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FOREWORD

This Journal aptly named, AThe University J¢
among the members of the Doctoral Association of Eastern Africa (DAEA) on the need to
provide a channel through which Academicians and practitioners camgeddas with the

sole aim of positively impacting on society through research. At DAEA, we recognize that part

of the problem with Kenya and wider African continent is that majority of our research work

are not driven by third party (the consuming comiyrbut personal needs. It is no wonder

t hat most research output continue to gathe
modern electronic thesis/project databases. A number of our Universities continue to churn out
highly &now-ledgedpeoplewith higher degrees and yet their impact has not been felt in equal
measure by Society. There has been increasingly no incentive for both the public and private
sector to rush in embrace for our products!

Yes, we recognize that role of the Universitydsdachand research but in the modern times,
teaching and researching without reference to societal needs is one sure way of wasting our
countrie® scarce resources, resources that would otherwise be used for change infusing
endeavors. We at DAEA are veplease that this Journal is presenting i issue. We are

also very excited that this issue has attracted papers from diverse disciplines.

Historically, society has looked at Universities as generators of quality knowledge with
requisite potential tarive positive change. In a number of countries, Universities have lived

up tothis expectation by being centres of reference by both the public and private sectors both

for evidencebasedadvice and quality personnel. In Kenya just as in majority ofSshlaran

Africa, there is little evidence that the research output has beenngkgiy used to derive

change. There is, to say the leastseeming mismatch between research in academia and
societalneedsand t his i s where Atme University Jour

Welcome to thehird issueof 6 The Uni ver si t-rgferebdbacemialownal a pe.
designed to enable research make societal sense. With its broad scope, this Journal is dedicated

to developmental challenges and not simple research topics talg@m\platform through

which academia and other researchers meet the expestafidhe greater community for

societal good.

This issuencludes several papers which invariably determine the face of the journal and set
the stage for subsequent issues wikipublish intended only to impact on societal change. At
the same time, rearch papers included in this inaugural issue exemplify the kinds of papers
that the journal will favor.

Using this publication platforml would like to thank the many people wicreated the
opportunity for the journal to be born and who made it happenaMDAEA welcome you to

take advantage of this very unique journal to link with your peers and all other stakeholders
both in the public and private sectors.

Phares Ochola (PhD)

Technical University oKenya

Email: pharesochola@yahoo.com
February 2019



ABOUT THE UNIVERSITY JOURNAL

The University Journal, a publication of Doctoral Association of Eastern Africa (DAEA), is an
interdisciplinary journal inking research articles witbias to altlisciplines addressing modern

uni versityodos service to society. Put di ffer
intended to provide a forum for researchers to publish works that enhance inherent societa
contract between good weirsities andheir communities. We at DAEA recognize the fact that

the purpose of a modern University is to generate and disseminate knowledge intended to
enhance the general welfare of society. It is the vehicle that genéitksowledge on which
opeaational skils emanate. As a community of Scholars, we feel obligated tarckgad) our

little contribution to make our universities (vehicles) come close to realizing this noble
aspiration.

Following our wish and intent, wextend a hand of collaborah and coopetion to our
Universities leadership to add to makingthisjon al 6 s s e c o rnisduesfulfilthat u b s e g
wish and aspiration. Thotgot exclusively, outhird issue othe University Journal of DAEA
addressesniversity education an@search in Keya. Unlike the global universities, our public
universities seem to shy away from serious engagement in and with the communities and
neighborhoods where they are located. The old adage that charity begins at kdnte ne

inspire us. Also, tls journal aspes to serve as the forum for advocacy in University
community outreach programs and activities which, from time to time, provide models for
more effective community, economic and social development.

Additionally, the Journal shall, among @hendeavorsstrive to call for and urge greater use
of research- especialy applied research becauseeihds to be purposefed to enhance our
communities and neighborhoods. This approach to research shall seek to dtvelanidate
some of thesocial and eamomic problems that we have in Kenya as well as in other countries.
This journal will go a long way in actualizing tkeuntryd ¥ision 2030 embedded in Social,
Economic and Political Pillard.ike other developingountries, Kenya has a miplicity of
scacio-economic problems towards which our research activities shall be dirébtegburnal
through its various researhwill also inform policy in other economies that have similar
issues bedeviling them.

Hannah Bula (PhD)
Chief Editor

The University Journal.
Email: editor@daea.or.ke
February 2019
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Consumer Ethnocentrism and Attitudes towards Local Products: A
Case of Kenyan Consumers

Peter N. Kiriri

Chandaria School of Busineddnited States international Uversityi Africa, Nairobi,
Kenyg Email: pnkiriri@usiu.ac.ke

Cite: Kiriri, P. N. (2019). Consumer Ethnocentrism and Attitudew#éods local Products:
A Caseof KenyanConsumersThe Universiy Journal,1(3), 1-18.

Abstract

This paper entails a study that was conducted to investigate the existence of consumer ethnocentrism
and the attitudes towards locally madegucts among Kenyatonsuners. The study is founded on

the different perspectives of consumer attitudes towards domestic and foreign made products. The
sample for this study was drawn from adult customers who live in Nairobi. Altogether, the study
sampled385 respondents tohem qeestionnaires were distributed and, 315 completed and returned

for analysis. The consumer ethnocentric tendency was measured using the consumer ethnocentrism
scale developed by Shimp and Sharma in 1987 while consumer attitudecasisred using a seal
derived from the | iterature. Cronbachdés Al pha val ui
existed, hence appropriate to make inferences. Principle component analysis was employed to
determine the important factors affang consumer atties. Fur components were identified through
confirmatory factor analyses which were labelled as: Patriotism; Economic Impact; Foreign Products;
and, Made in Kenya Attitude. A structural equation model was developed showing th@sbklptio
between consuen etmocentrism components and attitude towards made in Kenya products. Consistent
with other African studies, it was found that the Kenyan consumers were not ethnocentric. They were
however concerned with the impact of foreign prasitie the economy arespedlly on employment.

On the other hand, Kenyans were found to be xenocentric (preference for foreign made products).

Keywords: Consumer EthnocentrisnXenocentric Consumer BehaviourAttitude, CETSCALE
Kenya

Introduction

The maketing environment &s winessed drastic changes over the yédatler & Keller,
2012).This has been driven largely by globalization and technological changes. As a result,
physical boundaries have either become inconsequential to business or beasxignssly
hampering bsines eliminated. Due to this there has been more flow of foreign manufactured
products into domestic markets. The foreign manufacture products have not only provided
competition to domestic products but have also afforded consanpéaitform of compasion

ard choice (Pentz, 2011). Local manufacturers have had to deal with the influx of foreign based
products which in some cases have a price, quality and perception advantage over local ones.

Consumers being faced with an increasemashof both domestiand mported products have

to make a decision (Makanyeza & du Toit, 2016). This decision is highly influenced by
consumer attitudes towards such products. Differently, consumers may perceive domestic
products as either superior orenibr compared to imgtedproducts. Consumers also relate
different product usage to status and thus would prefer products that confer them an elevated
status (Schiman & Kanuk, 2004). It is therefore important for marketers to understand
Cc 0 n s u me debé and @mefetencesardsforeign products as well as domestic products.
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Kenya, a developing country in Eastern Africa is the largest economy in the region and has
witnessed a relatively stable economic growth in the recent past (African Development Bank
2018). As a result, theteave been improved standards of living of titigens. This has led to

the flooding of foreign products in the market. The foreign products have led to some domestic
manufacturers scaling down production while others haveredtiopped producing goods
altogether or have opted to import finished produ(KIPPRA, 2017). This study intends to
understand the ethnocentric tendencies of Kenyans and their attitudes towards products made
in Kenya.

Background to the Study

Consumer Bedwior

Schiffman and Kanuk2007) defined consumer behaviour as being the behaviour that consumers
display in searching for, purchasing, using, evaluation, and disposing of products and services that
expect will satisfy their needs. Consumer behaviourlwegotte actions or inactits emanating

from a consumer in a product buying process. Such actions can be positive or negative depending
on the product evaluation process a consumer goes through. As such, this behaviour refers to the act
of buying a producbr sevice that may invole a search of information relevant to a purchase
decision, selection of buy outlet or product provider, and other actions performed prior to, and in the
process of, a purchase (Ajzen, 2008). Bennett (1995) defined consumeolnelstie dynamic
interacton of affect and cognition, behaviour, and environmental events by which human beings
conduct the exchange aspects of their lives. According to Sol@nah (2006), consumer
behaviour is the processes involved when individoiatggaups select, purchasese, or dispose of
products, services, idea or experiences to satisfy their perceived needs and desire.

According to Kotler and Keller (2012), consumer behaviour involves the understanding of how
individuals, groups, and orgaatiors select, buy, usand dispose of goods, services, ideas, or

experiences to satisfy their needs and wants. ettisioamakingp r ocess, t he consur
behavior is influenced by many factors including cultural, social, and personal veitiiazsltural
factorsbeigy t he most dominant in influencing the p

that influences the dominant beliefs that in turn direct behavior. Different countries exhibit different
cultural orientations that affectaldecigons made by consumsein that country. It is therefore
imperative for marketers to closely attend to cultural values in every country they are in so as to
understand how to best market their existing products and find opportunities for new products
(Kotler & Keller, 2012). h terms of social factors, consumer buying behaviour is influenced by
factors such as reference groups, family, and social roles and statuses in the society. On personal
factors, consumers are influenceddge and stage in thiéel cyde, their occupationincome

levels, personality and setbncept, and lifestyle and values.

Attitude

Attitude has been researched over a period of time by both theorists and psychologist in order to
understand what drives behavior. Researchersdsa@blshed a connectiorebwveen attitude and

behaviour. Jansson (2010) and, Ajzen and Fishbein (2000) assert that attitude explains behaviour

in a way that no other variable does. Attituct
or unfavoural# evalations, emotional fings, and action tendencies toward some object or idea
(Kotler & Keller,2012)At t i t udes are an expression of an i
whether a person is favorably or unfavorably predisposed to some shpdcasa brand, a

service,or a retail establishment (Schiffman & Kanuk, 200@ishbein and Ajzen (1975)

defines attitude as a concept that guides or influences behaviour and therefore are critical predictors

to human behaviour. They also note that engharadym of attitudes, Heefs play a crucial role as

they are the best measure of a personbds atti

~2~
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predispositions to respond to an object or class of objects in a consistently favourable or
unfavourablemannerHogg and Vaughn (Z%) describe attitude as an organization of personal
beliefs, feelings and behavioural tendencies that they have towards groups, objects, events or
symbols that are of social significance.

Attitude has three components. Accoglio Md.oed (2018), the tle components include:

Cognitive component involving beliefs, knowledge, understanding and thinking about an object;

Af fective component which involves a personbo
object; and Behaviouraompament which describebe visible component of attitude in form of

actions and behaviour towards an object (Sharma, 2015). Based on the three components, an

i ndividual 6s actions to buy or not tovebuy ar
towads a particular pauct (cognitive) and their feelings or emotions either positive or negative

about the product (affection). The combination of the three components as a result has an effect on
consumer behaviour and attitudes towards domessavépeign based products.

Critical to the discussi on o Fishbein®iAjzen (l875)i s h o
the two main attitude measurements are a person's preference for a given object (e.g., like
dislike) or his/her favorability witlhespecto the object (e.gfavorableunfavorable, approve
disapprove)The key driver to the buying decision is the attitude the consumer has towards the
product, the manufacturer or even the provider. When consumers have to make a decision between
compding aternative productghey are more likely to choose a product to which they have a
positive attitude and shun that which they have a negative attitude (Ajzen, IBOD®@).current

study, attitude is measured in line with the perception Kenyangdasedsthose products made

in Kenya.

Literature Review

Consumer Attitude

Consumer attitude can be defined as a favourable or unfavourable tendency toward the
characteristics of a particular object, which will affdoe tendency of consumers teehave
predictablyin relationto thatobject( Anchor & KouSilov§, 2009). Ac
(2012), Consumer decisions are also influenced by their core values which are the belief systems
that underlie attitudes and behaviors and that core valueagdodeeper than behaviourattitude

and determine, at a basic | evel, peopleds cho

Consumer attitudes are a composite of a =c¢co
behavioral intentions toward a brand or marlkgtinganisation and its fadikes. Basd on the
components of attitude identified, in relation to beliefs, consumers develop either positive and
negative beliefs about products or at times a belief of indifference/neutral. A belief is a
descriptive thoughthat a person holds aboutnsething orphenomenon. The beliefs differ

among customers based on their level of knowledge and past experience or learning about the
products. The belief system in a consumer dictates how to perceive a situation.

On the othehand, the affective componteof attitude means consumers hold certain feelings

towards products. Research has identified emotional connections between products and
customers. Product like or dislike is highly influenced by the nature of emotions coasumer
develop towards productshik influences theidecisionmaking process. Having developed

some beliefs and feelings/emotions towards products, consumers act in line with the beliefs
and emotions. The beliefs and atenbohsiandntss dr i v
dictates he actiorthat the consumer takes in relation to the products being evaluated.

~3~
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In terms of a global perspective, consumers exhibit three types of attitudes that can be used to
categorize their identity and behaviour. Accorditm Prince, Davies, Clevelandnd
Palihavadana (2016), the three types correspond to home country preference (consumer
ethnocentrism), foreign country preference (consumer xenocentrism) and global identity
(consumer cosmopolitanism). Such identities infaeethe final decision made lyconsume

in the purchase situation. Whether to purchase domestic products, foreign products or a more
rational decision based on objective product selection criteria and not being influenced by the
country of origin effectsConsumers thus exhibit diffient attiudes towards domestic and
foreign products. While some consumers have a preference for domestically made products,
others develop a preference for foreign products. Such preferences are determined by the
consumer attudes towards the products.

Attitudestowards Foreign Made Products

Product attitude is defined as consumers o0V
such as a brand and quality (Erdogan & Uzkurt, 2010). According to Wanninayake and
Miloslava(2012), most brand charactics arenormally associated with its country of origin.

During the consumer decision making process, consumers have to evaluate different products

to make a choice. In most situations, the decision making is subjected tcatiotial and

irrational evalbative crteria. Country of origin could be described as a subjective criterion that

highly influences consumer choice regardless of other elements including quality and pricing.
Yarpak and Baughan (1991) yfoonpdendbhas ttClke sp
consumers, during the product purchase psscéy affecting the formation of positive or

negative purchasing intentions.

Authors such as Lantz & Loeb (1996) indicated that country of origin was more important than
the prodicts characteristics such as the brawadne, price and quality in influencing the
purchase decision making process. This may be contrary to other findings that indicate the
contrary where consumer prefer domestic product as opposed to the foreign grasedten
guality, pricing and patriotitendencies. In most cases, consumers in the developing countries
prefer imported products as a result of the perception that products manufactured in the
developed world are of high quality and confer a status eleasem result. In developed
countries esearch has consistently found that there is a preference for products manufactured
in the home country compared to those produced in a foreign country (Ibrahim & Gomez,
2018). Consumers in developing markets ares@singly faced with a choice betweedeni

local brands and newer nonlocal or foreign brands (Bsted., 2000). Attitude helps predict

how and why consumers in developing markets choose between older, local brands and newer,
foreign or nonlocal brands.

According to Chryssochoidis, Athanassiand Panagiotis (2007), the impact of CE depends
on the | evel of devel op mResearchessfsucltas Wangan&éChend h o
(2004), Chryssochoidist al.(2007) have indicated that consumers from aebiged country

tend to appreciate moffavourably domestic products over imported ones with the reverse
being observed in developing countries, where consumers perceive foreign products
(especially those originating to prestigious countries) as supengoaed to their domestic
counterparts.Consumers in developing countries often seek to emulate the apparently
glamorous Western consumption practices and lifestyles and purchase the brands they are
exposed to through different media, movies Western tayeatl when the citizens of a country
travel abroad. Some consumers view foreign products as presenting them with a high status
while local products may be seen to confer a diminished status, whereas some have strong
negative feelings about foreign produbiased on their perception of the doyiof origin.

~4 ~
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C o n s u mBtudsstdwardimportsfrom variouscountriescan varysignificantly from one
country to another. Even consumers in the same country can have significantly different
perceptions of the&ountryof-origin. Studies in Africa havelso found different levels of
attitudes towards local products. In West Africa, Nigeria specifically, Okechuku and Onyemah
(1999) found that Nigerian consumers have
rating it much lower than labels from mageonomically developed countries. Other studies
that found Nigerians to prefer imported brands include Agbonifoh and Elimimian (1999),
Festervand and Sokoya (1994), Lysonski and Durvasula, (2013). In Ghanaargbffialker

(2006) found that Ghanians warederately ethnocentric with lower preference for products
made in Ghana. Another study in Ghana by Opoku and Akorli (2009) found that the country
of origin was more important than price and other product at#$band at least as important

as brand namen the Ghanaian consumer choice; the Ghanaian consumer holds the '‘Made in
Ghana' label in low regard relative to foreign labels; and superior quality and consumer taste
are the two most important reasons for@manaian consumer preference for foreigypcts.

John and Brady (2011) found a preference for foreign products over local products amongst
Mozambicans. However, consumers in Zimbabwe had a preference for domestic products
(Makanyeza & du Toit, 2016) dsad consumers in South Africa (Pentz, 2014)Tanzania,
Kisawike (2015) found that Tanzania consumers were less ethnocentric and as such preferred
foreign products as opposed to domestic products.

In Kenya, Maina, Kibera and Munyoki (2015) found that tddsnyans had a high preference

for local @mmercial bank services as opposed to those from foreign owned commercial banks.
However, there is a dearth of studies that focused on the attitudes of Kenyans in relation to
foreign products, leading to the cumtestudy which will addresshe ethnocentsim and
attitudes of consumers towards local produtthe Kenyan market. The study is drawn upon

the hypothesis that:

Hi. Kenya consumers have high ethnocentric tendencies.

Attitudes towards Domestic Product&€nocentrisn)

Consumers can possess eithesitive or negative attitudes towards domestic products. Where
foreign products are preferred over domestic products, consumers then have a low level of
ethnocentrismAccording to Princet al (2016), prefererefor foreign products is as a result

of high xenophobic tendencies (xenocentrism). Xenocentrism involves the tendency of a
person to view their home culture as being inferior and therefore want to adopt a foreign culture
seen to be superior (Lawrence, 20Muelleret al.,2010). Therefore, xenoo&ism is about

the preference and adaptation of another grc

etal,b2016) as a result of viewing oneds home
other cutures (Lawrence, 2012; Princet al., 2016) Xenocentrism tendencies among
consumers result in favouring foreign products over domestic products, even if the domestic
products are of high quality compared to foreign products (Mueller & Broderick, 2009).

Oberecker, Riefler, and Diamantopoulos (20@&ntified xenophilia as a possible antecedent

of the consumer affinity construct. The consumer affinity construct could lead to an emotional
attraction to the goods of a specific foreign country (Lawrence, 2Q@2)erms of the
marketing then, consumgenocentrism can be defined as individuals who prefer the products
or services of a society other than their own (Lawrence, 2012). Consumers are attracted to
foreign products because of underlying sgusychologcal factors that automatically accord

a staus of prestige to foreign countries and, by association, their products (Howes, 1996).

~5~
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Among consumer groups, younger consumers tend to be more xenocentric compared to older
consumers (Batrat al.,2000); wealthier consumers compared to those not ecoathynvell

off also tend to be have more xenocentric tendencies (Belk, 2000). Similarly, 8haltz

(1994) found that urban consumers were more xenocentric as opposed to rural based
consumers. Tki could be attributed to the level of affluence, prodawailability and
availability of information about foreign co
by Kisawike (2015) found that older, less educated and rural based consumergssere |
xenocentric in purchasing antialarial remedies a®mpared to younger, educated and urban
based consumers. The differences were as a result of peer influences, quality perceptions,
information availability, pricing as well as trust in the countrgrdin (Kisawike, 2015). From

the foregoing argument, tlaithor drew a hypothesis that:

H>. Kenya consumers have high xenocentric tendencies.

Consumer Ethnocentrism

Consumer ethnocentrism was described as early as 1987 by Shimp and Sharma as beliefs held
by consumers about the appropriateness, indeed mooélyrchasing foreign made products.

In view of this, Schiman and Kanuk (2004) recognized the importance of consumer

et hnocentrism as a trait that shagp€Emsunansume
ethnocentrism presents as a barrier to tleeesss of businesses in foreign markets (John &

Brady, 2011; Tong & Li, 2013).

Ethnocentrism is defined as judging another culture solely by the values and standards of one's
own culture (Quangt al, 2017). LeVine & Campbell (1972) cited by Quaeigal. (2017)
defined consumer ethnocentrism as being the
national group which become objects of pride and attachment, whereas symbols of other groups
may become gbcts of contempt. Shimp & Sharma (1987) identify threg kspects of

consumer ethnocentrism. These include consumers developing a sense of identity; instilling a
sense of belongingness; and, ensuring that individuals appreciate a purchase behaigour that
acceptable or unacceptable within the group (Makan&eba Toit, 2016).

Various factors drive ethnocentric tendencies among different consumers. Primarily, the
nationalistic factors which are more affective/emotional than cognitive; would make crtstome
perceive themselves as being less patriotic when ploeghase foreign based products as
opposed to local products. On the other hand, some economic factors would lead to higher
ethnocentric tendencies. Such factors include the perception that foraignpmoducts hurts

the domestic economy by driving domeshdustries to close and thereby leading to citizens
losing their jobs. When such a perception exists, then it makes the consumers develop negative
attitudes towards products made in other coustrie

According to Sau, Walker, & Mazurek (2010), ethnodentonsumers pay attention to
countryof-origin information and are more likely to evaluate foreign products negatively than
less ethnocentric consumers are. Kleinal. (1998) aver that preferend®y ethnocentric
consumers for local products may be lobse moral beliefs, as well as on belief that their own
country produces the best products. It is also noted that ethnocentrism can lead to consumer
preferring domestic to foreign products in the ealz of any obvious reason for such a
preference (SafflValker, & Mazurek, 2010). According to Shimp and Sharma (1987}, non
ethnocentric individuals evaluate foreign products mainly on the products merits without
consideration of whether they are madeltycor imported from abroad. Such consumers have
beende med to have O6cosmopolitandé orientation.

~6~
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Due to the importance of consumer ethnocentrism in international trade, measuring of its levels
is of interest to marketers. Such would facilitate strategideting responses, such as product
positioning and advésing strategies (Saffu and Walker, 2005). The CETSCALE has been the
undisputed measurement tool since its development in 1987. It has been tested and modified
in different countries both developadd developing.

Methodology

The target population of thstudy comprised adult consumers above 18 years of age who in
one way or the other made a purchase decision. This was important in order to ensure that the
respondents had the experience of domesittimported products. The sample for this study

was drawm from adult customers who lived in Nairobi County, Kenya. Altogether, 385
guestionnaires were randomly distributed to the target respondents. A structured questionnaire
with three sections was dewpked to collect primary data. Section one collected deapbic

data which included age and gender while part two collected data on consumer ethnocentrism
using the consumer ethnocentrism scale whic
developed by Shimpral Sharma (1987). The CETSCALias been validated in défent
cultures as well as in different contexts by previous researdife¥scale focused on attitudes

of respondents towards locally made products.

The scalebds internakiognsiesiabcyiwgsanastysds
(a minimum of 0.7 was deemed acceptable) (Mugenda & Mugenda, 2003) while the construct
validity was tested by employing confirmatory factor analysis (CFA) which was performed

using the structural equation nmedithg (SEM). CFA in structural equations modeling gergerat
measures of overall fit of a given measurement model and provides useful information
indicating how well convergent and discriminant validity are achieved (Hooper, Coughlan and
Mullen, 2008; Karakgai Ozyer & AksuDunya, 2018).

Factor analysis was uséd explore the data and its structure. To determine the number of
factors to extract, the principal component analysis was used as the extraction method while
the rotation method was obliquetation, specifically Promax (Tabachnick & Fiddell, 2007)

with Kaiser Normalization. After the factor analysis, confirmatory factor analysis (CFA) was
performed to test the fit of the model used. Structure equation modelling (SEM) was then used
to analyzestructural relationships between measured variables and latestitucts.

According to Byrne (2010), SEM is considered as the most popular methodology for non
experimental researches due to its inherent characteristics over the conventional multivariate
procedures and is a good technique in data analysis for infénemtposes. SEM also has the
ability to assess or to correct the measurement errors in the variables. AccordingetoaHair
(2010), SEM facilitates measuring the extent to which, thayhis@ssociated with the reality
represented by the empiricaltda

Results and Discussion
Demographic Profile
From the distributed questionnaires, 315 were returned and used in the final analysis,
representing a response rate of 81.8%. From the responses, 54% of the respondents were males
while 46% were females. Intrems of t he di stri butlb%wenebaldv t he 1
20 years; 55% between 2@O0 years; 30% between BU0 years; and, 13% over 40 years. In
this study, the nature of the sample profile was adequate for analysis. The required sample size
for scale validation as recommended by Tabachnidkidell (2007) and Haiet al. (2010) is
a minimum of 200 respondents. This study surpassed the requirement and therefore was fit for
analysis.
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Assessment of CETSCALE

According to Sekaran and Bougie (2011)jat@lity ensures consistent measurement across

time and across various items in the instrument. Therefore, it is an indication of stability and
consistency of measures. Sekaran and Bougi e
being the most populaneasurement of testing internal consistency rafidbility of multi-

point scale itemsAs an initial analysis, reliability analysis was done to measure internal
consistency of the scale through the use of Cronbach Alpha Coefficients. The findings indicate
adequate reliability of the scale by achievanGronbach Alpha of 0.80 against the set value of

9. A Cronbach alpha of 0.70 is considered acceptable (Mugenda & Mugenda, 2003).

The adequacy and suitability of the sample for factor analysis was checkgdhesKaiser

Meyer-Olkin (KMO) measure. In tlsi study KMO test was 0.820 fulfilling the requirements

for adequacy of data for factor analysis which is above the 0.50 statistic recommended by Field
(2009). TheBartlett's tesof sphericity was also used.df factor analysis to be recommended,
theBarttt t 6s test of sphericity must be | ess ¢t
performing EFA as indicated by the Bartletto
Approximate Chisquare ©1,705.88, with 153 degrees of freedom).

Factor Analysis

Based on the analysis, four factors emerged after satisfying the two required tests including the
Kaiser criterion (eigen values greater than 1) and a scree plot. These four factors accounted for
56.3% of the total variance. In identifying thems loading on each component, 6 items were
found not to satisfy the requirements for inclusion as their factor loadings were below the
recommended 0.5. The items omitted were item B8 (we should purchadactsro
manufactured in Kenya instead of lettimihper countries get rich off us); item B10 (there should

be very little trading or purchasing of goods from other countries unless out of necessity); item
B12 (restrictions should be put on all imports); itelm@ buy Kenyan brands/products
whenever posslb; item C2 (I enjoy buying Kenyan brands/products); and, item C3 (It is
important to buy Kenyan brands/products). From the analysis, and based on the highest factor
loadings of the remaining items, the fifattor was composed of six items (3, 4, 2, &nd

13), the second factor was composed of five items (6, 11, 5, 17 and 7), the third factor was
composed of four items (6, 4, 5 and 7), and the fourth factor had 3 items (15, 16, and 14).

In evaluating thetems in each component, some themes ariseoiFadiad items related to

i ssues of patriotic feelings. This factor wa
the issues of economic growth and the effects of imports on employment. This fastas wa

such named @ Econominmote.abol attitudes towadds Kenyampsodust® r e
This factor was named HAMade in Kenya Attit
circumstances under which foreign products should be availed. This factor wasl nam
AForeign Product s 0.theWdrieus itemdbahdeheibfactordoadings: ovi de s
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Table 1: Factor Analysis Component Loadings

Factors
Iltem Statement 1 > 3 4
B3 Buy Kenyanmade products, keep Kenya working. 671
B4 Kenyan products, ft, last and foremost. .665
B2 Only thoseproducts that are unavailable in Kenya shoul 627
imported. '
B1 Kenyan people should always buy Kemyaade produc 598
instead of imports. '
B9 Itis always best to purchase Kenyan products. 577
B13 It may cost me in the long ruout | prder to support Kenye 535
products. ’
B6 It is not right to purchase foreign products because it 807
Kenyans out of jobs. '
B11l Kenyans should not buy foreign products because it hurts K 776
businesses and causasemployment '
B5 Purchaing foreign made products is-#enyan. 711
B17 Kenyan consumers who purchase products made in
countries are responsible for putting their fellow Kenyan o .617
work.
B7 Areal Kenyan shodlalways buyKenyarrmade products. .503
C6 Products made in Kenya are usually quite reliable and se 878
last the desired length of time '
C4 Products made in Kenya are of high quality. .804
C5 Products made in Kenya show a very high degdd 798
technological advancement. '
C7 Prodwets made in Kenya are usually a good value for my m .695
B15 Foreign products should be taxed heavily to reduce their 749
into Kenya. '
B16 We should obtain from foreign countries only thpssducts the 720
we cannot obtain within our own gotry '
B14 Foreigners should not be allowed to put their products o 566

markets

The descriptive analysis indicated a mean score for consumer ethnocentrism as 2.01. The
highest mean score ftine factors was posted by economic factors6R.®llowed by made

in Kenya attitude (2.63), foreign products (2.53) and lastly patriotism)(22¢8ordingly, on

the overall, Kenyan consumers can be considered not to be ethnocentric. Amongst the 3
ethnoentric issues, the effect of foreign produatstibe economy was of the highest concern

by Kenyans. In terms of attitudes towards products made€enya, it was prevalent that
Kenyans did not have a positive attitude and could be considered to be marenteo@s
indicated in the Table 2.

Table 2: Descriptive Statistics

Mean Std. Deviation Skewness Kurtosis
Consumer Ethnocentrism 2.0071 .42588 257 -.458
Foreign Products 2.5320 .64474 .236 .665
Economic Impact 2.9606 .86217 .628 -.184
Patriotism 24917 53104 .085 -.690
Made in Kenya Attitude 2.6297 .71881 -.091 .036
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Confirmatory Factor Analysis (CFA)

After the factoranalysis, confirmatory factor analysis (CFA) was performed to test the fit of

the scales. The scal dby@Emploging CEArwhichtwaspefbrmeti t y w
using tle structural equation modeling (SEM). As mentioned above, the data set ddéBtp

study fulfills the basic assumptions to perform SEM in order to identify the structural relations

of proposed model. Accairty to Byrne (2009) CFA can be used to deteemihether the

sample data is compatible with the hypothesized model of thg. dakimum likelihood

estimation procedure was selected as the best method to conduct CFA as normality is assured

in the data set.

Several fit indices were used to test the mddeAccording to Hairet al. (2010), there is no
absolute value for the various fit indices to suggest a good fit. The values associated with
acceptable models vary from situation to situation and depestienably on the sample size,
number of meased variables, and the communalities of the factors. Theagimre, degrees

of freedom, the root mean square error of approximation (RMSEA), goodness of fit index
(GFI), comparative fit index (CFIl) were determmad as recommended by Heairal. (2010).

TheChiSquare (62) value is the traditional mea
Coughlan and Mullen, 2008) and assesses the magnitude of discrepancy between the sample
and fitted covariances matre@ ( Hu & Bentl er , 199 %Ues.an A goo

insignificant result at a 0.05 threshold (Barrett, 2007). In assessing goodness of fit, the ratio of
chrsquare to degree of freedomstal(( D/0Bf)), icL/uwWdec
be kss than 3 to indicate acceptable fit (Schreide 2 00 8) . I n this stud
indicating an acceptable fit for this model as it was less than the 3.

RMSEA has been regarded as one of the most informative fit indices by various scholars
Diamantopulos and Siguaw (2000) due to its sensititatyhe number of estimated parameters

in the model. For the RMSEA, MacCallum, Browne, and Sugawara (1996) suggest that a
RMSEA value of between 0.00 and 0.05 indicates a close model fit, a value of between 0.0

and 0.08 a reasonable fit, and a value ofentban 0.08 a poor model fit. In the current study

a RMSEA of 0.047 was achieved indicating a reasonable model fit.

The Goodnessf-Fit statistic (GFI) calculates the proportion of variance that is accotmted
by the estimated population covariance @&imick & Fidell, 2007). This statistic ranges from
0 to 1 with larger samples increasing its valdedper et al., 2008)In this study, a GFI of
.941 was achieved, which was below 1.0 indicating a model fit.

The Comparative Fit Index (CFI) is an indexigfhtakes into account sample size (Byrne,
2009) and performs well even when sample size is small (Tabachnick & Fidell, 2007). Its
values range between 0.0 and 1.0 with values closer to 1.0 indicating atgétmbper et al.,
2008). The CFI of this studwas .944 indicating a good model fit. The various indices are
provided in Table 3 below.

Table 3.Goodness of Fit Indices revised table

Measurement Index
Chirsquare (62) 345.121
Degree of freedom 129

G Rif 2.675
RMSEA .047
GFI 941
CFlI .944
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Assessing Validity of CETSCALE Measures

After EFA, it has been recommended that scale validity is undertaken and specifically construct
validity. In order to assess a scale measures, Confirmatory Factor An@DysAg is
recommended. CFA is appropriate ta testh discriminant and convergentiday of factors
(Joreskog, 1969). CFA analysis was undertaken using SPSS AMOS software.

Convergent Validity

Fornell and Larcker (1981) developed a criterion that is ursadsessing the degree of shared
variance amig variables. Accordingly, the congent validity of the measurement model can

be assessed by the Average Variance Extracted (AVE) and Composite Reliability (CR)
(Alarcon & Sanchez, 2015). On the other haldE measures the level of variance captured

by a construct versus the level due teasurement error. The recommended values of AVE
should be above 0.7 even though some authors have said the level of 0.5 is also acceptable. In
this paper, the AVE for eaadwonstruct was determined and assessed ag@sirrelation with

the others. In tis case, in order to ensure convergent validity, the AVE had to be above the
constructds correl at iaal, 2000).tinhestmd ohGETSCAlENttet 1 uct
AVE scores obtained were: 0.53 (Economic Intpa@46 (Patriotism), 0.52 (Made Kenya

Attitude) and 0.52 (Foreign Products). All the loadings were significant. On the other hand, all
the factors recorded a CR of above 0.7. These results indicateh¢h&ETSCALE had
achieved convergent validity.

Table 4: Convergent and Discriminant \alidity Measures

Factors CR AVE MSV
Economic Impact 0.740 0.526 0.442
Patriotism 0.805 0.456 0.442
Made in Kenya Attitude 0.813 0.522 0.102
Foreign Products 0.803 0.520 0.143

Discriminant Validity

According to ernell and Larcker (1981), discriminant validity can be assessed by comparing
the amount of the variance captured by the construct (AVE) and the shared variance with other
constructs (maximum shared variafic®ISV). Discriminant validity is stablished ifa latent
variable account for more variance in its associated indicator variables than it shares with other
constructs in the same model (Henseler, Ringle, & Sarstedt, 2015). Hetstlstate that, to

saisfy this requirement, each consti ¢ t 6 s vaaance extaagted (AVE) must be compared

with its squared correlations with other constructs in the model.

According to Hairet al (2010), for discriminant validity, MSV must be lower when compared

to AVE for all the constructs. In thesing the CETSALE, and as indicated in the table below,

all the 3 factors MSV were lower than the AVE and thus achieving the required thresholds for
discriminant validity. In this paper, as presented in Table 5 and Fidwew, all the 4 factors

were gnificantlycor r el at ed at p° 0. 05 | evel
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Table 5. Discriminant Validity i Correlation Matrix

- oonomie product
Factors Patriotism Attitude availability
Patriotism 0.725
Economic Impact 0.665** 0.675
Madein Kenya Attitude 0.140** 0.164** 0.723
Foregn Products 0.378* 0.324** 0.319** 0.721

*** p’ 0.065

From the analysis (see Figure 1), the correlation between patriotism and economic and
employment impact, attitude and product availability was estimate@.38, 0.07, 0.18
respectively; while that cconomic employment impact and attitude and product availability
was 0.12 and 0.24 respectively; and, that of attitude and product availability was 0.20. All were
signiycant at p °~ 0.001.
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Assessing Model Fit with Structurdtquation Modelling (SEM)

In the full SEM, the estimated results of the structural model are presented in the table below.
The various fit indices used to test the model fit were found to satisfy requiretdamtst(l.,

2010) as follows: Chsquare/Df (8) = 2.709;GFI (>.90) =.948; CFI (> .90) = .959; and,
RMSEA (< 0.1) = 0.54.

Table 6: Goodness of Fit Indices

Measurement Index
Chirsquare (62) 354.857
Degree of freedom 131
G2/ df 2.709
RMSEA .054
GFI .948
CFlI .959

The p value was used to assess digmificance of the relationship between attitude and
consumer ethnocentrism. From the model estimates, all item loadingswegen i y c a nt
0.05. The pvalue was less than 0.05 denoting that the hypothesized path between attitude and
consumer ethnocemsm was statistically significant at .05 level of significance. The critical
ratio (CR) for the regression path exceededtlineshold values required. When the critical
ratio (CR) is > 1.96 for a regression weight, that path is significant at thevéd5Tae results

show that attitude has a significant and positive impact on consumer ethnocentrism factor, with
unstandardizedoefficient of 0.337. Based on the regression coefficients, a change in attitude
will have a corresponding change in consumien@tentrism. The results of SEM analysis are

presented in the table below and Figure 2.

Table 7: TheRegression Path Coefficienand its Significance

Path B Beta SE. CR. P

Patriotism <. Consumer 0697 0849 0.135 5162 ==
Ethnocentrism

Economic Impact <- Consumer. 1434 0775 0.319 4.490  **
Ethnocentrism

Foreign Product <~ Consumer. 0716 0.446 0183 3.907 *
Ethnocentrism

Made inKenya —_ Consumer 0337 0217 0125 2697 0.007

Attitude

Ethnocentrism

~13~
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Figure 2: Attitude and Consumer Ethnocentrism SEM Path Analysis
Conclusions

This study was driven by two brodd/pothesesThe first was to evaluate if there were
ethnocetric tendencies prevalent among Kenyans while the second was to assess of Kenyan
consumergossessed xenocentric tendencies. On the first hypothesis, even though Kenyans
exhibited some ethnocentric tendencies, the same can be considered as mild. Kemyaot we
highly predisposed to having negative feelings about foreign made products amdféloes:

From the analysis, it is evident that Kenyans did not have a high level of patriotism when it
came to supporting products that were manufactured in Kgngradiding the consumption of
foreign made products. On the other hand, it was evidentkibayans did not support
restrictions on the availability of foreign made products in the Kenyan Market. However, there
was some concern on the effects of the edfaft foreign products on the economy and
especially the effects on employment.

The low level of ethnocentrism found among Kenyans was similarly established in other
studies in different parts of Africa including Nigeria, Ghana, Tanzania, and Mozambique
amamg others. However, consumers in Zimbabwe had a moderately high level oeetinisot

as had consumers in South Africa. Different from the previous studies that were not product
specific, these two studies in Zimbabwe and South Africa were more focusgedibic
products of interest (poultry products and Chinese clothing respgti®n the overall, this

study concludes that Kenyans are not ethnocentric and levels of animosity towards foreign
products is minimal.
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Second, Kenyans had no special prefeesfor locally made products as compared to imported
ones and hence displayiaglevel of xenocentrism. The respondents did not think highly of
Kenyan made products in terms of durability, quality, technological advancement and value
for money. As indicad before the feeling of superiority of foreign products over domestic
productdead to ethnocentric tendencies. These findings amongst Kenyans were largely similar
to other studies in African countries.

For example, studies in Nigeria found that Nigeansumers had a negative image of the
AMade i n Niger i aodHUraads.dnlGhgna, iéVias establistied that @lamaiare
consumers had a low perception of products made in Ghana relative to foreign products. In
Mozambique there is a preferenae foreign products over local products just like among
Tanzania consumers. érestingly, In Kenya, another study found that most Kenyans had a
high preference for local commercial bank services as opposed to those from foreign owned
commercial banks.
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Abstract

This article presents the concept of innovation capability as a tool for organizational success in small
and medium enterprises. Since entrepreneurship is thiel@¢hat will drive the vision 2030 in Kenya,

it is imperative that weunderscore the impaahce of small scale and medium enterprises (SMES) as
major contributors of this noble course. SMEs operate in a dynamic and turbulent environment yet this
sectoris a major source of employment for Kenyansaddition, there is an increasing challenge to

build innovation capabilities for organizational success. This paper therefore examines concepts such
as innovation, innovation practices, culture, sources obwation and measurements of innovation
while breaking from normal; innovation leaders, roleimfiovation and SMEs among others with a
view to mitigating the challenges faced by SMESs in operating their business enterprises.

Keywords: InnovationCapability, Small and MediurTerm Enterprises, Organizational Success

Introduction

Innovation capabilityis used to describe the ability to create and commercialize something

new. It also describes new drives towards execution of new ideas. It could be new parcesses
introduction of a new product. Innovation capability demonstrates the relationship between
creativity and implementation in Baer (2018)MEs & Sect or i s fast grow
research findings, SMEs have a high mortality rate with most of tiegrsurviving to see

beyond their third anniversaries. This has resulted in a weak base dstriadtakeoff and

sustainable development (GOK 2005).

Innovationis generally used in business arena and is usually associated with creativity.
Innovation capbility is widely described as thability to create something neWyer et al.,
2009.Pearce and Robinson (2011) also describe
of invention by producing and sel |[Howeger,a new
there is more to the innovation capability than the ability to come up withdeas, products

or services.

Innovation capability within an organisation represents how the people in the organisation
think and act (Dobni, 2008). The role of imdiuals in supporting innovation capability is
critical to innovation success. Srivasaaand Sushil (2014) and Baer (2012) opine that that
individual motivation plays an important role in enhancing innovation capafiligydrive to
innovation can be ininsic (selfdrive) or extrinsic (pegged on external factors).
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Previous studies haveamgnised innovation as a dynamic organisational capability crucial for
organisational success (Giniuniene & Jurksiene, pQfBovation capability plays a pivotal
role in business succedy being a platform and vehicle for change and idea generation that
can enable businesses to propel to greater heifhtsse innovative ideas can leverage
businesses giving them competitive advantage over others, considered dst@hiticaness
sustainability and success. Innovation is therefore imperative for exirgtry(Thompson et

al., 2016).

Various scholars use different parameters to assess innovation capability, this paper identifies
six constructs of innovation capabjlitvhich include innovation champions, innovation
leaders, creative innovation culturepovation tension, innovation behaviour and innovation
failure.

Background Information

Role ofSmaltScaleEnterprises

All over the world, small firms have manifestegleat roles in economic growth and
development and this has made it the main fémusconomic development policies in various
economies. Such focus further justifies why the western world, Europe and Japan are advanced
in economic development. These egeare however traceable from the early 1950s when the
United States Governmentatgly favoured the small firms and the US small Business Act
was summed up and in 1983 was designated by the European commission as the European year
of small firm. The shifto small enterprises was based on various beliefs; (i) that small firms
were moreefficient employment creators than their large counterparts and that small firms had
higher inherent potential for innovation than larger firiRetowell, 1986.

In Kenya,the government documents emphasize on technological development as the major
chalmge facing the countryods economic devel oy
from foreign investors to local investors and also from large to small enterprises through
subcontracting relationships, and joint ventures (GOK, 1992). Transfer of teckrtoldige

smalli scale enterprises increases the production volume because of the numerous SMEs.
Thus,new products and service are realised in an economy while smallsafienalso seen

to ensure proper utilisation of resources eliminating wastagess kieen established that 90%

of rural enterprise products are marketed directly to rural households. Small scale operations
provide excellent opportunities for the entremearial and managerial talent to reduce the
critical shortage which is often a gtdesndicap to economic development. HBmeallscale
businesses offer support to if the relevant supportive policies for industrialization are in place.
These are policies @& promote rurali urban balance, helpful in increasing savings and
investments byocal Kenyans and encouraging use of local resources, thus leading to more
effective use of capital and, finally, small scale enterprises adapt quickly to market changes
(GOK 1992).

For innovators, innovation is abociteativeproblem solvingabout findirg a novel solution
thatno one else haktought of. Sometimes, the solution comes in a moment of inspiration. In
other cases, it takes years or even decades of labourtgriiinnovationmeansa new way

of doingsomething(Davila, Epstein and Sheltord@6; Regis Cabral, 2003). It may refer to
incremental, radical, and revolutionary changes in thinking, products, processes, or
organisations. Something new must be subsigntdifferent to be innovative, not an
insignificant change, thehange must incesecustomer value or producer value. Innovation

is synonymous with theutput of the processr marketing strategyyut economists tend to
focus on the process itself, frdime origination of an idea to its transformation into something
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useful, to its immentation. Those responsible for application of the innovation are often
called pioneers in their field. (Capon et al., 1993; Langdon, 2008) Everyone is struggling to
define what the New Normal will be once we get out of the current Great Recessioprigase

must innovate to get out of this economic quagntitew much the US and the rest of the
world change depend on two factors: 1) how long the deep recession lagh®);p2ice of

energy (the higher it goes, the faster and deeper we transition off carbon to a greener economy).

WhoDetermines Innovation?

It is suggested to be flexible and to create an environment where employees are free to create
and seek new opportities (Braunerhjelm, 2010). The control of resources and the strategies
for committing resources to opportunities may enhance or stiflegetreurship. As argued

by Braunerhjelm2010, Entrepreneuriahanagement enables one to do much more with little.

The dream of starting a company is held by many; however, few make it to ventutgstart
and even f ewer cosmpaaias Hkripdkp 209nSuccessiuy founders use an
Aentrepreneuri al styled of t hiurgeky, imsyfficemtd act i
personal resources, and surprise problems and opportunities. There are multiple personal,
organisational, and environmentattors that impact new venture creation and success (Baum,
Locke, & Smith, 2001).

Entrepreneurs, governments, eoyaes, strategists, suppliers, stakeholders, manufacturers,
competitors, outsiders, insiders, users, consultants, partners, business omsnaad
consumerssuccessful innovation comes with practice and it requires a lot of hard work. It
comes from an iminsic belief that persistent attempts will eventually generate successful new
product s. The belief I n  oeadfaétsconsidtent] and deept o i I
Innovation is therefore a mindset rather than a series of sequential activiteeglines an

attitude of positive selésteem. An end us@rnovator can create value from an innovation by
developing it and using it himse#fnd perhaps diffusing it to others while an innovation
manufacturer can create benefit by developing an innovttairhe then sells to end usdts.

requires novelty a complex set of processes that links many different players together.

Review of Literature

Conceptualizinginnovation

Conceptualization is making innovation useful to an organisation. In the ongamagaontext,
innovation may be linked to performance and growth through improvements in efficiency,
productivity, quality, competitive positioningmarket shar@nd so onAll organisations can
innovate, including for example hospitals, universities dadal governments. New
developments clear away or change old organisational forms and practices while organisations
that do not innovate effectively may be destroyed by thbae do.Innovation involves
researching an idea, spending time and effort deteeloping this idea then commercialising

this idea into a market place with customers.

Invention and Innovation

A distinction is typically made between invention, an idea made manifest, and innoaasn,
applied successfullyinvention is the first amrrence of an idea for a new product or process,
while innovation is the first attempt to carry it out into pi@e Innovation is distinct from
improvement in that it permeates society and can cause reorganization. It is distinct from
problem solving athmay cause problems. Thus, in this view, innovation occurs whether it has
positive or negative result¥Vhat didginguishes an innovatioftom a simple change is the
impact it has on the world in a unique way.
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Innovation and Market Outcome

Organisationsi®ould have the capacity to predict market outcome from innovation assvell
studythe industrial organisationapproach and resultant effect on consumer behaviour as a
result of introduction of a new product/service. Caution should be taken not tovesleod

the new imaginary markets at the expense of the mainstream market by balancing the two sides
ofthemarkes for a firmdés products. There should
by properly analyzing the demand/supply and their elastigitty respect to price.

Value of Experimentation in Innovation

An experiment involves trying out something
on a series of experiments [successful or not], that help create new products, processes and
services ormprove old ones. Thomke (2003) explores what would happepdrimentation

is adopted by individual organisations.

'y

.....

Growth

Current
Technology

Emerging
Technology

Time

>

Figure 1: Diffusion ofinnovations
Source Thomke(2003

The scurve maps growth of revenue or productivity against time. In the etatje of a
particular innovation, growth is relatively slow th® new product establishes itself. At some
point customers begin to demand and the product growth increases more rapidly. Increased
innovations or changes to the products allow growth cortyiniowards the end of its life
cycle growth slows and may avédegin to decline. In the later stages, no amount of new
investment hencthe produciwill yield a normal rate of return. New products are therefore
| i kel y t o h awhieh ebtalsa stdriuup phask,iafrapid increase in revenue and
eventual ddme. Innovative companies often typically work on new innovations to eventually
replace older ones. Successiveusves will come along to replace older ones and continue to
drive growth upwats. In the figure 1, the first curve shows a current technoldlyg second
shows aremerging technologthat current yields lower growth but will eventually overtake
current technology and lead to even greater levels of growth.

Innovation as aBehaviour
Innovationmodel:
Innovation= (creativity + capital + riskaking + Patiencettransformation
| = C+C+R+P+T (Author, 2018)
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Innovation Failure

Failure is an inevitable part of the innovation process, and most successful organisations factor
in an appropate level of risk. Failures should be identified and screened out as early in the
process as possible. Early screening avoids unsuitable ideasrohg scarce resources that

are needed to progress more beneficial ones. Organisations can thus learavmd failure

when it is openly discussed and debated. The lessons learned from failure often reside longer
in the organizational consciousndisan lessons learned from success.

Measures ofnnovation

Measure of innovation for organisations can be coteduby surveys, workshops, consultants

or internal benchmarking. There is no established general way to measure organisational
innovation. Corporate measurements are however generally structured dalanded
scorecardsvhich cover several aspects ohavation such as business measures eel&d
finances, i nnovation process efficiency, e mj
benefits for customers. Measured values will vary widely between businesses, covering for
example newproduct, revenuespending in research and developm&&D), time to market,

customer and employee perception and satisfaction, number of patents, additional sales
resulting from past innovations (Oslo manual, 1998allas & Blind, 2018)

CreativeTension

The key enbler of creative people is the abilitpa@ willingness to see things not only for what
they are, but also for what they could be. This difference is often cadlative tensionand it

has been a powerful force of creative endeavour throughout humary hixtople who feel
creativetension are intrinsically motivated and often feel compelled to make change. They
long to bring to reality solutions that can fill the lacuna they envisage in their organisations,
they work with dedication and persistenceer@ome the obstacles they nencounter along

the way Lueke & Katz, 2008).

Innovation Champions

An Innovation champion is an individual or a team of people who work at innovation by
promoting, encouraging, prodding, supporting, and driving innovatiohnein organisations.
Innovatian champions build the practical means for effective innovation. They find creative
thinkers and encourage them to think and work in new ways; they help people seek new
experiences that may spark new ideas; and they creat@regerations context in whic
sharing and developing new ideas is the norm. Champions build collaboration and the trust

upon which effective coll aboration occur s.
front workers roles; they provide mtecal support and guidance for innotten. Champions
are usually persistentnetor k er s who are in contact with ms

going on at many levels. They know who has skills, talents and resources, and they find out
who needs them, and themytput them together to acced¢e innovation progress. They look

for learning opportunities/forums to share with others, in the formextings discussions,
external events, and perhaps et@mings, seminars, workshops and confereijcaske &

Katz, 2008).

Innovation Leaders

An Innovation leader is someone who influences the core structures and the basic operations

of an organisation, all with a clear focus on supporting innovation through organisational
design, rules and policies. Leadership engagernseessential to innovatiorConversely,
without | eadershipbés direct participation, €
will not happen (Langdon, 2008). Top managers can be powerful champions of innovation, or
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dark clouds of suppressioheade r s 6 wor ds a wgah suppore and enhaocei on s
Innovation. They can work diligently to eliminate the many obstacles that otherwise impede or
even crush both creativity and innovation. If innovation is neither budgeted nor planned for,

then is it gong to happen? There ought te b decision to innovate coming from a moral
commitment to innovation. If innovation is not articulated as a goal of top management, then

it probably wondét be a goal of anyone el se i

Langdon (2008) describé¢he driving forces impactingur businesses and the worlds we live
ineverydayThe study exposes how the 6dgreat onesbod
most simple and powerful models to change your business and empower people to be more
innovative, transforming the innovatiolandscapelf policies are so restrictive that they make

it impossible to test new ideas, then there
typically, although not exclusively, senior managers who feel a compeléed to bring

innovation to th& organisations, and who have the authority to make key decisions about both

an organisationé6és strategy and its operati ot
eliminate obstacles that inhibit innovation performeafi@ngdon, 2008).

Creatinglnnovation Culture

The innovation culture makes innovation happen, and they do so consistently over time.
Companies seem to adore repetition because it suggests business scalability, but innovation is
all about novelty and thenaxpectedAt adopt a light, &faricom, Equity bank and Toyota, the

fruits of innovation have been tremendous breakthroughs in simplification, resulting in
companies that are universally recognised as the most efficient. Most leaders know that to be
succesful in the long term they havto develop a strong innovation cultutepeople are
participating in an innovation system because they want to receive some sort of extrinsic
reward, a cash prize for example, then over time what we would expect is d denkne in

the quality of heir participation.This means they do not have the cultafénnovationbut

they are innovating for the sake of rewards.

Measures ofinnovation

ltds rarely easy to measure an | mtpessandual 0
happens to beniquely creative, or is involved in higirofile projects.Innovation almost

always involves the efforts of many people working diligently but perhaps quietly, so setting

up an innovation reward structure that recognises the ¢gament is usually prefable to a

process that only acknowledges individugarperPerennial, 2008)

Measure of innovation for organisations can be conducted by surveys, workshops, consultants

or internal benchmarking. There is no established genenaltevaneasure organisatiah

innovation. Corporate measurements are generally structured abalsmited scorecards

which cover several aspects of innovation such as business measures related to finances,

i nnovation process ef bniandmeativaton, aswelhap beoefitefers 6 c o
customers. Measured values will vary widely between businesses, covering for example new
product, revenue, spending in research and development (R&D), time to market, customer and
employee perception and satisfagt nunber of patents, additional sales resulting from past
innovations (Frascati Manual, 2015).

Significance of Innovation and the Role of SMEs

Policy makers and academicians understand the role of innovation and how it is an essential

condition for econmic progress. It is also a critical element in gaining competitive advantage

among enterprises and national states. It has been estimated ehaOopercent of all

economic growth is due to technological advance rather than improvement of labour
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productvity (Bakker, Crafts & Woltjer, 2017). SMEs must therefore recognise that they have
a great contribution to make to innovation which will aidcass of their enterprises and finally
achievement of vision 2030 and industrial development in Kenya. Ingeamdt innovation
through discarding of the box will enable these entrepreneurs jumpstart this process by
disputing the ordinary which is normal carembracing value adding change to their
organisations.

Conclusion

Innovation is difficult for organisationso accomplish, especially on a consistent basis.
Structures, processes, and attitudes all can favour innovation or inhibit it. Other inhilgtors ar

fear of getting out of the normal and exploring the extra ordinary (thinking out of the box), lack
ofapretse i nnovation methodol ogy, and | ack of t
the many managers who have identified the innovation cultw@aesaget for your organisation

to achieve, then getting rid of the obstacles should yield a significant iempeon in your
firmés i nnovation performance. SMEs <can enhé
their resources through use of latent watton geniuses, champions, and leaders already
existing in their organisationés they focus on defining arglipporting them in these roles,

their work will be validated and their efforts are likely to become much more effective leading

to organisationasuccess.
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Abstract

Innovation is a dynamic organizational capability closely linkedstategic change. By being
innovative, organizations areetierplaced to achieve strategic successhin paper, the influence that
innovation capability has on strategy execution in deptsiing Savings and Credit Cooperative
Organizations (SACCOs) in Kenya was examiffdw study targete800 heads of depamens in
Kenyaods 164 f u-aking SACCOse freneadamgle qf aikads tof departments, 183
complete responses were received. Structural Equation Modelling was the main analytical framework
used to test the null hypotheses thmtovation capability has no significant influence on strategy
execution.The studyfound innovatiorcapability to have a significant positive influence on strategy
execution. Innovation capability explained 43% €R43) of the variance in strategy execution. This
study canplements the existing body of knowledge on the relationship betwesationcapability

and strategy execution. Further, the study presents practitioners in strategic management, policy
makers, and the leadership in Cooperatives with valuablenmetendéons on improving strategy
execution by fostering innovation capability.

Keywords: Innovation, Strategy Execution, Capability, Cooperatives, SACCOs

Introduction

Execution plays a crucial role in the realization of stratégis execution that treslates
strategy into actiorThrough executiormanagers proactively shape how business is conducted
thus steering business succ@dsugh, Thompson, Strickland Ill, &amble, 2011)To be
considered effective, a chosen strategy must be implemented $ullgeg§hompson &
Martin, 2010). However, teategy execution a term describing the haoklsexercise by
managers that turns strategy into action and in turn leadshievament of desired results
remains a colossal challenge (Jones & Hill, 2013). Glopally eight per cent of business
leaders are effectively executing straté§ull, Homkes & Sull, 2015)Candido and Santos
(2015) further state that discovering hawennsure successful execution is a major nightmare
facing managertoday.Thisis despit the advancement of strategic management.

It is imperativefor organizations to rethink their ability to execute stratelgyes and Hill
(2013) propose that organizatgneed to be deliberate about building specific capabilities that
drive strategy exedion. Many different capabilities exisinnovation capallity has been
recognized as among tlapabilities thatywell-managed companies tend to have (Giniuniene
& Jurksiene, 20155mallwood & Ulrich, 2004). Innovation is defined as the ability to dgvelo
creative, new and useful ideas and successfully congdfhem to business inventions (Baer,
2012: Dyer, Greogersen, & Christensen, 200@arce & Robinson, 2011). This conversion
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happens during implementation. According’®arce and Robinson (201 1)novation is vital
for a firmbs st r &tesuldsiircthescamumereidiztiorb o ceavuideas. |
Innovation capability is therefore closely linked to strategy and specifically to strategic change.

Innovation capability a term widely used to d#se the ability to create something new drives
execution ® new ideas. Baer (2012) demonstrates the relationship between creativity and
implementation in the USA context; however, he fails to consider innovation in its entirety. In
addition, Aosa (2011)gstulates that local firms in Kenya lag behind in the pradf strategic
management without indicating the reasons behind this. Many organizations in Kenya
including leading SACCOs seem not to have paid adequate attention to the innovation
capability anl its linkage to strategy execution. This is envisagee teanpering the execution

of strategyFurther, SACCOs have been pinpointed as an abandoned area of scholarly research
and as a sector facing a myriad of unique management problems making ibaamtngector

of study (McKillop & Wilson, 2010 Develtere, Pollet, &Wanyama, 2008n addition, the
SACCOsector plays a major role in Kenyads soc

The influence ofnnovationcapability on strategy executios generally postiated to exist.
However,studies on the relatiship between the two variables across the globe are limited in

their ability to make conclusions in the SAC
Taking (DT)SACCOs has barely been investigatktbturi and Mbiwa (2015) do not go
beyond implemenat i on of i nformation managemésat syst

a result, their study is unable to generate substantive conclusions on innovation capability in
DT-SACCOs in Kenya. It is thereformportant to evaluatenovationcapability and sategy

executionin the context oSACCOsinKenya Thi s studyds maitme obj ec
influence of innovation capability on strategy execution ir®ACCOs in Kenya.

Literature Review

StrategyExecution

Strategy execution is primarily considered as the process of putting strategy into action in an
effort to achieve desired results (Pearce & Robinson, 2011). Simitdolyghet al. (2011)

refer to execution as the hanols exercise by managers thiarns $rategy into action and in

turn leads to the achievement of set objectives. Overall, strategy exeoutitues designing,
delivering, and supporting products; improving the efficiency and effectiveness of operations;
and desi gni n ganizatiotstbutipre oopti@lisystens, and culture (Jones & Hill,
2013. It is drategy executiothat edges organizations closer to their vision.

According to Miller (1997) strategy executiorputs into consideration the completion of
everything intendetb beimplemented within the expected period, achievement of the targets
set, and acceptability of the method of implementation and outcém#ss study strategy
execution was considered to encompasson planning, resourcing and strategic fit. Aatio
plaming involves determining the short and letegm objectives that guide implementation
(Pearce & Robinson, 2011). It also includes identifying &ctivity to be executed in support

of specific objectives, the timeline, the person that will takehepéponsibility, milestones,

as well as review schedu(eloughet al., 2011). Oncestrategies are identified, resourcing
should follow immediately. Resourcing is defined as the ability of an organization to allocate,
deploy and manage its resources tsuee hat it competes effectively in the marketplace
(Wernerfelt, 1981 Thompson Peteraf, Gamble and Strickland (20J8dpose the need to
build an organization with resource strengths that ensure that implementation of strategies is
effective. Further, successful strategy execution involves aligning the key organizational
factors with strategy (Higgins, 2005 trateqicfit considered as an outcome of executi®n
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defined as a measure of alignment woththea f i rm
internal and external environmeifégynihotri, 2013; Amason, 2011).

Innovation Capability

Innovation remains germ widely used in business circles and one that is ordinarily associated

with creativity.Innovation capbility is widely described as tladility to create something new

(Dyer et al, 2009. Pearce and Robinson (2011) al so de
commercialisation of invention by producing
371). Howeve, there is more to the innovati@apability than the ability to come up with new

ideas, products or services.

Ansoff and McDonnell (1988) describe innovation capability as the entrepreneurial capability
which focuses on internal capabilities, searchas rfew opportunities and rewardesr
creativity and initiative Similarly, Chandler, Hagstrom and Solvell (1998) view innovation
capability as the ability of an organization to advance itself to bring about competitive
advantage. To compete successfullyerovime, Tushman (1997) propost#®e need for
organizations to manage innovation streams. Innovaapabilityencompasses the ability to
completely execute new and innovative ideas, products, services, and processes.

In reality, an organization as an gty cannot be innovative. It iie presence of innovation in
individuals and teams that helps organizations to generate and execute new and innovative
ideas (Hurley & Hult, 1998). Innovation capability within an organization is therefore
considered as éhsummation of how the peopletire organization think and act (Dobni, 2008).

The role of individuals in contributing to innovation capability is paramount. Srivastava and
Sushil (2014) and Baer (2012) advance this argument by stating that individughtrooti

plays an important role ienhancing innovation capability. There continues to be great
attention on innovation capability and its embedment in the culture of organizations. For an
organization to be successful in innovation, it must foster an ativevenvironment across

the entie organization starting at the operational level (Dobni, 2008).

Various sukconstructs for the innovation capability have been used in previous studies.
Knowles, Hansen and Shook (2008) identiye fapproaches in measogifirm innovativeness,
namely curent technology, sekvaluation, intellectual property, research and development
funding, and number of new products. The intention to be innovative, the presence of
infrastructure to support innovation, the knowledge arnidntation of employees, and an
environment that supports innovativeness, are also considered as important elements of
innovation capability (Dobni, 2008). In addition, Walsh, Lynch, and Harrington (2011) propose
creativity, openness to new ideas, ini@mto innovate, willingness take risks, and capacity

to innovate as elements of the innovation capab#ityilarly, Ruvio, Shoham, Vigod&adot,

and Schwabsky (2014) identify five dimensions, namely creativity, openness, future
orientation, risktaking, and proactiveness, as sudrstructs of the innovation capability.

Based on the assessment of the items used to measure innovation capability, this study isolated
three constructs to measure innovation capability. These are intention to innovaiaglear
capability and creativity. @anizationsieed to be intentional about innovation and especially
in relation to idea recognitioAccording to Katz and Gartner (1988), being intentional reflects
purposeful effortL e ar ni ng capabi Ispropgnsity ® treateard utdisew a f i r |
knowledge and in turmodify behaviour is another indicator of innovation capabiligrez
Go'mez, Céspeded. orentea & Valle-Cabrera, 2005; Jime'n€imenez, San¥alle &
Hernandezspallardo, 2008). Further, creativity is an antecedent to inovdéfined as the
generation of new and useful processes, products and services (Martmbl&che, 2003).
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Largely, all meaurement items used have previously been considered as key elements of the
innovation capability. Specifically, items used by Wagl Ahmed (2004), Ruvio, et al.,
(2014), and Walsh et al. (2011) were expanded and improved for use in this study.
Neverthelss, the unique combination of the items under each construct brought originality to
the measurement of innovation capability.

Innovation Capability andStrategy Execution

In the past, scholars have recognized innovation as a dynamic organizationaitgapeabil

for strategic success (Giniuniene & Jurksiene, 20hBovation capability plays a central role

in strategy executioby being a change conduit that moves organizations forward. Since we
live in an era of constant changeganizations hoping to survive must continuously innovate
as part of their overall strategy. Organizatioegd not only to execute intended strategly

to continuously be on the lookout for innovative ideas from both the internal and external
environmem (Mintzberg, Ahlstrand, & LampeR005). These innovative ideas give businesses
a competitive advantagk is for this reason that innovation is cateyed a major driving force

vital for business succe&s almost every industry (Thompson et al., 20I&)e ability to

i nnovate is reckoned as t tbecauSestdalps erganizatnsc e 0 ¢
stand out from the rest (Dyer et al., 200ones & Hill, 2013).

In strategic management, innovaticapabilityhas been credited with positively influencing
organizational success in the long tetm particular, innovation capability is envisaged to
enhance an or gani mgness trcliasge, faid ebility da imtroduce ,neww i | |
products, services, amocess during its lifetime (Calantone, Cavusgil, & Zhao, 2604,

Hurley, & Knight, 2004). It is during strategy execution thagw knowledge and new ideas are
successfully converteinto new business, products or servid@gef et al., 2009).nnovaton
isarenowngr and strategy that nseeks to reap the
and customer accept anc acrossfindustriePearce & Robimsonct or
2011,p. 194).

This study reckons that innovation capability andteggg execution are closely interlinked as
they bothlead to changeStrategy execution is a change management process #idedsby
innovation capability (Hothd.,yles, & EasterbySmith, 2015). Successful execution requires
innovation capability tdnelpin recognition of desired actions @aploit new ideas

't i s not <cl ear i n 4SAQCOgshave buitanovatioa asta eapabiitye ny a 6
and the impact that this has haa strategy executionlhatia and Muturi (2014¢xamined

innovation as one dhe determinants of success in strategy implementation, but their findings

are limited to challenges in technologywinovation capabilitygoes beyond adoption of
technology.This study, therefore, investigated the influencat tinnovation capability has on

strategy execution among EHACCOs by testing the null hypothesis that innovation
capabilityhas no significant positivi@fluence onstrategy execution.

Methodology
The influence of innovation capability on strategy exeanitwas evaluated by collecting data
from heads of departments actively involved in strategy execution in 1@&ATICOs. These
DT-SACCOs are categorized into three tiers; those having an asset base of mdreetha
billion Kenyan Shillings are consideréatrge, five billion to one billion are medium and less
than one billion are small (SASRA, 2015). According to SASRA (2017) in the beginning of
2017, there were 15 large, 56 medium and 93 small license8ATICOs. The list of these
164 DT-SACCOs and theirategorization was obtained from SASRA. The total population of
heads of departments was estimated at 500 as presented in Table 1.
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Table 1: Population ofHeads of Departments in the 16DT-SACCOs

Category Assd Base in Number of Average Number Total Number of
Ksh Billions  SACCOs of Heads of Heads of

Departments pe Departments
SACCO

Large >5 15 6 90

Medium 511 56 4 224

Small <1 93 2 186

Total 164 500

Sampl e size was comput eqdivalent of 8% |&vel % signicaricé d e n c ¢
wi del y used i nBadedion afimite papulation ef 8080 heads of departments and

a 5% level of significance, the sample size was computed according to Yamane (1973) formula

n = N/[1+N@?. Where n ishe computed sample size, N is population size of 500¢ &mel

error term equivalent to the .05 level of significance. This computation gave a sample size of

222 heads of department. The {3SACCOs asset base categorization was used to stratify the
populaton during sampling. The sample was distributed unequally across the three tiers to give

the best representation and increase the statistical efficiency.

A self-administered survey questionnaire was used to collect primary quantitative data. The
guestionaire had highly structured questions. Rich but simple statements were used as the
measurement items for eachriable Innovationcapability had 22 whiletsategy execution

had 19measurement item#s.5-point Likert scale ranging from strongly disagree trorsgly

agree was used gauge ©participantsod6 percepti
common for measuring ordinal data in social science reséBlditacherjee, 2012). The
participants were requested to read the statements and indicate thleaf lagreement with

each statement. The questionnaire wasested for validity through the expert opinion.

A pilot study conducted prior to the maitigy established content validity and reliability. The

pilot study sample of 28 heads of departmends welected using purposive samplinge- P
notification letters were emailed to the Chief Executive Officers (CE©sp)mpanied by a

letter of authority fron the university. The letters described the study and made an appeal for
the SACCOs 0 plephane aalls pvaré mame to comfirm receipt of the letters.
Questionnaires were distributed by both drop and pick and via postal mail. These
guestionnairesver e accompani ed b ylettdér bxplainpa thet purposepod nt s 0
the study and assurimgspondents of confidentiality

Three of the pilot study participants were requested for feedback on the understandability and
relevance of the statementdey all indicated that the statements were easy to understand. The

22 responses received wereistatt i cal |y pretested for reliabi
Cronbachdés alpha value was greater than 0. 7
Bhattacherjee (2012) argues that reliability of the research instruments is a prerequisite for
validity. The research procedure was found appropriate for the study and so was the
guestionnaire. The eight SACCOs that participated in the pilot study weoaiieft the main

study.

After receiving the survey questionnaires from the field, the data was emnterédicrosoft
Excel,screened for errors and omissions and edited before transferrii@jatisiical Package
for the Social ScienceSPSS)Hypothess testing was through Covariance BaSédictural
Equation Modelling (CBSEM). This statistical franveork assumes multivariate normality and
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linearity. Therefore, the data was fiested for outliers, normality, and multicollinearity. All
these tests indated that the data met the SEM assumptions and was therefore suitable for
further analysis.

The SEM process involvedmodel specification, identification, estimation, testing and
modification. The hypothesized modelas specified and identified during lisgure review.
Analysis of Moment Structures (AMOS) a plugto SPSS was the statistical softwaredus
model estimation, testing, and modificatio8pecifically, AMOS version 23 was used. The
KaiserMeyer-Olkin (KMO) and the Bartlett's Tesbnfirmed suitability for factor analysier
eachvariable Exploratory factor analysis was carried out improve the hypothesized
measurement models for each varialdlee resulting structural model relating innovation
capdility and strategy execution was subjected to maximum likelihood confirmatory factor
analysis (CFA).

Several indices were used to examine fodel fit. The relative normed Claquare which is
theratioof Chis quar e t o degr ees offthe indiceseVdheaton, Matt®&n, d f )
Alwin, and Summers (1977) propose values below five as acceptable while Carmines and
Mclver (1981) suggest values belowaée. The Normed Fit Index (NFI), the Comparative Fit
Index (CFI), and the Tuckedrewis Index (TLI) were also examined. All the three indices range
from zero to one with zero indicating no fit and one indicating a perfect fit. Hu and Bentler
(1999) proposehat values above .95 are indicative of perfect fit while values close to 0.9
demonstrate a good further, the Root Mean Square Error of Approximation (RMSEA) was
used to assess structural modelRMSEA assess if the approximation is good or batitha

closer the RMSEA is to zero, the better the model fit (Hox & Bechger, 1998). Pituch and
Steveng2016) point out that RMSEA of below .05 shows close fit while that of .05 to .08
presents adequate fit.

The factor loadings in the structural model exping the strength of the various correlations
were evaluated. In addition, tleefficient of detenination (R?) explaining the variance in
strategy execution explained by innovation capability was assessed. Finally, to examine the
relationship betweemnovation capability and strategy execution and test the hypothesis,
regression coefficients namehe standardizedkgression coefficient estimate (Beta weights),
Standard Error (S.E.), Critical Ratio (CR) and the significance of path coefficieatug)
weregauged. Beta weights were used to assess the strength and direction of the relationship.
Thesignificance of CR was used in either rejecting or not rejecting the null hypothes@s at

level of significance.

Results and Discussion

The study examied the influence of innovation capability on strategy execution in the DT
SACCOs in KenyaThe data collected was used to test the null hypothesis that innovation
capability has no significant influence on strategy execution in line with this objechiee. T

191 questionnaires returned corresponded to 86% response rate. Out of the 191, seven
incompldge and one unengaged questionnaire were omitted from the final analysis. There were
therefore 183 usable questionnaires (n=183).

Exploratory Factor Analysis

The innovation capability construct had three sub constmatsely; innovation capability

intention to innovate ICI), innovation capability learningl@L), and innovation capability

creativity (CC). The KMO and Bartlett's Test results confirmed thatlad tonstructs were

suitable for factor analysis. Exploratoigctor analysis was carried oahd eight of the 22

factors that were cross loadings or havimadings below 0.Were dropped leaving 14 items
~ 32 ~



The University Journal Volume 1 Issue 3 2019 ISSN: 25191 0997 (Print)

for consecutive analysis. The factor framewdok the innovation capabilityariable is
summarized imable 2

Table 2: Summary of the Factorsunder Innovation Capability

KMO Bartletts's Df ~ Sig  Principal  Variance

First Order Items , Items
Constructs Retained test Eg;?j?r?;ent ilix(f/)(!amed Deleted
ICI ICI5 0.83 273.743 10 .000 0.736 57.377 ICI2
ICI6 0.719 :g:g
ICI1 0.815
ICI7 0.747
ICI3 0.766
ICL ICL5 0.83 461.254 10 .000 0.822 67.635
ICL4 0.789 ICL3
ICL7
ICL1 0.813 ICLS8
ICL2 0.832
ICL6 0.854
ICC ICC6 0.49 1089.74 6 .000 0.895 80.224 ICC3
IcC5 0.895 ICC4
ICC1 0.901
ICC2 0.892

As presented in Table he five retained items und#Zl explained57.37®6 of the variance

in the construct. Théve items uneér ICL explained67.63%% of the variance in the construct.

The fouritemsunder ICC explaine®0.224%o0f the variance in the construct. Overall, the
three first order constructs explained 68.114% of the total variance in the innovation capability
variable. The outstanding varidily is explainable by other factors not part of this factor
framework.

The strategy execution construct had three first order constructs namely; strategy execution
action planning $EA), strategy execution resourcin§ER), stratey execution strategiatf
(SES).The KMO and Bartlett's Test results confirmed that the strategy execution constructs
were suitable for factor analysis. Following exploratdagtor analysis, is of the 19
measurement items were dropped because of craskanloadings leavindg.6 items. The
strategy executiofactor framework is summarized Trable 3
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Table 3: Summary of the Factors under Strategy Execution

First order Items Bartletts's . Variance PCA ltems
constructs Retained KMO test Df - Sig extracted %;?iﬂgnem deleted
SEA SEA1 089 977121 21 0 70241 0871 NG
SEA2 0.844
SEA3 0.885
SEA4 0.886
SEA5 0.842
SEA6 0.744
SEAS8 0.786
SER SER1 0.88 456.555 10 O 68.145 0.871 EEEZ’S
SER3 0.838
SER4 0.772
SER5 0.796
SER7 0.847
SES SES1 0.58 905.286 6 0 84.725 0.93 gggg
SES2 0.928
SES3 0.917
SES4 0.906

As presented in Table 3@ seven retained items un&#A explained0.24 26 of the variance

in the construct. The five under SER explaie8dL4%% of the variance in the construct. The
four under SES explaine84.72%46 of the variance in the construct. Overall, these three
constructs under strategy execution explained 73.63@0&te total variance in the variable.
The remaining variability is explainable by any other factors not considered in this factor
framework.

Measurement Models Aalysis

The innovation capability and tistrategy executiohypothesized measurement modelsever
each subjected to maximum likelihood CFA on AMOS ZBhe model fit indices were
evaluated.The innovation capability measurement model had a relative normesiGéuie
value above three indicating an inadequate fit between the hypothesized modelsamaitiee
data.In addition, the NFI, CFI, and the TLI fihdices were below .900 demonstratthgt the
sample data did not adequately fit for the hypothesized model. The ICL factor loading on
innovation capability was identified as being substantially btw.16 This presented an
opportunity for model modification in subsequent analysifie strategy execution
measurement model hadedative normed Chsquare value of less than three and the other fit
indices were all above .900 signifying an adequateetiveen the hypothesized model and the
sample datalhere was therefore no need to modify the measurement model.

Structural Model Analysis and Hypothesis Testing
The structural model relating innovation capability and strategy execution was subjected to
maximum likelihood CFA. The fit indices were examined and an opportunity to improve the
model was identified by studying the modification indices (Ml) of the eteoms. The
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modifications were based on the significance of MI within the innovation capability sub
constructs as well as logic. The modifications that were made to improve the model fit are
presented in Table 4.

Table O0: The Modification Indices for Innovation Capability and Strategy Execution
Model

Par Findings
Change

el9 <-> el8 33528 -.065

Path M.1.

Correlation between measurement error of the sam
order construct
Correlationbetween measurement error of the same
order construct
Correlation between measuremenbenf the same fir:
order construct

el3 <> el4 162.340 .538

ell <-> el2 113.953 .179

The modifications involved linking error terms e19 to e18 in the ICL construct and e13 to el4
and ell to e12 in the ICC construct. The model fit indices for the modified structural model
linking innovation capabilitynd strategy execution were examined and are presented in Table
5.

Table 5: Model Fit Indices for Relationship between Innovation Capbility and
Strategy Execution

Fit Indices Values Adequate Fit Conclusion
958.917

df 395

L AQTQ 2.428 <3 Adequate Fit
NFI 0.898 a. oo Adequate Fit
TLI 0.954 a. 9o Adequate Fit
CFI 0.916 a.9o0 Adequate Fit
RMSEA 0.058 <.08 Adequate Fit
PCLOSE 0.19 >.05 Close Fit

The relative normed Cliquarg( ¢ * 2valuk fofp.428 indicated an adequate fit between the
hypothesized structural model relating innovation capability and strategy execution and the
sample dataln addition, the NFI, CFland TLI ranged from 0.899 to 0.954 indicating an
adequate fit. The RMSEA [.05®0% CI: .081, .095) with p > .050] was also within the
acceptable range indicating a reasonable error of approximation of the model. All these indices
suggested that the datasvan adequate fit of the innovation capability and strategy execution
hypothegzed structural model. The path diagram resulting from the modified structural model
is depicted in Figure 1.
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Figure 1: SEM Path Diagram - Relationship between Innovation Capability and
Strategy Execution

Figure 1 shows thatll the factor loadings except ICL were above 0.5. A decision was reached
to retain the ICL construct with a 0.37 factor loading as the path was statistically significant
and its deletion could have resulted to a poorer model fit. heaR 0.43 indicatig that
innovation capability explained 43% of the variance in strategy execution. The path diagram
further shows that innovation capability and strategy execution hygnitepath was positive
(b=0.73. Further, the Beta weight of 0.73 signifies thahange of one standard deviation in

the innovation capability will result in a change of .73 standard deviations in strategy execution.
Finally, the structural modeggression coefficients were assessed. In particular,-tredye of

the main path betweeinnovation capability and strategy execution was evaluated. These
regression coefficients are summarized in Table 6.

Table 0: RegressionCoefficients for Relationship between Innovation Capability and
Strategy Execution

Path Bet a (S.E. C.R. P
Strategy < Innovation 0.732 0.193 5.523 ok
Execution

ICI <--- Innovation 0.73

ICC <--- Innovation 0.895 0.342 5.486 ok
SEA <--- Strategy Executior 0.836

SER <--- Strategy Executior 0.738 0.129 7.265 FrE
SES <--- Stratgyy Execution 0.658 0.137 7.335 FrE
ICL <--- Innovation 0.374 0.158 3.772 *rx

P<0.05* P<0.01*, P<0.001***

As presented in Table 6, all the paths in the model hadyes of less than .05 and thus were
statistically significant at .05 level oigsificance. In particular the innovation capability and

~ 36 ~



The University Journal Volume 1 Issue 3 2019 ISSN: 25191 0997 (Print)

strategy execution path had avalue of less than .05. Thig-value denoted that the
hypothesized path between innovation capability and strategy execution was statistically
significant. The null hgothesis that innovation capability has no significant influence on
strategy execution was thus rejected at.05 levsignificance capability. This study therefore
supports the hypothesis that innovation capability has a positive significant influence on
strategy execution.

This finding that innovation capability has a significant positive influence on strategyierecut
was comparable to other study findings. Though previous researchers have approached the
operationalization of innovation capability fdifently, most agree that it positively influences
introduction of new products and implementation of new systBwsenbusch, Brinckmann,

and Bausch(2011) in a metanalysis of 42 empirical studies accentuate the strong link
between innovation and strgieexecution and the resulting improvement in organizational
performance. FurtheAkman and Yilmaz (2008) found th#tere is a strong and positive
relationship between innovation strategy and innovation capab8ityilarly, Jime'nez
Jimenez et al. (2@) support the innovation linkage to strategy execution by asserting that the
capabilityleads to improved strategoerformance. These findings agree with the findings in
this study that innovation capability positively influensémtegy execution.

This study also found that the three stdnstructs namely intention to innovate, learning
capability and creativity inflence innovation capabilityThis is in agreement witfyang
(2012) who accentuates intention to innovate as influencing strategy exetutios. study,
learning had the least influence on innovation capability. Previous studies have had conflicting
findings.Hult et al. (2004) found that learning is an antecedent to innovativeness. Alegre and
Chiva (2008) found a link between learning greformance of new product innovatiaddn

the contrary, Ferraresi, Quandt, dos Sad&tdsrega (2012) refute that learning significantly
influences innovativenest this study, creativity which resides in the staff had the highest
influence on innovatiogapability. Similarly,Baer (2012) linked highly motivated employees

to the likelihood & pushing forward innovative ideas realization. The findings in this study
largely agree with those of other studies on the antecedents of innovation.

FromtheKenya context, there are | imited studies
focus onthe innovation capability and strategy execution linkagéicho (2015) links
innovation to strategy implementation sucdagbe insurance sector. Additionallfhaia and

Muturi (2014) found lack of innovatioas being detrimental to ICT implementatat K-Unity

a SACCO thatwas amongthe6 4 i n this studyds popul ati on.
by Thatia and Muturi 2014) that innovation capability influencesplementation inDT-
SACCOs However, unlikeThatia and MuturiZ014),this study consiers innovation beyond
ICT implementation. Overall, this study adds to the body of knowledge oreltiteonship
between innovationapability andstrategy execution.

Conclusions and Recommendations

There are several broad conclusions that can be fradéehis study. First, the study concludes
that innovation capability has a significant positive influence on strategy execution. In
particular, the study deduces that timention to innovate, learning and creativity all
significantly and positively infience innovationSecond, the study concludes that SACCOs
need to cultivate innovation capability support strategy executionBy cultivating an
innovative spirit orgamziational wide, SACCOs are likely to fast track strategy execution.

The studysuggests that strategy execution in SACCOs can be improved by séang
objectives supported by a plan of action on how and when to achieveTherstudy also
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suggests thasound management of the available resources need to be at the center of
improving strategy execution. In particular, resources shouldlloeated according to the
priority areas identified in the strategic plamdadjustments made based on major chaimges

the strategic direction. Delays in strategy execution can be curtailaddayiate resourcing.
Finally, the study suggests that there is need for alignment with both the internal and the
external environment. Internally, desired strategic directionseednatch the policies, the
structure and culture. Externally, the strateggeds to be aligned to the social economic
conditions as well as the regulatory requirements. With a better understanding of the
environment, SACCOs and any other organizatiokingeto renew itself can get better at
strategy execution.

Though this studyprovides unique insights into the innovation capability and strategy
execution linkage, it also provides suggestions for further research. This study was limited to
collecting cosssectional data from heads of departments. It is proposed that futuiesstud
extend to other study populations. Further, in addition teasktiinistered questionnaires,
structured interviews could be considered fed@pth insights. Longitudinal stig$ tracking
innovation capability and strategy execution over time arepgmosed. Finally, a study that

cuts across different sectors is proposed. This is because the sector of study is very unique as
it is memberowned, membemanaged and democratigacontrolled and these findings may

not be generalized to all other sectors
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Abstract

This study investigated the influence of Strategic Welfandcesron emplyee performance in kel

Five Public Hospitals in Kenya guided by human capital theory, cybernetic theory, contitiysorgy

goal setting theory and AMO theorhe study used descriptive research survey and adopted cross
sectional surveyasearch desig The study targeteadl permanent employees within the ranks of senior
management, middle management, lower manageamergeneral staff in the hospitals. This involved

a target population af428 employees frowhich a sample of 146 was abited througlsimple random
samplirg. Proportionate sampling was used in selecting the permanent employees from the hospitals
represeting 10% of the accessible populatiofwo hospitals not included in the final study were
purposively selected for a pilstudy to chek on reliability andvalidity of instruments. Both primary

and secondary data collection methods were used in formestignnaires and interview schedules.
Collected data was descriptively analyzed and presented in tables. Correlatiomkipternegression
wereconducted 80.05% level of significance to determine the strength and direction of the relationship
betweenvariables. Study findings indicated that strategic welfare services influenced employee
performance in the level five publihospitals m Kenya. The authors ecommend the use,
implementation and sensitization of strategic welfare service contingent bealite sector that will

steer up employee performance. The paper is an information source for government departments, the
health sectorNGOs and individualsn employee welfare.

Keywords: Strategic Welfare Service, Employee Performance, Level Five PdbBpitals, Health
Sector

Introduction

The concept oStrategic HumariResource Management (SHRM) evolved in the 1990s with
emphasis on aproactive, integrativeand valuedriven approach to human resource
management (Schuler, 2007). Influenced by the global competition and the corresponding
search for sustainable competitisdvantage, the concept achieved prominence because it
provided a mans by which firms cdd enhance the competitiveness and promote managerial
efficiency and effectiveness through employee performance organiz&wnsture, SHRM
implied a managerial @ntation which ensured that human resources were gaplm a
manrer conducive to the @inment of organizational goals and objectivtdeally employees
spend most of the noteworthy time of their life at the workplace, hence becoming their home.
Employees, shareholders, creditors, suppliers, governmenigatiber sta&holders influence

conpanybs effectiveness therefore are i mporta
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employees would undoubtedly top the list as they are undeniably cruéiehaslkaders who

directly influence work performance ingaven organiation by stabilizinghe tremors caused

by the business environmemvery company or organization has an inexplicable role to play

in providing welfare services to the employees not fashetary but also nemonetary. A

satisfied employee ithe key ingedient for progress oévery sector and the concept of

empl oyee wel fare was and wil |l al ways be a pa

Background of the Study

Employee Welfare Services

The concept of employee welfare has been used by maagipagions aa strategy to improve
performance of employees. Manzini and Gwandure (2011) observe that work related problems
can lead to poor quality of life for employees leading to a decline inrpgaface. According

to Priti (2009), the role of welfa@gctivities isto promote economiceyelopment by increasing
efficiency and productivity with the underlying principle being, making workers give their
loyal services ungrudgingly in genuine spirit aF@peration and their general wdlking.
Nonetheless Miti (2007) agues that naturallyyelfare services may not directly relate to an
employee's job but the presence or absence of the services is notable through employee
performance, attitude, high aw labour turnover. The health sector and specifidallgl five
hospitals provide esseaat service to the public in Kenya. It is therefore imperative that the
county governments and the Ministry of health provide these services to them.

The services magither be voluntarily provided by progressive andgiténed emplgers at

their will asa social responsibility or compelled by laws through government and the trade
unions. Employee welfare entails all those activities of employer, which are dirested$o
providing the employees with certain facilitiesdadone towats the comfort and impvement

of employees (Kimathi,2017). The welfare measure need not be monetary but in any kind
including items such as allowances, housing, transport medical inesw@addood. Employee
welfare also includes monitoringworking corditions, creation ofridustrial harmony through
infrastructure for health industrial relations and insurance against diseases incident.

According to Friedlander (2006), employee welfamevises are very broad areas of interest.
When the envoonment is god, employers addressmployee welfare services in the
organization and also consider employee welfare services in terms of pressures one will
experience outside the working pladden anemployer who is genuinely interested in the
welfare ofhis/her emplgees need to be conoed about creating a positive work environment
where staff recognise that they are valued. Okeetla (2010) view welfare as a corporate
attitude or commitment fiected in the expressed care for employees at aldewederpining

their work and theenvironment in which it is performed. Coventry and Barker (1988),
particularly asserted that employee welfare included providing social club and sports, facilities
as appropriateproviding canteensinning sick bays, sangs schemegension funds anddee

grants, making soft loans approving sta#insport, maternitallowances, medical insurance
covers and proving fringe benefits. The Committee of experts on reveléailities for
employees constituted by the Interoatl LabourOrganization (ILO) inl963 has divided the
welfare measures into intramural and extramural schemes. The Intramural welfare amenities
are those provided within the premises of the estahksits such as sanitary facilities, creches,
rest sheltes and cantewes, drinking water, mvention of fatigue, health services including
occupational safety, administrative arrangements, uniforms and protective clothing, shift
allowance among others. Empéy secures the benefits of high efficiency and low leyge
absenteism and minimum empjee turnover. Facilities like housing, medical benefits and
education facilities help to increase productivity of workers. Performance on the other hand
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means goodsma services produced in a specified period of timeelation to tle resources
utilized (Singh, 2009)But Coheret al(2005) contented that it is more than a narrow economic
measure, as it also measures how well the group performs its required taalsfyoits
customers both internally and externally.dffect, perbrmance suggests eftaeness and
efficiency of the employees.

According to Nyamwamet al.,(2012), welfare services can be used to secure the labour force
by providing proper human coiidns of work and living through minimizing the hazaus

effect onthe life of the workes and their family members (Manzini & Gwandure, 2011).
Welfare services may be provided for matters concerning employees in terms of supplementing
the income of thevorkers by providing services such as housing, medgsiktance,anteens

and recreatioffiacilities (Mishra and Manju, 2007). Further, welfare facilities help in raising
empl oyeesd standards of Iliving. Thi anhakes

thus increases their productivity and foster drethdustrialrelations, help organz at i on s o

visibility and popularity (Priti, 2009).

Devolved Health Sector in Kenya

The 2010 constitution provides a legal framework that guarantesdkiaolusive rightsbased
approach to health service delivery to Kans. In orde for the health serges to be all
inclusive and rightdased, as envisaged in the constitution, four important inputs are required.
First, there has to be the availabilitfya network of healthcare facilities; second, the facilities
must befunctional wth competent and maftated staff; third, there needs to be supplies of
essential medicines, and, finally, funds for the operation and maintenance of health facilities
must each the facilities on time. These four factors are primary to dielgvéhe heahcare
promise to theés2 per cent of Kenyans who primarily rely on the public healthcare system
(Mwangi 2013, cited by Kimathi, 2017).

The Kenya Health Policy 2012030, prowdes an institutional framework that specifies the
institutional andnanagement émeworks required undthe devolved system. The policy sets
out the objectives of the new governance structure as:

A Deliveryof efficient, cost effective and equitable haadervices;

A Devolution of health service delivery, administration daimanagemento the

V

community level A stakehol der participation and

delivery, administration and management;

Operationahutonomy;

Efficient andcosteffective monitoring, evaluation, reviewing and reporting systems;
Smoothtransiton from old to devolve structures; and

Complementarityf efforts and interventions

I > > D

Employee Performance

Employee performance is a multidimensional and dynamic core conayt work and
organizational psychology. The term is synonymou$ Wuman resarces (employees) and
their performance in a given organization. It has to do with all the job activities expected of an
employee and how well those activities are carrigddldavoo-Linge et al, 2013). Employee
performance has also been veshin terms boutcomes and behawio based on individual
factors as personality, skills, knowledge, experience and abilkE=rding to Armstrong
(2009), different indicators are ustmlmeasure performanc@uality could be measured by
percentage of wrk output tlat must be redone oejected, customer satisfaction that is
measured by the number of customers that are faithful and customer feedback; timeliness of
efficiency; measurechiterms of how fast work is performed by the employee when given a
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paticular task Ma k at a6 s (rvatior0 8owevep lfosuses on absenteeism and
achievements onset objectives. According to Kerata) (2003) empl oyeeds
measured againsthe performance standards set by the organization. These could be
productivity, eficiency, effectivenes, quality, profitability measures and customer feedback

be it positive or developmental feedback.

It is worth noting that Employee performance is caudi an organization is to maintain its

efforts towards the realizah of predegned goals especialipn a competitive environment.

Emerging issues in most organizations in the field of Human resource has forced most
organizations to rengineer the wathey recruited, trained, retained, motivated and rewarded

its labourforce. The accessful future of ansector in an economy depends on its strategic
approach to economic issuédshe | ev el 5 hospitals, being ke
require a higldegree of competitive and high performing employees (Nyanjom, 2011).

Statement othe Problem

Employee prformance has become a major concern in many organizafi@tigre services

are very important to all the employees in any organization and particularly the health sector.
Consequentlya lack of it may lead to absenitg®, high tunover and lack of satfaction.
Welfare includes everything done for the comford @mprovement of employees apart from
wages such as monitoring of working conditions, infrastructure for health insurance, accidental
and unemployment benefiter workers ad their families, trasport and medical maternity
leave, education for children @rpostretirement benefits (Munyoki, 2010). Most of the
hospitals in the county governments rarely provide overall competitive packages of employee
welfare bengts to its enployees, which resdtin low performance, high turnover, and
retention problems.

The Level five hospitals have been faced with increased agitation from the workers unions and
staff association because o0Yicest goe dminstaatoea g u at e
or total withdrawal of the existing ones. The dissatisfaction of eyge#s towards the
administration and management of employee welfare activities need proper investigation and
examination in order to find a lasting solutiorthese numeraproblems.

Studies ach as Cook (2008) who examined the effects of fringe berafitate of quitting in

addition to the effects of wages; Pegg (2009) who investigated how benefits can impact on
satisfaction, motivation and performance levand how gganizations are choagj to inform

their people about the type of benefits on gfferand Mul wadés (2010) st u
influence staff turnover in World Vision and recommending a review of existing pension plan

to address staff expedtan still remain inadequate prompiy the current study to investigate

whether strategic emplogeavelfare services influence performance of employees in the Level

Five Public Hospitals in Kenya.

Objectives

This paper entails a study conducted to deternfiaanfluene of strategic Welfarservices

on employee performance in Level Five Pulhliospitals in Kenya and is drawn upon the
hypothesis that: Employee welfare services has a positive significant influence on employee
performance in the health sectioiKenya.

Theoretical Review
Quality of Work Life, epitomized in employee welfare is thegdee to which the employees
are able to satisfy important personal need through their experiences in a company (Singh,
2009). According to (Aswathappa, 2004), it atwes physich mental, moral andreotional
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well-being. This is conceptualized by Singh@9), as occupational health which together with
suitable working time and appropriate salary, increase motivation and satisfaction of an
employee. Ulrich (2005) citeby Sabwan{2014), attemptgo link strategic welfare service

and employe@erformance elying on a belief that improving the way people are managed
inevitably leads to enhanced performance.

Human Capital (HC) Theory

This theory states that people pessinnate alities, behaviours ath personal energy which

are elements that make up thentan capital (Davenport, 1999). In HC theory it is the
knowledge, skills and abilities of individuals that create vafisea result, focus has to be on

the means ofttracting, etaining and developghhuman capital. According to Armstrong
(2010), individuals generate, retain and use knowledge that creates intellectual capital. The
i ndividual 6s knowl ¢hd igteractioss beétweenrthers irehsacgitze d b y
which generates institutionaled knowledge that organizations own. In linking this theory to

the health sector in Kenya, the study notes that the Human resource for Health (HRH) is a key
resource. The tloey confirms that knowledge, skills and atids of indivduals create value

hence focus had to be on the means of attracting employees, welfare services offered by the
health sector in, retaining and motivating employees (Doctors, Nurses, Clinicalr®ffice
laboratory technicians, information tedhogists andin general the healthvorkers and
administrators) for better performance.

Goal Setting Theory

The theory was advanced by Latham and Locke, (2002); who emphasized goal setting and
encouragement ofegision rights and employee voice as a bamiemployeeperformance.
Accordingto (Kagaari, 2010), the scholar emphasized that taking responsibility for results
required that organizational members are given the opportunity to influence their results
favourably and have the freedom to take acftidris impliedthat people had to ksuthorized

by their managers to independently and swiftly take action on problems without having to ask
for permission first. According to Armstrong (2009), employees are likety to meet or
exceed performance goals evhthey arempowered with the authity to make decisions and

solve problems related to results for which they are accountable in the right environment.

ContingencyModel BestFit Model)

This model assertsdhthere exist no universal or unigue HRMqtiges and opolicies, but
rathertheyarec ont i ngent to an organizationSt®eycont e
& Sisson, 2000). Proponents of this school of thought assert that HR practices are more
effective when properly integrated with agn environmetal and or organizainal situation.
Contingency theory emphasizes best fit, which requires that HR practices are suitable for
organi zationods situati on, S u c hnvireamments, arel c ul t
operational procedures. Whapplied HR pactices should theroasider the mutual needs of

the people and the organization in question.

The main tenet of best fit theory is an exploration of the connection between HRM and strategic
managenent through an examination of the verticalegration be ween an @&r gani z
operation strategies and the drafted HRM processes and policies (Ulrich & Brockbank, 2005).
Vertical integration is the fit that gives leverage by means of policies, precemse
procedures that are largely known tothe core athe strategic approbes in managing human

capital (Schuleret al, 2007). Therefore, best fit facilitates a clear and strong connection
between internal HRM practices and policies and the extstrakbgies concerned with the

business markeThis creaés competence and ultately led to superior employee performance
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that is reflected in organizational succ@dsarchington & Grugulis, 2006).

Linking contingency theory to health sector and spealify County Hospitals, the authors
noted thaall the Fou County Hospitals setted for the study had different styles of managing
their employees, they had different structures, facilities and they were located in different
environments or location$his meant that the hospitals in these courdjgsrated caimgent

to their strutures, leadership style, physical facilities or amenities, welfare services that they
offered, resources and cultures that was why we had best performing governors and worst
performing governors.

Conceptual Framework
Coneeptual framewrk gives a diagrammiat representation of linkages or relationships
between study variables (Robson, 2011).

Dependent Variable Moderating Variable Independent Variable
Strategic Welfare Services HRMP Act, 2012 Employee Performance
AWork-Life-Balance

APensiorschemes » 3 Implementation — Staff Efficiency,
turnover,
AFamily leavéMaternity Knowledge of the Agt Staff Turnover, feedback

Empirical Review

Strategicwelfare services encompassed a desirable state of existenceingvphysical,
mental, moral and entional wellbeing of an employeéccording to Stratton (2009), welfare
services are a financial or other assistance offered to an employee or familyrgg@ination.
Employee welfare is a comprehensive term that geduvarious arvices, benefits and
facilities offered to them by employerSome of the various welfare services included;
allowances, housing, transport, medical insurance, pension schémel; leave and
canteens, sick days, child care programs, fimdassistane, educational (Lag&t al, 2014).

In addition, fee benefits, wellness programmes, medical insurance and workers compensation
programs are services through which employedéopeance is enhanced, Stratton, (2009).
Child care programs helpteact and r&ain employees with yong children. Organizations that

put in place a childtare centre within the work premises minimise stress that is brought about
by rearing tender age ctien and it immensely increases productivity giving the worker
sealrity to work and consequently impves their performance (Okumbe, 2010). Transport
benefits in form of transport allowance, car allowance, company car or van pooling is very
important in tlke performance of the employe@ccordig to Okumbe (2010), an orgaation
thatprovided an employewith a company car increased his or her performance and prestige.
This had an emotive impact on the employee as it is considered prestigious. Van gooling i
also very popular with companies; they provided a van that dmildsed by aumber of
employees tathe same time.

Employers who provide transportation benefits eased movement among the employees which
leads to employee satisfaction and performanceifte, 2010). Most organizations provide
welfare facilities to theiemployeeshat keep them highly ativated. Employers understand

that stress free staffs is a major asset to the organization and therefore provided welfare services
and programmes whicheconcerned with the total wddking of the staff both at work drat

home.
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Kuria (2012) carried oua study on the effect of employee welfare programmes on job
satisfaction of employees within the flower industry in Kertya.pointed out that employee
welfare programs rested mainly on the abstract ground of sog@ahbility an organizations

for enployees that worked for them. The study established that the welfare services like
insurance, maternity leave, and leaveva#lace provided by the flower industry had a positive
effect on employee performance. Hence oizgtions needhighly performing emioyees for

them to realise their goals in the delivery of services and it increased their competitive
advantage.

According b Okumbe (2010), an organization that was genuinely interested in the welfare of
its workers wasconcerned atut creating a positey work environment where individuals
recognised that they were valued, it then boosted their performitesical insurance
coverage was one of the welfare services that enhanced employee perfoBoartoghe high
costof hospitalzation, surgical and aternity care, it had become necessary that employees be
cushioned against these costs putting in place Medical insurangdoyees with medical
insurance were more likely to be satisfied with their work and with theéosrepwhich hen
eventually transkas into effective performance.

According to Masinde (2011), in a comparative study carried out on the effects of social
welfare facilities on employee motivation in Pan African Paper Mills and Mumias Sugar
Company, the tady establibed that facilities mvided to employees were a strong
motivational element that enhanced employee performance. Studies carried out by Manzini
andGwandure (2011) revealed that employee welfare has been used by many organizations as
a strateg to improveperformance of the enfgyees; especially in telecommunication industry,

since work related problems can lead to poor quality of life for emplogegsdecline in
performance. Patro (2015), in a comparative analysis of welfare measurescrapdiprivate

sector found thataa mp|l oyeeds wel fare facility 1i-s the
employee relationshipThese welfare services improve tktemp | oyees d mor al e a
towards the management thereby increasing their happinesgdatisind pgormance.

A researchn different organizations by Patro (2012) identified that the employees are assets
of any organization. The needs of thepbmyee must be satisfied in order to meet the goals of
the organization. Any organization woubé effectiveonly when there is hlgdegree of co
operation between the employees and their managekbesna & Dangayach (2012) analysed
thee mp | o gsaeskrsob of private Sector Banks and Public Sector Banks, Five banks were
considered in which threeere publicsector banks and renmitng two were private sector
banks. It was found that satisfied employees made positive contributions to the organizational
effectiveness and performance. In another study, Gray and Shasky (2007) also using multiple
regression analysi examined the impadf strategic HRM practices on the performance of
state Governments agenciddie results showed that when organizations eygalosuch
personnel practices as internal career ladders, welfare Services like Insurancey, Ransio
allowance and resulbriental performance appraisal, employment security. They were more
able to achieve their organizational goals and objectives.

The HRM practice adopted during in the process of this study was that of establishing how
well the hepital operabnal system like rewa systems, welfare services like Pension
schemes, work life balance improved employee performance

Methodology

The study added a crossectional survey research design artdized both quantitative and

gualitative resarch approdees that were ideal icollection of data through the instruments of
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guestionnaires and interview schedules.The Quantitative research approacbeéntie
collection of numeric data from a large number of respondenteas@lsanstrumentatvith
pre-setquestions and respaess analysis of trends, comparing groups, and relation of variables
using statistical analysi#t was also ideal in the intgretation of results by comparing them

with previous predictions and past research, and inngrihe rese&@h report using staiaald,

fixed structures and in taking an objective and unbiased approach. Qualitative research
approach on the other hand emabthe exploratiof the problem and developed a detailed
understanding of a central phenomensing literaure that had been rigwed.

The philosophy that guided the research was positivism philosophy. This is a philosophy that
allows the researcher toake various assumptions. Such assumptions may include operating
within agreed norms and pramds as well athe idea that is pstble to distinguish between

more and less plausible claims that science may not provide all the answers, (Kothari, 2009
cited by Midida, 2014).

The target population for the study comprised of 1428 permanent empldyaedaur level

five (5) hospitalsin county governments. They were Bungoma referral hospital, Kajiado
referral hospital, Kangundo referral hospital, and Kadéganreferral hospital. These were
initially called District Hospitals. The respondents consistethe senio management that
included the hospital superintendents, Middle management, lower management and general
members of staffAccording to Fowler (20®), a sampling frame is a complete total list of all

the members of the population that the agsker wisheso study hence the ta number of
respondents that were the source of sampling frame 428 drawrfrom the four (4) county

public hospitals sekted for the study using simple random sampling. Purposive sampling was
used in picking the puic hospitalsfrom the four countig for the study. A sample size of 146
employees was therefore selected. The sample was proportionate from the hospitals
consttuting; Bungomacounty hospital (34), Kakamega county hospital (37), Kajiado county
hospital ($) and kangudo county hospital (39 This represented 10% of the accessible
population that is generally recommended by social researchers (Mugenda & M@§€¥)a,

Both descriptive and inferential statistical techniques were used to analyse thi€ahal (
&Tromp, 2006). Descriptive da was presented inform of mean, percentages and standard
deviation. Regressiomodels were fitted and hypothesis testingiedr out using multiple
regression analysis.

Findings
The main purpose of the study was todastigate thénfluence of strategiwelfare services on
employee performance in Level five public hospitals in Kenya.

Strategic Employee Welfar8ervices

After the implementation of the welfare policy, the level of work improved by 66.55%. This
confirmed the views byOkumba (2009), that Wfare services are very important to an
employee A well looked after employee holistically will perform bettdihe authors used
parametersepresented bys=Strongly Agree, 4=Agree, 3 = Neither agree nor disagree, 2=
Disagree and IStrongly Disagree. Theesults are as presented in Table 1.
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Table 1 Responses on Strategic Employee Welfare Services

Statements 5(%) 4(%) 3(%) 2(%) 1(%) Mean Std.
Deviation

The Level five hospital provides  10900.8) 6(5.0) 2(1.7) 1(0.8) 0(0.0) 4.89 .429

health services to staff

The level five hospital has partnere 56(46.7) 54(43.3) 1(0.8) 1(0.8) 6(5.0) 4.97 5.232

with health insurancerganizations

and hospitals for staff healthcare

The level five Hospital allows for 106(88.3) 11(9.2) 0(00) 1(0.8) 0(0.0) 4.88 .396

sick offs and &mily leave

The Level five hospital hasgensior 83(69.1) 26(21.7) 1(0.8) 2(1.7) 6(5.0) 4.93 4.753

scheme facility for its staff

The hospital gives family and 101(842) 17(14.2) 0(0.0) 0(0.0) 0(0.0) 486 .353

maternity leave to its staff

N=120

According to the study findings in Table 1, the respondents strongly agredtetwaiunty
hospital provides health services to staff (M=4.89; SD=0.429); partnership of county hospitals
with health insurance oagizations hd (M=4.97; SD=5.232Hospitalallows for sick offs and

family leave had (M=4.88; SD=0.396 The hospital has a pension scheme facility for its staff
(M=4.93; SD=4.753)The researcher also found out that county hospitals had some welfare
prograns/servicesn place.The study theefore esablished that 33.3% health insurance was
offered to the county employees, 44.4 % indicated that recreational facilities were at the county
hospitals, 13.0% indicated that pooled car for staff use as transgoaivaiable tthe county
hospitalsand 9.3%confirmed that the county hospitals had subsidized loans for staff. The study
also established that staff wanted the hospitals to adopt some welfare services that could
improve employee performanddajority of employees 58. % were of the opinio that tke

county hospitals introduce work life balance that will cater for employee welfare in a holistic
manner, followed by employee pick up transport with 20.5 % and employee assistance
programmes with 18.1% and theabt 6.1% waslubs.Overall, fromthe aboveneasurements

in Table 1, we can conclude that indicators used to operationalize the variables had an
approximate average mean of 5.00. This meant that most respondents strongly agreed that the
county hospitals dd welfare sevices in place.

Employee Perdrmance

The findings presented in table 2 indicated that staff turnover was highest rated among
employees as majorit§3(70.3%) strongly agreed thamployees in the respective hospitals
were leaving their job®tlook for geener pasturedsewhee.However, som84(28.8) pointed

out that thequality of work provided by the employees in the hospitals was exceptional with
33(28.0%)strongly agreeing thatustomer feedback reports indicated positive results about

th e e mp beovigesThdseswho epressed satisfaction with their day to day responsibilities
and activities, efficiency of services to customers and the customers being happy about their
exemplary servicand job satisfaction accounted for 32(27.1%jpoeslents stnagly agreeing

to the gatements.
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Table 2 Responses on Employee Performance

Statements 5 4 3 2 1 Mean Std.
(%) (%) (%) (%) %) Deviation

Staff turnover has decreased in thi 21(175) 2(1.7) 0(0.0) 0(0.0) 95(80.5) 1.60 1.234

hospital due to efficient use of

human resource practices that

moativate, us irthis hospital.

Employees in this hospital are 83(70.3) 0(0.0) 0(0.0) 3(2.5) 32(27.1) 3.14 1.346

leaving their jobs to look for greene

pastures elsewhere

The customer feedback reports  33(28.0) 0(0.0) 0(0.0) 2(1.7) 83(70.3) 1.86 1.348

indicate positive esults about the

emplooeeds service

The employees in this hospital are 32(27.1) 0(0.0) 0(0.0) 4(3.4) 82(69.5) 1.85 1.331

satisfied with their day to day

responsibilities and activities

Theemp | o yatiteds tbwards 29(24.6) 0(0.0) 0(0.0) 6(5.1) 83(70.3) 1.79 1.287

work hasimproved

The quality of work provided by the 34(28.8) 0(0.0) 0(0.0) 5(4.2) 79(66.9) 1.91 1.352

employees in this hospital is

exceptional

Employees in this hospital prijke ~ 32(27.1) 0(0.0) 0(0.0) 7(5.9) 79(66.9) 1.87 1.324

efficient services to their cismers

and the customers are very happy

about this exemplary service

| am satisfied with my job position 32(27.1) 0(0.0) 0(0.0) 0(0.0) 86(72.9 1.81 1.339

and theresponsibilities that |

perform in this hospital

N=120

Inferential Statistics

Inferential statistics was used to make inferences from the data to more general conditions.
With inferential statistics, we try to reach conclusions that extend beyond our imnuadeate
alone. for instance, we useferential statistics to try to inferdm the sample data what the
population might think. Hypothesis testing (usiRgvalues) and point estimation (using
confidence intervals) are two concepts of inferential statistiashelp in raking inference
aboutpopulation from samples. The reason for calculating an inferential statistic is tpget a
value p = probability). The p value is the probability that the samples are fromdsme
populationwith regard to the dependerariable(outcome) (Creswell, 2@).

Correlation Analysis

The results of correlation analysis are as shown in Table 7. There was strong positive and
significant relationship between strategic employee welfare services and employee
performance. With a Peson correlabn coefficient r=0.68, p-value <0.05 which wa
significant at 0.05 level of significance. This indicates that highly developed strategic employee
welfare servicegeadto improved employee performance.

Testing ofHypotheses

This section ofthe report povides information ahg testing of the resedrchypothesis.
Strategic Employee Welfare Services is SEWS, and Employee Performance is EP. The
hypothesis is tested at 95% confidence level.
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HO. Strategic Employee Welfare Servites a positivesignificant nfluence on employee
performance in théealth sector in Kenya.

Table 3: Model Summary for Employee welfare services

Model R R Square Adjusted R Square
1 .930 .865 .864

From findings in Table 3, the value of&juare is 0.865. This implidsat, 86.5% bvariation
of employe performance was explained &yployee welfare services

Table 4: ANOVA Employee Welfare Services

Model Sum of Squares Df Mean Square F Sig.
Regression  1880.886 1 1880.886 738.924  .000
1 Residual 292.725 115 2.545
Total 2173.41 116

a. Dependetrivariable: EP, b. Predictors: SEWS

From the findings in table 4 at 0.05 level of significance, the ANOVA test indicated that in this
model the independent variablemployee welfare servicess important in predictingf
employee prformance as indicadeby significance value=0.000 whicé less than 0.05 level

of significance (p=0.000<0.05).

Table 5: Coefficients for Employee Welfare Services

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Hror Beta
1 (Constant) 3.505 417 8.405 .000
SEWS .793 .028 .932 28.118 .040

a. Dependent Variable: EP

From Table 5; the study revealed tlstitategic employee welfare services had a significant
influence on employee performance in the health séttdenya (t=28.118, p=0.40<0.®).
Therefore, at 0.05 level of significance the null hypothesis was not rejected, indicating that
strategic employee welfare services had a positive influence on employee perfoimthece
health sector in Kenyaikewise,for everyunit increas in straegic employee welfare services
there was a corresponding increase in employee performance by 0.793.

Table 6: Model coefficients

Model Unstandardized Coefficients  Standardized Coefficients  t Sig.
B Std. Error Beta

1 (Constant) 3.239 .886 3.657 .000

SEWS 144 .082 161 1.755 .082

From the findings in Table 6 above; at 0.05 levesighificance, employewelfare services
was a not significant predictor of employee performance at County Hospitals in Kenya where
(p=0.082<0.05)
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Moderated Multiple Linea Regression
HO Human resource management professional 6s

on Strategic Employee Welfare Services and Employee Performance in the Health
Sector in Kenya.

Table 7: Moderated Model ANOVA

Model Sumof Square: Df Mean Sgare F Sig. R-
Squared
Regression 25.561 5 5.112 3.569 .005 0.628
1 Residual 163.304 114 1.432
Total 188.865 119

a. Dependent Variable: EP
b. Predictors: (Constant), SEWSMOD

The ANOVA test is used to detaine whetherthe model is importanin predicting the
Organizational performance. At 0.05 level of significance the ANOVA test indicated that in
this model that the independent variables namely; strategic employee welfaresseuman
Resource Manageme Professioal Act is the moderatg variable were predictors of
Employee Performance as indicated by significance value=0.005 which is less than 0.05 level
of significance (p=0.005<0.05).

Table 8: Moderated Model Coefficierts

Model Unstandardized Coeffients  Standadized t Sig.
Coefficients
B Std. Error Beta
1 (Constant) 3.260 417 7.817 .000
SEWSMOD .043 .022 243 1.999 .048

From the findings in Table 8 above; at 0.05 levealighificance, moderatedrategic employee
welfare services was ggificant predictor of employee pormance of health sector in Kenya
where (p=0.048<0.05).

Discussion

The study findings revealed thsitategic employee welfare services had a significant influence

on employee performance in health sector in Kenya. ntlehypothegs was not rejected,
indicating that strategic employee welfare services had a positivenné on employee
performance in the health sector in Keny#&kewise, for every unit increase in strategic
employee welfare services there was a @pwading incease in employee perfoance. There

was strong positive and significant relationship betwsteategic employee welfare services

and employee performance. This indicates that improved strategic employee welfare services
lead to improved emploge performare Majority of the rggsondents agreed that welfare
services had a positive significant ihce on employee performance in the health sector.
They also noted that Welfare services encompass a desirable state of existence involving
physical, nental, moraland emotional welbeing of an employee. The respondents
interviewed agreed that there drid a policy that catered for employees and that it included;
housing, transport, medical insurance, pension schemes, family leave and canteengs,sick da
child cae programs wellness @ggrammes monitoring working conditions.
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These services when implented well enabled employees to perform better at their
workstations in the hospital. This is supported by Stratton (2009), who indicated that those
welfare facilitiesand services, improdeemployee performance and that Child care programs
helped attract ahretain employees that had young childiidme study by Okumbe (2010) also
supports this by intimating that organizations that put in place-chiecenters with their
premises, mimnize stress that is brought about by rearing and immensely increases
productivity. Majority of the interviewed respondents agreed that medical insurance coverage
was one of the welfare services that improved employeerpehce Dueto the high cost of
hospitalization, surgical and maternity care, it had become necess#tryemployees be
cushioned against these costs putting in place Medical insurance and that employees covered
medically be insurance satisfied with thegrvice beig translated into effdive performance.

This is supported by a comparative studyried out by (Masinde, 2011), on the effects of
social welfare facilities on employee motivation and performance in Pan African Paper Mills
and Mumias Sugar @apany. The stdy affirmed that a fationship existed between welfare
services and employee femmance, and that employees whose welfare was catered for
performed better with minimum stress.

The findings also established a good linear relationship betareptoyee wdhre programs
andemppyee performance this confocestablshed aogoodwi t i 0
linear relationship between welfare programs and employee performance. Similarly, Priti
(2009) elucidates that employee welfare progrioger employegerformance by increasy

empl oyees 6 epfodluctivity énoro the fiadmgs, almost all the interviewed
respondents were of the view that employees were satisfied at their work when government
provided pension scheme. As a result, ititervieweesagreed that the provan of pension

scheme boosted work motivation levels thahated performance principle of making

workers give their loyal services ungrudgingly in genuine spirit ederation.

A high level of quality work is very keyf the healh sector need to contie to attract and

retain its workforce and customef3uality of work means satisfaction of the workforce and
customers needs through resources, activities and outcomes that arise from involvement in the
workplace.From the respondédn interviewed, emplae performance in the hospitals was
generally wanting, theuglity of work was poorThis was attributed to poor internal promotion
structure that was not catering for the staff. Staff viewed promotion as a rewardféinst of
higher myment.

This is suppded by Normala (2009), who indicated that the key constituaf quality of work

comes from higher payment, job security, good and strategic welfare services (pension
schemes, insurance, maternal leave, work life ba)dpetter rewards, growth opportutyi and
participation, and any organization that does notigethe above experiences poor quality of
work. From the respondents interviewed, the study found out that some heath sector is one
institution that is expandgin the areaf technology. Devoled medical services were to act

as a further booster in strgthening health care services across the country allowing each
county to address its unique challenges. However, from the respondents interviewed, this has
failed as the caies are unable to methe demand for better remuneration and improved
terms of service which eventually leads to strikes that cause dedaties. respondents
interviewed revealed that there was a problem in the county hospitals that needitivdssed
urgently in order to irprove employee performanc8ome respondents mentioned laxfk
medical stores, poor staff and working conditions, poor remuneration, poor internal promotions
that are skewednd theftof drugs.
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Human capital in the hedltsector wavery important and sthey should be taken care of
holistically to offer better pgormance in this sector regarded as the backbone of a functional
economy. This is supported by Sivakumaran (2013), who indicated that technological
advancementannot work Bbne without manpowemn hospitals. He also noted that latest
moderntechnologies cannot substitute the contribution made by specialized manpower in the
healthcare industry. He noted also that shortage, of workforce, training and retention of
employees mayging young staff andccountability are very important.

Data reveabbsence of protection against occupation hazards (health and safety facilities), for
which the discussants said they would not be committed to duty. Nwachukwu (2007 }eitera
that to nduce workers toward=ficiency and high productivity, or performanthe employer

must ensure that the environment in which employees work must be free/safe from hazard.
According to Cowling and Mailer (1992), the right to enjoy health afdtg is withn the

frame work of velfare. Similarly, the right of employees todith and safety at work is one of

the basic principles of the LaboGode responsibliteeping) and negligence of which prima
facie suggests the expediency for a limit in catmmant to a@b and an increase iisk of easy
exposure to occupational hazardence impacting on work performance. Most discussants
decried the absence risk allowance, work overload which resulted in stress that impacted on
their performance.

Majority of the respodents interviewed atbuted the poor employee performance to the way
the health sector was devolvdthe set process was that devolution in the health sector would
take three years but as it were it was devolved fairly quickly and everytlasgent totte

county governmentsvithout proper structuresThey also added thahis has become a
weakness in the devolution as structures were not available to absorb these decisions that
included taking care of the human resource in the health saectbese couty hospitals.
Majority of respondents interviewed emphasized thatetheas need for the Kenya Medical
Practitioners, Pharmacist®entistsUnion KMPPDU) and Kenya National Union of Nurses
(KNUN) to be represented in the County Service Baar@s to enlmce the service delive

at the county hospital¥hey also emphasiddghat the county health sectorlbdby a qualified
person with medical background who understands the sector very well. They further intimated
that they preferred going blato the cetral government rathéhan the county.

Conclusions and Recommendatius

Conclusions

From the study, the authors drew the following conclusions; Health workers are dissatisfied
with their job. Welfare services are influential factors that &ftérperfornance of employees

in Level Five Public Hospitals in KenyAs a resul employees should be given satisfactory
conditions of employment, and also provided fairly for their requirement for positive results
on their performance. This concurs hwithe socialexchange theory whicproposes that
employees exhibit positive or negagibehavior as a response to the treatment they receive
from their employers. It can be concluded that employee welfare programs have a significant
positive correlation wh perceivedemployee performanceélhe dimensions of employee
welfare especially prasion of pension schemes education/training and others are indicative
of influences of welfare programs satisfaction which leads to improved employee performance.
There isevidence thiawages and working calitions and also other policy elements, such as
retirement schemes, flexible scheduling and safety health services contributes a great deal to
service delivery. If this are catered for it will lead to improved performahan orgaization.

Variety of wdfare services such as flexible scheduling of wagkhours, health insurance, risk
allowance, safety and health in the workplace, are great contributor to performance.
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Policy Recommendations

Ministry of Health should mvide a favoable working environmd for staff in all levels of
hospitals in the garnment,and developappropriate policies to inform management and
leadership. The National HRH Strategic Plan should be widely disseminated and
operationalized since itilwgreatly contribute towards bedt management of the workforce in

the health sectan Kenya. The government addresses the issue of delinking. This will help the
Health workforce know whom they are reporting to whether county executives or the National
government. Bice Health sector isne of the pillars of vision 2030 the governmembidd
provide enough funds

Areas for Further Research

Investigations should be done on other factors which influence employee performance for
example, environmental fac®like infragructure, facilities ad location Other scholars could

also evaluate e&rnal factors that influence employee performance in the level five public
hospitals in Kenya. A study could be carried out in both public and private hospitals to
generéize what infuences employee perfoance. Hospital service delivery required strong
governance, appropriate financing, a functional supply chain, sufficient commodities,
accessible health facilities and an adequate and strong health workforce. Tha aohust

heath system through whircthe health workforce could deliver quality seevto patient care.
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Abstract

The purpose of the study was &iatmine the influerecof age diversity on organizational performance

a case study of AAR group. The study adopted a descriptive research design as it permitted the
researcher to desdre the influence of organizational f@mance and age diversity. Thegulation

for this stidy comprised of 90 employees of an insurance company in Nairobi. The study found that the
respondents were age diverse, aged between 20 and 55 yharstudy als established that the
majority of therespondents were maléhe stugt found that the Peaon correlation ceefficient value

for age diversity and organizational performance was a significant and positive though weak at value;

r =0 .041, p <0.05. The vaables under investigation meet thecGtn bachdés t hr eshol d
coeficients were above.D as follows creativity and innovation 0.826, decision making 0.765,
perception of quality 0.745, intra organization communication 0.815 and organizational pancem
0.812.Thestudy concluded thaage diversity is a very cruciaksource for firms thantend to have
sustainable workforce. It recommends thainagers should perceive age diversity as a source of
competitive advantage within the firm. They shantbrace age diversity for the potehiiafluence

that it has for creavity and innovativeess in the firm.

Keywords: Age Diversity, Organizational Performance, Insurance Group

Introduction

Workplace or organizational diversity has thus become a budzio modern corporations

and a topic of high importance for organiaas, analysis and Bolars. It is more so important

for firms that are endeavoring to position themselves aggressivelydath and to attain a
competitive advantage (Deloitte, 201Bjversity is a key concept in management of human
resources today arlderefore many corpate organizations has come up with different policies

in order to govern their organizations and adbpst practices that can apply in all
organizations. This rearch dealt with one of the diversities today that is Age diversitg. Du

to the millennialst aki ng the center stage in organiza
demographics are considered i@sue due to the fact that some of the positions within
organkations are expected to be held by experienced employees. For theepoirpos study

three elements of age diversity were considered that is; creativity and innovation, decision
making and psblem solving, quality service and products and finally irdrganization
communication.In contemporary organizations, diversity jerceptible in the wdtural,
religious, language, gender, ethnic, educational and personality orientations of the weorkforc
and is a matter of great global concern. In Europe, diyassibeing embraced in the public
sector as standamodus operandiln 2003, Norway enacted law that mandated a 40%
inclusion of women in the publicly listed companies and the European Ceiom{&C) has
proposed that the members states ensure woresergation in the public listed companies to
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30% and 40% by 2015 and Z®respectively (Chstiansen, Lin, Perreira, Topalova & Turk,

2016). Africa has also witnessed transformation in the sityeof the workforce and embrace

of the sameAccording to Mwkali and Kyalo (2015), Nigeria has realized a precedent change

in theheterogeneityoforgai zati onsd wor kforce. They note t
boast of diversity in terms of agend gender but more importantly in the ethnicity and
nationaity of the workforceThese were considered as sub variables for agesity.

Age diversiy has been identified as one of the strategic capabilities that will add value to
organizations ovetheir competition. As the insurance sector is one of is orteoimost
competitive sectors of the economy, it attracts the beshigidly innovative peple to work

here. Age is one of the most commonly diversified demographic variables observed among the
workforce of many organizations. Thus, the present studyséscan the influence of the age
diversity and organization performance

Statement of thé’roblem

Most studies on organizational performance use a variety of success measures each financial
and nonfinancial. Some specialists have examined the organiztigerformance
theoretically and through empirical observation andréselts show differdanmeasurement

(Muafi, 2009; and Gary, 2009). Performance indicates to the degree of accomplishthent of
mission at the work place that builds up an employeeGalsgio, 2006). Daft (2000), mention

that organizational performance ish e o r g a npalility tto azco@pdish itsagoals
effectively and with efficiency using resources.

According to Swiss ReSigma (2012), gross premium declined by 1.3% and 0.8%ein th
emerging and developed markets respectively showing a decrease anizatignal
performarce of the insurance industrinternally, insurance companies have had to grapple
with the incrasing diversity of the workforce and the need for diversity managtgmas been
an added strain on financial resources which makes ituliffio attract theequisite talents
(human capital) that represent the age diversity of millennials in the woekplence
inadequate performance. African Air Rescue (AAR) initializgoerations in 1984 as a
company focusing exclusively on air rescue\ates. However, itlater transformed into a
health management organization offering both healthcare and insuemmes as its two
Specific Business Units (SBU) (Zikusooka & Kyonaugi, 2007).Since then, the company
has experienced extensive grow#tes growing into mtihational corporation (MNC) with
affiliates within four East African states, Rwanda, Kenya,\digaand Tanzania, establishing
a branch in Zambia in Southern Afri®AR Insurance, 2017).

With this growth, the company has witnessegracedent growth inhe diversity of its
workforce in terms of age, gender, ethnicity, nationality, race, religiutational background
among others. The extent to which thisdiviergi can account for the c«
expansion is interesting drworth studying. Ceainly, the crossndustry realization of the
potential positive impacts of workforce divershgs inspired interest in the issue. Deloitte
(2014) observes that widorce diversity has become a topic of great importance in
organizatims and scholars conueated on the examining its impacts on organizational
perforce. Agolla (2007) concurs arguinigat the workforce diversity management is an
indispensable tool int&ining efficiency in firms. Moore (2011), partner and head of London
based Crowe Clar Whahall contends that diversity is an indispensable tool in the attainment
of competitive advantagand optimum organizational performance. Despite the existence of a
lot of literature on the relationship between diversity and orgaaizatperformance, the is
seldom nditerature orhow age diversity affects organizational performance. Furtherthere,
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few studies that have focused on the impact of demographicsiyv@n organizational

performance, have not examined the impactsoorfinancial aspectsf organizational growth

(Darwin, 2014). Consequently, understanding how age diversity affects performance

attributes such as creativity and innovation, deaisnaking, the quality of services and
products, intreorganizational ommunication and flowof information, management and
leadership, corporate culture and reputation, team performempégyee productivity and job
satisfaction as well as the compettiadvantage is still problematic.

Objective of thesStudy
The objectie of the study wadeterminingthe influence of age diversity on organizational
performance; a case study of AAR gpou

Review of Literature

TheoreticalReview

The theories that inforndethe study areesourcebasedtheory and institutional theory of
diversity management. Thaeories have been discussed below.

Resource Based Theory

The main focus of Resource Based Theory of Diversity Management is how the
implementation of diversity il affect organizational resoces. There are four categories of
resouces that organizatis possess: physical capital, financial capital, human capital, and
corporate capital resources. These resources can either assist or inhibit the operations of the
organization. Organizationstampt to use these resources in ways Wiktof course assis

and improve business. From a business perspeotiganizations that are more diverse gain

an advantage compared to organizations that are homogenous. Divéfsityorganizations
increaseginancial performance when a growth anovation strategy igsed (Richard, 2000;
Richard, Barnett, Dwyer, & Chadwick, 2004; Richard et al., 2003 as cited in Yang & Konrad,
2011). Richard and Johnson's 1999 study (as ait&hihg & Konrad, 2011) foundhat firms

with more diversity managemeptactices in place gerienced lower levels of turnover and
that diversity management practices interacted positively with an innovation strategy, resulting
in higher productivity and diter market performance. Orgaations that are diverse gain
several dvantages over orgarations who fail to implement diversity policies.

Institutional Theory

This theory, based off of organization theory, recognizes that in order to determine an
organi zationods S at rsepardteu thee soctaln envirooment nfounithin  an
organizatio. In order to understand the structure of the organization it must also be understood
that the behavior of employees in organizations and organizations thentsmbeekmiting
factors such aegislation, laws, rules, regulationsdesocial and professnal norms. Because
organizations are held to similar norms arejulations,they tend to develop similar
administrative structures. This conformity shows thatmigdions are willing to be csistent

with these norms and they begio garner legitimacyfor their operations. By proving
legitimacy through its actions, organizations prove what their priorities are and can begin to
accumulate material resources frotheys.In summation, becausaws require organizations

to becomaliverse,they must provea both individuals within the organization and individuals
outside of the organization that they are conforming to these laws and norms. If an organization
fails to follow these laws or norms ¢hn its operations will be questioned anday also be
terminated for violating the law.
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Empirical Review

Creativity and Innovation

Age diversity has been found to be a vital and strategic capability that adds valuérta the
especially in théace of competition (Darwin, 20140neway in which age diversity tings
value to the firm and increases a firmdés ov
innovativenessCreativity refers to the generation of novetad which are both uséfand
appropriate while innovation is the intemal introductionwithin a workteam of novel ideas,
procedures and processes that are fi¢svtel, and & Zacher, 201%jowever, they contend

that despite an increase in empiricaldés on ages and worktuslies focusing on the link
between age and @ity or innovationhave not been limited. Nonetheless, some of the
studies that have been conducted on the issue have found a positive realationship between age
diversity and creatity and innovativenessni ideas, procedures and processes in the
organkation Parwin & Palaisamy, 2015). Other studies have associated age diversity with
more performance in creative tasks. Simons and Rowland (2011) found that diversity produces
different perspectives, knowledgand skills that enhance creativity and inrivemess and

less coformity with past and existing norms. Gupta (2013) asserts that values that people of
different age group possess do complement each other and that this incheases t
innovativeness and eativity of ageheterogeneous workforces as qared to a more
homogneous one.

However, age diversity does not always generate positive results on organizational
performance due to common stereotypes that surround the issiee 8bate of the stereotyp

are that old workers are prone to more legaltoblems, are unablto adopt to the current
technological demands and organizational changes and are generally offer poor returns on
investment Tolbize, 2008).In fact, some studielsave found that more \w®rsity in age has
significantly less effect othe overall productity of the firm. Darwing (2014) argues that due

to the stereotypes, firms do not explore the full potential offered by both the old and the young
employees in theifirm. Nonetheless, as Darwin and Palanisamy (2015) note, some studies

have also foundnaipor t ant | ink between age diversity
finding was found by Ng and Felman (2013) when they conducted a bivariate analysis on the
relationshp between the two: age and innovation (creativity), focusmgoc r eat i & ity 06
of ideas to customers (idea dissemination) and implementation of the idea and found neither
linear nor nodinear associatiorAt the same time, Darwin (2014) fod a negtive association

between employee performance and age diyersttowever, it is pasible that other
contravening factors including the nature of
human resource practices that influence employefenpesince The limited research on the
issuecould explain the inconsesticies of current l@rature on the link between age diversity

and creativity, and innovativeness.

Decision Making and Problem Solving

Decisionmaking is a spectrum of cognitive furarts thatare performed consciously and
which incorporate consideratioof environmental elesnts in a given context and time
(CardelleElawar,et al.,(2007) It is the fulcrum of the functioning of the firm and therefore a
critical aspect of organizatiohperfomance. Decision making also involves the interaction
the persorsolving the problenand the problem that requires solving in a given context. Zaidi,
et al, (2010) has stated that age diversity is an indispensable asset in modern corporations. He
states futher that owing to their intuition and experience, older eng#eybring a vital setf
experiences and intuition that help in decismaking. Darwin (2014) considers the young
employees as being equally crucial in decision making in modern peg@m & they are
better informed of the information and technologieapects of the moderbusiness
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environmentTherefore, it can be argued that a generational mixture comprising of an older
and younger workforce is a vital source of salient and ne@midasand problem solving.

Glass (2007) observes that current t@mkrship and manageskfirms tap into the power of

age diversity within the firm. In so doing, they are capable of making varied and potentially
effective decision having considereldet perspctives provided by such a heterogeneous
workforce.Further, Z&li et al (2010) coends that age heterogeneity in a workforce enhances

the |l evel of creativity in the ideas from wh
and implementig novel solutions in anticipation of or in response to problemsdtfallows

that qualiy decisions can therefore be achieved through teamwork ehetgeogeneous

groups. This begs the question about the diversity about age of the employees wottkéng |
insurance industries so that it can influence organizationairpesthce.

YangandKonrad (2011) found that firms with more diversity management practices in place
experienced lower levels of turnover and that diversity management practices edteract
positively with an innovation strategy, resulting in higher proditgtiand bdter marke
performance Therefore, organizations that are diverse gain several advantages over
organizations who fail to implement diversity policies.

Dezo and Ross (2018pte that age diversity may not always lead to informed deemsaking

or ease wblem soling. They point to the potential of such disparities and the stereotypes that
underscore them as a real source of conflict if not effectively managed. Simonsvadaddro
(2011) concur pointing to the social attraction paradigm thatepeys a mee homogeaus
group as capable of problem solving and making decisions more effectively. It follows also
that the potential of communication problems within a group thabrs dliverse in age is very
real, as the values, perspectives, expeesrand possly skills become the flashpoint for
intergroup communication (Darwin, 20IHolbize, 2008)Consequently, these issues could in
fact undercut the potential of age diverditycontribute, positively to decisiemaking and
problem solving leadig to persstent corlict and slow or poor decision making instead. Zaidi,
etal,( 2010, p. 5) hQualgy probdem ddlving is theardsudt f héterogeneous
environmentwith n or gani zati ons. 0

Quiality of Services and Products

Previous researchal determiad a linkbetween age diversity and aspect of organizational
performance such as quality decision making, creativity and innovation. It follows then that
age diversity shouldlso have an impact on the quality of services and products that a fir
producesMutunga ad Gachunga (2013) while commenting on succession planning on firms,
contend that workforce age diversity in a firm facilitates the upward (reverse mentoring) and
downward (mentoring) exchange of information and ideas across the tigmergroyps.

Thesee x changes | ead to the change or mainntenan
fact, as Darwin and Palanisamy (2015) observe the various perspectivesedgemwand
experiences that people from different age groups bringetpribduct or servicéevelopment
may lead to important improvement in the quality of the product or setht the firm
eventually produces. Parrotta, Pozzoli and Pytlikova (201djestuhe impact of age diversity
in firms and found that such a divergerkforce has bend§ in terms of production of quality
products and services. They postulate that thenger employees bring their knowledge of
Information Technology (IT) while okt employees bring their better understanding of the
market dynamics tgenerate products drservices that are of high quality, which capture the
intended market. Thus, age drgity creates a situation in which generational skills, knowledge
and experieced are harnessed in the production process ending the productioododrgb
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quality produts. Alesina and La Ferrara (2005) share a similar sentiment arguing that
workforce that is heterogeneous in age, precipitates more creativity and productivity which
ultimately translates into better goods and serves as well as irtprasectivity of thefirm.

Intra-Organizational Communication

Most studies that have examined the intpat age diversity on intrarganizational
communications have found little ence that it has a positive impact (Gupta, 2013; Simons,
et al.,2011) In fact,Rietzcheland Zacher (2015) have found that age is an important flashpoint
for communication whin thefirm. Accordingto Darwin (2014), this body of literature finds
that aye diversity makes communication both difficult and infrequent anduttiayately result

in communication breakdown within the firm. Furthermore, the differences between tige you
and the old employees may result in disparities in the values and preteoénbe different
age groups making communication difficularx, Pors and Suri (2015) foud that the
differences in verbal and nemrbal communication evident in the exchasgacross
generational groups was a hinderanance to the exchange of inforgad@ommunication
within Kenyan organizations. While several studiasgggest that intr@rganizational
communication is a victim of generational diversity in a firm, some achdiave argued to
the contraryDarwin (2014) observes that several previduslies have generated empirical
evidence that a greater diversity innkiorce age has a pitise impact on intreorganizational
communication.

ResearchMethodology

A descripive research design permitted the researcher to collect information regatrdihg w
the situation is and describe the relationship between organalgpieriormance and ¢hage
diversity which was the main focus of the study. The sample size constitutedg@hdents

of the insurance companies. This was geared towards addressijugshiens that were posed
from the variables under the studihe stug used structured gagonnaires which were in
Likert form to obtain data from the respondents. The queséire was categorized into four
key parts each dealing with a particular sétquestions all aimed at obtaining relevant
responsesDescriptive stastics were used ttest the feel of the data. Reliability test was
conducted wusi ng <£toohack ancthe Gansisiericydi the data. Infarential
statistics that is Pears correlation coefficient were used to test the influence between the
independent and depdent variables (age diversity and organization performance).

Results
The study soughb establish the influence of age diversity on organizational performance. The
following are the results

Most Important Aspect of Performance Affeed by Age Diversity

The researcher asked the respondents to rank from least important impootnt from 1 to

5 (with 1 being the least important and 5 being the most importapgcts of organizational
performance affected by age diversity. As gaded orfFigure 1: Ceativity and Innovation had

the highest ranking with a percentage meanraty of 8 2. 5 %, fdMakowgaod by
with percentage mean ratdi 5@s vo fc e3@pardtiont fy®r @ad
Communi cat i oed as the secend |lgampdktant and the least important with
percentage mean ratings of 71.8%a 63.2% respectively.
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Figure 1: Creativity and Innovation
Effect of Age Diversity orCreativity and Innovativeness in the Firm
The researcher asked the msgents whether agaversity had an effect on creativity and
innovativeness in their frm. Asndi cat ed on Figure 2, 7% of tF

Ef fect o, 3. 5&ctt hwausg hft Mashtel efNegati ved, 66. 7%
22.8% irdicated that the eflet was fAMostly positiveo.

125.0

25.0
) - .
1.0 -
No Effect Mostly negative Positive Mostly positive

Figure 2: Effect of Age Diversity onCreativity and Innovativeness in the Firm

Ease of DecisiorfMaking within the Firm
Table 1 indicatethe results obtained when the respondents were asked to how eagndecis

makingwasinther firm. Two respondents (3o0k¥% iIindi.
3 respondents (5. 3%) answered that it was
AEasapwd 6 respondents (10.5%) thought it was

Table 1: Ease of Deision-Making within the Firm

Frequency (n) Percent (%)
Not Sure 2 3.5
Very hard 3 5.3
Hard 13 22.8
Easy 33 57.9
Very Easy 6 10.5
Total 57 100
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Table 2 indicates the results alsted when the respdants whether age diversity had made
decisionmaking easier or hard within the firm. As indicated in the figure, 20 respondents
(35.1%) t hought 1respondert ¢(l.8%)KhougHE it maddétiv @r, y har do,
(17.5%) thought t made i(t4 3H.h%B%)dot, hAR”Rwbght that it made
respondent (1.8%) answered that age diversity made deaisioh i ng fAvery easyo.

Table 2: Impact of Age Diversty on DecisionMaking Process

Frequency (n)

Percent (%)

No Effect 20
Makes it veryhard 1
Makes it hard 10
Makes it easy 25
Makes it very easy 1
Total 57

35.1
1.8
17.5
43.9
1.8
100

Perception of PQduetdandServieed Fi
Theresearadhr asked the respondent s

servicesAs i ndicated on Figure
1.8% Asomewhat

S
t o coductsremdh t abo
3.5% of t he r €

gual ity product s pradocts argler vi C ¢

serviceso and 36. 8% t hequalthproducthaediservicési r ms had

57.9
64.0
32.0
16.0
8.0
35
4.0
1.8
o ]
Not sure Somewhat quality Good quality
products/services products/services
Figur e 3: Perception of

Perception of Effecof Age Diversity on Product and Service Quality

36.8

Very high quality
products/services

Quality of Firméb

The researcher asked the respatsi¢o indicate their opinion about whether age diversity in

their firm had an effect on pduct and service quality. As indicated on Table 3, 4 respondents

(7. 0% were fANot Sureo, 33 qtho,. 9a&m)d t @ u(ghs. I
thatt he effect was fAMostly positiveo.

Table 3: Perception of AgeDiversity on Product and Servce Quality

Frequency (n)

Percent (%)

No Effect 4
Positive effect 33
Mostly positive effect 20
Total 57

7.0
57.9
35.1
100
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Perception of Ease of Communicationitivin the Organization

The respondents were asked to indicate themiopion whether commmication within their

firm was easy and the following was their [
agreed, 35 (61.4%ggreed while 4 (7.0%) disagreed. Thsults were as shown in Figure 4.

Strongly Agree
B

61.4
Agree
 E
) 7.0
Disagree
i -
0 10 20 30 40 50 60 70

Percent (%) = Frequency (n)

Figure 4: Perception of Ease of @mmunication within the Organization

Effect of Age Diversity on Communication within the Firm

Table 4. Shows the results when the respondents were asked whether they thought there was

an impact of age diversity on communication within the firm had beeitiy@er negative. As

shown on the table 4, 13 respofd@&5)thatthe2 2 . 8 %)
effect was ANegativeo, 24 (42.ilt%)v éidP.osMdd nier
the respondents felt that communication has atipeseffect on age gersity of employees

working at the insurance company.

Table 4. Effect of Diversity on Communication within the Firm

Frequency (n) Percent (%)
No Effect 13 22.8
Negative 6 10.5
Positive 24 42.1
Mostly positive 14 24.6
Total 57 100

Reliability Analysisof the Variables

The reliability analysis was done by use®f onbachdés al pha and the r
the four variables meet the threshold of 0.@ above and therefore they were considered for
subsequent analysis. Theerall Cronbach alm was 0.782 as shown in the table below.

Table 4: Reliability Analysis

Variable Cr on b ac hoOwrallClopbhch alpha
Creativity and innovation 0.826

Decisian making 0.765 0.792

Perception of Quality 0.745

Intra organization Communication 0.815

Organization performance 0.812
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Correlation Analysis

The correlationanalyses wereonduded between age diversity (creativity and innovation,
decision makingperception of qualityand organizational performance. The study conducted
a correlation analysis between Age diversity and organizational performance. As indicated on
Table 5, he Peason ceefficient correlation value obtained was a weak positive vahg n=

.041, p <.05This was as a result combining the four variables of age diversity that is (creativity
and innovation, decision making, perception of quality and intranargon communication).

This weak value indicates that the relationship betwage diversity andrganizational
performance was only slightly positive meaning that an increase in age diversity will result in
a very small positive change in organizatigmaiformance. The weak nature of the correlation
could be accounted for by @hcontravening varides such as conflicts within the firms and
ease or difficulty in decisieomaking.

Table 5: Correlation of Age Diversity Correlation with Organizations Performance

Age Diversity Pearson Correlation 1
Sig. (2tailed)
Organizatioal Performance  Pearsa Correlation .041 1
Sig. (2tailed) .763
N 57 57
Discussion

Studies have associated age diversity with more performance in creativeSiasikss and
Rowland(2011) found that diversity produces different perspectives, knowketyskills that
enhance creativity and innovativeness and less conformity with past and existing norms.
However, according to study findings it only explains 13.1T%e finding is thesfore in
confirmation of a previous finding Byolbize (2008) which sggested that consersshuilding

in response to a problem or conflict is also hard within a heterogeneous workgroup. It follows
also that the potential of communication problems withgnoaup that is more diverse in age is
very real, as the valsgperspeives, experiences drpossibly skills become the flashpoint for
intergroup communication (Darwin, 20IHglbize, 2008)Consequently, these issues could in
fact undercut the potentialf age diversity to contribute, positively to decisimakingand
problem solving leading tpersistent conflict and slow or poor decision making instead. Zaidi,
eta,(2010) h ave Qoaity problem solvirgtisetie reSult of heterogeneous
envimnment within organi zat i on dcation wihmé¢he irh udy
was eag and therefore age diversity had made communication easy.

The study findings regarding effect of age diversity on decigiaking however, contravenes
the assertio by Gupta (2013) that values that people of different agepgposses do
complement eaclother and that this increases the innovativeness and creativity of age
heterogeneous workforces as compared to a more homogeneous one. It alsdafi)tets

al., (2010) observation that owing to their intuition and exg®re, olde employees bring a
vital set of experiences and intuition that help in decisiaking. Dezo and Ross (2013) note
that age diversity may not always lead to informed decisiaking orease problem solving.
They point to the potential of such paities ad the stereotypesahunderscore them as a
real source of conflict if not effectively managed.

The study also established that age diversity and organizational performance wag positiv
though not significant. The study confirms Mutunga and @Gagh (2013 suggestion that
cortend that workforce age diversity in a firm facilitates the upward (reverse mentoring) and
downward (mentoring) exchange of information and ideas across the gerargroups.
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According to Darwin and Palanisamy (2015), diyersityleads to greater pradt and service
quality due to the various perspectives, knowledge and experiences that people from different
age groups bring to the product or service developmagtlead to important improvement in

the quality of the praakct or sevice that the firm esntually produces.

Conclusion

Age diversity is a very crucial resource for firms that intends to sustain a sustainable workforce
though it had a positive but iggiificant relationship with organizational performance. For
most orgarzation, age diversitiacilitates the development of a leadership pipeline within the
firm as younger employees are available for training by the aged employees on organizational
proceses. By allowing the establishment of a leadership pipetige, divergy not only
facilitates the creation of a pool of competent employees but allows the firm to sustain its way
of doing business include be sthefipnsalowsihe es 0.
technologically savvy younger employdessharelteir technical compencies with the older
generation within the firm. The older workforce on the hand bequeath the younger workforce
with the business standard and operation proceduaéadd to the sustenance of productivity
and performance whin thefirm. Additionally, for firms that either want to achieve or retain a
competitive advantage, age diversity allows for opportunities for creativity and innovation that
precipitate producand service enhancements.
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Abstract
Hospital managers and nurses are partners in the delivery of optimal health care; they share the
responsillity of creatinga healthy workplace for all members of the health care team. Howbeer, t
issue of conflict management tends to be ovedddk many organizations and government hospitals
in Kenya are not an exception. The study used a descriptivercbsesign. The tget population of
this study consisted of the 210 nurses working @dtallbevel 5 Hospital. The study had a sample size
of 63 nurses. The study usstdiatified random sampling procedut® select the study sample. Primary
data was colleted using questiona i r e . The reliability of the 1ins
AlphaCoefficient of 0.75. Content acdnstructed validity of the research instrument were tested. The
data was analyzed using descriptive, inferential statistics andobanalysis. Thetudy established
that personality conflicts, intergroup conflicts ardsscultural conflicts were themain types of
conflicts experienced in Thika Level 5 Hospital
conflict managemerskills. The workmce conflict management significantly affected the performance
of nurse in Thika Level 5 Hospital. Theusly recommends that the management of Thika Level 5
Hospital implement frequent staff training programmes tailored towards enhati@irgworkplace
conflict management skills and also adopt more effective conflict mgndtyles such as
cooperativeness;ompromise and collaborative conflict management styles Similar studies should be
done in other public hospitals in the Kenya fomgarison purposesnd to allow for the generalization
of findings.

Keywords: WorkplaceConflict, Performance oNurses Public Hospitals Thika Level 5 Hospital,
Kiambu County

Introduction

Workplace conflict has recently become a growing trend among gegdoin an
establshment. While teamwork and unity at work is considered a driving flaragreat
performance oémployees, conflicts often occur among the employees resulting from personal,
departmental or organizational disputes. The human resource ensuaag thereforeharged

with the responsibility of ensuring a conflict free work enmireent and settling suatisputes

that may occur in |ine of oned6s duty. This
studies on the effects of workplace cartfilnanagement operformance of nurses in public
hospitals in Kenya. The authors basaiitistudy on Thika Levéd Hospital in Kiambu County.
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Backgroundof the Study

According to Fadipe (2006), workplace conflict is a form of disagreement in an dstadis
between twoindividuals or groups who have cause to interact formally or informally
Similarly, Miller and King (2005) see it as basically a disagreement betweeort more
individuals or groups over compatible goals. Conflict therefore is a professompatible
behaviours. It may involve the interference or disruption by one persgmoup of persons, or
in some way or ways which make another action lessyliteelbe effectiveln this study,
conflict refers to a situation wheeenployees are wking against eacbther, in such a manner
that what one wants is incompatible with thetich another wantsWorkplace conflict
management develops a strategy for mamgagonflict in consultation with managers and
employees (Miller & King, 2005)This slould cover how onean prevent conflict based on
sound policies and procedures, good camitation and consultation. How you will manage
conflict including: proceduresdr handling individual grievances and conflict with groups of
employees. In additionhé strategy shouloe clear about when a dispute should be referred to
a higher authority

Statement of thé’roblem

Workplace conflict is a situation that can bring aboompetition in the pursuit of goals. It is

a situation that could be courdaroductve, disruptive, unatural, and produce a deviation

from the free flow of events. A majtactor that can throw parties into a state of incompatibility

is their perceptio of the issue at hand or issue of interetspital managers and nurses are
partnersn the delivery obptimal health care; they share the responsibility of creating djealt
workplace for all members of the health care team. This responsibility es/elvsuring that

conflicts do not negatively affect client health outcomes or reldtippsamong colleages. A

healthy workplace is an environment in which nurses can safielgtify conflict and

implement systems for its management. However, the isscendifct management tends to

be overlooked in many organizations and government fadsoit Kenya aremexception. To

be a successful advocate of conflict resolution, huresource professionals must understand

conflict, recognize how employees deaklwconflict, and educate front line managers and
supervisors on the types of conflicamagement technigs that can be usei,the nur ses 6
turnover in Kiambu County has beentbi rise over the last five years. Currently it stands at

7% from 3% in 2009 (Thika Level 5 Hospital HR Statistics, 2014). On the other hand, the
mortality rate in theHospital has nosignificantly reduceh s envi saged 5 n t he
yearplan whichpoints to low quality health care offered to thetients It would therefore be

i mportant to i nvesti gaworgrelatddeonflictoand mow lthas i on o
impacted onheir performance.

Objectives
The study sought to look into the effeatf wor kpl ace conflict ma n
performance at the Thika Level 5 Hospital in Kenya. Indicators of performance in this study
were quality of health care, quuctivity levels,efficiency, patien8 heal t h outcom
motivation levels. The speafobjectives of the study included:
I.  To establish the effect @fork-relatedconflict on performance of nurses of Thika Level
5 Hospital.
ii.  To assess the effect of cbaf management &ining on performancef nurses of Thika
Level 5 Hospital.
ili.  To determinghe influence of conflict handling styles on performance among nurses of
Thika Level 5 Hospital.
iv. To assess the influence of nature of conflict on the performancersésof Thika
Level 5 Hospital.
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Significance of theStudy

The findings of this study wdd help the policy makers in the health sector in coming up with

a framework that embraces best practices in implementation of conflict management strategies.
Effective conflict resoltion in the health s#or would help in reducing fatalities and poor

health outcomes in the public hospitals attributed to poor performance of nurses as a result of
neverendingconflicts in their work place. The study identified waysimplementing the

conflict managementsstat egi es t o i ncr eas e nhocenerteftheiper f o
better work relationship as well as ensuring
institution instigated conflicts.

Conflict betweenndividuals is arunavoidable part of arking life. However, how conflicts

are managed termines whether there is positive resolution or damaging fallout for both
employees and the organization. The study would act as a guide on how public hospital
managenent should handland implement bestractices in conflict management. The study
findings would assist hospital management in planning for any requisite improvements in
hospital service delivery charter i nasor der
establishing @ulture where nursqwevent the occurrence of conflict.

The findingswill also be useful to researchers and scholars since it may form a basis for further
research; forexample,on other factors affecting performance which were includethis
researclas moderating variab$ (professional qualification of nurses and waxgerience)

Literature Review

TheoreticalFramework

The study was based on the contingency theory, theory of task conflict and theory of
relationship conflict. Theontingency thegrwas used in this study to predict the major sources
of conflicts in hie hospital work place. It was also useful in proposimegbest approaches in
conflict management in the hospital set up. This is through its stipulation that jobymarce

and satifaction is unaffected by differing levels of task conflict when indigig perceive their
organizations to be high on supparientation. On the othenand,job performance and
satisfaction are negatively related to task conflict wherorganization iperceived to be low

on support orientation (Guerea al.,2005).

Thetheory of task conflict helped to explain influencenafure of conflict on the performance
of nurses. Carnevale and Probst (1998) note that depending on the afatoeflict,
intersification of task conflict leads to reduced performance of emplo@aethe other hand,
the theory of relationship conflictag good in explaining the effect of training on performance
of nurses as the theory argues that employee nigaini conflict maagement helps them in
mitigating interpersonal threats and coercivedwatr in an effort to keep the team viable,
consequentlgnhancing their performance.

Empirical Review

On work related conflictTidstrom @008) posited that the caassofconflict in organizations

is as a result of competition for scarce resources, aotgrclamors which are related to
relationships and intactions such as uncooperativeness @oabrtunity seekindpehaviors
Similarly, Deutcsh (2005) concurs witlidstrom suchhat taining on conflicts; found a direct
relationship between training onrdbicts management and performance. Chiaburu and Teklab,
2005 also affirm that training on conflicts can enhance individual job performance.

There are many styles obwflict handling dyles. Gordon (2003) argues that there are many
styles of handling comdts but the style chosen should have the capability of managing conflicts
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efficiently. On the other hand, Folger, Poole and Stutman (2009) argues that appeasement or
smoothings selfsacrificing approach that enhances collaborative conflict management.

McShane an@linow (2008) argue that the nature of conflidiespoendn structural factors

such as resource scarcity and pursuit of individual g8alsker & Gerhard1996) identified

eight structural aspects of an organization that are recognized eaubes of conflict and

which include: specialization, common resources, goal differences, interdependence, authority
relationships, status differences, jurisdictiorahbiguities, and oles and expectations.

Bowling (2007), opines that employeleave a tedency to pass unwanted responsibilities to

another person when responsibilities are not clearly stated. On their part, Whetten & Cameron
(2012) noted that managsubadinate caoflictccan r esul t when the subor
clearly determined that ela party has a different understanding of that role.

In this study therefore, work place conflict management that entails work related conflicts,
training on conflictmanagemerskills, nature conflict and conflict handling styles have been
considered thendependent variable againathich performanceof nurses, the dependent
variable is measured.

Methodology

The study used a descriptive research design whiclcaresdcered apprpriatefor the study

as it helped to describe the state of affairs on confi@hagement in the work place as it
existed without manipulation of variables (Kothari, 2004)e target population of this study
consisted of the 210 nurses workirtgTaika Level 5 Hospital (Human Resource statistics,
2014) from which the sample size wabtained througstratified random sampling procedure.
This is because the technique produces estimates of overall population parameters with great
precision Nsubu@, 2000) From thetarget population of 210 nurses therefore, the study
sampled 30% of # nurses from each stratum of hospital management where nurses are
working under obtaining desired samplsize of 63 nurses:rom each stratum the study used
simplerandom sampling t@roportionately select 30% of the nurses making up management
level. This conformed to Mugenda and Mugenda (2008) on having at le&@802®f the target
population as an appropriate sample. Table 1 presents the sampling frame.

Table 1: Sampling Frame

Cadre of Management Population Sample Percent (%)

Top management 10 3 30

Middle level 50 15 30

Lower level management 150 45 30

Total 210 63 30
SourceField Data(2014)

The study was based on primary dataich was collectedsing a questionnaire. The reason

for choosing questionnaire as the datlection instruments was primarily due to its
practicability, applicability to the research problem and the size of the population. It was also
cost effective (Bnsombe, 2008). A $B administered questionnaire with both open and

closed ended questiongas developed and administered to obtain information from the 63
respondents. The study also used a key infor
theten key informants.

The validity and reliability of theesearch instruments was ensurecbilgh experts in the
Department of Business Administration, Kenyatta University who established its content and
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construct validity and pilot study respectively. Thestouct validity vas also verified based

on empiricareview as valid for the study. Theliability of the instrument was estimated using
Cronbachdés Al pha Coefficient which is a mea
least 0.75 at a=0.05 sigicance level otonfidence was accepted.

The studyused primary data consisting of bajuantitative and qualitative data analyzing
the quantitative data, the study used descriptive statistics @atgptical Package for Social
SciencesMeasuref central tendenc(mean), measures of dispersiorafgtard deviation),
frequencies angercentage were applied for the quantitative varialgkgsthari, 2004)
Frequency distributiotables were used to present the study findiqgsalitative data was
andysed using contdranalysis, througteveloping a thmatic framework from the key issyes
concepts and themes emanating fromojerrendedquestions (Nsubuga, 2000). The multiple
linear regression modebnd tstatistic were used to determine the relatingortance
(sensiivity) of each independent variahiteaffecting the performance of rags in Thika Level

5 Hospital

Results and Discussion

Work-RelatedConflict and Performance

The study established that the main types of conflicts experiencedkia Dével 5 Hospitia

were; personalitgonflicts, intergroup conflicts and cressltural conflicts. This implies that

there are diverse types of conflicts that exist among the Thika Level 5 Hospital nurses which
adversely affected their performance.

The stdy found out thathe main sources aonflicts experienced in Thika Level 5 Hospital

were differences in; expertise, personal goals, nationalities and personalities. Other causes of
conflicts identified by the respondents include: previous failed irttere; unfamiliar
behaviours or misgded communications, competition for scarce res@iarel seeking more
autonomy. This depicts that differences in personality, expertise, personal goals, nationalities
and behaviours among the nurses were the mainestirat led to cdhcts among them in

Thika Level 5 Hospital. This further shows thagrd are different sources of conflicts among

the nurses working in Thika Level 5 Hospital which were likely to have a negative influence
on the performance of the nass

The study revaled that individuatlifferences influenced conflict in Thika Level ®gpital by
individuals intentionally or unintentionally
criticism, intimidation, passive aggression, withholdingoimation, insubatination and

bullying or when they have mutually exclusive aspirationbBis infers that individual
differences among the nurses in Thika Level 5 Hospital were likely to lead to conflicts that
affected the nursesd6 performance.

The study @irther establishethat social culturéenfluenced conflict in Thika Level 5 Hospital

by some people seeing their culture as being superior to that of others or by some people
behaving in ways that others dislike by virtue of their cultural background ionoas

conflicts. This implies that cliural differences among the nurses in Thika Lé&velospital led

to conflicts among them which negatively aff

The study also showed that majority (70%) of the respondents was in agrésahérgre was
weak communication ammy staff in Thika Level 5 Hospital to a great exterhus, a weak
communication system in Thika Level 5 Hospital was a major cause/souwawlefelated
conflicts among the nurses in the hospital.
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The study also edvlished that majaty of the respondents were in agreement that; major
causes of conflicare competition for scarce resources, seeking of autonomy and divergence
of goals (Mean=.614; weak communication and low knowledge of others causes more
interpersoal conflicts (Meanr4.592 and certain behaviors and interpersonal relations do
cause intgpersonal conflict (Mearnt:374. Thus, there are numerousrk-relatedconflicts

such as competition for scarce resources, seeking of autonomy and divergence ofegdals,
communicatio and low kowledge of others, certain behaviors and interpersongibredaas

well as different ethnicities among the nurses that affected nurses working at Thika Level 5
Hospital and which could be contributing to their poor perforraanc

Conflict Managament Training and Performance of Nurses

The study found out that majori(66%) of the respondents were in agreement that Thika Level

5 Hospitalds conflict management system assi
depictsthat Thika Level 5H o s p i condlitt @management system is fundamentally weak

hence itsminimal contribution to resolving conflicts among the nurses in the hospital. The
study also established that majority (76%) of the respondents indicated that thegviead

been traind on conflct management skills during their nursing profession. Timagority of

the nurses lacked adequate conflict management skills.

The study also established that majority (68%) of the respondents were in agreement that

w o r k eainimgdabautrconitt managerant skills offered in Thika Level 5 Hospital was

useful to he staff to a great extenT hi s | mpl i es that wor ker so
management skills offered in Thika Llafvel 5 H

The study futher estabthed that majority of the respondents were in agreementéiare

to provide training on conflict managemenby the organizationresultsin conflict between
employerandemployeg(Mean=.9049); training on conflict managemeand educationds a
significant positive effect on job involvement, job satisfactiamd gob performance
(Mean=.881) and poor performance, employee dissatisfaction and conflicts indicate
inadequate job training on conflict management (MdaB3), resgectively. This dejets that
training nurses about conflict management skills has a gignifpositive influence on their
performance with benefits such as reducedflicts betweenthe employerand employee,
enhance@mployegob satisfaction and job permance, reducedorkplace conflicts, better
handling of anxiety and frustrations by theployee and providing a forum for the nurses to
develop talent.

Conflict Handling Styles and Performance of Nurses

The study established th#te conflict handling tyles adopted at Aika Level 5 Hospital
included; dominance and avoidance. This impled the hospital applied ineffective conflict
handling styles in addressing the numerous conflicts among the nlingdsnds of conflict
handling styles adopted inhika Level 5 Hosgal have significant influence on the
performance ofsest he hospital ds nur

The cooperativeness conflict management style was inadequately applied in the hospital in
conflict resolutionThe Thika Level 5 Hospital inadequately applied tompromise conftit
management style in its conflict resolution. The Thika Level 5 Habppplied the dominance
conflict management style to resolve the var
a moderate extent. The Thika Level 5 Hospapplied the avoi@nceconflict management
style to resolve the various conflictsthat &# ct ed nur seso6 perfor mance
The Thika Level 5 Hospital applied the collaborative conflict management style to resolve the
various conflicts thatfaf e c t e d rfornance t® a litle gxent.
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The findings agreed with Gordon (2008yaes that there are many styles of handling conflicts

but the style chosen should have the capability of managing conflicts efficiently. The findings

also agree withVhetten and Camenq2012) who noted that managsubordinate conflict can

result whente subordinateds role is not clearly d
understanding of that role. The findings also concurred with Folger, Poole and Stud®@)n (2

that appeaseemt a smoothing is sel§acrificing approach that enhances collabweatonflict
managementThe findings also agree witBecker & Gerhard (1996) who identifiezgight

structural aspects of an organization that are recognized as tles cdunflict andvhich

include: specialization, common resources, goal differencesrdegendence, authority
relationships, status differences, jurisdictional ambiguities, and roles and expectations.

Nature of Conflict and Performance of Nurses

The stuly established thiahe different natures of conflict prevalent among the nurses of Thika
Level 5 Hospital included; structural related and personal related. This implies that there are
two major natures of conflicts that affected the nurses working kaTlevel 5 Hospitawhich

were structural and personal related.

Majority of the nurses aged that various structural factors such as resource scarcity, lack of
clear job description for the subordinates, incompatible departmental goals, high level of task
interdependencend most employees being experts/specialists and hence having little
knonl edge of otherds job responsibilities are
their performance in Thika Level 5 Hospitdlhe findings concurred withMcShane and

Glinow (2008) who opine that the nature of conflidiespendson structural fators such as

resource scarcity and pursuit of individual goals.

The findings agree witBecker & Gerhard (1996) who identifi@ight structural aspects of an
organizdion that are reagnized as the causes of conflict and which include: specialization,
common resources, goal differences, interdependence, authority relationships, status
differences, jurisdictional ambiguities, and roles and expectations. The findingdsare
supported byBowling (2007), who argued that employdesv/e a tendency to pass umied
responsibilities to another person when responsibilities are not clearly stated on their part.

The study findings further established that majority of the resggamavere in agreaent that;
personality conflict results as a consequence of differenqeersonality, attitudes and beliefs

in that some people simply do not get along or do not view things similarly or just have different
perceptions of situationgMean=.577); personlty elements of conscientiousness,
agreeableness, neuroticism, opesrtesexperience, extroversion and diversity greatly affect
work-related behavior and job performar{déean=.481); diversity is a variety of individual
differences andimilarities whic exist among people (3.854) and social aspects such as age,
cultural kackground, ethics and values can also be a source of conflict (Bl&afs
respectively.

The study also established that, the various personal factors such adtag®,background,

ethics and values. Other personal factors include: different leveskikd and abilities,

personality conflicts, perceptions, diversity and personal problems are a major cause of

conflicts which greatly affected their performance mika Level 5 Hospal. The findings are

consistent wittChiaburu and Teklab, (2005) whoted thatle personal factors that can lead

to organizational conflict are different levels of skills and abilities, personality conflicts,

perceptions, diversity anglrsonal problemsThe findings are also supported by Whetten &

Cameron (2012) who notelat a personality conflict can also be a consequence of differences

in personality, attitudes and beliefs. They also argued that the source of conflict among
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employeescan be differeces in age, cultural background, ethics and vaBewling (2007)
obseved that here are five personality dimensions that affect wetlted behavior and job
performance which include conscientiousness, agreeableness, neuroticistppgaress to
experence, extroversion and diversity.

Inferential Statistics
A multiple linear regression was conducted on the independent variables against the dependent
variable (performangeTheregression model specification used in this study wasllasvi

Y= bbb+ D+ M+ U

Where
Y= performance of nurseXi= work-related conflic$, X>= training nurses on conflict
management skillsX3= conflict handling stylesand Xs= natures of confligt
U=conBtaet fxc defrmhednlependenvarifible

Table 2 Coefficient of Determination

Mo d e | R R Squar Adjuste Std. Err
Sqguar e Esti mat e
1 . 898 .8064 .792 0.0104

a.Predictors(Constant), workelated conflicts, training nurses on conflict managemels ski
conflict handling stylesind natures of conflict
b. Dependent Variable: performanmenurses

Source: Fieldata (2014)

Coefficient of determination explains the extent to which changes in the dependent variable
can be explained by the change in th@ependnt variables or the percentage of variation in

the dependent variablpdrformance of nursgshat is explained by all the four independent
variables (workrelated conflicts, training nurses on conflict management skidsflict
handling stylesrad natues of conflict).

The four independent variall¢hat were studied, explain 80.64% of variancgerformance

of nurses as represented by tHe=R8064. This therefore means that other factors not studied
in this research contribute 19.36% of vada inthe dependent variable. Therefore, further
resarch should be conducted to investigate the other factors that affqtrtbemance of
nurses in Thika Level 5 Hospital

Table 3 Multiple Regression Analysis

Model Unstandardized Standardized T Sig.

Coefficients Coefficients

B Std. Beta B

Error

(Constant) 3.276 .826 3.61 .000
Work related conflicts -0.722 .0312 0.218 1.81 .0014
Training nurses on conflic 0.685 .864 0.359 8.41 .0018
management skills
Conflict handling styles 0.878 .682 0.142 4.56 .0008
Natures of conflict 0.786 .721 0.256 6.12 .0012

Source: Fieldata (2014)
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From the regression findings, the substitution of the equation

Y= Bodu+ e+ s+ bXa+ ) becomes:

o

Y=3.276 +-0.722 X+ 0.685 %+ 0.878 %+ 0.786 X4+ U

Where
Y is the dependentariable performance of nursgsX; is thework-relatedconflicts
variable, X is the training nurses on conflict manageinskills variable, X is the
conflict handling stylesariable and Xis the natures of conflict variable

According to theregression equation, taking all the factom®ik related conflictstraining
nurses on conflict management skills, conflict harglBtyles andiatures of confligtconstant

at zero,performance of nursesill be 3.276. The data findings alsbow that ainit increase

in work related conflictsvill lead to a 0.722 decreaseperformance of nursga unit increase

in training nurseson conflict management skills will lead to a 0.685 increaseheir
performance;a unit increase in conflict hdhng styleswill lead to a 0.878 increase in
performance of nurses whieunit increase inatures of conflictvill lead to a 0.786 increase

in performance of nurse¥his means that the most significant workplace conflict management
aspect wasonflict handling stiesfollowed by natures of conflictyork related conflictend
training nurses on conflict management skills, respectively. Ateéd® of significance and
95% level of confidenceyork related conflicthad a 0.0014 level of significance; itriaag
nurseson conflict management skills had a 0.0018 level of significance, conflict handling
styles had a 0.0008 level of significance whilatures of conflict had a 0.0012 level of
significance, implying that the most significant workplace confli@nagement a®ct is
conflict handling stylesollowed by natures of confliciyork related conflictsand training
nurses on conflict managemeskills, respectively.

Summary of Findings

The Effect of Work-RelatedConflict on Performance of Nurses

The studyconcludes that there are diverse types of conflicts ranging from personality conflicts,
intergroup conflicts to crossultural conflicts thaexist among the Thika Level 5 Hospital
nurses which adversely affected their performance. The study furtheudesthat the main
sources of conflicts experienced in Thika Level 5 Hospital were differences in; expertise,
personal goals, nationalities apeérsonalities. Other causes of conflicts identified by the
respondents include: previous failed interactionsfamniliar behaviors or misguided
communications, competition for scarce resources and seeking more autonomy.

The Effect of Conflict Management Taining on Performance of Nurses

The study concludes that majority of the nurses in Thika Level 5 Hospitadlaclegjuate
conflict management skills given the low level of training they had undergone. The study
further concludes that there was a genie@dequacy in the number of trainings about conflict
management skills in Thika Level 5 Hospital offered to theses. The study also draws
attention to somef the areas of conflict management the nurses were trained in which
included; effective communration skills, effective decision making and problem solving, job
performance, dealing with anxiety and frustrasio customer satisfaction and personal
motivation. This implies that training of the nurses was critical in enhancing their job
performance, irproving interpersonal relationships and enhancing theimblemsolving
abilities
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