
B 

KOECH SAlAH KIP OTICH 

GE NT RESEARCH PROJECT 
TTED IN PARTIAL FULFILLMENT OF THE 

REME S FOR THE MASTE OF BUSINESS 
ADMI STRATIO DEGREE (MBA) 

RCE 

T 0 OBI 



dh n 

ign d ....... ~:~ ••.•.•..•.•...... 

:2Gr' \0\ ~00 1-.. t . . . • . . . . . . . . . . . . . . . . . . . . . . ............... . 

I iah Kiproti h Ko h 

Thi proj t h been ubmitt d for xamination ·th m) pprovaJ th l ni 

upervi or. 

Date. ~.Lt (cv..J..-z, ... 0. .?:: ..... . 
h ro. 

1 B u ine administrati n 
Uni er ·it 

i 



I d dicat thi project to all upcoming cholar in th fi ld 

of Human Re ource Manag m nt 

ii 



ompil lion of the t .·t of a res arch proJect of this natur whtch co er ari u 

for in lance job de ign. priv tization and job sati faction can at time lea · on in 

con iderabl difficulti which can only be sol ed by con ulting th \: ho are .., ell 

mforme on th appropriate subject matt r. In this conn ction I am ry grateful to r. 

Duncan choro, my supervisor for his intell ctu II} stimulating comment guid nc 

and corrections. 

econdl I would like to register my heartfelt and sincere gratitude to my parent for 

financing my postgraduate studies at the Uni ersity of airobi. Without their financial 

and moral support this res arch project would not ha e been successfully completed. 

y thanks also go to my classmates and friends especially aucha Mudembei, Ebatala 

Rodgers nd tacey for their academic support. Finally I wish to thank the employees of 

Kenya Airways for their cooperation in filling the questionnaires. 

iii 



B T 

his research is titled: The influ nee if job de ign on employee p rception on job 

satisf: ction in Kenya Ain ays. The study aim d to compar job s tisf: ction before and 

after privatization ofKenya irv ays. 

The research was undertaken with the objecti e of finding out the influence of job design 

on employees perception to job satisfaction in pre and post pri atization periods in 

Kenya Airways. 

The study utilized data colJected using a questionnaire from 70 respondents randomly 

selected mainly using the stratified sampling method from the employees of the airline 

company. The data was analyzed using frequency distribution tables percentages graphs 

and cross tabulations. 

The research findings re ealed that job satisfaction levels were low before pri atization. 

Consequently, with privatization, there was an increase in job satisfaction le els. lt was 

therefore recommended that Kenya Airways should redesign jobs in all departments for 

higher job to be obtained among the employees. In addition, further studies were 

suggested on finding out reasons " by job rotation did not Lead to an increase in job 

satisfaction and also research on job satisfaction in companies that are not pri atized. 
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l.l 

1.1.1 

I 

enya 

Th airlin industry throughout the v orld has undergone fundamental changes in th past 

en transfonn from being one of the most rigidly regulated and tate 

controlled busine into one that is highly competiti e and increasingly fr from 

Go ernment ownership constraints. lrnost all airlines in orth America, Europ and Latin 

America are now pri ately owned. oreover the grouping of major airlines from different 

countri into fi e global alliances points the v ay to the future international structur for th 

industry. Thes developments ha e b en slo\ er in Africa than in most other parts of the 

world. 

For this reason the pri atization of Kenya Airways in 1996 was a historically important 

e ent not just for the company but also for the whole airline industry in Africa. Kenya 

Airways was the .first and so far, the only African airline to move from Government to 

pri ate ownership. The successes of this transformation provide a model and an inspiration 

for the many other Afiican countries which are contemplating and studying this radical step 

in a iation policy. 

1.1.2 Tbe major trategic Airline Allianc 

Der gulation has pawned many inno ations in the airline industry including hub-and­

sp ke networks and frequent flier programs. The latest inno ation s eeping the industry 

is international airline alliances which link the route netv orks of two or more airlines 

through a cooperati e arrangement. In effect an alliance allov s an airline to expand its 

netv ork o erseas without adding new service. This is done through a code sharing 

agreement with the alliance partner v hicb allows the airline to sell tickets under its own 

name for tra el that occurs within both partners' networks. The fi e major airline 

alliances are: 



On V orld. 

QauliO ·er. 

tar llianc 

Wings 

kyTeam 

irlin British LCWa) anadian irlin a thy 

P cific, Finnair lb n LanChile and Qantas. 

· r Littoral, ustrian Airlin s, ros air, Launda tr 

issair, Turkish Airlines and Tyrolean Airways. 

ir an d Air • ew Zealand Ansell ustralia. Lufthan a, Thai 

Alfways, nited Airlines and Varig Air. 

ontin ntaJ Airlin KLM (RO AL D H AJ E 

ortbwest Airlines olombia, AJ ka 

Airlines America est, Japan Air ystem, and Malaysian Airways. 

Air France Delta Airlines Aero exico Korean Airv ays 

( ourc : peed wing report, 1 2) 

A commercialization programme implementing the reconunendations of a report by p d 

wing the consultancy subsidiary of British Airways produced rapid irnpro cments m 

operations financial controls and to its great credit, Kenya Airways was able to report 

profitable results for the financial year 1993/94 making it ready for pri atization. 

Follov ing a recommendation of the International Finance orporation, the airline embarked 

on a partnership with KL hich was a pioneer in the d velopment of airljne allianc s and 

th creator of a global netv ork of co-operati e services. The partnership with KLM ' as 

cemented by two interlocking agreements. The first was a ' hareholders Agreement betv cen 

th go mrnent of Kenya and KLM by which KLM bought 25 percent of the share capital 

of KQ for U dollars 26 million. The second was a 'Co-operation greement b tv een th 

two airlines which set out the plans by hich they would work together to establish a world 

_, ide n twork of joint services. 

The Government retained 23% of the Kenya Airways shares and these with 26% O\vned by 

KL left a balance of 51 for a public issue. Of these 3% \! ere for employees. Through the 

co-operation with KLM KQ became a partner in one of the fi e global airline aJlianc 
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hich n d minat int mational air J"\ 1 • The long-term obj ti e of thi agreement 

,,; th KL 1 i to move toward full integration of rout s, operations and systems. 

The imm iat r ults ha e b n, on on hand the ablishment of th alliance as the 

market I for traffic etw n K n}'a Europe and the nited tates, and on the other 

hand, th expansions of re ·onal rvices ,,;thin Eastern. Western, entral and outhcm 

frica from the Jomo Kenyana International Airport JKIA in airobi v hich is now a k y 

aviation hub for Afiica. a result pass nger traffic increased by 3 % from 19 8 to 1999. 

This trend continued in l999t2000 financial year with 26% growth in passenger traffic and 

22% in cargo. 

In paraJlcl with the re-planning of international operations Kenya Airways aJso upgraded its 

domestic operations. The trunk route between airobi and Mombasa were rebranded as 

'Jetlink' and a franchise agreement with a domestic airline Aircraft Leasing ervice , 

created a network of n w services called 'Interlink'. Domestic city -pair connections have 

been substantially increased. Kenya Airways has recently refocused its domestic strategy by 

launching separate but wholly owned 'no frills' airline, Flamingo Airlines Limited thus 

con olidating further its position in the domestic market 

The alliance with KLM has also assisted Kenya Airv ays with the upgrading of its product 

and ervice standards. A new Premier Class has been introduced and service standards on 

the ground ha e been impro ed, particularly by opening of a new passenger lounge at 

airobi . ales and reservations services have been o erhauled and the ~ o airline now have 

a singl reservations system for their integrated net\! ork services. Participation in a common 

resen ation system with KL has enables Kenya Airways to e pand its market share and 

establish its market presence in ways it could not ha e done on its own. 

Kenya Airways traffic bas grown strongly since pri atization. Passenger traffic gre by 

78% and cargo traffic by 44% from 1996 to 1999/2000. This strong growth continued\! ith 

the financial year 1999/2000 with a 26% increase in passenger traffic and 22% for cargo 

traffic. This growth was achie ed in a period in which the number of tourist visitors to 
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Ken uffi red a d line. Th allian ~ ·ith KL and th cr tion of JKIA in 'airobi 

m ~or fncan hu w ignificant fa tors in thi success. 

Oth r contributions to the national economy come from foreign e change earnings support 

for tourism and other industnes employm nt kill transfers and from the d elopment of 

the Kenyan capital mark t. Moreo er Kenya Am ays has a long and proud tradition of 

community service. There i a long and proud tradition. 

1.1. HRO OLOG OF PRJ TIZATIO 

1977 eb 

19 6 

1991 April 

1992 April) 

1992 July 

1993/94 

1994 pril 

1995 ay. 

1995 July 

Kenya irways is established following break-up of ast African 

Commuruty and subsequent disbanding of the jointly owned East 

African Airways. 

The Government makes the first mo e towards pri atization by 

publishing the 'Sessional paper o: I of 1986 on Economic 

Management for Renewed Growth. The document for the first time 

spelt out the Go ernment's intentions to di est from corporations 

which could be run well by the private sector. 

A ne\ board is appointed at Kenya Airways under chairmanship of 

Mr. Philip degwa with mandate to commercialize and prepare the 

Airline for pri atization. 

Speedwing onsulting recommends an o erhaul of management and 

operations. 

Policy pap r on 'Public Enterprise Refonn and Pri atization' set out 

policy objecti es and gi es high priority to Kenya Airways 

privatization. 

Commercialization produces the first profits. 

Appointment lFC and establishment of'Pri atization ommitte ' 

An IFC infonnation memorandum is sent to 154 airlines ins arch of 

a 'strategic partner' culminating in e entual selection of KLM. 

Kenya Airways Restruc1Ures its debts. 
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19 

19 

2 

S(D 

arch 

June . 

har hold gr ment and 'Master o-op ration 

ment \! ith KL\11 are concluded. 

floated to the public. 

Trading of har on airobi tock change. 

K nya in ays is oted ' The African Airline of the ear' by K­

b ed frican viation program. 

K n a irn y is oted The A.fiican Airline of the ear' for th 

s ond y ar running and named second most Respected ompany 

in East frica by Pricev aterhousecoop rs in conjunction \! ith the 

ation Media Group. 

ay, June, July) Kenya Airways takes deli ery of three of-the art Boeing 7 7-

2 cptember) 

2 l 

300ER's as part of the first phase of the airline's 10- year 7 

million fleet rene" aJ programme. 

Kenya Airways completes the first phase of fle t renewal programme 

by taking delivery of a long range Boeing 737-7 . 

Kenya Airways is oted 'The African Airline of the Y car' for the 

third year running and also named the promising African airline' by 

the Aviation and Allied Business Update, the premier aviation 

industry journal in 1geria. It was once again oted the ' econd most 

respected ompany' in East Africa by a survey carrie out by 

Pric waterhousecoopers and the ation ewspapers for the second 

year runmng. 

( ource: The w en a irway 2002 

Comp titors of the airline consist of other Kenya airlin s including· East frican afari 

which operate scheduled flights to Rome Paris Frankfurt and Zurich· Regional Air Air 

Kenya operate to Harare, Lusaka, Lilongwe Johannesburg, mara, Djibouti and Oubai · 

African Express on se eral domestic routes and to uscat, Kigali Bujumbura and Oubai. 

On the international le el there are many competitors including British Air\! ays, abena, 

Emirates and outh African Airways. 
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Th sp wmg r n o 1 2 r ommen radical changes in managem nt rsonnel and 

structure an ov rhaul of information t hnology a new approa h to market and a 

program to im rove s rvice quality. The report put particular mph i on 

th n ed ~ r ext n i\' tafT training to change tb culture of the airline. This had a 

dir t implic tion on Human Re ource anagement of the Company. 

Aseto 19 7 notes that go emment institutions usually ha e bureaucratic structures. With 

pri atization K nya irways tried to discard the rigid bureaucratic structur and it 

attribut . Th main characteristics of organizations that possess bureaucratic structures are: 

high centralization, tall structures and traditional departmentation. Other attributes are: high 

formal interrelationships, di ision of labor and existence of rigid rules. 

Kenya Airways po s ed most of these bureaucratic characteristics before privatization. 

After r structuring there has been a shift from tall to flat structure, high centralization to 

decentralization, and from traditional departmentation to modern departmentation. The flat 

structure has large or wide spans of control, meaning that a superior can manage more 

employees. In Kenya Airways the span of control was widened and this created room fi r 

job rotation especially among the managers. 

In terms of decentralization which is the delegation of decision-making prerogati es the 

department " hich underwent restructuring 'V ere those that do not ha e highly technical 

jobs. D ntralization enriched most of the jobs. Departrnentation is concerned \! ith 

horizont l organization of any one le el of the hierarchy. Before pri atization of Kenya 

Airways, th re \i ere no clear-cut purposeful departments. After restructuring product 

d artmentation was adopted whereby although there e ist eight distinct departments their 

work is directed tO\ ards providing quality customer service as vas recommended by th 

p ed wing report in 1992. 
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result th \: hoi r tructurin th maiil JO that were mo tly affected -,; r th non-

technical on . Th rcenta to \ hich the jobs were red igned as a r ult of r ructurin 

can pr nted p depamn nts follows: 

OF D 

Gen raJ couns I and Company s r tariat 50 

Corporal communication 50 

Finance nd IT 90 

Commercial 50 

TechnicaJ 30 

Human Resource and Administration 70 

Corporate strat gy and industry affairs 70 

Flight operations 40 

( ource: Msafiri Magazine 200 ) 

The reason for a high percentage of job redesign in Finance and IT Human Resource and 

dministration and Industry affairs departments is because the jobs therein are not highly 

technical therefore aspects of job rotation, enrichment and enJargem nt were implemented 

appropri tely. 

anagement at 

Traditional personnel management as mainly concerned ith the management of people to 

work. The main occurrences associated with this era v ere: routine jobs, close supervi ion of 

employ e a focus on the individual and performance of activities in functional lines. Due to 

the comp titive business environment, organizations ba e adopted human resource 

management ractices. The emergence of human resource management i as a r suit of the 

paradigm shift away from personnel management. The main asp cts of human resource 

management include: focus on teams rather than individuals adoption of a holistic 

perspecti e rather than a functional one and more discretion in the work place rath r than 
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clo sup rvi ion. This practic is wh t K nya A.in\ ay h tried to adopt aft r th 

was pri atized. 

mpany 

Tb K nya · f'l ays Arumal R port 2 /2 the mann r in which human 

resourc are managed in Kenya Ai~ ays in four fac ts: Hea count Industrial relations 

Human Resourc D elopment and Training and Welfare. 

adcount 

Du to the establishment ofthe Flamingo Airlines and Kencargo as the new Kenya 

Airv ays subsidiaries, management embarked on recruiting additional staff in both 

frontlin and operational areas. By arch 2001 the company had 3098 employees 

compared to 2749 the pre ious year. 

mployee Relation 

In Kenya irways the employees are said to demonstrate a clear commitment to 

impro ing and maintainjng customer services to the highest standards in line with the 

airline's ision v hich is to be a world cia airline b the year 2005. 

The company also percei es employees as having placed high priority on the interest of 

the company. 

nt and Trainine 

The Company s training and development program is business driven. The 2000/2001 

Annual Report notes that during that year I 0 training programs were implemented 

reaching 1 00 staff company wide. ' anagement training programs also focus on 

cu tomer care productivity and quality impro ements leadership skills effecti e 

communication and team building. 
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Training in Infom1ation Technology is also a high priority forth Company. II staff are 

required to b come computer literate if they are to retain their jobs in the ompany. 

Training is also an on going activity in Kenya Airways to address identified performance 

gaps. Training programs focusing in the impro ement of core competences to sustain and 

develop customer service standards also exist in the Company. 

Welfare 

Kenya Airways has a good staff welfare system. Its fund schemes are registered with the 

Retirement Benefits Authority. The medical scheme has also undergone major changes 

with a major trend towards more involvement of staff with the aim of making the scheme 

more cost effecti e. 

After exan1ining the human resource management system in Kenya Airways in the post­

privatization period it is worth making a deduction of the situation in the pre­

privatization period. The existing infonnation about the pre-pri atization period (before 

1996) shows that there was no clear focus on the human resource management aspect. 

Emphasis was only laid on personnel management. This did not show any dedication to 

the use of Human Resources to achieve the company's vision. Trus then gi es a 

justification of why privatization would be considered to create efficiency even with 

respect to Human Resource utilization. 

In terms of future outlook, the company posits that ' Our people are our greatest asset 

and focus on their de elopment and the way they are both managed and organized will be 

carried out to ensure that we attract and retain the best and that they are equipped to 

serve our customers. (The ew Kenya Airways 2002) 
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1.1. 

A cursory glance on Lhe pr ious studies on job satisfaction boils down to Jl rlb rg s 

study on job satisfa tion and job dis ati faction. According to Herzb rg, ,j b 

satisfaction and job dissatisfaction ar caused by quite different factors. 19 7 

also note ' that a happy workforce is normally more producti e and has fi v r incident 

of abs nte ism turno ·er and lard in s than a dissatisfied \ orkforce." 

Satisfaction creation among employees is a complex phenomenon as it in ol e many 

factors. It is therefor till difficult for organizations to design programs that\! ill ring 

satisfaction. orne researchers complicate the matter further by asserting that 

implementing oth r moti ation programs such as job enrichment team building and 

management training' ill end up in failure unless they are concomitant with re pay 

programs (La ler et al 1983). 

Job satisfaction could be ex mined from arious perspectives. One of the main concepts 

used to de cribe job satisfaction in this study is the work itself' which is viewed in 

terms of the meaningfulness of work, whether it is interesting and also whether it i 

challenging. other concept is promotion opportunities which refers to th ability of an 

indi iduaJ to ad ance in the organizational hierarchy. This bring a sense of achievement 

\ hicb is an important element of job satisfaction as propounded by Herzberg. o-

\ orkers als ha e a major influence in the employees' job satisfaction le cis. up rvi ors 

are also important determinants in tb attainment of job satisfaction. 

There are also arious influences on job satisfaction. Job sati faction is that hich 

employe deri e from the work they do. The aspect of job de ign bas therefore been 

seen as a major influence. Job design could also be viewed in terms of job enrichment, 

which is aimed at pro iding meaningful challenging and interesting jobs. Job rotation 

and job enlargement also influence an employees' job satisfaction le eJ. The manner in 

which thes concepts of job design influence job satisfaction th refore constitutes the 

cone ptual framework of this study. 

10 



With this background in mind it is noteworthy that further in estigation needs to be done 

on employe job satisfaction. More so Kenya Airways has undergon dramatic changes 

and it'\! ould therefore rightly act as the company to b used as a case study. 

1.2 

Studies show that organizations in de eloping countries share common structural and 

managerial attributes. These attributes differ from those typicaUy found in orth 

America Europe and Japan. K.iggundu M (1985) acknowledges that, local fmns from 

Asia, Latin America, Asia and Africa share common structural configurations different 

from those found in organizations in United States and Europe. Local finns in developing 

countries are said to be characterized by among other aspects: many hierarchical levels, 

high levels of centralization rigid stratification and low morale and little cooperation 

among employees. 

In Kenya Jack of middle management skills and talents, too much paperwork and red 

tape lack of practical business and industry knowledge, and lack of delegation from the 

top characterized organizations. Kenya Airways was one of such organizations. It is 

within this unique situation in Kenya that Kenya Airways the only airline in Kenya 

existed. 

The level of employee job satisfaction in an organization is influenced by a number of 

factors. The manner in which jobs are designed happens to be one ofthese factors. 

Generally therefore ' a relationship exists between job design and employee job 

satisfaction" (Bottomley M 1983). 

When organizations undergo some changes such as privatization there is usually an 

overhaul of the firm s operations. Jobs are usually redesigned and this redesigning may 

lead to a change in employee behavior. 

11 



·. 

Prior re arches in Kenya h v br dly dealt\ ith th whole asp to r tru turing. ~hat 

has not b n focus on i th int rpl y bet\ een job de ign, privatization and emplo 

job satisfaction. This study therefor s eks to fill this research gap. 

In order to achie e this. thi comparati e study has come up with ariable to in cstig tc 

the impact of job design on mploye job satisfaction in Kenya irways. Th study 

intends to compare th impact that job design had on employee job ati faction befor 

and after the irlin ompany as pri atized. The choice of Kenya Airway theca 

study is justified in that the ompany has undergone dramatic changes since its inc ption. 

Pri atization happens to be one of the major changes. 

More specifically, the variabl s chosen to measure job design are: 

Job enrichm nt job enlargement and job rotation. The study e amines how the e 

ariables impact on the le el of employee job satisfaction before pri atization and after 

pri atization of the ornpany in 1996. Employee job satisfaction is amined in terms of 

attitudes towards: the work itself, co-workers promotion opportunities, control ofwork 

and supervision styl . 

1.3 OBJ THE STUDY. 

The objecti e of the study is to find out the influence of job design on employees 

p rception to job satisfaction in pre and post privatization periods in Kenya irways. 

1. 

Information on the influence of job design on employee job satisfaction vis-a- is 

privatization is scarce in Kenya. Therefore being a case study this study aims at 

pro iding inti nnation otherwise not ex.isting. Therefore this study fills tlus gap in 

knowledge y pro iding this information. 

This study is also useful to Kenya Airways in that it enables the Airline ompany to 

identify the aspects of job design that impact on employee job satisfaction. Tracking 

12 



down these asp cts \ ill nable the ompany build up on these tssues tn the post 

pri atization p riod and also in future. 

Other re earchers having interest in understanding the interplay between job design, 

pri atization and employee job satisfaction \.! ill find this explanatory study useful. 

The go emment of Kenya would also find this information useful so as to kno\ the 

e tent to which it could influence control in terms of ownership and also to what extent it 

could offer a supporti e role not only in Kenya Airways but also in other formerly public 

enterpris s. 
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0 

LIT 

In this chapter the r le ant literature is re i :\ ed. The main asp cts co ered ar : 

pri atization and its b nefits in Kenya in: ays, job satisfaction, and job de ign. The 

chapter examines th e p cts in detail as they form the core ariables in thi research. 

2.1.1 Over ·ew of pri atization 

Pri atization is the transfer of assets or service delivery from the go mm nt to the 

pri ate sector. Pri atization runs a ery broad range sometimes leaving cry little 

government in ol ement and other times creating partnerships between government and 

pri ate service providers where go ernment is still the dominant player. 

Gibbon H 20 ) gi es two definitions: 

• ln its purest form the term refers to the shifting of the production of a good or 

the pro ision of a service from the go emment to the pri ate sector often by 

selling go emment-owned assets. 

• ost definitions of pri atization though are more expansi e covering irtually 

any action that in ol es exposing the operations of go emment to the pre ures of 

the commercial marketplace 

The tenn pri atization' has also been used to refer to a ariety of economic r forms 

ranging from deregulation and market liberalization at the macro I el to internal 

enterprise Je el changes in organizational structure. Howe er the most widely used 

definition is that of pri atization being the transfer from pu lie to the pri ate sector of 

ownership or management of public sector enterprise. omplete transfer of ownership or 

control has not always occurred· howe er and in some instances the state has retained a 

decree of ownership or control o er the pri atized enterprise. Further, the state often 

continues to influence the operations of the privatized enterprise through regulatory and 

other policies. 
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All these definitions encompass three basic aspects. Firstly it is evident that m rei defining 

privatization is difficult. Howe er in the purest fonn it encompasses shifting of the 

provision of goods or services from the go emment to the pri ate sector oft n by selling 

go ernment owned asset . econdJy the definitions imply exposing the op rations of 

government to the pre ures of the commercial market place. Thirdly, pri atization would 

also mean creation of public-pri ate partnerships such as creation of quasi go emrnent 

organizations and go emment sponsored enterprises. In such organizations it would b 

difficult to determine where go emment ends and the private sector begins. 

In the case of Kenya Airways there was a shift of provision of the service from go ernment 

to the private sector by selling assets. The operations of the airline were al o e posed to 

pressures of the commercial market place. Howe er there is still some element of 

government control and this brings about the difficulty of establishing where the 

government control ends and where the pri ate sector begins. 

The tenn pri atization is therefore used in this study to refer to the transfer from 

government to the pri ate sector and bow this may have led to the internal enterprise level 

changes, which in turn affect employees. 

The origins ofpri atization are identified with the economic policies of the United Kingdom 

go ernment of the late 1970s. Thereafter the process of pri atization spread rapidly to other 

industrial countries. Pri atization began more slowly in the de eloping countries like Kenya 

and igeria among others but the pace accelerated in the later half of the 1980s and '.: as at 

its peak in the 199 s. Todaro M 2000 notes ' the most extensive programs have taken 

place in the former communist economies ~ here pri atization has been the means of 

building a capitalistic economic system based on pri ate ownership of pro ucti e assets.' 

To summarize this, World Bank 1999) notes • almo t e ery country in the world is now 

following the Briti h lead in privatizing its state-owned indu tries. Hence tlus guide 

under tandably relie heavily on the case histories from Britain to illu trate some of its point . 

In est rs and consumer have rarely done as well with offerings in other countries as they have 
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d n on .K. i u . In ranee. th hare price of ery ompany pnvat1zed ·m e 19 3 butt\ 1 

trading bel w 1 1 ue pnce. Italy ha an even worse record. Only a handful of olh r we tern 

European countrie be id Bntam ha e a tually begun to pri atlze utihtte . r ha pnvauzat1 n 

in emerging market been clear a1hng. Th rucial disllnction lies in the fact that m Bntam - a 

in many former ommuni t countrie m Eastern urope eager to butld a olid f, und hon f, r 

newly regained fr edo pri atizati n ha been pursued as a matter of c n ICU n by 

governments committed t th program. Among other v e em mdu-triahzed c untne nly 

Canada has et precedents fi r public offering , by recently pnvauzing Its a1r traffic c ntrol 

system and rail ervic , and m these ca es has clo ely folio\ ed the prec dents for pnvatizat1 n 

t in the nited Kingdom. ' 

In their pri atization programs, go ernments around the world commonly share thre 

objectives: 

• To promote efficiency by exposmg businesses and semces to the greatest 

possible competition, to the benefit of the customer. 

• To spread share ownership as widely as possible among the population. 

• To obtain the best value for each industry or service the government sells. 

The foregoing are the broad objecti es of privatization. However within de eloping 

countries like Kenya the main objective is to raise government revenue and reduce its 

exp nditure on public enterprises that lead to budget deficits. In the developing countries 

public enterprise deficits v ere identified as a contributory factor to mounting fiscal 

imbalances and more instabiljty and the World Bank and other international financial 

institutions increasingly incorporated pri atization in the conditionalities attached to their 

lending programmes. 

' Pri atization is intended to benefit customers employees and the economy as a whole. 

ustomers benefit when the greater efficiency that can be achieved through pri atization 

is passed on to them for example in the form of prices which are lower than they would 

otherwise have been wider choice and better service. Pri atized businesses are likely to 
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b more rc ponsi e to changing customer d mands and m re inno ati in introducing 

ne\ products to the market. 

For employe s. pri atiz tion means orking in a company \ ith clear o ~ecti es the 

means to achie e them, and rewards for success. This reinforces the cone m for the 

customer that is at the heart of any succes ful busines . Th economy benefits through 

higher returns on capital in the pri atized industries which can no longer pre-empt 

resources from elsewhere in the economy ia taxation , but must comp t for funds in 

the open capital markets. Moreover, as the products and services of privatized industries 

underpin much acti ity els where in the economy there are substantial benefits for other 

businesses. 

Concern for the impact of pri atization on the' elfare of labor is important for reasons of 

economic efficiency and equity and generally for the sustainability of the adjustments 

process. In terms of efficiency lowering the costs of adjustment by adopting policies that 

permit labor to respond to shifting market conditions will result in a more producti e use of 

labor and a reduction of foregone output. The social costs of privatization may fall 

disproportionately on labor and policies \! hich reduce or instigate this une en distribution 

in relation to the broader economic benefits that may fall from pri atization is also important 

to the political sustainability of the reform programme and the process of public-private 

sector realignment. 

Privatization is one element in the broader process of market-oriented reforms which ha e 

been adopted by countries across the globe in the past decade. Each of the various 

components of the adjustment process gi es rise to structural change and resource 

allocation. 

Govemrn nts around the world are pursuing privatization programmes and since the early 

198 s, clos to 7 000 public enterprises have been transferred to pri at ownership (World 

Bank 1992 . The pace of privatization activity has increased dramatically o er the past five 

years Cook P 1998 . 
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TABLE 1: Value Of Privatization Transactions (Million US$) 

1988 1989 1990 1991 1992 Total 

Industrialized 36,868 20,162 19,176 32,304 26,605 135,115 
countries 

Europe 10,656 19,251 18,186 29,971 24,091 102,115 

Asia/Pacific 24,250 87 0 1,620 1,297 27,254 

North America 1,962 824 990 713 1,217 5,706 

Developing 2,362 4,470 6,094 15,648 19,485 48,059 
countries 

Africa Including 8 1,435 25 0 0 1,468 
(South Africa) 

Asia/Pacific 0 2,550 1,430 865 4,476 9,321 

South America 2,354 485 4,639 14,783 15,009 37,270 
& Caribbean 

Worldwide 39,230 24,632 25,270 47,952 46,090 183,174 

Eastern Europe 0 130 64 530 1,565 2,289 

Source: Privatization lntemational (2000). 
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TABLE 2: Percentage Of Privatization By Value 

1988 1989 1990 1991 1992 Total 

Worldwide (Excluding 100 100 100 100 100 100 
Eastern Europe) 

Industrialized 94 82 76 67 58 74 
countries 

Europe 27 78 72 63 52 56 

Asia/Pacific 62 1 0 3 3 15 

North America 5 3 4 1 3 3 

Developing countries 6 18 24 33 42 26 
of which 

Africa 0 6 0 0 0 1 

Asia/Pacific 0 10 6 2 9 5 

South America & 6 2 18 31 33 20 
Caribbean 

Source: Privatization International (2000). 

Tables 1 and 2 sho\: the le el of pri atization transactions in recent years. Industrialized 

country sales amounted to 36.8 billion in 1988 v hich represented 94 p r cent of 

worldwide tran a lions. Pri atization transactions in Japan accounted foro er l'\i a-thirds of 

their industrial country ales in that year. Th share of industrialized countries in v or1dv ide 

pri atization fell to 5 per cent in 1992 although the \1 orldwide figures e eluded o cr 

11 pri atization transactions, which occurred in the former East Germany b t\: een 

1990 and the nd of 1992. 

The proceeds from major sales of public enterprises in de eloping countries rose from just 

o er 2 billion in 19 8 to alrno t 20 bi llion in 1992. The de eloping countries' share of 

world pri atiz tion sales rose stea ily each year from 6 per cent in 1988 to 42 per cent in 

1992 and av rage 26 per cent o r 1988 - 1992. The sharpest increase occurred in outh 
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American economi whos share rose from 6 p r cent in 1 to 33 p r c nt in 1 2. In 

contrast. pri atization in ub- aharan Africa has b en relativ ly mall compar d t outh 

America and ia an in largely accounted for by transacti n in ouU1 fric in th fin l 

years of 19 Os. 

Within each r gion pri atizatioo has continued to be concentrated among a fi countri 

Within the We tern European economies pri atizatioo of public enterpris in the nit d 

Kingdom accounted for three-quarters of the alue of transactions. imilarly within given 

year indi ·dual country sal bas often dominated the regional pictur as for e amp I with 

Japan's single transaction of public assets ~ bich account d for a major hare of 

industrialized countries' pri atization in 1988. 

The concentration of pri atization acti ity is particularly pronounced within the developing 

countries regions. In Latin America, hi le Mexico, Argentina and Brazil make all the bulk 

of activity. In ub- aharan Africa six countries - Ghana Guinea Mozambique igeria 

and Senegal account for two thirds of the divestitures. 

The de eloping countries of Asia accounted for 5 per cent of world ide pri atization sales 

during the late 1980s. In ast Asia, major pri atization was completed in Malaysia, 

Singapore and outh Korea. In outh ia, the number of transactions has been higher but 

most of the pri atized companies ha e been small scale. 

2.1.2 Pri atization and efficiency 

Todaro 2000) is of the opinion that pri atization of state owned enterprises in the 

production and financial sectors hinges on the neo-classical hypothesis that private 

ownership brings greater efficiency and more rapid growth. During the 198 s major 

international bilat rat ID and multilateral agencies (World Bank and fM ) actively 

promoted pri atizarion. Many developing countries followed this advice although the extent 

of philosophical agreement as opposed to financial pressures exerted by these funding 

agencies remains unclear. The belief is that pri atization impro es efficiency increases 
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output and lowers costs among other benefits. In addition proponents argu that it curb the 

growth of go emment exp nditure raises cash to reduc public int mal and e t m I d bt, 

and promotes indi idual initiati e while rewarding entrepr neurship. 

Other proponents of privatization see it as a " ay to broaden the base of ownership and 

participation in the economy, thereby encouraging individuals to that they ha c a direct 

stake in the system. Bet\: een 1980 and 1992 more than 15000 enterprises were pri atized 

throughout the ' orld \l ith more than 11 000 in former East Germany. In the d loping 

nations the number of pri atized companies amounted to 450 in frica, 9 in Latin 

America and approximately 180 in Asia. Mexico Chile and Argentina ha e led the 

mo em nt in Latin America. Among low-income countries the speed of pri atization has 

b n more cautious v ith the majority of transfers in small low value firms. Most of the 

studies to date indicate that pri atization appears to be successful in promoting high and 

middle-income countries. In poorer countries, the results are less clear-cut though some 

positi ere ults ha e been obtained (Todaro 2000). 

The efficiency argument for privatization claims that private management is inherently 

superior to public management. There are assumed to be theoretical or practical influences 

on public enterprise management that lead to inferior performance. The private sector is 

assumed to have a time tested set of incentives and accountabilities in place which help 

promote efficiency thereby enhancing performance and as these are not pr ent in public 

sector. there ar therefore bound to be inefficiencies in that sector. In line with this therefore 

Companies at a micro le el are trying to redefine their Human Resource Management 

objecti es to encompass issues such as · using human resources to gain comp titi e 

advantage: 

In addition discussions on the privatization policy ha e always been contro ersial " ith 

regards to the arguments be~ een 'ownership' and efficiency. It has been analyzed that the 

object of pri atization is to see that good things happen' and that pri atization is the 

catalyst that can help ring about policy returns. Elicker and Johnson (1990 share the view 

that contracting out certain activities or arranging for a management contract in some cases 

may be preferable to cherishing state owned enterprises into private hands and this approach 
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may still lead to the expected efficiency. Ho~ ever pri atization th y aid is intr due n t 

as an end in itself but as a means to economic betterment for a c untry. 

In their work 'Privati=ation: Not the only aflS\'.er • emon (1989) highlighted th t tate 

ownership is no guarant e of good perfonnance. Their work commented on the fact th tth 

determinants of an enterprise s success or failures are not o,; ho owns it rath r firms 

success or failure is a function of to what extent and in what direction its O\ 'ners crc1se 

authority that comes with the ownership and its managers carry out their jo . In Kenya 

Airways the management shows dedication to use human resources as their reliable ass t of 

making the Company competiti e. 

Simply, enterprise success regardless of ownership is a matter of de eloping a strong 

appropriate culture within the finns of hiring the right managers and seeing that there is an 

appropriate control and moti ation mechanisms in the place to properly guide their 

beha ior. Unfortunately much state owned enterprises have not fostered the right culture or 

hired the right managers etc. Another permissive argument is that the poor performance of 

state owned enterprises is due to their control system, which are excessive in quality but 

deficient in quantity. They tend to o er monitor day to day acti ities while providing too 

little strategic direction. 

Various scholars also posit that privatization is difficult to achie e and its potential benefits 

are uncertain. What is percei ed here is that the opening up of the public enterprise sector to 

domestic or international competition is often difficult and in some cases inappropriate. In 

these circumstances they belie e that impro ing economic efficiency and performance " ill 

mainly result from impro cments in the internal management of the public enterpris sector. 

It is therefore e ident from these observations that with pri atization, there is a possibility of 

some efficiency and consequently betterment of the economy. It is noteworthy that for 

efficiency to accrue, the public enterprise has to be reorganized to create a viable unit or to 

raise p rformance standards. The concern in this study is therefore the reorganization that 

takes place within the domain of employees. 
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" The pri atization exercis demands the coordinated application of a wide rang of kills 

and exp rti e from broad conceptuaJ ~ eep to logistical minutia • ibbon ... . V ith 

regard to maximizing participation and improving satisfaction levels of employ . \ h n 

the linn is pri atized the employees are offered a direct stake in their future ne'" car r 

opportunities and freedom to manage their commercial affairs without int rfer nc from the 

government. ' The success of restructuring from for pri atization depends on Ia r relations 

and th cooperation of workers both of which benefit from offering shares to mploy s" 

(ILO 1989 . A v ay in which this restructuring process was implemented within Kenya 

Ail'\! ays is by issuing of3% of the public shares to employees. 

Gibbon 2000 also notes that an employee adjustment strategy needs to be de igned as part 

of the organizational strategies necessary to prepare the organization for privatization. He 

posits that public officials often face strong opposition to pri atization. This is strongly felt 

from the public employees and their unions. Howe er experience has shown that making 

privatization attracti e for impacted workers is vital to achie e support to implement 

privatization strategies. Gibbon suggests "A way to reduce opposition is to communicate to 

workers a commitment to fai r treatment. Keeping employees infonned could reduce 

antagonism and avoid morale problems often associated with organizational change. 

One of the principal reasons public employees are hostile to privatization is the perception 

that th y will lose their jobs. However this may happen in the short run. The experience in 

Kenya Airways is such that a number of employees lost their jobs when the airline company 

was privatized. With this reduction of the labor force the jobs had to be redesigned. This 

redesigning of the jo sand its impact is the concern of this study. 

There is e idence that pri atization of Kenya airways led to improved performance. The 

main aspects of impro ed performance are: financial perfonnance profitability, pas: enger 

growth. route net\' ork expansion, fleet modernization, in flight service and o erall customer 

care. Another indicator of irnpro ed performance is reflected in the "Kenya Airways 

dashboard.' The "dashboard ' measures perfonnance in tenus of punctuality customer 

complaints. baggage deli ery scat utilization and schedule disruption. Currently these 

aspects stand at the following percentages: 
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Punctuality 84% 

Customer complaints Fallen from 2500 to 2 c mplaints 

Baggage deli ery 79% deli ered on time 

Damaged bags 14% 

Seat utilization 72% 

Schedule di ruption 8% 

(Sokoni agazine July 2 2) 

The most comprehensi e e aluation of the effect of pri atization on go ernment workers 

v as conducted in 1989 by the ational Commission on Employment Policy P), a 

research arm of the U .. Labor Department. The study, titled "The Long-Term 

Employment Implications of Pri atization," examined 34 pri atizcd city and county 

services in a ariety of jurisdictions around the country. The report found that of the 

_ 213 go emment v orkers affected o era five-year period by the pri atizations only 7 

percent v ere laid off. More than half the workers (58 percent) went to work for the 

private contractor; 24 percent of the workers were transferred to other government jobs 

and 7 percent of workers retired. The study concluded that "in the majority of cases cities 

and counties have done a commendable job of protecting the jobs of public employees." 

These findings are similar to those of other studies examining job displacement from 

pri atization. A 1985 General Accounting Office (GAO) study found that of the 9,650 

defense employees affected by contracting out, 94 percent v ere placed in other 

go emrnent jobs or retired oluntarily from their positions. Of the 6 percent of displaced 

employees, half obtained jobs with the pri ate contractor. In the Kenyan case howe er, 

the employment market is different therefore studies of that nature ' ould mo t likely 

gt different results. 

Other human resource management practices that take place may be in the form of 

training assistance and human resource strategies. The training of managers and workers 

in producti ity, cost-sa ing strategies and customer service is important for the Company 

to excel in a competitive en ironment. Due to the new tasks that are introduced in the job 

redesigning process workers and managers require new skills. Training will therefore 
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provid mployees and managers v ith the tools ne d d to make th tran iti n p in! 

and increase awareness of the need for continuous impro ement and pr du tiv 

effici n y. 

It is due to this that in Kenya Airways, training in Information cchnology has n 

gi en high priority. Management training programs also concentrate on "cu tom r care, 

productivity and quality impro ements, leadership skills effecti communication and 

team building' Kenya Airways Annual Report & Accounts 20 /2 01 . 

In terms of human resource strategies as an enterprise is pri atized. ther is need to 

develop ' orkforce flexibility, and human resource departments need to e ol . Rather 

than simply reacting to changes in go emment and processing paperwork human 

resource departments need to become employee advocates. To summarize this s ction it 

is note\l orthy that pri atization forces a finn to restructure its internal operations for it to 

be efficient. Human resource practices happen to be part of these operations and they are 

not left out in the restructuring process. More specifically aspects such as job design 

ha e to change when the workforce is reduced. Issues such as technology also impact on 

job design. evertheless within Kenya Airways, privatization can be iewed as the 

o erriding factor that brought about major changes. 

2.2 JOB 

2.2.1 General 0 of job attitudes 

cursory glance into the literature on attitudes in organizational behavior re eals that 

attitud s are important elements for the attainment of successful organizational human 

resource management. ince management is defined by Fayol in terms of planning, 

organizing c mmanding co-ordination and controlling the bearing that employees' 

attitudes ha e on this proc ss cannot be left out. 

In order to sho the importance of attitudes in human resource management· it is worth 

giving definitions of attitude as gi en by arious scholars their basic components and 
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bow they can be changed. The foregoing constitutes part of th t k of thi ction. The 

other part constitutes a specific focus on job satisfaction. 

However it is g nerally agreed that attitudes are m ntal and neural prcdi p itions to 

respond or beha e towards a certain object. Attitudes may ither b negative or positi e. 

If an employee for instance has a negative attitude towards an organization h or she is 

likely to de elop job dissatisfaction. Luthans (1992 defines an attitude " a persistent 

tendency to feel and bcha e in a particular v ay towards some obj ct." Baron 1981 also 

defined attitudes as "relati ely lasting organizations of feelings beli fs and ehavior 

tendencies directed towards speci fie persons groups ideas or o ~ects." c onnick 

1989) simply defines an attitude as the affecti e ori ntation towards a particul r attitude 

object. 

Although these definitions portray attitudes as simple processes it is note" orthy that they 

are actually complex cogniti e processes. Howe er all the definitions co er all the 

components of attitudes that is the cognitive affective and beha ioral components. The 

behavioral component is what is basically relevant to organizational beha ior since it is 

the part of the attitude that is ob ervable. This component may thus be e ccuted in the 

form of - buying a particular product a oidance of certain people among others. The 

concept of attitude is thus used in this context with a focus on the beha ioral component, 

which is also predetermined by the affecti e and cogniti e components. 

ith this general o erv1ew of attitudes it is noteworthy that an indi idual in an 

organization has attitudes which influence his or her beha ior. Job satisfacti n happens 

to be an attitude, v hich can inOuenc behavior. Therefore it is worth laying focus on 

attitude of job satisfaction which is a major ariable in this study. 

Locke 1976 defines job satisfaction as "a pleasurable or positive emotional state 

resulting from the appraisal of one's job or job experience.' Vecchio R J 988 asserts that 

"job satisfaction is one's feeling, and action tendencies towards work." It is thus 

deducible that the first definition d ells on the positi e side of the concept v hile the 
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latter highlights the consequent actions towards the work. Me ormick l 9 further 

asserts that job satisfaction is a specific subset of attitudes held by organization m mb 

lt is the attitude they ha e towards their job. 

ecchio and McCormick s definitions are adopted in this study since th cone rn is th 

posiri e feeling towards the work done by the indi idual in the organization. Job 

satisfaction has three dimensions. Firstly it is an emotional re ponse to a job situation. 

This can only be inferred. econdly, it is detennined by how well outcomes meet 

e pectations. For instance if the salary is commensurate to " ork done and is aJso 

equitable the organizational participants are likely to de elop job satisfaction. Finally, 

job satisfaction should be iev ed as representing a combination of related attitudes. 

As human beings members of work-oriented organizations ha e thoughts and feelings 

that strongly influence their beha ior on the job. These feelings are part of their 

conscious states and provid the inputs used by them to make decisions about their 

actions and reactions to their jobs. These conscious states of interest are attitudes and 

beliefs. Job satisfaction happens to be one of these attitudes. 

According to Bottomley (1983) for many people work is the least rewarding aspect of 

life and more so when the jobs do not provide them with opportunities to use their skills 

and abilities. A sense of satisfaction and achie ement is more likely to be associated with 

life outside work than within it." From this observation it is deducible that many 

employees do not find their job satisfying, therefore this kind of satisfaction needs to be 

created. 

The concept of job satisfaction may seem simple but it is actually complex. The 

complexity of the concept is e ident in the numerous researches that ha e been done. 

c ormick ( 1989) acknowledges this aspect by noting that " job atisfaction has been 

the primary attitude of interest to both practitioners and researchers o er the years. In 

197 Locke reported that there had been well o er 3000 published studies of job 

satisfaction between the early work of Hoppock in 1935 and Locke s critique in 1976. 
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part from these researches there has been continued research on thi area and this study 

ts a continuation of those researches in an attempt to simplify this concept. R search son 

job satisfaction can be divided into a number of different schools of thought. These are: 

i) Psychological needs school of thought 

Psychologists such as Maslow Herzberg and Likert \! ho ee development of 

motivation as the central factor in job satisfaction ex mplify this. They 

concentrate their attention on stimuli, which are belie ed to lead to moti ation 

these being the needs of individuals for achievement recognition responsibility 

and status (Mumford 1972). 

11 Leadership school of thought 

This was propounded by psychologists such as Blake, Mouton and Fiedler. 

They posited that beha ior of supervisors was an important influence on 

employee attitudes. They then directed their observations on leadership style 

and the response of subordinates. 

m Manchester Business school of thought 

This school of thought was constituted by per analities such as Lupton 

Gowler and Legge. They approached job satisfaction from the effort re\! ard 

bargain perspecti e. This led to a consideration of how ages and salaries of 

particular groups are constructed and the influence of factors such as over 

time and state of the labor market on earnings and employees attitudes to 

them. 

The management ideology and values perspective sees the management 

ideology and values as an important influence. Crozier and Gouldner 1964 

distinguish different alue systems in organizations. They distinguished these 

systems into 3: punishment centered- bureaucracy here management 

behavior responds to deviations from rules and procedures with punishments· 

respecti e bureaucracy- where procedures are jointly developed by 

management and \! orkers· and mock bureaucracy- the organization has rules 
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and procedures but neither management nor \! orkers id ntJfy them as 

legitimate. 

With these assertions it is noteworthy that legislation formulated by managem nt and 

employees perceptions of legitimacy of this must have an influenc on job satisfaction. 

Beha ioral scientists further assert that the factors described abo e are extrinsic to the 

tasks an employee is required to carry out and therefore a less important factor in job 

satisfaction than the work itself and the way it is structured.' ooper and Thorsrud, 

1972). These behavioral scientists concentrate on the content of work and on job design. 

11 the foregoing viewpoints have important contributions to the theory of job 

satisfaction. Lupton Gowler and Legge regard work as a contribution to control theory 

where earnings are the key factors. Crozier and Gouldner c amined different 

manifestations of bureaucracy and indirectly related those concepts to job satisfaction. 

evertheless a coherent theory of job satisfaction should embrace all these ideas. 

Herzberg's viewpoint focuses on the need to identify the employees' needs. The 

organization should then ensure that those needs are met. This approach seems to ignore 

the real constraints under which most firms operate especially in the current competitive 

environment. These constraints may limit the satisfactions provided by the ompany. 

uch constraints may arise from the firm s culture technology and administrati e 

structures (Mumford 1972 . 

ln the light of this therefore "a realistic approach to job satisfaction may look at the 

individual s needs in work and also the needs of the firm and the demands which it has to 

make of its employees because of the pres ure exerted by the en ironment in v hich it 

operates" (French et at 1971 . 

This then leads to a consideration of job satisfaction in terms of degree of fit between 

what an organization requires of its employees and what the employees are seeking of the 

firm, for instance: good salary promotion challenging jobs among others. A more 
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comprehensi e approach to job satisfaction is proposed by Talcott Pars ns. P rsons c 

indi idual beha ior as influenced by a number of personal c nceptions. f this is 

what the indi idual wants from a particular situation in which he or he find hims If or 

herself. econdly is how the person sees the situation. Thirdly is how the pers n intend 

to use the situation in order to get what he or she wants from it The thre aspects I ad 

to a model that explains job satisfaction. 

The K.no ledg contract 

The psychological contract 

The efficiency contract 

The ethical contract 

The task structure contract 

THEF~ ~TI~I~~~~= 

eeds a certain le el of eeds lh skills and 

skill and knowledge in its kno ledge to be e eloped 

employees if it IS to 

function effecti ely 

eeds moti ated employees eeds factors \ hich will 

Needs to achieve the output 

and quality standards 

eeds employees who will 

accept firm ' s values 

ceds employees \! ho 

moti ate him/ her e.g. 

achievement recognition, 

responsibility and status 

eeds an equitable re\! ard 

bargain and upervi ory 

controls 

eeds to work for an 

employer \ hos alues do 

not contravene his/ her own 

eeds a set of tasks which 

accept technical constraints meet requirements for 

associated with their jobs variety interest targets 

feedback and autonomy 

ource: Mumford (1972) 

umford 1972 notes further that if an employee's needs in these five areas are met then 

we can hypothesiz that he or she has high job satisfaction. Similarly if an organization's 

needs are met on the fi c areas then the firm should be satisfied with the performance and 

30 



attitudes its employ es. Th ariables may aU be met but mctim , th y may not. Why 

this is the cas should therefore be investigated. One of th r ns or Lh1s is that an 

employee may be having unrealistk xp ctations. From the organization's p rsp ti e, 

the en ironment in which the firm is operating may pre ent it from me ting some 

employees needs. 

2.2.3 Importance of job sati faction 

Job satisfaction is not only important to the organization but also to the indi idual. On the 

importance of job satisfaction to an individual (Winter 1969 carried out a research on 

the relation bet\1 een job satisfaction and physical and mental \! ell being. He concluded 

that " workers' physical and mental well being appeared to be highly correlated to job 

satisfaction. Highly satisfied orkers tended to ha e better physical and mental records." 

On the part of the importance of job satisfaction to the organizations the attitude is 

important for the company's ability to attract and retain qu lified workers. An 

organization's survival depends on this ability· for example if an organization is known 

to mistreat workers it \! ill find it difficult to recruit other qualified personnel into the 

organization. More importantly low levels of job satisfaction have led to such problems 

as absenteeism tumo er union organization and filing of grievances. 

Ther fore organizations should b cognizant of the importance of job satisfaction among 

employees. The organization should work towards de elopment of the attitude among its 

employees so as to a oid cases of tumo er absenteeism and other problems a sociated 

with low job satisfaction levels. 
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2.2. 

Tb re are certain aspects within an organization that cause job atisfaction. he e are: 

supervision job chaHenge job clarity and job cont nt. In terms of upervi i n, changes 

in supervision leads to changes in job satisfaction levels. An import nt pect of this is 

the degree to which sub-ordinates participate in decision-making that affects their work. 

High participation "nurtures positi e feelings about the job." Howe er the limiting 

condition is that the deci ions should be "about topics with which employee are familiar 

and have expertise" (Mitchell 1978 . 

Job challenge basically in ol es the variety on the job creati ity difficulty of goals and 

use of ones skills. People tend to be more satisfied ~ ilh their job \i hen the work is clear 

and when the v ork environment is unambiguous. Therefore managers should ensure that 

the jobs are clear and the v ork environment be unambiguous. 

The job content incorporates issues such as job specialization. When the job is neither 

specialized nor standardized an employee would have difficulty knowing v hat or ho\i to 

do the job. On the contrary the job may also be rughly rep titi e and boring. The job 

should therefore not be too specialized. It should rather create opportunities for inter­

linkage with other areas of specialization. This will then create job sati faction because of 

the curiosity of an employee de elops in trying to do some tasks that transcend his or her 

specialization. 

The foregoing aspects focus on the job itself but in addition, there are others such as job 

level length of service and organizational size which influence job satisfaction. In terms 

of job le el researchers concur that satisfaction is higher among workers in high le el 

positions as opposed to those in lower levels such as manual work rs. Length of service 

is also an important aspect in that indi iduals with less time in jobs are said to be more 

dissatisfied than long- term workers. oincidentally long - term workers lso t nd to b 

in high-le el positions. In tenns of organizational size employees in smaJJer 
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organizations tend to b mor satisfied than employe in larg ron s. This i basicall 

because in smaller organizations interpersonal interactions r mor int ns . 

These causes of job satisfaction are important for the und r tanding of the attitude. 

Human resource managers of organizations can therefore take these I mcnts into 

consideration when they are trying to establish their employees' job satisfaction le Is. 

2.2.5 Job atisfaction dimen ions 

As earlier mentioned the concept of a job is very complex. It has many facets such as 

nature of the work the supervisor the company, pay or promotional opportunities. 

McCormick 1989 ackno\ ledges that" the job itself serves as a unitary attitude object. 

The attitude or satisfaction that the individual associates with his or her job is the degree 

of satisfaction. Howe er an area of disagreement is whether job satisfaction has 

multiple dimensions or not. Researchers like Porter and Lawler define job satisfaction as 

a unidimensional construct; that is you are generally satisfied or diss tisfied with your 

job in contrast, mith, Kendall and Hulin argue that job satisfaction is multidimensional· 

that is you may be more or less satisfied with your job your supervisor your pay, your 

work place etc (Ba endarn 2 0). 

In an attempt to discover the dimensions of job satisfaction o er the years the conclusion 

that has been drawn is that- although there are many specific and di erse job dimensions, 

which are related to job satisfaction there is a set of dimensions common to mo t jobs 

that is sufficient to describe most of th practicable ariance in job satisfaction. The 

model in figure 1 summarizes the common dimensions. This study adopts this model as a 

guide to the dimension used to study job satisfaction in Kenya Airways. 
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Figure 1: Job satisfaction dimensions 
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This model presents some of the ariables that measure job satisfaction. he c arc 

defined in the conceptual frame\! ork later in this chapter. 

2.3 JOB DESIG 

2.3.1 Overview of job design 

Beardwell (1997 notes " the enthusiasm which HRM has been embraced by many 

working within the theory of job re design is founded on its prediction and promis that 

individuals need to be pro ided with stimulating and enriched jobs \! hich tap tbos 

intellectual and cogniti e domains left dormant by the traditions of organization and 

management. Due to this therefore it is deducible that employees will perform far more 

aried and skilled jobs. A a result of the performance improvements organizations then 

become competiti e. Hence, one of the most important components of organizational 

effecti eness and pro perity is the attention and detail paid to the design of the \! ork 

tasks. 

Hackman and Oldham 1976) posit that multi-skilled highly discretionary jobs influence 

the critical psychological state of an employee promoting a sense of meaningfulness 

responsibility and alue. nee the employee begins to experience a more positi c 

psychological r lationship with their job manager employer and organization it is 

expected that impro ed performance will follow.' 
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Within Kenya Airways this statement is alid in that the impro cd p rfom1anc of the 

Company can be attributed to the meaningfulness respon ibility and alue d v lop d 

among the employees. Moreo er it is important to ackno\1 1 dge th i tcnce of oth r 

factors that lead to the impro ed performance but this aspect of the jobs empl s 

perfonn b ing meaningful is sti 11 important. 

Job design is basically concerned \i ith the characteristics of jobs and hov these afli t 

people s beha ior. Many managers consider that job or work design has little t do with 

them. Howe er it has been pro en that in a rapidly changing work place, job de ign has 

a big impact. This is why' in contrast to the discredited quality of work life m cmcnt 

in the 1960s and 70s job design is back on the agenda as a critical component of job 

satisfaction and organizational performance" (Holden 1997). 

The historical de elopment of the concept of job design is well spelt out by Luthans 

1992 . He posits that " in recent years relati ely more research has been generated in 

job design and goal setting. Relati ely more research has been developed in these two 

areas than elsewhere in the field of organizational beba ior. It is becoming clear that 

appropriately designing jobs can have a positi e impact on both employee satisfaction 

and quality of performance." 

E isting literature re eals that job design is based on an extensi e and grov ing 

theoretical base and that this area has had considerable research attention and is being 

widely applied to the practice of management. It is also noted that job enrichment still 

dominates job design lit rature more so from the perspective of Herzberg s moti ators. 

Job engineering job enlargement and job rotation are also considered to ha e historical 

significance for job design. 

pparently, these are the ariables chosen for this study and further information on each 

of these ariables is presented later in the chapter. Job design concerns are considered to 

ha e begun with the scientific management mo ement. Pioneering scientific managers 

such as such as Frederick Taylor and Frank Gilbreth examined jobs using techniques 
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such as time and motion analysis. Their goal was to maximiz hum n effici ncy in job . 

Jarvis (1998) acknowledges Taylors argument that mana em nt specialists should 

control work processes by designing tasks measuring v ork usc oftarg t s tting s Jecting 

and training staff systematically and designing payment systems." cientific management 

e entually e ol ed into job engineering. 

Before jobs were reengineered, it was found that at first, blu -collar production jobs were 

highly specialized and the employees did one or a few tasks. The employee also did the 

tasks the same way every time. The engineering approach to job design led to cost 

savings from the engineered jobs. The effect on this on issues such as absenteeism, 

quality and turno er were generally ignored. In the conte t of Kenya irv ays also job 

design has been viewed from the perspecti e of the benefits it has in terms of cost 

savings. What has not been explored is its influence on job satisfaction which this study 

wishes to examine. 

In the 1950s some practicing managers such as Thomas Watson of lBM became 

concerned with job engineering approaches to work and consequently started 

implementing job enlargement and rotation programs. Job enlargement programs 

horizontally load the job- expanding the number of operations performed by the worker 

malcing the job less specialized). Job rotation programs reduce boredom by sv itching 

people around the various jobs. 

The 1960s was faced by increasing concern v ith employee dissatisfaction and declining 

producti ity. Starting in the 1990s there have been dramatic changes. ' Because of the 

downsizing of organizations and the increase of advanced technology, jobs ha e become 

demanding and employees must think in different ways Luthans 1992). Job design 

therefore takes on special importance in today's human resourc management. It 

therefore becomes essential to de ign jobs so that stress can be reduced motivation 

enhanced and satisfaction of employees and their performance can be impro ed. 
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ln the context of this historical development of the concept of job d ign it i not worthy 

!hat this study seeks to make an additional contribution to this stream of r earche in this 

new mill nnium by studying the influence of job design on mploy e job sati faction 

within Kenya irways. 

2.3.2 JOB E 

Job enrichment refers to the ertical expansion of the v orkers job in that tasks carried 

out by his or her superior are assigned to the employee. Dessler 1991) posits that " it 

in ol es redesigning jobs for instance by letting the p rson to schedule his or her own 

work and check his or her own results. The purpose is to increase the opportunities for 

responsibility acrue ement growth and a recognition for doing the job ell. 

Job enrichment is a direct outgrowth of Herzberg's two-factor theory of moti ation. The 

suggestion of the theory is that work be enriched to bring about effecti e utilization of 

personnel. Jobs should therefore be enriched to allow employees more self-direction and 

the opportunity to perform interesting, challenging and meaningful work. urthermore 

job enrichment is concerned with 'designing jobs that include a greater ariety of job 

content a higher ariety of skill and knowledge more autonomy and responsibility in 

terms of planning directing and controlling their performance' (Lutbans 1992 . 

In spite of this positi e portrayal of the concept of job enrichment it is also noted that it 

is not a panacea for all job design problems facing modem management. For it to be 

effective it must tak into account the complex human and situational ariables. This 

then raises he need to consider the concept of job enrichment v ith lh other job design 

ariables. 

Job enrichment can improve employee perfonnance and attendance. Few rewards are as 

powerful as the sense of accomplishment and achie ement that result from doing a job 

that you genuinely want to do. An enriched job carries with it intrinsic rewards- in terms 

of challenge achie ement and recognition. The job's content functions and sp cific 
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duties should therefore be designed in a " ay that performing it makes the p r on ~ 1 

good. · The intrinsic re" ards can substantially incr as employee m raJ and 

performance. 

in job en ricbment 

a) ombining se era! jobs into a larger job in ol ing a wider ariety of skill . 

b Giving each employee a natural unit of\1 ork so that he or she can complete a 

meaningful task. 

c) Allowing employees more responsibility for quality control and self 

determination of work procedures. 

d Allowing employees to deal directly .. ith clients support personnel and 

persons performing related jobs. 

e Pro iding channels of performance feedback so that an employee can 

monitor and self correct work behavior. 

Bottomley 1983) 

Implem ntatioo concept 

a Forming natural work units. 

The overriding principle here is that of ownership an employee s sense of continuing 

responsibility for an identifiable body of work. This ownership can make the 

difference between a feeling that the work is meaningful and re\ arding and the 

feeling that it is irrelevant and boring. A ' ay in which Kenya Aitways djd this 

indirectly is by issuing a percentage of shares to the employees. This made the 

employees de elop some sense of ownership. 

b ombining tasks. 

Existing and fractionalized tasks should be put together to fonn new and larger 

modules of work. If the module is too large it could be assigned to a small team of 

workers who are given autonomy for its completion. 

38 



c Establi hing client relationships 

Employees should be encouraged o establish direct relationships ith th ir 

clients. With these feedback increases skill ari ty incr and also autonomy. 

This is because the indi idual is gi en personal re p nsibility for d ciding ho\\ to 

manage his or her relationships. 

d Verticalloading 

In this responsibilities and controls formerly reserve for higher le els of 

management are added to the job. These include: 

• Greater discretion in setting schedules 

• Deciding on work methods 

• Additional authority 

• Freedom to manage own time 

• Problem solving 

• Financial control over budget 

2.3.3 JOB E LARGE 

Job enlargement is the horizontal c pansion of the employees job by increasing the 

number of similar tasks he or she is assigned. As early as 1950 in the USA, job 

enlargement and job rotation \! ere being both ad ocated and test d a being means for 

o ercoming boredom at work. Despite this it is still not clear how successful changes of 

this type ha e been in practice. However some companies benefit from such increased 

flexibility oflabor. This study seeks to establish the situation within Kenya irways. 

lt has een observed that employees usually expect higher payments to compensate for 

learning these other jobs and for agreeing to changes in working practices. As a result 

employe s do not usually percei e the new jobs as marginal impro ements in terms of 

the degree of r petition, the skill demands and the le el of responsibility. 

Job rotation in olves systematically mo ing workers from one job to another. Job 

rotation is b lieved to boost inno ation by enabling workers to apply knowledge of one 
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task to others. lso exposing employee to others typ s of job \.1 ithin th firm promote 

better und rstanding of" hat others do in the firm. Moreo er. a multi-skilled w rkforce 

can more readily adapt to changing markets. It is therefor note orthy that job rotatton 

augurs well with the human resource management approach. Hove er, v hen JO are 

highly specialized job rotation tends to be difficult. 

... 

It is therefore deducible that some jobs in Kenya Ai.n ays are highly technical and 

specialized. Therefore job rotation may not be visible. Howe er focus will be laid on the 

flexible jobs. After examining these ariables that constitut job design a worthy 

summary would be made by the figure 2. 

Figure 2. Various approaches to job design 

Goal etting 
Building goal , 
feedback. and 
incenti e into the 
structure of th job 

Job engmeering 
Concentrate on the efficien y 
of the job through lime and 
motion analy i and p on­
machine interface 

Job enrichment 
Making jobs meaningful, 
intere ring and 
challenging 

ocJo-technical a roach 
Making a team or a group 
re ponsible for the job and 
balancmg th ocial and 
te bnical aspects of the job 
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Job enlargement 
Adding more t k 
to the job for vanety 

Job rotation 
Doing different jobs 

for vanety 
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2.4 POTHE I 

It is hypothesized that job design influences employee job satisfaction 

2.5 

H 1: Po t privatization job enrichment increa e job ati faction. 

H_: Job rotation increases job satisfaction. 

H J : Job nlargement changes influence job sati faction le el . 

2.6 

In hypothesis one the independent ariable is job enrichment. It is used in this study to 

refer to making jobs meaningful interesting and challenging. In hypothesis two the 

independent ariable is job rotation. It refers to the employees doing different jobs. 

Hypothesis three has its independent variable as job enlargement. It is us d in this study 

to refer to the addition oftasks to the jobs. 

In hypotheses 1 2, and 3 the dependent ariable is job satisfaction. It is measure in this 

study in terms of the attitudes employees have towards the work itself co-workers 

promotion opportunities and the kind of supervision offered. 
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CH PTER TH 

ODOLOG 

The site where the data v as collected is the Kenya Airways Headquarters located in J mo 

Kenyatta International Airport (JKIA in the outskirts of airobi city. 

The Company has eight (8) departments that manage the airline company ha ing the 

following number of employees: 

DEPART NUMBER 0 MPLOYE 

1 General counsel and Company secretariat 80 

Corporate communications 106 

I Finance and IT 170 

Commercial 350 

Technical 467 

Human Resources and Administration 160 

I Corporate strategy and industry affairs 200 

Flight operations 677 
L 

I Total 2210 
L 

· .. 

An Executi e irector who reports to the Group-Managing Director heads each of th se 

departments. Hov e er there are other I els of p rsonnel in each department which include 

the middle le el managers-including supervisors and general v orkcrs operati es . 

Kenya Airways was considered relevant in carrying out the study because it is a firm that 

has undergone privatization and it also has employees who ha e worked in the company 

before and after pri atization in 1996. Pri atization brought about major changes which 

also impacted on human resource management practices. 
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3.2 HODOFD 

Th method of data collection used was the survey techni u of the qu stionnair . Th 

questionnaires were administered using th drop and pick method. They wer adrnini t r d 

to the operational le el middle le el and senior management employees. The choic of thi 

method is justified in that the time for interviewing the managers may not be a ailabl . 

Therefore the qu stionnaire is appropriate because they" ere filled at the managers' own 

time. The questionnaire administered constitutes appendi 1 ofthi study. 

The researcher also utilized data from key infonnants who h d details of the pri atiz tion 

process at Kenya Airways. 

The population from which the data was colle ted is approximately 2763 employees who 

' ork specifically in Jomo Kenyatta Int mational Airport. The main sampling method u ed 

' as the stratified sampling method. he ompany was di ided into 8 strata, using th 

departments as the criteria. sampling frame containing the numb r of employ s p r 

department was obtained. The sampling fram also indicated the employees who wer 

employed in the ompany before 1 th t is before privatization. ln order to select the 

respondents from each d partment the employees were divided into three categories: 

• enior managers 

• · ddle managers 

• General " orkers 

Due to the differenc in the numb r of mployees in each department a ratio was calculat 

to determin the number of employees from which data was collected. The distribution i as 

folio s: 
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mR IP fPL D 

I General counsel and Company secretariat 3 

Corporate communications 4 

Finance and IT 6 

Commercial 13 

j Technical 16 

I Human Resources and Administration 6 

Corporate strategy and industry affairs 8 

Flight operations 24 

Total 80 

The research targeted at least one employee from each occupational le el i.e. senior 

management, middle level management and operational le el. Data from lower le el 

employees was considered important because they are the ones whose jobs are mostly 

affected by changes in the organization. Therefore knowing their perceptions\ as important. 

3.4 THODS OF DATA 

Once the raw data \! as collected the questionnaires were checked for proper recording of 

the responses and completeness. The data was then coded and checked for coding errors and 

omissions. It was then run through the tatistical Package for ocial ciences (SPS . 

The output from the computer was presented in frequency distribution tables with 

percentages. Cross tabulations and graphs \! ere also made. 
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This chapter deals with the presentation of the research findings of the responses fr m the 

completed questionnaires obtained from the employees of Kenya Airways. The findings 

are presented mainly in frequency distribution tables cross tabulations and graphs. 

4.1 

The study obtained se enty- (70 completed questionnaires out of the targeted eighty-

80) respondents. Out of the total number of respondents 60% were males while 40% 

were females. In terms of education level most respondents had uni ersity education. 

This constituted 48% whi le 31% had professional qualifications. 2 %of the respondents 

bad secondary education and most of thes belonged to the operational le el in the 

organizational hierarchy. Ho\i ever no respondents indicated that they had any other 

lower educational l vel. 

With regard to the number of respond nts from each department, the initial ratio was 

used and the largest proportion of respondents was from the flight operations department. 

They constituted 3 % of followed by the technical department 30%) and commercial 

department 16.3% . The Corporate strategy Finance and Information Technology 

Human Resource and Adminjstration and G neral Couns I and ccretariat departments 

had 10 7.5 7.5 5 and 4 percentage of respondents respecti ely. These arying 

proportions mainly depended on the arying number of employees in each department. 

A summary of the demographic characteristics of the respondents i summarized in table 

3. 
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Table 3. Percentaee representation of tb 

Male 42 60% 

Gender Female 28 40% 

Secondary 14 20% 

Education 1 vel Uni ersity 34 48.8% 

Professional 22 31.3% 

General counsel 3 3 .8% 

Corporate communications 4 5% 

Resp ondents per Finance an IT 5 7.5% 

department Commercial 12 16.3% 

Technical 14 20% 

HR and Administration 5 7.5% 

Corporate Strategy 7 10% 

Flight operations 20 30% 

4.1.2 Pre and po t privatization level 

Table 4 shows the le els of satisfaction of Kenya A.ir\l ays employees before and after 

pri atiz ation, \! ith respect to the arious asp cts of job design . In the table the 

abbreviations V , D and VD stand for: - ery atisfied - atisfied - eutral 

D- Dissatisfied, and D- Very dissatisfied. 
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Table 4. Percentage 

JOB PRE-PRlV ATIZA TION POST -PRJV A TJZ_ATION 
S TI F TIO 
F R D VD D D 
(VARJABLE) 
Being busy all 
time 0 7.5 36.3 53.8 2.5 7.5 50 42.5 0 0 

I Work:ing alone 0 0 37.5 42.5 20 5 38.8 35 21.3 0 
I Doing cti fferent 

things 0 5 16.3 33.8 45 13.8 33.8 22.5 30 _0 
Being someon in 
community 0 0 42.5 53.8 3.8 13.8 43.8 21.3 21.3 0 

Handling by boss 0 3.8 31.3 40 25 11.3 57.5 31.3 0 0 
Supervisor 
competence 0 2.5 35 35 27.5 22.5 53.8 23.8 0 0 
Work against 
conscience 0 2.5 6.3 52.5 38.8 38.8 51.3 10 0 0 
Steady 
employment 0 3.8 37.5 50 8.8 5 36.3 36.3 22.5 0 

•. 
Doing things for 
others 0 8.8 46.3 37.5 7.5 21.3 31.3 47.5 0 0 
Telling people 
what to do 0 26.3 40 31.3 2.5 25 32.5 42.5 0 0 
Work that makes 
use of abilities 0 7.5 48.8 36.3 7.5 45 33.8 21.3 0 0 

Company policies 0 0 18.8 43.8 37.5 7.5 26.3 66.3 0 0 

Pay 0 2.5 37.5 32.5 27.5 5 48.8 43.8 2.5 0 
Chance to 
advance 0 23.8 66.3 6.3 3.8 23.8 30 35 11.3 0 
Using own 
judgment 0 17.5 31.3 42.5 8.8 10 40 50 0 0 
Own \l orking 
methods 0 10 36.3 36..3 17.5 6.3 42.5 51.3 0 0 
Working 
conditions 0 7.5 32.5 37.5 22.5 13.8 57.5 28.8 0 0 

Getting along with 
co-workers 0 0 38.8 57.5 3.8 23.8 22.5 53.8 0 0 

I Praise for work 
done 0 5 41.3 38.8 15 21.3 27.5 51.3 0 0 

Feeling of 
1 accomplishment 0 5 38.8 37.5 18.8 20 51.3 27.5 1.3 0 
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From the table it is e id nt that satisfaction le els wer low in th prc-pn atizati n 

period. This is seen in that majority of th respondents fall under the 'Di tisfi d" and 

· ery dissatisfied categories. In comparison to lhe po t pri atization p ri d employe 

were more atisfied and this is clearly shown in the table whereby most r p ndents w r 

in the' Satisfied' category. 

In order to show the shift from lov to high Je els of sati faction graph 1 lov is us d. 

Comparison of satisfaction In pre and post privatization periods 

0:~1--~~~~~~--~~~~~·~·~~~~ .. ~·--~·~~· ~~~~~~~ .. ~ 
N C') ~ ~ ~ ~ ~ ~ ~ ~ ~ ; ~ ~ g ~ ~ ~ 

Sa ~nlevel 

48 



4.1.3 

ariable as created to gi a weighting to the various r pons v ith r peel to th 

various jo factors. The variable ranked job satisf: ction into three cat goric . The 

variable had thr e dimensions. These dimensions are: l-2 meaning low sati action 2.1-

, meaning moderate satisfaction and 3. 1 and abo e meaning highs tisfaction. 

a erage computed score of pre-pri atization job satisfaction stood at 2.32. This meant 

moderate job satisfaction. The weighting for post-pri atization job atisfaction was 3.68. 

This meant higher job satisfaction after Kenya irways \! as pri atizcd. 

WEIGHT G REQU y PER TA E 

Lo 23 34% 

Moderate 38 55% 

High 9 8% 

Table 6. Weiehting of pre privatization ati faction 

WEIGHT G FREQUE CY P RCE TAGE 

Low 0 0% 

Moderate 15 22.3% 

High 55 78.7% 

ross tabulations of the different departments and the job satisfaction le els r ealed that 

the flight operations and technical departments had the low st satisfaction le els before 

pri atization. In addition the employees of the corporate strategy Corporate 

Communications and General ounsel departments had moderate satisfaction le els. 
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fter privatization U1ere were increas s in the satisfaction lc Is of th mploy of th 

flight operations and technical departments to mod rate le els. he employ in the 

oilier departments also showed increases in job satisfaction I cis from m d rat to 

higher le els. The fmance and information technology department realized th harpe t 

increase in satisfaction le el from very low to high. This trend in this departm nt c n 

partly be attribut d to the increased usage of infonnation technology. raph _ belo-. 

shows this trend. 

Graph 2. Job ati faction trend in the Finance and IT department. 

Time 

• Preprivatiza 
tion 
Postprivatiz 
ation 

From these research findings it is evident that there was a general increase in job 

satisfl ction among employees of Kenya Airways after the company was pri atized. 

Although these increases ary per departmen it is also n teworthy that iliose 

departments v hose jobs were redesign d encountered increases in job satisfaction le cis. 

ln addition departments wiili highly technical jobs had the least increase in job 

satisfaction le els. 
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5.0 

5.1 

This study is on the influence of design on employee perceptions to job sati faction in 

Kenya Airways. The study compared employee perceptions before and after the 

Company as pri atized. Data was collected from 70 employees of Kenya iiWays. 

Initially, 80 employees were targeted. The data was analyzed using frequency di tribution 

tables cross tabulations, graphs and a erages. 

The objective of the study was to find out the influence of job design on employees' 

perceptions to job satisfaction in pre and post- pri atization periods. With respect to this 

objective, three hypotheses were generated. The first hypothesis was that post -

pri atization job enrichment incr ases job satisfaction. From the research finding it is 

e ident that there was enrichment of jobs after pri atization. Job enrichment is iewed in 

terms of aspects such as being able to do work that does not go against an employee's 

conscience and work that makes use of an indi idual s abilities. Work that enables one to 

use his or her own methods and judgment is also v ell enriched. An examination of 

employees perceptions wit regard to th se aspects in the or -pri atiz tion period sho\: s 

that job satisfaction le els \: ere lower. Therefore the conclusion v ith regard to this is that 

post privatization job enrichment led to an increase in job satisfaction levels. 

The second objecti e ofthe study vas thatjob rotation leads to an increas in job 

satisfaction . Job rotation is viewed in terms of doing different job for variety. The 

research findings only shov ed that ofthos departments doingjob rotation, an increase 

in job satisfaction was realized. Howe cr, it is erroneous to generalize this to the v hole 

company. Therefore it is worth concluding that job rotation led to an increase in job 

satisfaction in some departments in Kenya Airways. 
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• 

Job enlargement changes influencing job satisfaction le el \! ere the third hypoth i of 

the study. Job enlargement \! as examined from the i wpoint of it b ing the addition 

tasks to th jobs. The research findings re ealed that the d partm nts' ith le t chnical 

jobs had enlarged some jobs. Employees hose departments enJarg their jobs after 

privatization also exhibit d higher job satisfaction le els. It is tber fore concluded that 

job enlargement changes influence job satisfaction I els. The manner in which job 

enlargem nt influenced job satisfaction le els is by leading to an increase in the 

satisfaction le els. 

5.2 

1. This research r eals that pri atization of Kenya Airways generally led to an 

increase in job satisfaction among the employees. More specifically the job 

redesign that came with pri atization had a great influence on job satisfaction. 

Kenya Airways and other former public enterprises should therefore be cognizant 

of these aspects and harness them in order to maintain a satisfied work force. 

2. Departments with low s tisfaction le els should try to redesign th ir jobs in order 

to increase job satisfaction of employees . 

3. Job enrichment is an important aspect of job design and it directly r lates to the 

work itself. It is also closely linked to job satisfaction. Therefore firms should try 

to enrich their jobs in order to increase job satisfaction. 

4 . A recommendation to the go emrnent is that if it is to continue O\ ning some 

public nterprises, it should adopt some job d sign a pects from pri ate 

companies to enable the enterprises to increased job satisfaction le els an1ong 

their employees. 
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l. Future research could be don in Kenya irways to c tabli h in d t il \\ hy job 

rotation did not lead to an increa e in job satisfaction among employee in some 

departments. 

2. Further research could also be done about job design and job sati faction in 

companies that ha e been privatized and those that have not. 

Re earch in thes areas could ha e rele ance to Kenya trv ay the go emment nd 

other stakeholder . 

5.3 

This study is limited to Kenya Airways only. The experience of other ii nner state­

owned enterprises and current government-owned parastatals which would ha e 

otherwise been important ere e eluded. 

Other limitations of the study were: time and resources. The time and re ources a ailable 

for carrying out the study only enable the use of Kenya Airways as a ca e study. 

evertheless, the study s research design was fonnulated in a manner that the foregoing 

constraints did not pose significant threats to the alidity of the study. 
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·. 

1: 

Q 

1 am a po tgraduat tud nt at the nive ity of airobi. ram onducting are earch n tb influ nee of 

job de ign on the perc ptioo of employe to job ati faction inK n •a ·rwa . The tudy aim to 

c mpare your job ati faction b for and after the ompany v a privatiz d. Thi que tionnaire i 

d igned to ask you a fe\ qu tion . Your an er will be treated 

confidentially an only for purpose fthe tudy. 

P Tl 

l. arne (optional 

2. 

4. 

G nder [ 
1 Male C Female 

What i your educational le el. 
(A) Primary 

econdary 
( ) Uni ersity 

(0 Other specify.------------

Department: General un el 
orporate c mmunication 

Finance and r 
ommcrcial 
echnical 

J IRan Admini tration 
orp rate trategy and lndu try affai 

Flight peration 

5. To which job ategory do you bel ng in the company? 

) enior Managem nt 

B) iddle le el manag ment 

G neraJ Worker 
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P T il 

B fore privatization thi is bow I felt about m job 
VD D 

1. Being able to keep usy all the tim 0 

2. The hance to work alone on the job 0 0 

3. The chance to do different thing from time to tim 0 0 

4. The chance to be somebody in the community 0 0 
S. The~ ay my boss handled the taff 0 0 

6. The ompetence of my supervi or in making deci ions 0 0 

7. Being able t do things that did not go against my con cience 0 0 

The v ay my job provided for teady employment 0 0 

9. The chance to do things for other people 0 0 

l 0. The chance to tell people what to do 0 0 

11 . The chance to do omething that made u e of my abilitie 0 0 

12. The way company policies were put inl practice 0 0 

13. My pay and the amount of work I did 0 0 

14. Th chance for ad ancement on this job 0 0 
15. The freed m to u e myownjudgment 0 0 
16. The chance try my own meth d of d ing the job 0 0 

17. The v orking conditions 0 0 

18. The way my co-workers got along with each other 0 0 

19. Th praise I got fi r doing a good job 0 0 
20. The feeling of ace mpli hment I got fr m the job 0 0 

On m pre nt job after pri atization thi 

1. eing able to ke p bus all the time 

2. The chanc to w rk al ne on th job 

3. The chan e to d different thing from timet tim 

4. The chan e to b m b dy in the community 

5. way my handle the taff 
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boll I ~ el about 

D 

0 0 
0 0 
0 0 
0 0 
0 0 

c 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 

0 
0 
0 
0 
0 

di ati fi d 

L 

0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 

0 
0 
0 
0 
0 

r 

0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 

0 
0 
0 
0 
0 



VD D 

6. The competence of my upervisor in making deci ion 0 lJ L.J ...... 

7. Being able to do things that do not go again t my con ience 0 0 0 0 0 
The way my job provide for steady empl yment 0 0 0 0 0 

9. The cbanc to do things for other people 0 0 0 0 0 
I 0. The chance to tell people what to do 0 0 0 0 0 
11. The chance to do omething that mak u e of my abilitie 0 0 0 0 0 
12. The way company policie are put into practic 0 0 0 0 0 
13. My pay and th amount of" ork 1 do 0 0 0 0 0 
14. The chances for advancement on this job 0 0 0 0 0 
15. The freedom to u emyownjudgment 0 0 0 0 0 
16. The chance to try my own methods of doing the job 0 0 0 0 0 
17. The working conditions 0 0 0 0 0 

18. The way my co-workers get along with each other D 0 0 0 0 
19. The prai e I get for doing a good job 0 0 0 0 0 

20. The feeling of accomplishment I get fr m the job 0 0 0 0 0 

p Tm 

1. What influences ha e the a ditional ta ks you perform ha eon the following asp 
(Tick as appr priate) 

S atisfactory No effect Uo ati fact~ 
Your relationships with 
co-workers 
Your perception of 
promotion 
opportunities. 
Super. "sion from 
supenors 
Your perception of 
work 

2. D the department you work in engage in job r tation? 

) e If y ans" er Q3 belo\' B 0 

3. Ho~ do you relat with your co-w rkers a you perform the different job ? 
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Fa orably B) moothly ) Roughly D nfa orably 

4 the upervi ion a c rded to you in the ariou job ati fa t ry? 

5. 

Work 

A y B 0 

ive reasons for your an wcr 

a 

b) 

c) 

d 

Thi cale mea ures your attitud 
before and after pri atization. I 
appropriate. 

Pre-
privatization 

Fascinating 

uper ision Hard to 
please 

Prom tion Based on 
ability 

Co-" orker Stimulating 

in four area : work, up rvt ton 
TR TIO : Plea e indicate 

Po t- Pr Po t 
privatization 

Routine 1 

Prni es 
go d 
work 
Dead 
end job 
Talk too 
much 
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Pre Post 

Frustrating 

tubbom 

No efli 1 

.t'\o effect 


