manufacturing organization encourages effective resource sharing
and collaboration intensity and the organization prioritizes longevity and adaptability,
strongly considering future changes and challenges. The result also showed that organizations
having strategic alliances have more likelihood to have better performance than the ones

having non-strategic alliance.

5.2.4 Strategic Human Resource Staffing and Performance

The study found that respondent agreed that staffs within paint manufacturing companies in
Kenya are motivated to contribute to the success of the organization, the organization provides
sufficient support for career development and growth, the organizations invests enough
resources in employee development and the HR initiatives and strategies align with the overall
goals and objectives of the organization. The results also showed that organizations which
adopted high-performance work system instead of hard HRM (control-based approach) had

10.062 better chances of having high performance.
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5.3 Conclusions of the Study

5.3.1 Strategic Resource Allocation

The study concluded that strategic resource allocation significantly and positively influences
the performance of paint manufacturing companies in Kenya. Therefore, rejecting the null
hypothesis stating that strategic resource allocation does not significantly influence
performance. the findings are in support of the resource based view theory which postulates
that organizational resources and capabilities that are valuable, rare and inimitable help in a
company achieving the competitive advantage. similarly, other studies in support of the
conclusions when they evaluated how strategic resources influences SMEs’ performance in
Bali, Indonesia concluded that strategic resources positioning have positive impact on SMEs

performance (Lestari et al., 2020).

5.3.2 Strategic Resource Allocation

The study also concluded that organizational structure positively and significantly influences
the performance of the paint manufacturing companies in Kenya which leads to a rejection of
null hypothesis that: Organizational structure does not significantly influence the performance
of paint manufacturing companies in Kenya. The conclusions are in the support of the Agency
theory which postulated that mangers in control must act in best interest of the owners,
therefore structures within organization acts as internal controls and clear means of addressing
challenges to enhance a company’s value. Besides, another supported the conclusions when
they postulated that organizational structure that is flat and coordinated activities approach

and departmentalization helps in enhancing organizational performance (Mustafa et al., 2021).
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5.3.3 Strategic Resource Allocation

Additionally, study concluded that alliance positively and significantly influence performance
of paint manufacturing companies in Kenya. The outcome of this study therefore leads to a
rejection of a null hypothesis that alliance does not significantly influence performance of
paint manufacturing companies in Kenya. The study conclusions are in alignment with the
transactional cost theory which seeks to enhance business performance by company seeking
to work with companies that have special knowledge in some certain areas as well an offers
competitively lowly priced services to boost business performance. The conclusions are also
in support of the literature by previous resaerch which argued that where companies form
alliances they gain differential efficiencies, synergy in operations, and expansion of market
share which ultimately translates to better organizational performance (Ferreira & Franco,

2022).

5.3.4 Strategic Resource Allocation

Lastly, the study concluded that strategic human resource staffing significantly and positively
influenced the performance of paint manufacturing firms in Kenya. As a result, the null
hypothesis that strategic human resource staffing does not significantly affect organizational
performance was rejected. The results are in the support of institutional theory which
emphasizes on organization complying with standards that are in the industry such as human
resource practices that are fair and ones that enhances equity. The conclusions are also
supported by cpast research which argued for the need of structured human resource practices

in enhancing performance (Ali et al., 2022).
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5.4 Recommendations The Study

The recommendations of this study are mainly classified into policy recommendations and
suggestions for future studies. The policy recommendations are suggestions to managers of
the banks in Juba on what they are required to do within the strategic planning practices to
enhance the performance of the banks in Juba. On the other hand, the suggestion for future
study is an opportunity for future scholars to fill the gaps that emerged from the current study.
5.4.1 Policy Recommendations

5.4.1.1 Strategic Resource Allocation and Performance

The study recommended for optimal resources allocations including raw materials distribution
based on the demand there is. The managers for paint manufacturing companies should also
allocate machine based on the order of the customers’ urgency, lead times or delivery dates
as well as the capacity of the different machines according to the demand. The mangers should
also ensure appropriate assignment of the skilled technicians to help in ensuring staff
productivity all the time.

The allocation of capital budgets for strategic investment should follow the net present value
or internal rate of return to ensure that financial resources.

5.4.1.2 Organizational Structure and Performance

The study recommends that paint manufacturing firms in Nairobi County prioritize the
development and maintenance of a clear and effective organizational structure, ensuring that
roles, responsibilities, and hierarchies are well-defined to enhance decision-making,
coordination, and communication. The study also study recommends that industry leaders and
policymakers create guidelines that encourage optimal organizational structures in the

manufacturing sector, recognizing their role in enhancing performance outcomes.
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5.4.1.3 Alliances and Performance

The study recommends for the managers of the paint manufacturing companies to adopt
alliance strategies that enhances differential efficiencies, enhances synergies for new
formations. The alliances should result in value creation, adaptability and flexibility. The
objectives of the partners should be aligned at all times with those of the firm by sharing
resources optimally, firms with special capabilities and resources should help the other with
technological support to enable them improve on their operational performance and thus
performance.

5.4.1.4 Strategic Human Resource Staffing and Performance

The study recommends for the mangers of the paint manufacturing companies to enhance
employees’ engagement through team assignments and also giving them an opportunity to
voice their point of view in decision making. The paint manufacturing companies should also
ensure retention through offering competitive salaries to talented staff as well as work life
balance to help the companies realize better performance. Lastly, mangers for the paint
manufacturing companies need to invest in training and development of the staff through
professional development training, on —the job and off the job training. The professional
training should focus on leadership , governance and ethics to help in mentoring leadership.
5.4.2 Suggestions for Further Studies

The study suggests that further research be conducted in other regions of Kenya, beyond
Nairobi County, to assess the influence of strategic decisions on the performance of paint
manufacturing firms in different geographic contexts to adress geographical gaps. This would
allow for a comparative analysis of the impact of strategic decisions across various locations

and provide a broader understanding of the generalizability of the findings. Additionally,
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future studies could explore the role of control variables such as firm size as a moderator in
understanding influence of strategic decisions on performance considering that paint
manufacturing firms are of different sizes. Lastly, future studies can have additional varaibles
to help in improving the prediction of the dependent varaible the current model could only
predict about 70% of performance variance additional independent varaibles on strategic

decisions and control variables can help in improving the model prediction.

5.5 Contribution of Study to Existing Literature

This study makes a significant contribution to the existing body literature knowledge by
addressing critical contextual, conceptual and methodological gaps identified in previous
research. Unlike earlier studies that were largely descriptive, focused on single variables, or
conducted in different sectors/industries and geographical settings, this research provides a
multi-dimensional and a holistic analysis of strategic decisions resource allocation,
organizational structure, strategic alliances, and HRM, within the paint manufacturing
industry in Kenya. The study analysis through logistic regression results demonstrate strong,
robust and vigour analysis to test the variables relationship. This study, therefore, offers more
context-specific, statistically validated insights that strengthen the generalizability and

applicability of the study on strategic decision to Kenya’s paint manufacturing sector.
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APPENDICES

Appendix I: Introduction Letter For Questionnaire

My Name is Magdaline Wangui Karani a Masters student at Kenya Methodist University. Am
carrying out a study on Influence of strategic decisions on performance of paint
manufacturing firms in Kenya. 1 am reaching out to you to participate in this study by filling
out the attached questionnaire where you will provide data on strategic decisions and
performance. The information that you will provide in this questionnaire will only be used to
conduct this academic research on the topic indicated.

Regards,

Magdaline Wangui Karani.
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Appendix I1: Questionnaire

Instruction: Please Tick Where Appropriate
Section A: Demographic Information

1. Please indicate your gender

Male () Female ()

2. Please indicate your age bracket

25 years and below []
Between 26-35 []
Between 36-45 []
46 years and above [1

3. Which position do you hold in your organization?

Operations Manager []
Marketing Manager []
Finance Manager []
Relationship Manager []

4. How many years have you worked in your organization?

5 years and below [
Between 5-9 years []
10 years and above [1

Section B: Strategic Resource Allocation
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5. Using a scale of 1 to 5, Please indicate the extent to which you agree with the following
statements on Strategic resource allocation. With a five-point Likert scale whereby: 1

=strongly disagree, 2=disagree, 3=neutral, 4= agree, and 5=strongly agree.

Statement 112131415

our organization distributes raw materials based on production

demands

Machine time is allocated depending on client urgency

Skilled technicians are assigned roles depending on the job demands

our organization carry out capital budgeting decisions for investment

in projects with good returns

6. What key  factors drive our  organization's resource allocation

decisions?.....oeeveeeinnnnnn.

Section C: Organizational Structure

7. Using a scale of 1 to 5, Please indicate the extent to which you agree with the following
statements on Organizational structure. With a five-point Likert scale whereby: 1

=strongly disagree, 2=disagree, 3=neutral, 4= agree, and 5 strongly agree.

Statement 1123|415
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a. The current organizational structure effectively defines clear

hierarchy levels within our organization.

b. The departmentalization within our organization allows for efficient

specialization and coordination of tasks.

c. The span of control within our organization is appropriately
balanced, allowing for effective supervision and communication across

all levels?

d. How do you feel the balance between centralization and
decentralization within our organization aligns with strategic

decisions?

8. In what ways do you think your organizational structure could be improved to better

support the formulation and implementation

INEIAEIVES? ettt ee e eeeeeees

Section C: Alliances

9. Using a scale of 1 to 5, Please indicate the extent to which you agree with the following

statements on Strategic partnerships and Alliances. With a five-point Likert scale

of

strategic

whereby: 1 =strongly disagree, 2=disagree, 3=neutral, 4= agree, and 5 strongly agree.

Statement

1

2

3

4
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a. Our organization prioritizes mutual benefit and value creation

b. Our organizations' strategic alliances strongly align with shared goals
and objectives

c. Our organization encourages effective resource sharing and
collaboration intensity

d. Our organization prioritizes longevity and adaptability, strongly
considering future changes and challenges

10. In your experience, what key factors do you consider when evaluating potential

A AN CES 2. e e e et —————e e e e e e ————

Section E: Strategic Human Resource Staffing

11. Using a scale of 1 to 5, Please indicate the extent to which you agree with the following
statements on Strategic human resource staffing. With a five-point Likert scale whereby:

1 =strongly disagree, 2=disagree, 3=neutral, 4= agree, and 5=strongly agree.

Statement 112131415

a. | feel motivated to contribute to the success of the organization

b. I feel that the organization provides sufficient support for career

development and growth

c. | feel that the organization invests enough resources in employee

development
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d. I think HR initiatives and strategies align with the overall goals and

objectives of the organization

12. What are some of the strategic human resource strategies employed by your company?

Section E: Organizational Performance

13. Using a scale of 1 to 5, Please indicate the extent to which you agree with the following

statements on Organizational performance. With a five-point Likert scale whereby: 1

=strongly disagree, 2=disagree, 3=neutral, 4= agree, and 5=strongly agree.

Statement 1123 ]4]5
a. Our organization's overall performance reflects its set goals and

objectives.

b. Our organization can capture and maintain market share compared

to its competitors

c. Our organization consistently meets or exceeds customer

expectations.

d. Our customers demonstrate loyalty to our brand and
products/services.

E1: SECONDARY DATA COLLECTION SCHEDULE

Indicator | 2018 2019 2019 2020 2021 2022 2023 2024

Profits
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Appendix I11: Secondary Data Schedule

Measure 2020 2021 2022 2023 2024

Net Profits

108



Appendix IV: Introduction Letter To NACOSTI

KENYA METHODIST UNIVERSITY

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

DIRECTORATE OF POSTGRADUATE STUDIES

Our Ref: KEMU/NACOSTI/BUS/32/2025 May 12, 2025
Commission Secretary
National Commission for Sclence. Technology and Innovations

P.O. Box 30623-00100
NAIROBI

Dear Sir/Madam,

RE: KARANI WANGUI MAGDALINE- BUS-3-2341-2/2021

This Is to confirm that the above named is a bona fide student of Kenya Methodist
University, in the Department of Business Administration, undertaking a Master's
degree in Business Adminlstration. She ks conducting research on: “Influence of Strategic
Decisions on Performance of Paint Manufacturing Firms in Kenya ™

We confirm that her research proposal has been defended and spproved by the
University.

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

Any agsistance accorded 10 her will be highly appreciated.
Yours sincerely.
Dr. Nanck Rintari (PhD)
Ce: Dean, School of Business
CoD. Business Administration

Postgraduate Coordinator - BA
Supervisors
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Appendix V: Ethical Review Board

KENYA METHODIST UNIVERSITY

P, O, BOX 267 MERU - 60200, KENYA FAX: 254-64-30162

TEL: 254-064-30301/31229/30367/31171 EMAIL: info@kemy ac ka
Qur Ref: KeMU/ISERC/BUS/32/2025 May 12, 2025
KARANI WANGUI MAGDALINE

BUS-3.2341-2/2021

Dear Magdaline,

SUBJECT: INFLUENCE OF STRATEGIC DECISIONS ON PERFORMANCE OF PAINT

MANUFACTURING FIRMS IN KENYA

This is to inform you that Kenya Methodist University Institutional Scientific Ethics and
Review Committee has reviewed and approved your research proposal, Your application
approval number Is KeMUASERC/BUS/32/2025. The approval period ks 12'" May, 2025 -
12 May, 2026.

This approval is subject o compliance with the following requirements;

Only approved documents Induding (Informed consents, study Instruments,
MTA) will be used,

All changes including (amendments, deviations, and violations) are submitted
for review and approval by Kenya Methodist Unlversity Institutional Sclentific
Ethics and Review Committee.

Death and lIfe-threatening problems and serious adverse events or unexpected
adverse events whether related or unrelated to the study must be reported to
KeMU ISERC within 72 hours of notification,

Anty changes. anticipated or otherwise that may increase the risks or affected
safety or welfare of study particdpants and others or affect the integrity of the
research must be reported to KeMU ISERC within 72 hours.

Clearance for export of biclogical specimens must be obtained from relevant
Institutions.
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VI, Submission of a request for renewal of approval at least 60 days prior to explry
of the approval period. Attach a comprehensive progress report 10 support the
renewal,

VIl Subemisgion of an executive summary report within 90 days upon completicn of
the study to KeMU I1SERC.

Prior to commencing your study, you will be expected to obtain a research license from
National Commission for Scdence. Technology and Innovation (NACOSTL)
https://orisnacostl.go ke and also obtain other clearances needed.
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Appendix VI: NACOSTI

5
\/
>

NS NATIONAL COMMBSSION PR
SCENCETECINDLOGY & INNOVATION

Rl Na: AlLam D of Towao: OB Junan 2023 |

RESEARCH LICENSE

This s o Cortify thoe Misa . Mapéaline Wangul Karand af Kenya Methodint Usiversdty, has bees Horrmed to conduct cemanch o
pov the providias af the Scescs, Tecboology asd Trmavation Act, 2003 (Rev 2014 in Nadro®i so the sopic: INFLLENCE OF
STRATEGIC DECISIONS ON PERFORMANCY OF PAINT MANUFACTURING FIRMS IN KENYA lor e period sading :
0N Juan 2008, !
Licesw No NACOSTUINZS41 70T :

ISELl ] 2 SN

Applicast Mestlcaton N Dvgray Dsecrer
NATIONAL COMMISSION R
SCINNCY TRCHNDLDGY &
RENDVATEON |

Vrilicason U8l Code

PNOTIC Ths & 3 congrans peeocind Licsme, To weely thw astbecaiciny of dis docaaesy,
Scaa e Ui Code adag OR wamser yppdicaton

Soe overieaf for conditions
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Appendix VII: List of Paint Manufacturing Firms in Kenya

Akzonobel kenya limited

Basco products (k) Itd

Berger paints kenya limited
Bethel paints

Coastal paint centre

Crown paints allied industries Itd
Crown paints kenya plc

Dmg automotive paints & investments
Dolphin paints mombasa depot
10. Evermage limited

11. Fossilcote Itd

12. Galaxy paints and coatings limited
13. Henkel kenya limited

14. Kansai plascon kenya limited

15. Maroo polymers

16. Nasib industrial products limited
17. Nyumba colourcot

18. Polychem east africa limited

19. Robbialac berger paints

20. Solai paints

21. Texchem limited

22. The paper house of kenya limited
23. Thika wax works limited

24. United paints

25. United paints limited

26. Victoria paints kenya

CoNoO~wNE

Source : Manufacturers Association of Kenya (2024)
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