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Abstract 

Many organizations across the world are facing declining organization performance due to ever 

changing business environment. One of the major variables threatening their performance is the human 

resource. The organizations fight hard in the hostile environment for survival in their distress. To do 

this they initiate and implement human resource turnaround strategies to attain recovery and 

sustainable performance. This paper is an effort to study and establish the relationship between human 

resources turnaround and organizational performance. Specific human resource turnaround strategies 

studied include workforce reorganization, talent acquisition in senior management, training and 

development of new organizational culture, workforce retrenchment, performance targets formulation, 

and staff performance appraisals. Other metrics included teamwork among colleagues, talent 

development, staff credentials revaluation, and team building activities. The study adopted a casual 

and mixed research design where data was analyzed based on case analysis where both inferential and 

statistical data was addressed. The findings reveal that the ten human resource turnaround strategies 

affected the organizational performance and contributed to turning around KCB bank and Uchumi 

supermarket. 

Keywords: Human Resource, Turnaround Strategies, Organizational Performance, KCB Bank, 

Uchumi Supermarket, Kenya 

Introduction 

There are diverse circumstances that can cause a previously well performing company to 

decline in its Organizational Performance in terms of profitability, market share, and customer 

service amongst other Organizational Performance metrics (Panicker, Sunitha & Manimala, 

2015). The companies in this situation must therefore execute a turnaround strategy with a view 

of regaining their competitive edge and Organizational Performance (Muthoka & Ogutu, 

2014). There is a general agreement on the importance of human resources strategies in 

organizational effectiveness and performance regardless of the size, nature, and scope of 

organizations. Desirable and good outcomes are the main aim and objective of any organization 

regardless of whether in private or public sectors. There is a global misconception that human 

resources are important only in the private sector because they are needed to increase 

organizational profitability. However, as mentioned by Shipton, Budhwar and Crawshaw 

(2012), employees play a critical role in determining the outcomes of any organization.  

From a global perspective, successful multinational retailers such as Wal-Mart, Tesco, 

Carrefour, and Waitrose and successful banks such as Barclays Bank, Lloyds Banking Group 
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in United Kingdom, and Bank of Communications in China have devised strategies of 

improving their human resources, operational strategies, marketing strategies, and business 

strategies in order to increase their organizational performance.  The human resource factor in 

turnaround strategy is key in the acquisition of specialist in diverse areas such as marketing 

and operations amongst other aspects as well as strategy formulation and execution (Obae, 

2009). Organizational Performance can be examined from different perspectives. 

Organizational Performance can be examined within the context of a function of an 

organization’s ability to meet its goals and objectives through exploiting the available resources 

in an efficient and effective way (Osoro, 2012).  

The Organizational Performance has been examined as a company’s ability to serve and 

produce what the market requires at a particular time and efficiency, which means achieving 

the objectives at the lowest cost possible with highest possible benefits (Al-alak &Tarabieh, 

2011). There are different metrics that have been used to measure Organizational Performance 

including profitability, production levels, market share, employee turnover levels, customer 

satisfaction, and operational efficiency amongst other dimensions (Katua, 2014). These 

Organizational Performance metrics are broadly dived into the financial and non-financial 

performance metrics. The non-financial performance metric is involved with customer 

satisfaction and relationship management aspects, operational efficiency, and employee 

management aspects amongst other aspects (Sanu, 2015). The financial performance metrics 

are divided into five categories: Liquidity financial performance measures that gauge a firm's 

ability to meet its cash obligations; Debt/coverage financial performance measures that 

evaluate a firm's capital structure – the amount a business borrows to purchase assets and its 

ability to service debt; Asset- management financial performance measures that evaluate how 

efficiently a business uses its assets; Profitability performance measures that compare profit 

level to sales revenue, assets, and equity to determine the operating efficiency of a business 

and Growth and financial health performance measures that analyze the overall health of a 

business – the wealth it creates and the maximum rate that its sales revenue can increase without 

depleting resources (Scovier, 2013). 

Statement of the Problem 

Organizations facing poor performance in Kenya have implemented different turnaround 

Strategies in human resource, operations, financial, and marketing aspects of their firms. 

Despite turnaround Strategies being implemented by diverse companies, not all of them have 

been successful (Otieno, 2015). The unsuccessful turnaround initiatives often resulted into 

wasting of resources, destabilized workforce and management changes amongst other effects 

(Ngati, 2009). Most of the declining organizations find it difficult wondering which turnaround 

strategies to initiate first while others follow. There is no clear chronological order of 

implementing HR turnaround strategies putting the turnaround management in difficulties 

making their strategic fit. Again, there are also not aware which of the HR turnaround strategy 

has higher impact upon implementation on the organizational performance. This study aims at 

finding a solution to these two areas of concern. 

Literature Review 

Resource Based View 

The Resourced Based View (RBV) was introduced by Birger Wernerfelt in 1984 in his article 

A Resource Based View of the Firm (Githige, 2011). The Resource Based View (RBV) argues 

that competitive advantage in a firm is achieved through the delivery of superior value to 

customers. The delivery of superior value to customers is dependent on the firm prudent 
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utilization of its resources. The RBV divided the resources available for a firm utilization into 

physical capital, human capital and organizational capital (Nthini, 2013).  

The creation of competitive advantage is therefore driven by the utilization of a firm’s unique 

resources and capabilities. Capability in this context has been defined as the capacity for a set 

of resources to perform a stretch task of an activity. There are several characteristics that the 

resources should have in order for them to create competitive advantage. The resources and 

capabilities of competence should be scarce, difficult to imitate, sustainable (without cheaper 

substitutes), durable (slow to depreciate in value), non-tradable, firm-specific and appropriate 

(Mulwa, 2012). The firm resources can be categorized as tangible or intangible (Kabue, 2013). 

The tangible resources refer to the physical assets that an organization possesses while the 

intangible resources refer to the intellectual/technological resources, reputation, firm’s 

knowledge, branding and practices.  

From the Resource-Based Theory, one of the major challenges facing organizations is 

identifying and appraising resources. In this regard, most organizations have a dim view of 

their resources. In most cases, financial balance sheets do not capture intangible resources and 

people-based skills; which are arguably the best resources in the organization (Grant, 1991). 

Six categories of resources have been identified namely; financial, physical, human, 

technological, reputation and organizational resources. All these resources play a critical role 

in the profitability of an organization (Grant, 1991). In line with this current study, 

organizations should put in place measures to ensure their sufficiency so as to gain 

competitiveness. The Resource Based View is applicable in this study in the context that the 

researcher examined the aspect of the availability of resources such as finances in the 

turnaround strategy execution and its effect on Organizational Performance. This is based on 

the notion that the availability of resources such as finances is critical in the turnaround efforts 

of organization in distress.  

Dynamic Capabilities Theory 

The dynamic capabilities theory was introduced in 1989 by Gary Hamel in a multinational 

strategy research that led to the development of the core competencies of a corporation 

(Karingithi, 2012). The dynamics capability theory is based on the firm’s ability to use the 

dynamic capabilities in order to create competitive advantages in their firms. The dynamic 

capabilities are defined as the firm’s strategy to constantly integrate, reconfigure, renew, and 

recreate internal and external resources in response to dynamic and rapidly shifting market 

environments in order to attain and sustain competitive advantage (Jeruto, 2015). The dynamic 

capabilities explain on how the businesses create, define, discover, and exploit entrepreneurial 

opportunities in complex and volatile external environments in search for a strategic matching 

of resources and market (Achieng’, 2013). The dynamic capabilities theory was applicable to 

the study in the context that the study examined the utilization of diverse capabilities such as 

corporate planning and marketing Strategies in the context of Organizational Performance.  

Open Systems Theory 

The open system theory was developed by the biologist Ludwig Von Bertalanffy. The system 

is defined as a set of objects or entities that interrelate with one another to form a whole 

(Oketch, 2015). The system theory is concerned with the problems or relationships, of 

structures, and of inter-dependence, rather than with the constant attributes of object (Kebu, 

2015). The systems theory views an organization as a social system consisting of individuals 

who cooperate within a formal framework, drawing resources, people, finance from their 

environment and putting back into that environment the products they produce or the services 
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they offer (Oketch, 2015). The Open systems theory is concerned with understanding 

organizations in their entirety: therefore, it takes a holistic rather than a particularistic approach 

thus reflected on its approach to change (Kebu, 2015). The corner stone of the open systems 

theory is that the organizations are influenced by the environment in which they operate in. 

These organizational interactions occur through the use of the environment for provision of 

inputs and the release of outputs that is products and services to the environment (Oketch, 

2015). Therefore, the organizations must consider the environment in their operations to ensure 

efficiency and success in their operations. This theory is applicable to this study in the context 

that the researcher seeks to examine the effect of diverse internal factors such as finances 

availability, strategic human resources management, and corporate planning on the 

Organizational Performance. The study also examines the external factors affecting 

Organizational Performance such as marketing strategy. 

Competitive Theory 

The competitive theory states that the attainment of sustainable competitive advantage can be 

expected to lead to superior performance (Nthini, 2013). The achievement of the competitive 

advantage is critical in the companies executing the turnaround strategies with a view of getting 

their competitive advantage. This is because the achievement of the competitive advantage then 

leads to superior Organizational Performance.  

Empirical Review 

The human resources play a critical role in the turnaround strategy amongst companies. Human 

Resource Management has been conceptualized as a strategic and coherent approach to the 

management of an organization’s most valued assets or the employees who individually and 

collectively contribute to the achievement of its objectives. According to Dimba (2010), HRM 

practices also known as high performance work practices (HPWP), or best practices, are those 

decisions and actions which concern the management of employees at all levels in the business, 

and which are related to the implementation of strategies directed towards sustaining 

competitive advantage. Njeru (2010) observed that KCB mainly employs sales, marketing and 

finance representatives in order to increase brand awareness in the market. Further, Wanyonyi 

and Nyakweba (2016) argued that the retail sector is interested with marketing personnel and 

hence they mainly target marketing and sales persons in their recruitment and hiring processes. 

This implies that human resources are very important in the banking and retail sector.  

Abong’o (2009) examines Human Resource Management Strategies (HRM) in the context in 

which it contributes to the organization therefore deriving three levels that is strategic level, 

policy level and administrative level. From a strategic level, strategic human resource 

management is the establishment of the overall direction and objectives of key areas of human 

resource management in order to ensure that they not only are consistent with but also support 

the achievement of business goals. From a policy level, strategic human resource management 

is the development and implementation of detailed procedures, and systems which reflect the 

strategic framework. From administrative level, human resource management strategy is the 

day-to-day personnel administration, for example personnel records, payroll, and 

administration of benefit programmes. 

The recruitment and selection of key personnel is a critical aspect of the turnaround strategy of 

the company. The companies that need turnaround strategies have often undergone periods of 

declining performance due to diverse human resource aspects including mismanagement, weak 

policy formulation by top management as well as enforcement, poor strategy formulation and 

execution by top management, and a bloated and inefficient workforce (Kapoor, 2011). The 
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turnaround often involves workforce reorganization characterized by hiring of talented staff 

from diverse organizations, workforce restructuring and retrenchment, and retraining of staff 

amongst other aspects. Ngugi and Karina (2013) conducted a study on the effects of innovation 

strategy on performance of commercial banks in Kenya and concluded that talent acquisition 

is very vital in organizational performance. The authors argued that banks such as KCB focus 

on talent acquisitions in order to increase innovation. Obonyo (2013) conducted a study on the 

effects of workforce retrenchment in Telkom Kenya and found that there is no relationship 

between retrenchment and organizational performance.  

Nyaberi, Sakwa and Kiriago (2013) supported the idea by asserting that retrenchment 

demoralize and demotivate employees from performing outstandingly. The authors argued that 

in most cases, when retrenchment strategy is employed employees reduce their performance 

because they are not sure whether they would be retrenched or not. The reorganization of the 

middle and senior level management which may include diverse aspects such as retrenchment, 

new managers’ entry, and rotation of the managers may be done to ensure the management 

staff fitness to undertake the change initiative required (Randa, 2015). The talent acquisition is 

critical for the company undertaking a turnaround strategy as the CEO and other acquired 

talented staff injects new ideas, best practices, view the challenges the company is facing from 

an outsider’s perspective, and inject new energy to the organization (Adembesa, 2014). The 

new CEO and the team were responsible for the crafting of the strategy to be implemented in 

the organization to confront the challenges leading to the organization’s poor performance 

(Kamau, 2014).  

However, despite the potential of the staff acquisition to deliver superior results for the 

company and turnaround the poor performance, the restructuring must be done in a strategic 

manner. This is because the workforce restructuring must be undertaken in a manner in which 

the workforce is not destabilized and demoralized on the account of the changes taking place. 

The workforce restructuring must also be done in a way in which experienced staff with a 

wealth of organizational knowledge and information don’t depart from the institution (Randa, 

2015). The staff must also be receptive to change since most of the new policies were executed 

by them. The recruitment of the new staff and any restricting must be done strategically to 

ensure that the any recruitment activities ensure that the right people join the company. This 

should ensure that the company doesn’t have bloated and expensively paid new employees that 

don’t deliver on their mandates and that lead to resentment from other employees who have 

been in the institution longer. In their studies, Mbandu (2016) and Njihia (2009) argued that 

talent acquisition impacts on organizational performance in Uchumi and KCB respectively. 

Mbandu (2016) also, argued that in Uchumi talent acquisition involves hiring talented 

employees who are highly qualified in specific areas. Njihia (2009) on the other hand argued 

that KCB thrives by acquiring new talents who are highly innovative. The two authors based 

their arguments on the impact of innovativeness on organizational performance.  

The turnaround strategy within an organization involves new ways of working as well as 

corporate change. In this context, the organization must invest heavily on the training and 

development aspect of the company. Training involves the systematic acquisition of skills, 

rules, concepts or attitudes that result in improved performance in another environment 

(Muraga, 2015). Diverse aspects that can be trained in an environment include processes, 

procedures and business practices, industry-specific trainings, managerial or supervisory 

training, interpersonal skills, compliance, sales, executive development, basic skills, new 

employee orientation, customer service and quality (Muraga, 2015). On the other hand, the 

staff development involves the improvement of the of the employee’s competencies in order to 
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meet future environmental demands and adaptability (Stroh &Caligiuri, 2014). In a study on 

evaluating the strategies used by supermarkets for competitive advantage, Obonyo (2013) 

argued that supermarkets train and develop their employees in order to be more innovative. 

The author noted that supermarkets such as Naivas and Nakumatt have achieved high 

competitive edge in the market by training their employees and encouraging them to be 

innovative. The author noted that training reduces stress among employees and motivate them 

to increase their performance levels.  

Simba (2013) in the examination of the Challenges of Implementation of Turnaround Strategy 

at the Kenya Meat Commission (KMC) indicated examined the human resources practices 

employed for turnaround strategy. The study indicated that the human resources practices used 

to support the turnaround strategy at KMC included recruitment, selection, restructuring, 

placement of staff, capacity building, improved systems and provision of funds to support the 

programmes. In indicating the role of the human resources management on the turnaround 

strategies and its effect on the Organizational Performance, the study noted diverse Human 

Resources challenges that led to the failure of turnaround strategy at KMC. The study noted 

political interference in recruitment and selection of staff, ineffective leadership, overlapping 

management structure leading to low morale amongst staff, and lack of teamwork.  

Gibson and Billings (2010) focused their study on the impacts of teamwork on organizational 

performance in the retail sector. They found that teamwork improves organizational 

performance in the retail sector. This finding agreed with studies by Ochieno (2013) and 

Nyaberi, Sakwa and Kiriago (2013) that teamwork is an important aspect of human resource 

management which contributes directly to employee and organizational performance. Ochieno 

(2013) focused his study on the Telkom Company in Eldoret and found that when employees 

work in team, they learn from each other and hence they increase their skills and techniques in 

addressing the challenges that face their organization hence increasing organizational 

performance. However, Petrovsky, James and Boyne (2015) argued that the most important 

thing is to team building as compared to team working. The authors conducted a study on the 

effects of managerial backgrounds of employees on their performance in the public sector and 

concluded that team building is more effective as compared to team working.  

According to Catherine (2009), cost reduction is an effective turnaround strategy employed by 

supermarkets. The researcher found Uchumi Supermarket which closed down six franchised 

branches including Railways, Taveta Rd, Kisumu, Mombasa, Nakuru, and Kisii among others. 

The author further noted that Uchumi employed sales maximization strategy to improve the 

profitability level of the company. Ochieno (2013) investigated the effects of retrenchment on 

organizational performance by focusing on the Telcom Kenya, Eldoret branch. The study found 

that retrenchment is one of the human resource strategies used by organizations in Kenya to 

improve efficiency. The researcher based their arguments on the cost management theory to 

assert that there is a strong correlation between retrenchment and financial performance of an 

organization. Therefore, the authors noted that the performance of Telkom Kenya in Eldoret is 

directly influenced by the human resource strategies employed. 

Nyaberi, Sakwa and Kiriago (2013) based their arguments on workforce reorganization to 

argue that human resource management strategies impact on the organizational performance. 

They noted that retrenchment is a form of workforce reorganization and helps in reducing the 

costs incurred in human resource management. However, the authors argued negative human 

resource management such as skewed rewarding results in employee demotivation and 

demoralization hence low organizational performance.  Riany, Musa, Odera and Okaka (2012) 
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argued that talent development helps in identifying the best employees for a particular task and 

hence effective performance of the task. The authors based their argument on the employee 

motivation theories such as Maslow’s hierarchy of needs to assert that employees perform high 

when their needs are adequately met. Mwangi (2013) noted that KCB develops talents as a 

strategy of managing their employees and motivating them to improve their performance levels 

and hence improve the organizational performance. 

However, Santana, Valle and Galan (2017) argued that teamwork is very important in the 

banking sector because employees can consult in order to maximize the quality of services 

offered. The author maintained that teamwork cannot work in the retail sector because each 

and every employee has a role to play. In support of the idea, Catherine (2009) argued that with 

the advancement of technology, teamwork is replaced with individualism because employees 

interact mostly with the technology. The author argued that teamwork is effective in low skilled 

employees but it is considered as a waste of time in talented employees. However, in the 

banking sector, teamwork impacts performance because employees consult each other. 

Nonetheless, the study findings contrasted a study by Cameron, Sutton and Whetten (2011) 

that teamwork is positively related to organizational performance. The authors noted that 

employees learn and gain more skills on a daily basis by interacting and consulting each other. 

Teamwork helps in eliminating errors and doubts which could be made when an employee 

works alone. Therefore, teamwork impacts organizational performance positively both in retail 

and banking sectors.  

Shisia et al. (2014) employed the Altman’s failure prediction model to understand the financial 

distress facing Uchumi Supermarkets Ltd and concluded that human resource management 

strategies such as performance appraisals and training and development of employees are very 

vital towards reviving the company. The study findings contracted with the findings of Shisia 

et al. (2014) that employee performance appraisal is positively related to organizational 

performance. The authors noted that when employees are effectively appraised and their 

credentials re-evaluated, they are motivated to perform higher hence high organizational 

performance. This argument is a contrast to this study’s findings that staff performance 

appraisals are negatively associated with organizational performance in Uchumi. However, the 

study findings agreed with Shisia et al. (2014) that performance appraisals and re-evaluation 

of the credentials of employees are positively related in the banking sector. The study findings 

agreed with Muchira (2013) and Mwangi (2013) in their arguments that performance appraisal 

positively impact on the organizational performance. The authors noted that when employees 

are appraised it helps the human resource managers to identify talents and use them in 

achieving their goals and objectives. However, the authors warned that if not conducted 

effectively, performance appraisal may cause employee demotivation and demoralization 

hence reducing their morale to perform high.  

Mbandu (2016) employed the organizational culture theory to assert that the organizational 

culture of an organization impact on the performance of employees and the overall 

organizational performance. The study found that introduction of new cultures would motivate 

employees to improve their motivation levels. Mousavi, Hosseini and Hassanpour (2015) found 

that only adaptability and engagement positively impact organizational performance while 

other aspects of organizational culture such as consistency and vision did not impact on 

organizational performance in the Iranian State Banks. Based on these findings, it can be 

indicated that new cultures positively impact on the organizational performance in the 

supermarkets and banking sectors. The authors noted that employee engagement increase 

profitability, employee productivity, new product development and customer retention. When 
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employees are engaged in their organizations, they are involved in decision making and hence 

they offer quality customer services hence satisfying them. Employee productivity increases 

when they perceive their jobs positively and when they realise that that their performance is 

acknowledged and appreciated. Weitzel and Jonsson (2010) found that work reorganization is 

positively related to organizational performance. The study findings indicated that in both 

Uchumi and KCB, work reorganization positively impacted organization performance but the 

authors noted that work reorganization is negatively related to organizational performance. The 

authors based their arguments on change management theory to assert that employees fear 

change and hence they would perform effectively in the current situations than when their jobs 

are reorganized. This idea was supported by Petrovsky, James and Boyne (2015) and Riany, 

Musa, Odera and Okaka (2012) in their arguments that employees fear change. 

Methodology 

The study opted to use mixed method approach for triangulation purposes. The researcher 

investigated the study variables from different positions and then converge the results as 

recommended by Cooper and Schindler (2008). On the same, the strength of either method 

helped overcome the weakness of the other method when applied in one study as suggested by 

Sekaran and Bougie (2011). The qualitative data collected helped to illuminate numbers and at 

the same time quantitative data added more precision to data presented in words. Use of 

pragmatism approach helped the researcher to reach a large audience and at the same time 

allowed a presentation of more divergent views and a simultaneous answering of both 

exploratory and confirmatory questions. The study used a sample size of 169 respondents 

composed of 48% and 52% respondents from Uchumi and KCB respectively. The 

proportionate random sampling method was used in the study to ensure that the key 

departments are adequately represented thus eliminating bias.  

Both primary data through self administered questionnaire as well as secondary data through 

in-depth interviews was collected. The collecteddata was analyzed using quantitative and 

qualitative methods. The findings were presented in tables for further analysis and to facilitate 

comparison, the researcher used inferential statistics using regression analysis to measure 

degree of relationship between independent and dependent variables in the following model 

Y=BO+BX1+BX2+ BX3+BX4… 

Table 1: Sample Size 

Organization  Staff Category Population Numbers Percentage Sample Size 

KCB Bank Sales Staff 112 17% 15 

Finance Staff 53 8% 7 

Marketing Staff 33 5% 4 

Operations Staff 277 42% 37 

Middle Management 106 16% 14 

Senior Management  79 12% 10 

Sub Total 660 100% 87 

Uchumi 

Supermarket 

Sales Staff 90 20% 16 

Finance Staff 23 5% 4 

Marketing Staff 54 12% 10 

Operations Staff 180 40% 33 

Middle Management 68 15% 12 

Senior Management  35 8% 7 

Sub Total 450 100% 82 

               Total                1110                              169 
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Findings and Discussions 

The first objective of the study was the investigation of the effects of HR turnaround strategy 

on Organizational Performance at Kenya Commercial Bank and Uchumi Supermarkets. The 

study examined the HR metrics in relations to the Organizational Performance at both KCB 

and Uchumi supermarkets. The statistics that were undertaken included principal component 

factor analysis, multiple linear regression and ANCOVA.  

Frequency Distribution of Uchumi HR Strategies Metrics 

A majority of the respondents 44.9% (N=31) agreed that workforce reorganization contributed 

to the organizational performance at Uchumi. This is compared to only 15.9% (N= 11) of the 

respondents who disagreed. In the context of the effect of the talent acquisition in senior 

management leading to organizational performance, a cumulative percentage of 42% (N= 29) 

were affirmative that talent development led to organizational performance. The study findings 

compared with Ngugi and Karina (2013) who concluded that talent acquisition contribute 

positively to organizational performance in the banking sector. In relations to the role of 

training and development of the new organizational culture, a cumulative percentage of 47.8% 

(N= 33) of the respondents were affirmative that training and development led to improved 

organizational performance. This finding was comparable to Obonyo (2013) that supermarkets 

train and develop their employees in order to be more innovative. The workforce retrenchment 

is often a strategy used by firms affecting the turnaround strategies   with a view of attempting 

to improve organizational performance. In this context, a cumulative percentage of 49.2% (N= 

34) were affirmative that workforce retrenchment led to organizational performance.  

The study findings contrasted with Ochieno (2013) that workforce retrenchment impacts on 

the organizational performance. The author noted that there is no relationship between work 

retrenchment and organizational performance. In relations to performance targets formulation 

as a strategy to improve organizational performance, 60.8% (N= 42) of the respondents 

disagreed that it had an impact on the performance at Uchumi. Similarly, staff performance 

appraisals were found not to have an impact on organizational performance by a cumulative 

33.3% (N= 23) of the respondents. The teamwork as a factor leading to organizational 

performance was advocated by a cumulative percentage of 53.6% (N= 37) of the respondents 

that it had an impact on organizational performance. In relations to talent development, a 

majority of 42.0% (N= 29) of the respondents agreed that talent development led to improved 

organizational performance. The staff credentials reevaluation had a majority of the 

respondents at a cumulative percentage of 40.6% (N= 28) indicating that they disagreed that it 

led to organizational performance. Finally, in relations to team building activities leading to 

organizational performance, a cumulative percentage of 59.4% (N= 41) of the respondents 

were affirmative that it led to organizational performance at Uchumi. The study findings agreed 

with Gibson and Billings (2010) in their study that teamwork improves organizational 

performance in the retail sector. Petrovsky, James, Boyne (2015) argued that team building 

positively influence organizational performance more than team-working.  
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Table 2: Frequency Distribution of Uchumi HR Strategies 

 SA 

Freq. 

(%) 

A 

Freq. 

(%) 

U 

Freq. 

(%) 

D 

Freq. 

(%) 

SD 

Freq. 

(%) 

Workforce reorganization 6 (8.7) 31 (44.9) 21 (30.4) 11 (15.9) 0 (0.0) 

Talent acquisition in senior 

management  

6 (8.7) 23 (33.3) 22 (31.9) 10 (14.5) 0 (0.0) 

Training and development 

new organizational culture  

14 (20.3) 19 (27.5) 25 (36.2) 11 (15.9) 0 (0.0) 

Workforce retrenchment  13 (18.8) 21 (30.4) 27 (39.1) 8 (11.6) 0 (0.0) 

Performance 

Targets 

formulation  

1 (1.4) 12 (17.4) 14 (20.3) 33 (47.8) 9 (13.0) 

Staff performance appraisals  1 (1.4) 20 (29.0) 25 (36.2) 16 (23.2) 7 (10.1) 

Team work among 

colleagues  

8 (11.6) 29 (42.0) 16 (23.2) 16 (23.2) 0 (0.0) 

Talent Development  10 (14.5) 29 (42.0) 18 (26.1) 12 (17.4) 0 (0.0) 

Staff Credentials 

Revaluation  

1 (1.4) 12 (17.4) 27 (39.1) 28 (40.6) 1 (1.4) 

Team building activities 18 (26.1) 23 (33.3) 16 (23.2) 12 (17.4) 0 (0.0) 

Frequency Distribution of KCB HR Strategies Metrics 

In the context of the workforce reorganization, a majority of 45.2% (N= 33) agreed that it led 

to Organizational Performance at KCB. This is attributable to the fact that workforce 

reorganization removes redundant processes hence saving on costs. A cumulative percentage 

of 83.6% (N= 61) of the respondents were affirmative that talent acquisition in senior 

management led to Organizational Performance. During turnover times companies would often 

scot for talents from competitors to bring in fresh ideas and strategies in the organization.  

A majority of the respondents 45.2% (N= 33) indicated that training and development of new 

organization culture was important in the turnaround efforts of companies. The training and 

development is critical in ensuring that staff are oriented to the new strategies and policies 

being placed to turnaround the company. In the context of workforce retrenchment as a 

strategy, a cumulative of 56.2% (N= 41) of the respondents indicated that workforce 

retrenchment was a turnaround strategy leading to improved Organizational Performance at 

KCB. The workforce retrenchment is often used to get rid of excess staff displaced by new 

technologies and workflow reorganization as well as eliminating the non-productive staff. The 

study findings contrasted with Nyaberi, Sakwa and Kiriago (2013) who found that 

retrenchment results in employee demotivation and hence lowering their performance. In the 

context of performance targets formulation, 53.4% (N= 39) of the respondents strongly agreed 

that performance targets formulation led to improved organizational performance. Companies 

enforcing turnaround strategies must ensure that their staffs stretch in order to meet new 

organizational demands.  

Staff appraisals ensure that all employees meet their performance targets with a view of 

rewarding the best performers and therefore meeting the organizational goals. In this context, 

a majority of 39.7% (N= 29) of the respondents strongly agreed that performance appraisals 

led to improved Organizational Performance. In the context of the teamwork among colleagues 

in relations to Organizational Performance, a cumulative percentage of 71.3% (N= 52) of the 

respondents were affirmative that teamwork led to improved Organizational Performance. 

Teamwork is critical in ensuring that there is synergy between different colleagues’ outputs in 
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meeting the organizational objectives. Talent development is key in the Organizational 

Performance by ensuring that star performers are placed in positions of increased 

responsibilities. In this context, a cumulative percentage of 68.4% (N= 50) of the respondents 

were affirmative that talent development led to improved Organizational Performance at KCB. 

In the context of the staff credentials reevaluation leading to improved Organizational 

Performance, 15.1% (N=11), 27.4% (N=20), 34.2% (N=25), 23.3% (N=17) and 0% of the 

respondents strongly agreed, agreed, were uncertain, disagreed, and strongly disagreed 

respectively. Finally, in relations to the team building activities a majority of the respondents 

at 43.8% were positive that the activities led to improved organizational performance. 

Table 3: Frequency Distribution of KCB HR Strategies 

 SA 

Freq. (%) 

A 

Freq. (%) 

U 

Freq. (%) 

D 

Freq. (%) 

SD 

Freq. (%) 

Workforce reorganization 16 (21.9) 33 (45.2) 12 (16.4) 12 (16.4) 0  

(0.0) 

Talent acquisition in senior 

management  

38 (52.1) 23 (31.5) 10 (13.7) 2 (2.7) 0 (0.0) 

Training and development new 

organizational culture  

19 (26.0) 33 (45.2) 13 (17.8) 8 (11.0) 0 (0.0) 

Workforce retrenchment  14 (19.2) 27 (37.0) 17 (23.3) 15 (20.5 0 (0.0) 

Performance 

Targets 

formulation  

39 (53.4) 24 (32.9) 9 (12.3) 1 (1.4) 0 (0.0) 

Staff performance appraisals  29 (39.7) 22 (30.1) 17 (23.3) 5 (6.8) 0 (0.0) 

Team work among colleagues  28 (38.4) 24 (32.9) 17 (23.3) 4 (5.5) 0 (0.0) 

Talent Development  25 (34.2) 25 (34.2) 14 (19.2) 9 (12.3) 0 (0.0) 

Staff Credentials Revaluation  11 (15.1) 20 (27.4) 25 (34.2) 17 (23.3) 0 (0.0) 

Team building activities 32 (43.8) 26 (35.6) 14 (19.2) 1 (1.4) 0 (0.0) 

Means and Standard Deviations of HR Strategies    

The means and the standard deviations of the human resource strategies were examined. In the 

context of the human resource strategies of Uchumi impact on its organizational performance, 

all the metrics lay between 3.5 and 4.5 indicating that the respondents on average tended to 

agree with the metrics. This is except for performance targets formulation, staff performance 

appraisals, team work among colleagues, and staff credentials revaluation with means of 

2.4638, 2.8841, 3.4203, and 2.7681 respectively. This indicated that in response to performance 

targets formulation, staff performance appraisals, team work among colleagues and staff 

credentials revaluation the measures had the respondents on average disagreeing in respect to 

the first metric and being uncertain in relations to the other three metrics. As illustrated through 

Table 11 the means of the HR for KCB lay between 3.5 and 4.5 except for staff credentials 

revaluation implying that on average the respondents tended to agree in relations to the given 

HR impacting on the Organizational Performance.  

Based on standard deviations, all the strategic human resource metrics for Uchumi all the 

metrics had their measures between 0.5 and 1 indicating moderate distribution of responses 

except for team building activities which had the responses widely distributed. The standard 

deviations of all the strategic human resource metrics for KCB except workforce retrenchment, 

talent development, and staff credentials revaluation had their standard deviations between 0.5 

and 1 indicating a moderate response distribution. It is only in relations to the impact of 

workforce retrenchment, talent development, and staff credentials revaluation on 
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Organizational Performance that the responses were widely distributed indicating lack of 

consensus amongst the respondents due to standard deviations of above 1.0.  

Table 4: Means and Standard Deviations of HR Strategies 

 
Company 

Worked For 

N Mean Calculations Std. Dev. Calculations 

 

  Observed 

Mean 

Respondents 

on average 

tended to; 

Std. 

Dev. 

Responses 

distributed; 

Workforce 

reorganization 

Uchumi 69 3.4638 Uncertain .8673 Moderately 

KCB 73 3.7260 Agree .9896 Moderately 

Talent acquisition in 

senior management 

Uchumi 69 3.5942 Agree .9749 Moderately 

KCB 73 4.3288 Agree .8174 Moderately 

Training and 

development new 

organizational culture 

Uchumi 69 3.5217 Agree .9942 Moderately 

KCB 73 3.8630 Agree .9326 Moderately 

Workforce 

retrenchment 

Uchumi 69 3.5652 Agree .9311 Moderately 

KCB 73 3.5479 Agree 1.0279 Widely 

Performance Targets 

formulation 

Uchumi 69 2.4638 Disagree .9788 Moderately 

KCB 73 4.3836 Agree .7570 Moderately 

Staff performance 

appraisals 

Uchumi 69 2.8841 Uncertain .9931 Moderately 

KCB 73 4.0274 Agree .9570 Moderately 

Team work among 

colleagues 

Uchumi 69 3.4203 Uncertain .9762 Moderately 

KCB 73 4.0411 Agree .9195 Moderately 

Talent Development 
Uchumi 69 3.5362 Agree .9483 Moderately 

KCB 73 3.9041 Agree 1.0160 Widely 

Staff Credentials 

Revaluation 

Uchumi 69 2.7681 Uncertain .8070 Moderately 

KCB 73 3.3425 Uncertain 1.0030 Widely 

Team building 

activities 

Uchumi 69 3.6812 Agree 1.0501 Widely 

KCB 73 4.2192 Agree .8035 Moderately 

Independent Samples t Test for Human Resource Strategies    

To determine on whether there were statistical differences between means of KCB and Uchumi 

in relations to HR then the independent samples t test was undertaken. One of the conditions 

of undertaking the independent samples t test is the examination on whether both KCB and 

Uchumi have homogeneity of variance that is both groups have equal variances. The 

homogeneity of variances was examined using the Lavene test for equality of variances. If the 

test is significant (p<0.05) then the null hypothesis that the population variance of KCB and 

Uchumi are equal is rejected and the second row of Equal Variances is used. In this context all 

the metrics of HR except performance targets formulation and staff credentials revaluation had 

their p values greater than 0.05 and therefore equal variances were assumed. In relations to 

performance targets formulation and staff credentials revaluation their p values were less than 

0.05 and therefore equal variances were not assumed. In order to make conculsion on whether 

there was significant difference in the means for the strategic human resource between Uchumi 

and KCB, the observed p values were examined to see on whether they were greater or less 

than the 0.05 significance level. As indicated in Table 12, there were significant differences in 

all the strategic human resources management for KCB and Uchumi except in relations to 

workforce reorganization, and work retrenchment aspects.  
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Table 5: Independent Samples t Test for HR Strategies 

 
 

 

Levene's Test for Equality of 

Variances 

t-test for Equality of Means 

  

F sig. pig.st  Equal 

Variances? 

t df sig. pig.anc Conclusion 

Significant 

difference in 

means? 

Workforce 

reorganization 

Equal variances 

assumed 

.457 .500 No Assumed -1.675 140 .096 No No 

Equal variances not 

assumed 

 -1.682 139.221 .095   

Talent 

acquisition in 

senior 

management 

Equal variances 

assumed 

3.548 .062 No Assumed -4.875 140 .000 Yes Yes 

Equal variances not 

assumed 

    -4.851 132.950 .000   

Training and 

development 

new 

organizational 

culture 

Equal variances 

assumed 

2.635 .107 No Assumed -2.111 140 .037 Yes Yes 

Equal variances not 

assumed 

    -2.107 137.998 .037   

Workforce 

retrenchment 

Equal variances 

assumed 

1.139 .288 No Assumed .105 140 .917 No No 

Equal variances not 

assumed 

    .105 139.753 .916   

Performance 

Targets 

formulation 

Equal variances 

assumed 

4.982 .027 Yes Not 

Assumed 

-

13.11

4 

140 .000 Yes Yes 

Equal variances not 

assumed 

    -

13.02

1 

127.983 .000   

Staff 

performance 

appraisals 

Equal variances 

assumed 

.041 .840 No Assumed -6.986 140 .000 Yes Yes 

Equal variances not 

assumed 

    -6.979 138.780 .000   
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Team work 

among 

colleagues 

Equal variances 

assumed 

1.926 .167 No Assumed -3.902 140 .000 Yes Yes 

Equal variances not 

assumed 

    -3.896 138.126 .000   

Talent 

Development 

Equal variances 

assumed 

.001 .981 No Assumed -2.227 140 .028 Yes Yes 

Equal variances not 

assumed 

    -2.232 139.979 .027   

Staff 

Credentials 

Revaluation 

Equal variances 

assumed 

5.431 .021 Yes Not 

Assumed 

-3.746 140 .000 Yes Yes 

Equal variances not 

assumed 

    -3.769 136.569 .000   

Team building 

activities 

Equal variances 

assumed 

7.409 .007 No Assumed -3.440 140 .001 Yes Yes 

Equal variances not 

assumed 

    -3.415 127.281 .001   
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Normality Tests for HR Strategies    

The skewness and kurtosis tests were used for the purposes of examining the normality of the 

data. Normality refers to the extent to which the distribution of the sample data corresponds to 

the normal distribution. Skewness refers to the measure of how responses are distributed or the 

relative symmetry. On the other hand, kurtosis is a measure of the how responses cluster around 

a central point for a standard distribution. Kurtosis has been described as the measure of relative 

peakedness of a distribution.  

Normality for Uchumi HR Strategies Metrics  

The normality of the data was assumed if the skewness statistics is within the interval (-3.0, 

3.0) and kurtosis statistic is lying in the interval (-10.0, 10.0). Therefore, since the individual 

metrics of Human Resource Strategies for Uchumi lay within the given cutoff points as 

illustrated through Table 6for both skewness and kurtosis, normality of the data was assumed.  

Table 6: Normality Tests for Uchumi HR Strategies 

  Skewness Calculations Kurtosis Calculations 

 N Observed 

Skewness 

Skewness 

within 

-3.0 to 3.0? 

Observed 

Kurtosis 

Kurtosis 

within -

10.0 to 

10.0? 

Workforce reorganization 69 -.233 Yes -.655 Yes 

Talent acquisition in senior 

management 

69 -.077 Yes -.957 Yes 

Training and development new 

organizational culture 

69 .077 Yes -1.022 Yes 

Workforce retrenchment 69 .086 Yes -.859 Yes 

Performance Targets 

formulation 

69 .492 Yes -.474 Yes 

Staff performance appraisals 69 -.318 Yes -.676 Yes 

Team work among colleagues 69 -.160 Yes -1.038 Yes 

Talent Development 69 -.214 Yes -.842 Yes 

Staff Credentials Revaluation 69 .452 Yes -.409 Yes 

Team building activities 69 -.262 Yes -1.103 Yes 

Valid N (listwise) 69     

Normality for KCB HR Strategies Metrics 

The normality of the data was assumed if the skewness statistics is within the interval (-3.0, 

3.0) and kurtosis statistic is lying in the interval (-10.0, 10.0). Therefore, since the individual 

metrics of HR for KCB lay within the given cutoff points as illustrated in Table 7 for both 

skewness and kurtosis, normality of the data was assumed. 
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Table 7: Normality Tests for KCB HR Strategies 

  Skewness Calculations Kurtosis Calculations 

 N Observed 

Skewness 

Skewness 

within 

-3.0 to 3.0? 

Observed 

Kurtosis 

Kurtosis 

within -10.0 

to 10.0? 

Workforce reorganization 73 -.479 Yes -.735 Yes 

Talent acquisition in 

senior management 

73 -.995 Yes .184 Yes 

Training and development 

new organizational culture 

73 -.565 Yes -.429 Yes 

Workforce retrenchment 73 -.172 Yes -.087 Yes 

Performance Targets 

formulation 

73 -.974 Yes .153 Yes 

Staff performance 

appraisals 

73 -.544 Yes -.801 Yes 

Team work among 

colleagues 

73 -.524 Yes -.742 Yes 

Talent Development 73 -.538 Yes -.810 Yes 

Staff Credentials 

Revaluation 

73 .193 Yes -.006 Yes 

Team building activities 73 -.587 Yes -.698 Yes 

Valid N (listwise) 73     

 

Multiple Linear Regression of HR Strategies     

In order to investigate the effect of HR strategies on the organizational performance of the 

firms, the multiple linear regression analysis was undertaken. The individual metrics or 

indicators of the HR strategies were regressed against the composite variable of the 

organizational performance of KCB. 

Multiple Linear Regression of HR Strategies for Uchumi 

The multiple correlation coefficients (R) of Uchumi HR Strategies metrics is positive 

indicating the cumulative effect of HR Strategies metrics on the Organizational Performance. 

The multiple correlation coefficient of 0.899 indicates a very strong positive correlation 

between HR Strategies metrics and the Organizational Performance of Uchumi. The coefficient 

of determination (R Square) indicates the variance of the Organizational Performance of 

Uchumi that is determined or explained by the HR Strategies. In this context, the coefficient 

of determination of 0.809 indicates that HR practices account for 80.9% of the variance in the 

Organizational Performance of Uchumi. 

Table 8: Model Summary of Uchumi HR Strategies 

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

Estimate 

1 .899a .809 .776 .21653 

a. Predictors: (Constant), Team building activities, Staff Credentials Revaluation, Teamwork 

among colleagues, Workforce reorganization, Performance Targets formulation, Training and 

development new organizational culture, Staff performance appraisals, Talent acquisition in 

senior management, Workforce retrenchment, Talent Development 

b. Dependent Variable: Organization Performance  
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The null hypothesis (H01) that is HR Strategies have no significant influence on Organizational 

Performance of Uchumi was tested using one-way ANOVA. The individual metrics or 

indicators of the HR strategies were regressed against the composite variable of Organizational 

Performance of Uchumi. Since the hypothesis testing was tested under a significance level of 

0.05, then the p value of HR Strategies ANOVA table was compared with the significance 

level in order to make a reject or fail to reject the null hypothesis decision. In cases where the 

p value was less than the significance level, then the null hypothesis was rejected.  

The null hypothesis was rejected since F (10, 58) = 24.558, P<0.05. Since p value is 0.000, it 

implied that there is a 0.000% likelihood or probability that the model gave a wrong prediction 

and therefore the model was found to a good fit of the data. Therefore, the alternative 

hypothesis that HR practices have significant influence on Organizational Performance of KCB 

was adopted.  

Table 9: ANOVA for Uchumi HR Strategies 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 11.514 10 1.151 24.558 .000b 

Residual 2.719 58 .047   

Total 14.234 68    

a. Dependent Variable: Organizational Performance 

b. Predictors: (Constant), Team building activities, Staff Credentials Revaluation, 

Teamwork among colleagues, Workforce reorganization, Performance Targets formulation, 

Training and development new organizational culture, Staff performance appraisals, Talent 

acquisition in senior management, Workforce retrenchment, Talent Development 

The study findings agreed with Riany, Musa, Odera and Okaka (2012) and Nyaberi, Sakwa 

and Kiriago (2013) that human resource strategies such as team building and talent acquisitions 

positively impact on organizational performance. 

With a view of understanding the individual effect of HR of Uchumi with the other metrics 

kept constant, then the unstandardized coefficients were examined. All the metrics of the HR 

Strategies had positive effect on Uchumi organizational performance except talent acquisition 

in senior management, staff performance appraisals, and staff credentials revaluation as 

illustrated through Table 23. In this context, the regression model was constructed as per below; 

Organizational Performance of Uchumi = 1.473 + 0.171(x1) -0.122 (x2) + 0.038(x3) + 

0.323(x4) + 0.129(x5) -0.042(x6) + 0.040(x7) + 0.094(x8) -0.007(x9) + 0.003(x10) 

where  

x1 = Workforce reorganization, x2 = Talent acquisition in senior management, x3 = 

Training and development of new organizational culture, x4 = Workforce retrenchment, 

x5 = Performance Targets formulation, x6 = Staff performance appraisals, x7 = Team work 

among colleagues, x8 = Talent Development, x9 = Staff Credentials Revaluation, x10 = 

Team building activities 

The coefficient for the intercept is 1.473 which indicates that if the HR metrics are at zero then 

Organizational Performance of Uchumi would stand at 1.473. The regression model indicates 

that a unit increase in workforce reorganization, talent acquisition in senior management, 
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training and development new organizational culture, workforce retrenchment, performance 

Targets formulation, and staff performance appraisals would result into 0.171, -0.122, 0.038, 

0.323, 0.129, and -0.042 increase in Organizational Performance of KCB respectively. On the 

other hand, a unit increase in team work among colleagues, talent development, staff 

credentials revaluation, and team building activities would lead to 0.040, 0.094, -0.007, and 

0.003 in organizational performance of Uchumi with other metrics kept constant. 

To examine on whether the individual metrics of the HR were significant predictors of 

Organizational Performance at Uchumi, the p value method were used. The following items 

were significant predictors of organizational performance of Uchumi due to p values of less 

than 0.05 for the given metrics; Workforce reorganization, Talent acquisition in senior 

management, Workforce retrenchment, and Performance Targets formulation. 

Table 10: Coefficients for Uchumi HR Strategies 

 
Unstandardized 

Coefficients 

Standardized 

Coefficients 

  

 B Std. Error Beta t Sig. 

(Constant) 1.473 .209  7.061 .000 

Workforce reorganization .171 .035 .324 4.834 .000 

Talent acquisition in senior 

management 

-.122 .058 -.259 -

2.093 

.041 

Training and development 

new organizational culture 

.038 .036 .082 1.050 .298 

Workforce retrenchment .323 .064 .656 5.030 .000 

Performance Targets 

formulation 

.129 .038 .277 3.393 .001 

Staff performance appraisals 
-.042 .041 -.091 -

1.026 

.309 

Teamwork among colleagues .040 .056 .085 .707 .482 

Talent Development .094 .071 .195 1.325 .190 

Staff Credentials Revaluation -.007 .041 -.012 -.160 .873 

Team building activities .003 .032 .007 .093 .926 

 

Multiple Linear Regression of HR Strategies for KCB 

The multiple correlation co-efficient (R) is positive indicating the cumulative effect of HR 

metrics on the Organizational Performance of KCB. The multiple correlation coefficient of 

0.853 indicates a very strong positive correlation between HR metrics and the Organizational 

Performance of KCB. The coefficient of determination (R Square) indicates the variance of the 

Organizational Performance of KCB that was determined or explained by the strategic human 

resource management. In this context, the coefficient of determination of 0.729 indicates that 

HR practices account for 72.8% of the variance in the Organizational Performance of KCB. 

The study findings agreed with Ochieno (2013) that regardless of the type of organization, 

human resource management strategy positively impacts on the organizational performance. 

The study findings agreed with Mbandu (2016) and Njihia (2009) that work reorganization and 

new organizational culture positively impact on the organizational performance in both 

Uchumi Supermarket and KCB. 
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Table 11: Model Summary of KCB HR Strategies 

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

Estimate 

1 .853a .728 .684 .27506 

a. Predictors: (Constant), Team building activities, Talent Development, Staff Credentials 

Revaluation, Workforce retrenchment, Training and development new organizational 

culture, Staff performance appraisals, Performance Targets formulation, Talent acquisition 

in senior management, Team work among colleagues, Workforce reorganization 

The null hypothesis (H01) that is Human Resource Management practices have no significant 

influence on Organizational Performance of KCB was tested using one-way ANOVA. The 

individual metrics or indicators of the HR practices were regressed against the composite 

variable of Organizational Performance of KCB. Since the hypothesis testing was tested under 

a significance level of 0.05, the p value of Human Resource Management practices ANOVA 

table was compared with the significance level in order to make a reject or fail to reject the null 

hypothesis decision. In cases where the p value was less than the significance level, then the 

null hypothesis was rejected. 

The null hypothesis was rejected since F (10, 62) = 16.598, P<0.05. Since p value is 0.000, it 

implied that there is a 0.000% likelihood or probability that the model gave a wrong prediction 

and therefore the model was found to a good fit of the data. Therefore, the alternative 

hypothesis that HR practices have significant influence on Organizational Performance of KCB 

was adopted.  

Table 12: ANOVA of KCB HR Strategies 

Model Sum of 

Squares 

Df Mean 

Square 

F Sig. 

1 

Regression 12.558 10 1.256 16.598 .000b 

Residual 4.691 62 .076   

Total 17.249 72    

a. Dependent Variable: Organizational Performance 

b. Predictors: (Constant), Team building activities, Talent Development, Staff Credentials 

Revaluation, Workforce retrenchment, Training and development new organizational culture, 

Staff performance appraisals, Performance Targets formulation, Talent acquisition in senior 

management, Team work among colleagues, Workforce reorganization 

The study findings agreed with Ochieno (2013) that human resource management Strategies 

directly influence organizational performance. With a view of understanding the individual 

effect of human resource management Strategies with the other metrics kept constant, then the 

unstandardized coefficients were examined. Seven of the human resource management aspects 

that is workforce reorganization, talent acquisition in senior management, training and 

development new organizational culture, workforce retrenchment, performance targets 

formulation, staff performance appraisals, and staff credentials revaluation had positive effect 

on the Organizational Performance of KCB. On the other hand, Teamwork among colleagues, 

Talent Development, and Team building activities were found to have negative effect on the 

Organizational Performance of KCB. In this context, the regression model was constructed as 

per below; 
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Organizational Performance of KCB = 1.281+ 0.105(x1) + 0.297(x2) + 0.119(x3) + 0.080(x4) 

+ 0.021(x5) + 0.095(x6)-0.031(x7)-0.031(x8) +0.024(x9)-0.008(x10)  

where 

x1 = Workforce reorganization, x2 = Talent acquisition in senior management, x3 = 

Training and development of new organizational culture, x4 = Workforce retrenchment, 

x5 = Performance Targets formulation, x6 = Staff performance appraisals, x7 = Teamwork 

among colleagues, x8 = Talent Development, x9 = Staff Credentials Revaluation, x10 = 

Team building activities 

However, the study findings contrasted a study by Riany, Musa, Odera and Okaka (2012) that 

talent development positively impacts on organizational performance. Additionally, the study 

findings disagreed with a study by Mwangi (2013) on the turnaround Strategies employed by 

KCB in Kenya. The study contrasted a study by Adeyemi (2011) which found that there is a 

positive correlation between talent acquisition and organizational performance. The authors 

argued that talent acquisition helps to reduce errors because employees are given the tasks 

which they are best at. On the other hand, the study findings supported a study by Santana, 

Valle and Galan (2017) that teamwork is negatively related to organizational performance in 

the retail sector.  

The study findings agreed with a study by Mousavi, Hosseini and Hassanpour (2015). On the 

other hand, the study findings contrasted with Weitzel and Jonsson (2010) that work 

reorganization is positively related to organizational performance. The study findings indicated 

that in both Uchumi and KCB, work reorganization positively impacted organization 

performance but the authors noted that work reorganization is negatively related to 

organizational performance.  

The coefficient for the intercept is 1.281 which indicates that if the HR metrics are at zero then 

Organizational Performance of KCB would stand at 1.281. The regression model indicates that 

a unit increase in workforce reorganization, talent acquisition in senior management, training 

and development new organizational culture, workforce retrenchment, performance Targets 

formulation, and staff performance appraisals would result into 0.105, 0.297, 0.119, 0.80 and 

0.021 increase in Organizational Performance of KCB respectively. On the other hand, a unit 

increase in staff performance appraisals, and staff credentials revaluation would lead to 0.095 

and 0.024 increases in Organizational Performance of KCB. However, the study found that 

unit increases in team work among colleagues, talent development and team building activities 

would lead to marginal decreases of 0.031, 0.031 and 0.008 in Organizational Performance of 

KCB with the other metrics kept constant. However, Mousavi, Hosseini and Hassanpour 

(2015) found that the unit increase in team work, team building and talent development would 

lead to marginal decreases of 0.001, 0.001, and 0.001 hence contrasting the current study 

findings.  

To examine whether the individual metrics of the HR were significant predictors of 

Organizational Performance at KCB the p value method was used. The p value for Talent 

acquisition in senior management and Workforce retrenchment at 0.000 and 0.042 respectively 

which were less than 0.05 significance level hence they were significant predictors of 

organizational performance. 
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Table 13: Coefficients for KCB HR Strategies 

 
Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig 

 
B Std. 

Error 

Beta 

(Constant) 1.281 .332  3.857 .000 

Workforce reorganization .105 .092 .211 1.138 .259 

Talent acquisition in senior 

management 

.297 .065 .496 4.568 .000 

Training and development new 

organizational culture 

.119 .089 .227 1.340 .185 

Workforce retrenchment .080 .038 .167 2.076 .042 

Performance Targets formulation .021 .059 .033 .362 .719 

Staff performance appraisals .095 .050 .185 1.880 .065 

Team work among colleagues -.031 .060 -.058 -.512 .610 

Talent Development -.031 .046 -.065 -.675 .502 

Staff Credentials Revaluation .024 .037 .050 .658 .513 

Team building activities -.008 .067 -.013 -.119 .906 

 

One Way Analysis of Covariance (ANCOVA) for HR Strategies     

To understand on whether there was a significant difference on the effect of HR on 

organizational performance between KCB and Uchumi, then the one-way Analysis of 

Covariance (ANCOVA) was undertaken. One of the preconditions of undertaking the 

ANCOVA that is homogeneity of variance was tested using the Lavene’s test. Since, p=0.628 

>0.05 as indicated in Table 27 then a conclusion was made that homogeneity of variance 

assumption was not violated and thus ANCOVA was undertaken. 

Table 14: Lavene’s Test of Equality of Error Variances (HR Strategies) 

F df1 df2 Sig. 

.236 1 140 .628 

Tests the null hypothesis that the error variance of the dependent variable is equal across 

groups. 

a. Design: Intercept + HR Strategies + Company Metrics 

Dependent Variable:  Organizational Performance 

The p value of the Table 14was examined and compared with the 0.05 significance level in 

order to make a decision on whether there were significant differences the effect of HR 

Strategies on organizational performance between KCB and Uchumi. In this context, there was 

no significant effect of HR on organizational performance based on company that is KCB and 

Uchumi since F (1, 139) =0.290, p=0.591>0.05.  
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Table 15: Tests of Between-Subjects Effects of HR Strategies 

Source Type III 

Sum of 

Squares 

df Mean 

Square 

F Sig. Partial  

Eta 

Squared 

Noncent.  

Parameter 

Observed  

Powerb 

Corrected 

Model 

23.426a 2 11.713 117.669 .000 .629 235.337 1.000 

Intercept 5.193 1 5.193 52.167 .000 .273 52.167 1.000 

HR 

STRATEGIES    

17.646 1 17.646 177.272 .000 .561 177.272 1.000 

Company  .029 1 .029 .290 .591 .002 .290 .083 

Error 13.836 139 .100      

Total 2064.250 142       

Corrected 

Total 

37.262 141       

Dependent Variable:  Organizational Performance 

a. R Squared = .629 (Adjusted R Squared = .623) 

b. Computed using alpha = .05 

Comparing values in Table 12 and 15 on coefficients of Uchumi and KCB HR strategies, it is 

clear that talent acquisition in KCB had 0.000 while Uchumi had 0.041 which were less than 

0.05 significance level, hence they were significant predictors of organizational performance. 

The study findings agreed with Mbandu (2016) and Njihia (2009) that talent acquisition is a 

predictor of organizational performance in Uchumi and KCB respectively. The study findings 

further indicated that the coefficient value for workforce retrenchment in Uchumi was 0.000 

and 0.042 in KCB indicating that workforce retrenchment is a predictor of organizational 

performance. The study findings contrasted by Nyaberi, Sakwa and Kiriago (2013) and 

Obonyo (2013) who found that workforce retrenchment results to employee demotivation and 

hence low organizational performance. The study findings indicated that the coefficient for 

teamwork among colleagues were 0.482 and 0.610 in Uchumi and KCB respectively while the 

coefficient for team building activities were 0.926 and 0.906 for Uchumi and KCB 

respectively. Therefore, the study findings indicated that teamwork and team building were not 

predictors of organizational performance in both Uchumi and KCB. The study findings 

contrasted with Nyaberi, Sakwa and Kiriago (2013), Ochieno (2013), and Gibson and Billings 

(2010) that team work and team building positively impact on organizational performance in 

the retail sector.  

Conclusion 

The effect of the HR strategies on the Organizational Performance was examined using ten 

metrics; workforce reorganization, talent acquisition in senior management, training and 

development new organizational culture, workforce retrenchment, performance targets 

formulation, and staff performance appraisals. Other metrics included teamwork among 

colleagues, talent development, staff credentials revaluation, and team building activities. A 

likert scale of Strongly Disagree (SD), Disagree (D), Uncertain (U), Agree (A) and Strongly 

Agree (SA) was used.  

The means and the standard deviations of the HR strategies were examined. In Uchumi impact 

on organizational performance, all the metrics lay between 3.5 and 4.5 indicating that the 

respondents on average tended to agree with the metrics. This is except for performance targets 

formulation, staff performance appraisals, teamwork among colleagues, and staff credentials 

revaluation with means of 2.4638, 2.8841, 3.4203, and 2.7681 respectively. This indicated that 
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in response to performance targets formulation, staff performance appraisals, teamwork among 

colleagues and staff credentials revaluation the measures had the respondents on average 

disagreeing in respect to the first metric and being uncertain in relations to the other three 

metrics. The means of the HR for KCB lay between 3.5 and 4.5 except for staff credentials 

revaluation implying that on average, the respondents tended to agree in relations to the given 

HR impacting on the Organizational Performance.  

In the context of standard deviations, all the strategic human resource metrics for Uchumi had 

their measures between 0.5 and 1 indicating moderate distribution of responses except for team 

building activities which had the responses widely distributed. In the context of standard 

deviations, all the strategic human resource metrics for KCB except workforce retrenchment, 

talent development, and staff credentials revaluation had their standard deviations between 0.5 

and 1 indicating a moderate response distribution. It is only in relations to the impact of 

workforce retrenchment, talent development, and staff credentials revaluation on 

Organizational Performance that the responses were widely distributed indicating lack of 

consensus amongst the respondents due to standard deviations of above 1.0.  

The independent samples t test for HR was undertaken to determine on whether there were 

statistical differences between means of KCB and Uchumi in relations to human resource. The 

results indicated that there were significant differences in all the HR strategies for KCB and 

Uchumi except in relations to workforce reorganization, and work retrenchment aspects. To 

understand on whether there was a significant difference on the relationship of HR on 

organizational performance between KCB and Uchumi, the one-way Analysis of Covariance 

(ANCOVA) was undertaken. The study found that there were no significant relationship of HR 

strategies and organizational performance based on company that is KCB and Uchumi since F 

(1, 139) =0.290, p=0.591>0.05.  
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