
I THE INFLUE c 0 H MAN RESOURCE MANAGEMENT PRACTICES ON 
ACHIEV P RFORMANCE TARGETS BY GOVERNMENT OF 

II 1 4 IN PERFORMANCE CONTRACTING . ' 

BY 

MAGGYMWIKAL MWANGANGI 

{ 

anagement Re earcb Project ubmitted in Partial ulfillmcnt f th 
Requirement for th ward f th rc of a t r f Bu in dmini tration 

IB cb 1 of Bu in of air bi 

( \ 11 



DECLARATION 

This Manag m nt c r ~~.: t is my original work and has not been presented for 

award f l •r th~:r nivcrsity. 

Date: I t/11} .l-0 J I 

h\ i li 1 angangi 

D61 296312009 

This Management Research Project has been submitted for examination with my 

appro al as University Supervisor. 

Pr f. P t r 

I p rtm nt f Bu in 

h ol f Uu in 

Unh it • f 1r h1 

at : \ 

dmini tr ti n 



DEDICATION 

I dedicate thi • r h. hr. t tc t( d Almighty who has faithfully guided and strengthened 

me to it. m I ti n, in Him and with Ilim I can do all things (Philippians 4: 13). Second, 

to m m )th r t lf h pin my lif< and to my husband and children for their unwavering 

·upp lrt . 

ai 



KNOWLEDGEMENT 

Fir t and for m t l th. nk 1 d wh made this project work possible. 

m utmo 't gratitude to my supervisor Prof. Peter K'Obonyo for 

rt. kn wlcdge, inspiration and patience during the research period. 

n ' f) rateful to the Heads of human resource management Departments in all the 

v rnment of Kenya Ministries for their support and for creating time out of their busy 

chedules to complete the questionnaire. 

I am fore er grateful to my husband Aloise Mbithi, for being my emotional anchor 

throughout this study and in my life, his unwavering support and encouragement, made 

all the difference. To my children Amos and Austin for allowing me time to study and for 

praying for me. 

My sincere appreciation to my mother, Grace Mwangangi for her noble support through 

my entire life. God richly bless you. To my brothers and sisters, I appreciate you all. 



T BLE OF CONTENT 

D ~ LA •••• 11111111111111 • It O 0 0 o 0 I I 0 I 0 I 0 0 0 0 0 0 0 ol o o o o o oo o oo 0 0 0 0 0 I 0 0 o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o o 0 0 oo o o oo o 0 0 0 0 0 0 o o 11 

11111111111 II II I IIII I II II I I 01 1 I 0 00 I I 0 0 I I 0 0 0 0 I I Ol I I I I 0 0 0 0 0 I 0 0 0 I 0 I I I 0 0 0 0 I 0 0 o o 0 0 o 0 o o 0 o 0 0 0 I 0 0 0 0 0 ool o o o oo 0 0 010 0 0 0 0 0 0 0 0 00 111 

,,. tl :. I .... ... ... .................. .... ........ .. .. ...................... ..... .. ................ ...... .. .iv 

LlS'I' . ................................... ..... .... .. ..... ..... ... ................................................ Vlll 

1 1 ~ r · .......................................................................................... .................. 1x 

HAPTER 0 :I TRODUCTION ............................................... ...... .................... ... .. 1 

1.1 Background of the Study ... .. ... .............................................. .......... ...... .. .... ... ... .... .... .. ... 1 

1.1.1 The Concept of Performance Contracting ... ... ... .... .......... ... .... ..... ........ .... ... ... ... ... .. .. 3 

1.1.2 Kenyan Government Ministries .... .. ... .. ........ .... .. .. .... ....... .. ... ..... .. ...... ........ ....... ... ... .. 4 

1.1.3 Performance Targets ....... ................. ....... .... .. .. .. ..... ............... .. .... .... ...... .. .. .. .... ... ... ... S 

1.1.4 Human Resource Management Practices ........ ......... .......... .. .......... ... ... ...... ............. 7 

1.1 .5 Influence of Human Resource Management practices on Achievement of 

Performance Targets ....... ..... .. .. ...... .......... ..... ... ....................... ... ..... .............. .. ......... 7 

1.2 tatement of the Problem ......... .. ..................... ... ......................... .............. .................... 9 

1.3 Research Objective ........ ........ ........ .. ......... .. ......................... ..................................... .. . 1 0 

1.4 Value of the study ............................................ .................................... .. ........... .. ......... 11 

H P R T~ : IT 

2.1 1 h con pt o p rfo rmanc contr ting ....... .. ....... .. .... .............. ................................. 12 

· ar ct ... ...... .................. .... ...... .. .............•............................................... l 

2. p ur em nt .......................................................... 14 

ti ....•............................................................... 1 

ti n .........•..........................•..............•...............•....•....•....•.. 1 

•..••..••..•.......•...••..••.......•.........•...•...••......•..............••..•............................... 17 

J m nt .....................•......•...•..........•..............•....•. ! 

n ..•...........•.........•....•...•...................................................•.... 1 

I .......................................................................................... ) 



2.4.6 Compensation ........................................................................................................ 20 

2.5 Influence of Human Re ur Management Practices on Achievement of 

Performance T r et ...... ... ... .................................................................................. 20 

ti n ................... ......................................................................................... 23 

al is ..................... .. ........................................................................................ 24 

CHAPTER FOUR: DATA ANALYSIS AND PRESENTATION OF FINDINGS ... 25 

4.1 Response Rate .............................................................................................................. 25 

4.2 Respondent's General Information .............................................................................. 25 

4.2.1 Distribution of Respondents by Positions ............................................................. 25 

4.2.2 Distribution of Respondents by Gender ................................................................ 26 

4.2.3 Distribution ofRespondents by Age category ....................................................... 27 

4.2.4 Distribution by Level of Education ....................................................................... 27 

4.2.5 Duration in the current Ministry ........................... .. ............................................... 28 

4.2.6 Organizations have human resource management strategy .. ...... .. ............ .. .... .. ..... 28 

4.2.7 Performance appraisal carried out in the organization .... .... ........ .. ...... .. ............ .... 29 

4.2.8 Factor that has greater influence on achievement of performance targets .. .. ........ 29 

4.3 Degree of Correlation between Human Re ourc Management Practic and 

A chi ement of Performance Targets ...... .. ........................................................... 0 

4.3.1 lection .............. ................. ................................................................................ . 

. 3.2 J b ripti n ..................................................................... ..... .. ................. ... .. .. .. 

pp . 1 ..•••.••........•.............•.......•..... .... .........•...•.................•........•• 

........... .... .... .... .... ······································· .............................................. . 
.. .... .... .............................................. .... .... ....... .... ........ ..... ............ . 

ini ······································ .............................................. . 



4.5 Linear Regression ........................................................................................................ 36 

CHAPTER FIV : 

R ... . ................................................................................... 40 

5.1 ................. ..... ....................................................................... 40 

<>n ·ltasi 11 •••••••••••••••••••••••••••.••••• ••••• ••••••••• •..••.••.•••.••••••••••••.••••••...•••.•••.•..•••••.••••.•..•.••.••• 41 

r future Research ................................................................................. 42 

REFERE E ................................................................................................................ 43 

ppendix I - Questionnaire 

ppendix IT- Respondents letter 

Appendix lll- Performance evaluation Report FY 2009/2010 (Government Ministries). 



LIST OF TABLES 

Table 4.1: Pr llum:m I . ourcc Management Strategy ....................................... 29 

'I abl· 4. I· ti n .......................... ................................................................................. 31 

'1 lbl. ri ti 0 ............. .................................................................................... 31 

'I 1bl· . . m1 · ti n ............ ....................................................................................... 32 

.5: Emplo ee Participation .................................................................................... 33 

Table 4.6: Performance Appraisal ..................................................................................... 34 

Table 4.7: Training ............................................................................................................ 34 

Table 4.8: Career Planning ............................................................................................... . 35 

Table 4.9: Model Summary ............................................................................................... 37 

Table 4.10: Analysis of Variance .................................................................................... 38 

Table 4.11: Regression Coefficients .................................................................................. 38 

Ul 



LI T OF FIGURES 

Figure 4.1 Di tributi n. P . iti ns .. .. ............................................................................ 26 

•igur · .2 i tributi ns t J~nd r .... ............................................................................... 26 

uth n f Rc pondcnts by Age category ................................................. 27 

uti n by Level of Education ................................................................ 27 

·- Duration in the current Ministry ...................................................................... 28 

Figure 4.6: Performance Appraisal carried out in the organization .................................. 29 

Figure 4.7: Factor that has greater influence on achievement of performance targets ...... 30 

Figure 4.8: Performance of the Ministries ......................................................................... 36 



HRM: 

PC: 

R. W 

.OK: 

U(;'I : 

RD 1: 

ACRONYMS 

Human R urce Mnn gcment 

c ntra t 

~r Strategy for Wealth and Employment Creation 

• l\ cmm~nt 

cncral Taxes 

i il rvice Reform 

Rc ·ul Based Management 



ABSTRACT 

The purpose of this study wa t tnblish the influence of human resource management 

practices on achi v m nt f p~.:rfonn n c targets by government of Kenya ministries in 

pcrformanc I ht: human resource practices included selectivity, job 

de. cription, onploycc participation, performance appraisal, training and 

care ·r plmnit • "It stud u cd a census survey in which all the 43 government 

mini ·tri · · 1\ k 1 art. I he rc ·pondcnts were the heads of Human Resource in the 

mini ·tri . w collected using questionnaires. Descriptive statistics such as the 

iations and percentages were used to analyse the data. Content 

analy i '' used to analyse qualitative data. The findings of the study showed that it's 

optimal for ministries to enhance human resource management practices to improve the 

performance of employees and overall achievement of performance targets. Specifically, 

the results of the study revealed that selectivity, job description, employee development, 

and employee involvement through extensive use of team works and decentralized 

decision making have positive effects on achievement of performance targets. The study 

results provide support for the assertion that human resource management practices are 

significantly related to organizational performance. Therefore a positive relationship 

exists between human resource management practices and the achievement of 

performance targets in performance contracting. 



CHAPTER ONE: INTRODUCTION 

1.1 Backgroun th iud 

cmplo · · tn 

organizations concerns the planned management of 

ptimizc the organization's performance. Human resource 

M 1111 • ·m ·nt ·u h practices as training and development, recruitment, selection, 

j )b v lu tti n. p r1 rmancc appraisal, and human resource planning. This list is far from 

·. · hau ·tiv . onetheless, HRM practices are held to be an essential component of 

organizational strategy (Boxall and Purcell, 2003). In the past, HRM was associated with 

Draconian styles of management (downsizing, cost-cutting, and work-intensification) but 

recently howe er it has put on a more human face. Holman et a!. (2003) points to 

organisations need for intelligent, well educated, and highly motivated workforces. Thus 

HRM as the term is now used, usually means employers caring for workers, consulting 

with them, educating them, enabling them to fulfill their potential. 

In a marketplace fueled by intangible assets, anything less than optimal workforce 

performance can threaten a firm's very survival. Yet in most organizations, workforce 

capabilities are both poorly managed and underutilized (Huselid, 1995). A positive 

relationship exists between human resource management practices and employee 

performance (Gould-Williams and Park et al, 2003). mployees creat an imp rtant 

ourc of competiti e ad antage for firms (Barney and Pt ffer 1994 . A a r ult it' 

important that a firm adopts human re ource manag ment practic 

it mploy . I hi tr nd ha I d to in r d int r t on th imp 

man m nt on organization l rt rmanc . Th man 

tion om r in maint ining nd im 

n 

1 
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Patterson et al, (1997 observed that management of people makes a difference to 

company performanc The mor nti ficd workers are with their jobs, the better the 

company is likely t p r rm m term of subsequent profitability and particularly 

and failur •. 

invol v · m t 

thnt p oplc make the critical difference between success 

ti (;f\1; with which organizations manage, develop, motivate, 

c ntribution of the people who work in them is a key 

l rf rm m e i regarded as a record of outcomes of work achieved, because they provide 

th tr nge t linkage to the strategic goals of the organization; customer satisfaction and 

economic contributions (Bernadin et al, 1995). Performance means both behaviors and 

results. behavior emanates from the performer and transform performance from 

abstraction to action (Campbell, 1990). An effective and competitive human resource is 

the key to the strength of organizations in facing the challenges of business today. The 

importance of having a competitive human resource is synonymous with the success of 

today's organizations. An efficient and effective human resource will produce quality, 

productive individuals that will eventually minimize the problems that are related to 

human resource such as job dissatisfaction, absenteeism or turnover of employees. 

Baron and Kreps ( 1999) emphasi e the importance of consistent Human Re ourc 

1anagement practices. Consistency i beneficial b cau e it help th mploye to 

under tand \\hat is expe ted of himlh r. The arne argum nt i upp rt d by ow n and 

tro 200 ). ·mploy d v lop . pc tation c n th y \ ill b tr at d in 

th future. Wh n HR 

th iti ti n m ul individu 1 p t ti1. n . 

In tum mpl ' pt th ir 



1.1.1 The Concept of Performance Contracting 

Performance contra tin i a useful vehicle for articulating clearer definitions 

of objective nd up rtin Ill\ management monitoring and control methods, while at 

management to the managers themselves. It organizes 

mcnt can perform them systematically, purposefully and with 

r · 1 {ln 1hl • I' ilit f · chicvemcnt. The process of performance contracting began in 

) ·t )b ·r 00 'hen 16 pilot State Corporations signed and implemented Performance 

ml t . In the Financial Year, 2008/2009, a total of 425 Agencies (43 

1ini ·trie Departments, 139 State Corporations, 175 Local Authorities and 68 Tertiary 

In titutions) signed and implemented Performance Contracts. (Report on evaluation of 

performance of public agencies, fmancial year 2008/2009, 2010). 

A Performance Contract is a management tool for measurmg performance against 

negotiated performance targets. It is a freely negotiated performance agreement between 

the Government, acting as the owner of a public agency, and the management of the 

agency. PC is based on the premise that what gets measured gets done. If you cannot see 

and measure success, you cannot correct it and if you cannot demonstrate results, you 

cannot win public support (Oosborne & Gaebler 1992). 

in tJ 



The policy decision to introduce Performance Contracts in the management of public 

resources was conveyed in th nomic Recovery Strategy for Wealth and Employment 

Creation (ERC) of 07). Further, Kenya's Vision 2030 has recognized 

performanc 

. ervice d ·liv ·r ·. 

th k y strategies to strengthen public administration and 

to , K (2007). PC was adopted in the public service in 

limination of reliance on exchequer funding for government 

t d to generate revenue or make profit, as an objective basis for 

iiv ·rtm making go ernment agencies, in order to compel them to give a return to 

th ·ha h ld b paying dividends or surplus and to ensure that government ministries 

d partments improve service delivery to the public (Kobia and Mohammed, 2006). An 

etiecth e public service is essential in providing the right kind of enabling environment to 

support private sector growth and effectively provide key public services that are central 

to poverty reduction (Hannagan, 2002). 

The ultimate objective of performance contracting is to ensure that performance is 

measured using international best practices and that performance targets are grown to the 

extent of placing the country on the cutting edge of global competition. The expected 

results of performance contracting include improved service delivery, improved 

efficiency in resource utilization, and institutionalization of a performance oriented 

culture in the public service, measurement and e aluation of performance, linking 

rewards and anctions of measurable performance reduction or eliminati n of relianc of 

public agencie on exchequer funding, in tilling ace untability for r ult at alll 

nhancin per ormanc compctiti en P guid lin - 81
h cditi n, 2011 ). 

1.1.2 ny n O\' rnm nt lini tri 

prn nt r untry i t 

li 

hi 

nth li 



services is constrained or becomes ineffective, it affects the quality of life of the people 

and the nation's development pr e (AAPAM, 2006). 

All Mini trie , rt thr~ 4. ( f th~m have now signed and implemented performance 

contract (P ·r h'. luation Report, 2009/2010). The strategy of Performance 

i Mmi tric and Departments on realizing their core mandates 

di rmancc particularly through the introduction of citizen service 

a nchmark on identifying and delivering against service standards. 

en ·ignificant improvements in levels of transparency and accountability 

whef1 ligations of all public agencies are included in the signed performance contracts 

and in most cases uploaded in agencies website for stakeholder reference (National 

Customer Satisfaction Survey Report, 2009). In the Financial Year 2009/2010, a total of 

45 finistries/Departments signed performance contracts. Out of the forty five 

Ministries/Departments, 31, representing 68.9 per cent, attained the "Very Good"2 grade 

while 14, representing 31.1 per cent, achieved the "Good"3 grade. None of the 

Ministries/Departments attained the "Fair"4 or the "Poor"5 grades (Performance 

Evaluation Report, 2009/201 0) 

1.1.3 Performance Target 

Performance is a record of outcomes produced on a p cifi d job function or cti ity 

during a pecified time period. B mardin el al., ( 19 5) argu that [i u on r ult 

h uld be pr fi rr d appr h to performan managcm nt a it t ke a cu t m r 

nP•-erv•r-ti c and n bl idu 1 ff rt t link d t rganiz tion 1 g al . 

p ttin by Public rv1 mb dd d on th Rc ults B 

h. R ult B d 

th in quantit • 



or performance evaluation of organization, group, or individual against predetermined 

targets (Kobia and Mohammed _QQ6). 

To achieve in tituti n. l rt:.li 'nmt:nt ond 'trengthening, individual work plans and targets 

mu t b h mn ){li l "ith tht: in:tituti nal work plans, Ministerial annual work plans and 

md ision (Moores, 1994). For example, in Hewlett - Packard 

indi vi lu tl hi key relevant results, with these key result areas being related 

til me objectives. In keeping with today's interest in business processes 

individual g al mu t be consistent not just with the departmental or functional goals, but 

al \ ith process goals, to the extent that there is both horizontal and vertical integration 

of goals. 

Institutions in the Public Sector are expected to set their performance targets at the 

beginning of every fmancial year based on National priorities, institutional mandate, and 

service delivery among other performance measures. The performance contacts undergo 

a vetting process and signing by a group of independent professionals. This is in keeping 

with international best practice. At the end of the financial year performance evaluation is 

carried out to establish the extent to which set performance targets were achieved. This 

strategy has refocused Government institutions and has also promoted a sen e of 

competiti eness hence improving service delivery levels. urrently achieving excellenc 

e ms to be a really difficult goal for public agencie . As can b en from th 

performance evaluation result d clared in financial year 2008/200 and 2009/2010, n n 

o th Go emrnent organization and in particular Mini tri qu lifi d t in th 

· llcnt grad . I'hi i partly the re ult of th ~ t th t t b nci h d t 

t OYo hi h r compared t th prcvi u 'c r (PerC! m1 n 

rt r Publi 20 1d 2 /201 . 



1.1.4 Human Resource Management Practices 

Human Resources an g m nt in th Public Service is undertaken by three institutions 

of Governm nt; th mmission of Kenya (PSC), the Directorate of 

Per. onn 1M n · m nt [ l M) nnd Authorized Officers. The Public Service Commission 

hu. th · · >II titut i >n I m.mdat to recruit, promote, retire and discipline public officers. 

I h>w ·v .,, it orne of these powers to Authorized Officers, Local 

uth )riti ertain Public Institutions. The Directorate of Personnel Management 

(DP n i the cntral Personnel Office that provides policy direction. The Authorized 

me r Wldertakes delegated functions by the Public Service Commission within a 

mini tr)fdepartment assisted by Human Resources Management Officers (E.A. Lubembe, 

-008). This kind of institutional framework presents various challenges. Firstly, the 

multiple agencies in making decisions on personnel cause confusion, the roles by the 

arious agencies sometimes overlap, and Line Managers do not have control over their 

staff because they are managed elsewhere. The role of the HRM officer in the 

Ministry/Department has historically largely been that of a gatekeeper of rules and 

regulations. The challenge is to align responsibilities closer to the strategic direction of 

the Ministry where they operate and to become HRM change agents Officers (E.A. 

Lubembe, 2008). 

Human Resource Management is a planned approach to managing people efli cti ely 

for performance. It aim toe tablish a more open, flexibl and caring manag ment tyl 

o that taff' ill be moti a ted, d lop d and mana d in a way th t th y can and ~ ill 

h of their b t t upp rt d partm nt • mi 10n .. !Iuman R ur an g m nt brin' 

out th important v lue o tru t, car t am'' rk nd n ur g mcnt nn tr ng 2 1 . 

1.1. lnflu n of Hum n R ur 1 n m nt pr ti on 1 hi., m nt 

n m nt ti ti iti 

m hum mpl 
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towards the fulfillment of organizational goals (Wright & Snell, 1991). The role of 

human resources remain imp rtnnt if not vital to organizations. 

Kenya Civil rv1 R) programme represented significant policy shifts in 

the area. o organization, pay and benefits, personnel management 

und tr tinin • utl Ill ut i I .md performance management (A. Sawe, 1993). Staffing in the 

r m employer of last resort to a recruitment policy based on need 

md · ·ttbli ·h d erational taffing norms and a major intra and inter-ministerial 

'ment meant to balance Ministerial/departmental staffing levels. In addition the 

i il en ice Organization saw a move from a hierarchical type of organizational 

tructures to more flexible and professionally oriented structures being undertaken 

through rationalization and a shift from focusing on mere tasks to a focus on the clients or 

target/client. Training and Capacity Building changed from supply to demand driven 

training which ensures that it is not individual demands that are met but organizational 

demands, Strengthening government training institutes to make them capable of 

pro iding highly targeted training to strategic persons and Making greater use of 

performance appraisal techniques to identify strengths and weaknesses of individual 

contributions. 

Hu elid (1995) ob erved that by adopting b st practices in selection inflow of b t 

quality of skill set v.ill be inducted adding value to kills in nt ry of th organization. 

He al o tre ed on importance of training as compl m nt of ti n pr ctic thr ugh 

\ ~hi h th or anizational cultur nnd employ ha ior cnn align d t pr du 

kc 2 ) h in lud d efficicn y nd f ingr di nt f 

nd pr du th it ·. l t d vclop 

m nn o in th li i ntl 

ti 1 '. 



1.2 Statement of the Problem 

People make the criti 1 di t:n:n t: b tween mediocrity and consistent high performance. 

High perform n r nh'. ti n. thcr fore pay careful attention to the way they select, 

develop, nd r ·t Lin dh: ir p\; f I c. I hey understand that the right strategy with the wrong 

ful firms ·elect and train for life skills and job skills, and they 

" ht ' with their organizational culture. To remain competitive, firms 

n en~ir nmcnt that brings out the best in their people (Storey, 2007). 

rthur. 4 e. amined the effects associated with a fit between business and Human 

re · urce trateg . A fit occurs when a cost based business strategy was combined with a 

control oriented strategy and when a differentiating strategy was combined with a 

commitment type human resource strategy. Husselid, (1995) observed that human 

resource management practices impact on company performance. High performance 

work practices significantly lead to reductions in employee turnover and growth in 

productivity and profits. 

The link between human resource management practices and performance is based on 

t\vo theoretical strands. The first, is the resource-based view of the firm. The second is 

the expectancy theory of moti ation (Vroom 1968) which is compo ed of thre 

lement : the alence or alue attached to r ward ; the in trumentality, or th b li f that 

the employee will recei e the reward upon r aching a c rtain 1 cl of performanc ; and 

the ·pc tancy, the Human capital and p rformanc b lief th t th mploy c n tu ll 

hi v th pcrformanc l vel required. Human r 

ill and bilitie arcful 

urc m n gcmcnt pr tic th t 

n and high inv tm nt in tr inin 

m nt 1d r onn nc . 

ill iliu 



and knowledge, performance appraisal, selectivity in hiring among other human resource 

management practices 

Several tudi h.' t:n . ni d out in the field of human resource management 

practice md r nn m . K obonyo and Dimba (2009) focused on the effect of 

mana cmcnt practices on performance of manufacturing and 

multin 1t i , 1 1l in cnya: A moderating role of employee cultural orientations. 

I h ·ir ltn lin r that training and development, compensation systems and 

p ·rf mnan praisal are positively and significantly correlated to performance. 

Rutere L. (20 1 0) focused on strategic human resource management practices adopted by 

micro fmance institutions in Nairobi. Her findings were that micro finance institutions 

valued human resource and that employees create competitive advantage for institutions, 

Increased productivity and profitability and a, high quality of work life. Mwangi, (20 1 0) 

looked at strategic human resource management practices adopted by mobile phone 

service providers in Nairobi. 

A re iew of previous researches did not find any study which considered human resource 

management practices and how they impact on achievement of performance target by 

Government of Kenya Ministries. This study therefor sought to e tablish the influenc 

of human resource management practices on achie ement p rformanc targ t in 

performanc contracting by o ernm nt Mini trie in Kenya. Thi pr bl m tat mcnt l d 

to th followin qu tion: "hat i th in flu nc of human r urc man ' em nt 

p n hi vern nt o target m n Mini tri ?' 

th in hum mnt ti n hi m nt 

nn nun nt ini an nt tin 



1.4 Value of the study 

The study will be in lu bk cmmcnt of Kenya Ministries, Departments, and 

Agencies in th t it "ill pr ide nn insight into the influence of human resource 

managcm ·nt p c n .1 hi vcmcnt of performance targets in performance 

n. bl them align their human resource management strategy to 

. I th · government in that it will inform policy formulation and 

n human resource management practices and their influence on 

p ·rf m11 nc . 1 o other scholars as a basis of future studies on human resource 

management practices and performance. The research will make a contribution to the 

academic literature in the field of performance contracting strategy. 

11 



CHAPTER TWO: LITERATURE REVIEW 

Nellis ( 1989) d · 10 s • rf< rman contract as a freely negotiated agreement between 

th · •ov rnm nt 1h owner of a public enterprise and the enterprise itself in 

whkh th • int nt n Ji · tion ' and responsibilities of the two parties are freely 

n · • )ti 11 • i nd then clearly ct out. It is an agreement between two parties that clearly 

h ir mutual performance obligations, intentions and responsibilities. He 

pr · ·nt the iew that performance contracts whether in public or private sector, have the 

maj r objecti\ e of providing a performance management technique that largely draws on 

performance measurement and monitoring and gives a basis for performance appraisal 

and rewards. He observes that the problems inhibiting performance in government 

agencies are excess controls and regulations, multiplicity of principals, frequent political 

interference, brain drain, bloated staff levels, and poor management. 

England, R. (2000) posits that a performance contract addresses economic, social or other 

tasks that an agency has to discharge for economic performance or for other desired 

results. It organizes and defines tasks so that management can perform them 

ystematically, purposefully, and with reasonable probability of accompli hment. It al o 

a i-t in developing points of iew, concept and appr ache for d termining what 

hould be done and how to go a ut it. Performanc contract compri d t rminati n 

mutually gr d performan target r ie\' and e alu ti n o p ri di and t m1in l 

perfonnan . 

In mm nt pp h t nt tin mcnt ' rc 

m in m 



second, as tools to enhance pres ur on the entire services network in order to improve 

performance (Grapinet, 1 99 . 

rg t. 

Perform 111 • • 11.: th~.: " ucces · measures" of the organisation's performance 

nr defined by performance indicators. Without performance 

i ion cannot be quantified. Target setting is a strategic process 

t) rfonnance goals. It's therefore carried out concurrently with other 

m,m tg ment acti\ itie in particular the implicit consideration of strategic choices 

(1\..aplan. R. . and 1 orton, D.P., (1996). 

Target setting is critical for the effectiveness of performance measurement and 

management. Kaplan and Norton (1996), for example, only recommend the use of 

'stretch targets'. Ahn (2001) proposes that the interdependencies between the measures 

should be taken into account when quantifying the values of the targets to be attained 

each year. There is little evidence in relation to the use of targets across broad 

multidimensional perspectives of performance. Most continuous improvement targets are 

based on past performance; and that usually, targets are imposed by managers without 

consultation, with rewards linked to the achievement of those targets. This practic 

increases the le el of resistance to targets and d teriorates the alue of the trat gic 

Performance Management system. 
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2.3 Perspectives on Human Resource Management 

The best practice, om tim 11 d 'high commitment' human resource management 

proposes that the d pti n f t: rt. in bl:St practices in Human Resource Management will 

result in b tt r r ni Hi tUIJ t:rformancc. Pfeffer, (1994) argued that there were seven 

( mp titivc advantage through people and 'building profits 

by putt in • 1 h c practices included: providing employment security, 

··I· ·ttv turin training, sharing information, self-managed teams, high pay 

b 1 · ·d m m an, rformance and the reduction of status differentials. 

B ·t lit. r the contingency approach to Human resource management argues that Human 

re urce management improves performance where there is a close vertical fit between 

the human resource management practices and the company's strategy. This link ensures 

close coherence between the human resource processes and policies and the business 

strategy. (Armstrong, 2001). Unique talents among employees, including superior 

performance, flexibility, innovation and ability to deliver high levels of service provide a 

critical ingredient in developing an organizations competitive position. One of clear 

benefits arising from competitive advantage based on the effective management of people 

is that such an adv!llltage is hard to imitate (Porter, 1995). 

The Resource Based View (RBV), focusses on the internal re ources of the organi at ion 

and hO\: they contribute to competiti e ad antage. The uniquene of th r ourc 

preferred to homogeneity and human re ourc manag ment h a central r l m 

d v loping human rc ourc that ar valu bl • rar , difficult to c py or ub titutc nd that 

th cl or aniz d (B rn ) 1 1 . lb r urc t 
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2.4 Human Resource Management Practices 

Guest, (2002) argued that th Impn t of human resource management on performance 

depends upon wor · r' r pons~ t human resource management practices, so the impact 

will move in dire ti tht: pt: r cption of human resource management practices by the 

·tnt· •v. llu 

J\1 .-1 (2002) have stressed that a competent, committed and 

i the one required for best implementation of business 

ti und that the effectiveness of employees will depend on impact 

management on behavior of the employees. Patterson et al (1997) 

whit di . u . ing impact of people management practices on business performance found 

that HR practices in selection and training influence performance by providing 

appropriate skills. Their research has found that HR practices have powerful impact on 

performance e en if measured as productivity. 

Human resource management involves a variety of roles and activities which differ from 

one organization to another and from one level to another in the same organization 

(Sisson 1995). The human resource role will vary between different organizations 

because of the influence of contextual variables such as: the values and beliefs of top 

management about the need for a specialist human resource function and the extent to 

which it will make a contribution to the bottom line; the organizations bu iness trategy 

and critical success factor . torey, 1992) observed that if human re ource is excluded 

from th 'top table' when HR busine s trategie ar di cu d then clearly thi will 

dimini h the importanc attach d to it role. A r ult th 1 IR functi n i 1 ~ ith 

rei ti ly routin dmini trati dutie . 
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Huselid (1995) observed that b adopting best practices in selection, inflow of best 

quality of skill set will be indu t d dding value to skills inventory of the organization. 

He also stressed on im rt n f 1r inin as complement of selection practices through 

which the org niz t' n. l ultur nnd employee behavior can be aligned to produce 

po. iti v r ·ult. ha. included efficiency and effectiveness as ingredients of 

m < mp titivcncss and productivity. Training is the tool to develop 

· mean of increasing individual's performance both efficiently 

A.l R ruitment and election 

Recruitment and selection are core areas of human resource management (Wright and 

tore ·. 1994). They are also levers of organizational change, sustaining employee 

commitment and achieving high performance. Resourcing strategies should maintain the 

required number and quality of staff within an organization and ensure suitability for its 

future de elopment. Sparrow, (1994) asserts that instead of viewing resourcing as a 

matter of recruiting individuals, it is seen as a means of adding to the pool of 

competencies in an organizations human capital. 

The importance attached to recruitment is evident in the assertion that appointment 

decisions are some of the most crucial ones ever taken by employers. If an organizati n 

gets the \'.Tong people there will b problems e" el 2005 . Whether int mal or xtemal 

r ruitm nt and ele tion practic hould b dri en by it alignment with organiz ti n l 

r th r than imm diat d of p ific job canci . R cruitmcnt and 

llo\ ' and 'r du ll th 

t r 



Effectiveness in recruitment and lection involves an approach that takes much more 

care in matching the pe pl t the requir mcnts of the organization as a whole as well as 

to the particular need t th~.: j h. h r quirements will include commitment and ability 

to work e [! ctiv 1 . . . n1t:ml ~r of a team. This approach follows a conscious 

11nd •roup 

pr)' nm . 

2.4.2 Training 

flu procedures; aptitude tests, personality questionnaires 

(1987). Well planned and administered assessment centers 

f uccc in a job, but they are only practical for a limited number 

r demanding jobs or for selecting graduates and entrants to training 

Human resource development is a strategic approach to investing in human capital and it 

is expected to be an important determinant of organizational performance. A variety of 

human resource management practices are related to the development of the human 

resource of a flrm. First, company investments in both technical and non technical 

training are likely to have a positive impact on the extent to which a flrm actually 

succeeds in developing the skills and knowledge of its employees. Huselid and Delaney, 

1996) MacDuffie (1995) observed that training is a high performance human re ource 

management practice and it contributes to organizational performance. 

Training in the workplace enhance employee enga em nt and moti ation. Rowd n and 

onine (2005) found a tati tically ignificant r lati n hip b tw en 

d ·el pm nt and job ati a tion in mall nit d 

n nhan e conunitm nt wtd moti ti n nd 1 d t in rc d pr du ti\ it · and 

0 \ 11 
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2.4.3 Career Management nd De elopmcnt 

Career management n 1 n er m tt r, to the employee alone. As key leadership and 

technical talent b m in r~:. sin nrcc, on effective approach to career management is 

crucial to t ntinuin growth and success. Internally, this means 

tal nt pool and how best to leverage employee strengths and 

it means having the right tools to attract the best people. An 

ork helps companies respond to many of the challenges facing 

1r, 1i ti n t da including; talent management, cost management, managing and 

de 1 ying talent remotely and globally and creating a high performance work 

environment. Armstrong (2009). 

Giving employees opportunities to grow and develop can ensure that your workforce 

keeps pace with the demands of the changing business environment. In addition an 

in estment of this kind on employees is more likely to keep workers instead of seeing 

them lured away by competitors. The employer and employee often share the 

responsibility for career developments. As a manager, then, you will likely be partially 

responsible for your own career development as well as that of your workers. As part of 

that responsibility you may become involved in a formal or informal mentor relationship. 

Craig 1996). Career management helps managers understand them elves and enable 

them to be more effective b nchmark their skills hence b come etter quipp d t 

manage their O\ n care r . Mor than ever b fore th manager i r p 

an m ironm nt in which all mploye ha e opp rtumtie t 

for cr ting 

th t th y d n t 
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loyalty is to their own careers? Management of top talent becomes very important, the 

organization's ability to build pnbiliti , forge empowered teams, develop a deep 

understanding of it' • nd most important create a sense of common purpose 

ith it mployccs based on mutual trust and care. The 

employer har rc 'ponsibility for maintaining, even enhancing the 

cmplo · · in id and outside the company in exchange for better 

produ '(lVII m rcc of commitment to company purpose. Schuler ( 1999) 

.4. Empl ' P rticipation 

f teamwork and decentralized decision making are considered important high 

performance human resource management practices (Arthur, 1994; MacDuffie, 1995; 

Pfeffer. 1995). on hierarchical organizations have a number of potential advantages. 

Lower level employees often have more detailed knowledge about organizational issues 

and can rapidly and intelligently respond to operational problems. Team based 

organizations encourage employees to pool their ideas to come up with creative solutions 

to problems. Additionally, this organizational forms may enhance employee commitment 

to the organization. This approach is consistent with research that suggests that employee 

participation can have a statistically significant positive effect on satisfaction and 

performance at work (Wagner, 1994). Communication across organizational subunit can 

be een as an important ingredient in the functioning of a decentralil.ed organization 

be au e e. ·ten i information is n ded to integrate op ration aero ub-unit . 

2.4.5 P rform nc ppr 
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training of each employee Perfonnance appraisal process involves, setting work 
standards or goals, a the mployces actual performance relative to those 
standards, and providin cdb k to th employee with the aim of motivating him/her to 
eliminate p rform n c ch icn ic. Th aim hould be to improve the employee and 

thereby compan • l r nn.m c 1 ·:oiler, (2009). 

2 .. 6 omp· n ci n 

ct c mpcn ation systems that they perce1ve as being fair and 

· mun ·n · ute ith their skills and expectations. Pay therefore is a major consideration 
r r human re ource management because it provides employees with a tangible reward 
f r their ef\·ices. as well as a source of recognition and livelihood. Employee 
compensation includes all forms of pay and rewards received by employees for the 
performance of their jobs. Both human resource professionals and scholars agree that the 
way compensation is allocated among employees sends a message about what 
management believes is important and the type of activities it encourages. Furthermore, 
for an employer, the payroll constitutes a sizeable operating cost. A sound compensation 
programme therefore is essential so that pay can serve to motivate employee production 
sufficiently to keep labor costs at an acceptable level ( herman A., Bohlander G. and 

nell S .. 1996). 

mploye are moti ated " hen there are financial r ward dir ctly tied to their 
pcrformanc (Caruth and Handlogt n 2001 ). Pay con titute a quantitati m sur of an 
mplo) relative worth. For mo mploy pay h dir t b aring n t onl · on their 
tandard of livin , but 1 o on th tatu and r co niti n that they m b . bl to hicv 

th n do th j b. 
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management practices that make best use of its employees. Conceptually, human 

resource management pra ti an b ln sified in terms of their impact on employees 

skills and ability, moti · ti n y thnt work is structured (Arthur, 1994, Huselid, 

1995). Organiz, ti n:s . n .uious to enhance employee skills. First efforts can 

focu. on impr lVin 

tbiliti . 

of th individuals hired or on raising the skills and 

r both. Employees can be hired via sophisticated 

ned to creen out all but the very best potential employees. 

icatc that selectivity in staffing is positively related to firm 

1 ·rf rm n · ecker and Huselid, 1992). In addition organizations can improve the 

quality f emplo ees by providing comprehensive training and development activities. 

C n iderable evidence suggests that investments in training produce beneficial 

organizational outcomes (Bartel, 1994) 

The effectiveness of skilled employees will be limited, however if they are not motivated 

to perform their jobs. The form and structure of an organization's HRM systems can 

affect employee motivation levels in several ways. First organizations may implement 

merit pay or incentive compensation that provide rewards to employees for meeting 
specific goals. (Gerhart and Milkovich, 1992). Protecting employees from arbitrary 

treatment perhaps via a formal grievance procedure, may also motivate them becau e 

they can expect their efforts to be fairly rewarded (Ichniowski et al., 1994). 

'The way in which a workplac i tructur d at o affect organizati nal p rformanc to th 

that killed and motivat d mploy ar in olv d in d t rmining wh t w rk i 
perform d and how thi w rk mpli h d. ·mplo ' p rti ipati n ~ t m 
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eliminate their jobs, the provision of job security encourages information sharing 

(Levine, 1995: 55-58). 



CHAPT R THREE: RE EARCH METHODOLOGY 

Thi. tudy ldopt ·u \ 'd\~us . ur y rc ·carch design. It has been observed that a census 
·urv ·y 1 · r · , it I · 'h ·n th population is small and variable. The survey design was 

pr ·f·rr i - ·cctional nature of the data and the need for comparative 

. Th Population 

The population of interest in this study was all the forty three (43) Ministries that were 
listed in the E aluation Report on Performance of Public Agencies for the year 
2009 '20 10 (Performance evaluation Report 2009/201 0). 

3.3 Data Collection 

The researcher used both primary and secondary sources of data. Primary data was 
collected using structured questionnaires comprising of open ended and closed questions. 
The respondents were heads of Human Re ource in each of the forty three (43) 

inistries. This ga e a total of forty three (43) respondents. The questionnaires wer 
divid d into two e tion : 1 and 2. ection one '> as d ign d t 
in onnation on r ·on and or anizational profile. ction 

urc man qu ti nn ir~ 

th n r th " r fill~d m 

lari m the r h qu ti n . 



3.4 Data Analysis 

Prior to data analysi , th 1 checked for completeness and consistency. 

Descriptive stati ti , u h . !> fl1l. n. .'t ndard deviations and percentages were used to 

analyze the d ta. u.tlit n·, ~ . i. 3. analyzed mainly using content analysis method and 

findiug: w ·r u · f tables and charts. The inferential test statistics used 

WU.' lin' If 

hum m r · ut 

' ntr" tin' · Th 

1 m · r r grcssion was used to estimate the predictive effects of 

ment practices on the achievement of targets in performance 

rf rmance of the ministries in the 2009/2010 according to the annual 

p rf nnan e contracting evaluation was used to test the level of achievement of set 

targets. The relationship is represented by the following regression model: 

Y = ~o +~tXt+ ~2X2 + ~3X3 + ~4~+ ~sXs+ ~6X6+ ~1X1ei 

\Vhere: 

y 

~0 

Xl 

X2 

X3 

X4 

xs 
X6 

X7 

in 
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Performance 

Is the constant 

Selection 

Job description 

Compensation 

Employee participation 

Performance appraisal 

Training 

Care r Planning 

I th r idu 1 rr r 

nd 

nt dint 

l ' r u d to n lyz th d t • • 

nd i ur . 



CHAPTER FOUR: D T A NAL YSIS, FINDINGS AND DISCUSSIONS 

4.1 Response Rate 

A total of forty thr 

targeted. Tw nt 

que. tionuair ·. 1 hi 

4 r~.:~p n h:nts ot the level of heads of human resource were 

l)f th forty three (43) respondents completed the 

rate of 53%. This response rate is considered 

tr her achieve the objective of the study as it is above 50%. 

Mu• ·nd, m t tu end '2 03) recommend a response rate of 50% of the expected 

dequate. 

4.2 Re ponden General Information 

The study sought to establish the respondents' designation, gender, age, level of 

education and duration in the ministry. The results of the study are presented in the 

sections below: 

4.2.1 Distribution of Respondents by Position 

The results presented in Figure 4.1 show that majority of the respondents (77%) indicated 

that they were in the middle management and supervisory positions in the organizations. 

the results also show that 23% of the respondents were top management. The re ults 

clearly show that most respondents are in the middle management at the organization. 



Figure 4.1 Distribution of Re pondents by Position 

Top management 
23% 

~-~-___________________ __; 

urc : uthor 2011) 

4.2.2 Distribution of Respondents by Gender 

According to the study as presented in Figure 4.2, 57 percent of the ministry' s employees 

were female while 43 percent were male. The results therefore revealed that most 

employees in the department of human resources at the government ministries are 

females. 

Figure 4.2 Di tribution of Re pondent by Gender 

Male 

l 



4.2.3 Distribution of Re pondent by Age category 

Results in Figure 4.3 show th t 3~ o of th r pondents were in the age category of 41 

and 50 years while 29/o ' in the 1 c.: ~ tc ory of 31-40 years. The findings could be 

interpreted tom nth t t 11\f ll c.: c. wa above youthful stage of life. 

• igur · . ' lh trabuuun nf R pond nt by Age category 

-0 

• 
~ a 10 
.&:I ·c 
~ 

5 

20-30 Years 31-40 Years 41-SO Year Over SO years 

ource: Author (20 11) 

4.2.4 Distribution of Respondents by Level of Education 

According to results presented in Figure 4.4, 40% of the respondents had attained 

undergraduate level of education while 34% had post graduate/diploma level of 

education. This implied that majority of employees are well learned. 

igur 4.4 Di tribution of R pond nt b el f du ation 
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4.2.5 Length of Service in the current Ministry 

The study sought to establi h th di tributi n of respondents by duration in the current 

ministry. The results pr nt m i ur~ 4. show that majority (66%) of the respondents 

had been in the curr nt ini ... tr ll r k. than fiv years while 14% had a duration of 5 

and 10 y ·ur in th ir nt mini tri . . th findings could be interpreted to mean that 

that mo ·t ·mpl > • 

Below 5 
years 

urc uthor (20 11 

.2. Hum n R ur 

h 

n hum 

1 in th urrcnt ministry for less than ten years. 

n 1 in the current Ministry 

5-1 0 Years 11-15 Years 16-20 Years Over 20 
years 
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Table 4.1: Presence of Human Re ource Management Strategy 

Frequency Percent 

Yes 
23 100 

f-- 0 
No 

0 

1--
Total 

23 100 

Sourc ·: Auth >r(20ll ) 

4. . 7 f4: i t ·n · r Jl rf rmanc Apprai al 

rh r ·ult · r ·ented in Figure 4.6 indicate that performance appraisal was carried out 

a.rmually in 7 % of the ministries respondents stated that appraisals were carried out 

a.rmually. It was done in 23% of the ministries twice per year. 

Figure 4.6: Frequency of Performance Appraisal 
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Figure 4.7: Factors Influencing achieYement of performance targets 

ource: Author (20 11) 

People 
86% 

4.3 Means and Standard Deviations for the Response on Human Re ource 

Management Practices 

Means and tandard de iations for responses on measures of human resource 

management practices were computed and are presented in subsequent sections. 

4.3.1 election 

1 h r ult of the analy i pre nted in Table 4.2 how that th r p nd nt agr d th t 

I cti n ' tern u d by O\!Crnm nt mini tri ' (m an 
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Table 4.2: Selection 

Std. 
N Mean Deviation 
23 3.17 1.200 -r p· rticipatc in 23 4.14 .494 

23 3.46 .950 

23 2.83 .891 

has enabled employees achieve 23 3.83 .991 

4.3.2 Job De cription 
The results in Table 4.3 show that to a large extent jobs in the ministries are clearly 

defined (mean score = 3.51) and that the reporting lines in the ministries are clear (mean 

score = 3.34). The study further established that to a large extent each job in the 

ministries has an up-to-date job description (mean score = 3. 71 ). The results revealed that 

clearly defined duties have enhanced achievement of targets by the Ministries (mean 

score= 3.24). There were no variations in the responses (standard deviation < 1) except 

job description for each job contains all duties performed by individual (standard 

de iation > 1 ). The findings of the study are interpreted to mean that are clear job 

de criptions. 

T bl 4.3: Job D cription 

1 



4.3.3 Compensation 
The results presented in Table 4. indi 1 1h 1 respondents agreed that job performance 
was an important factor in d t~;;rminin in ntivcs for compensation of employees in the 
ministries (m an • 4 . l ht: n.:. pondcnts further agreed with the statement that 

compcn. ati n in th num nt mmistric · was determined on the basis of employee 
com pet 'lll'. (m. m . 0). '1 he respondents also agreed that the compensation for 

•• • 
1
t th mi

1 
i tri w directly linked to their performance (mean score = 3.34). 

T bl 4.4: mp n ation 

Std. 
N Mean Deviation 

Job performance is an important factor in determining 23 3.94 .639 

incentives for employees 
!Salary and other benefits are comparable to the market 23 2.54 .886 

Compensation is decided on the basis of employee competence 23 3.80 1.052 

Compensation for employees is directly linked to his/her 23 3.34 1.027 

performance 
Compensation and incentive have motivated employees to 23 3.37 .895 

achie e set targets 
Sour 2011 ce. Author ( ) 

4.3.4 mplo ·ee Participation 
The re ult of the tudy pre nt d in table 4.5 rc ealed th t th mploye w r only 

to m d rat c:t nt 

t nt th cmpl · s 



Table 4.5: Employee Participation 

Std. 
N Mean Deviation 

Employees allowed t m. k(.; ik isi n. rc.: 1 ted t cost and 23 2.63 1.060 

quality matt r 
23 3.20 1.052 

23 3.03 .985 

4.3.5 Performance Appraisal 
The study results presented in Table 4.6 revealed that the respondents agreed with all the 

statements with regard to performance appraisal practices. The respondents agreed that 

performance of the employees was measured on the basis of objective quantifiable results 

(mean score = 3.77). The results also show that respondents agreed with the statement 

that appraisal systems in the organization is growth and development oriented (mean 

score= 3.91). The results show that respondents strongly agreed that appraisal data was 

used for making decisions like job rotation, training and compensation (mean score = 

4.31). Respondents were in agreement that performance appraisal in the government 

ministries had enhanced achie ement of performance targets (mean score - 3.87). he 

results further show that there were minimal ariation in the re p ndent re p n e 

e ·cept on the statement that employee ha e faith in th P rformanc apprai al y tern 

tandard d iation > 1 . Th r ult ar interpret d t m an th t th go mmcnt 

mini trie practic d r~ rmnn appr t 1 ~hi h 
rdin t th in turn infiu n d th 

hi \ ment o r ommn 



Table 4.6: Performance pprai al 

pprai al data used for making decisions like job rotation, training and 

compen ation 

The objecti es of the appraisal system are clear to all employees 

Perfonnance appraisal has enhanced achievement of targets 

Source: Author (20 11) 

4.3.6 Training 

N 

23 

23 

23 

23 

23 

23 

23 

23 

Std. 

Mean Deviation 

3.77 .646 

3.91 .562 

3.34 .906 

3.26 1.146 

3.71 .667 

4.31 .758 

3.97 .618 

3.87 .719 

The results of the study in table 4.7 revealed that respondents strongly agreed with the 

statements on training. All employees in the ministries undergo training programme 

e ery year (mean score == 4.43). The training needs in the ministries are identified through 

a formal performance appraisal system (mean score 3.94). The ministries have formal 

induction programme for nev employee mean core = 4.51 ). It w e tabli h d that 

training needs that identified are reali tic, u eful and ba ed on th bu in trat gy ofth 

organization (mean or = 4.43 . Th r ·ult indicat that th r v r minimal ari ti n. 

in th re nd nt r 
tandard de i tion < 1 . 

hi .$ ,7: r ining 

td. 



There are formal induction progarmme for new 23 4.51 .507 

employees 

New knowledge and skill 
23 4.31 .471 

periodically to work in t m 
23 4.43 .502 

4. '· 7 tr · 111 nnin 
Th r ·ult· re ented in Table 4.8 show that respondents agreed with all the statements. 

The re ults sho\ that respondents strongly agreed with the statement that internal 

employees are preferred whenever a vacancy existed (mean score = 4.46). Respondents 

equally agreed with the statement that each employee was aware of his/her career path in 

the organization (mean score = 4.14). Respondents agreed with the statement that 

employees have clear career paths (mean score = 3.89). The results further show that 

respondents strongly agreed that career planning in the organizations have enhanced 

achievements of targets. The high level of agreement by the respondents with regard to 

career planning is an indication that the government ministries practice career planning 

practices. 

Table 4.8: Career Planning 



4.4 Performance Evaluation Report of Ministries for Financial year 2009/2010 

As shown in Figure 4.8, the perfi nnnn lu tion report of all ministries for financial 

year 2009/2010 indicat d th. t i 

good whil thirty 

t 1hr t: pt:r 'nt (63%) of ministries were ranked very 

7' o ft: ll in the c tegory of good. This can be largely 

< nt a tin 'tratcgy in that it has refocused ministries 

--

Very good 
63% 

4.5 Linear Regression Analy i for the Effect of HRM Practice on Achievement of 

Performance Target 

In this section the study presents the regression results. Linear regre ion wa to 

determine the effect of human resource management practice ( el ction, job de cription 

compen ation, employee participation p rformance apprai al, tr ining and car r 

plannin ) on the a hie ement of P rforman e targ t · Th m d 1 i r pr nt d by: 

y = p pI I P2 • 2 PJ 3 p.. p 5 p P7 7 

P r nnan 

'1 



X6 

X7 

P1P2P3 P4PsP6 & P1 
ei 

Training 

Career Plrumin 

m it:n1 

Is lh fl', ichnl ~rror 

Table 4.9: M HJ ·I 'umnuar 

Mod I R RSquare Adjusted R Square 

1 .82la .674 .589 

a. Predictors: (Constant) 

Std. Error of the 

Estimate 

.314 

Employee's career aspirations are known by his/her immediate superior, Performance of 

employees measured on the basis of objective quantifiable results, Selection system 

highly rigorous, Salary and other benefits are comparable to the market, Employees 

allowed to make decisions related to cost and quality matters, All employees undergo 

training programme every year, Duties of every job clearly defined. 

b. Dependent Variable: Performance 

The R quare shows that the independent ariable includ 

compen ation. employee participation, pcrforman 

plannin xplain 67% of th varian in P r 

other v ri ble in thi m r r 

peru nn · e hi \ m nl o 
I .. 

el tion job d cription, 

tr ining and car r 

mini tri s. 'I h rc ·ult 

% v ri ti n in 



Table 4.10: Analysi ofVari n ( 0 A) 

Model urn t Squ. rt: . df Mean Square F Sig . 

1 Rcgrc . i n . 07 7 .787 7.972 .ooon 

R '. idu t1 2. )4 27 .099 

'I >t II 8.171 34 

u. Pr ·di ·t )f ·: nt 

mpl • career aspirations are known by his/her immediate superior, Performance of 

emplo ·ee measured on the basis of objective quantifiable results, Selection system 
highly rigorous Salary and other benefits are comparable to the market, Employees 

allowed to make decisions related to cost and quality matters, All employees undergo 

training programme every year, Duties of every job clearly defined 

b. Dependent Variable: Perfonnance 

The regression results in Table 4.10 show that the regression model is significant (F 
7.

972 
p < o.oo

1
). This means that the model is able to predict change in perforrnanc 

achie ement that is attributable to the predictor ariables. 

able 4.11: Regre ion o ffici nt 

J 

I 



a. Dependent Variable: Performance 

Using the values of th tli ient (~) from the regression coefficient table 4.11, the 

established linear regr n equ. till\ t.lkt:. th form of: 

Performan c • 2.879 0.1 'c 1 

0.076X7 

Where: 

J l 0.071XJ + 0.072X4 + 0.077Xs + 0.088X
6 
+ 

on ·tant = . 7 . when value of the independent variables are zero, the change in 

achievement of performance targets would take the value 2.879. 

1 = 0.136: one unit improvement in selection results m 0.136 units change in 

achievement of performance target in the same direction. 

x2 = 0.269; one unit change in job description results in 0.269 units change in the of 

performance target in the same direction. 

Xs = 0.072; one unit change employee involvement results in 0.072 units change in 

achievement of performance target in the same direction. 

~ = 0.088; one unit change in employee training results in 0.088 units change in the of 

performance target in the same direction. 

The Beta Coefficients in the regression show that most of the predictor variable ha e a 

positive relationship with achie ement of performance target . The re ult how that 

electivity in hiring, job de cription employ e invol m nt and training ar tati tically 

ignificant th p-value are le than 0.05 (p < 0.05 . 



CHAPTER FIVE: S 

5.1 Summary of th mdi g 

R OF FINDINGS, CONCLUSION AND 

0 11\fENDATIONS 

The finding. of th · mploycc selection system in the government 

1 i l th t hnical managers and IIR managers participate in 

s nd rdi zcd tests designed to screen out all but the best 

p )t ·nti 1 •1111 1 ) • , idcl u cd. Indeed the results show that selectivity in hiring 

·hi , ement of perfonnance targets by Ministries. 

The r ult revealed that the duties of every job are clearly outlined only to a moderate 

extent. Fifty six percent of the respondents indicated that every government ministry had 

an up-to-date job description. The clarity of defined roles and duties have positive impact 

on achie ement of targets. Further the results indicated that incentives and compensation 

are an important factor in influencing employee motivation and hence productivity level 

of both the employees and the overall perfonnance of the Ministries. 

The results re ealed that employee participation influences achievement of performance 

targets in ministries. In ol ement in target setting and establi hing training and 

development needs to enhance perfonnanc not only moti at employ but al o 

enable employee O\\n the proce . There i th r for n d to nhanc mploy 

involvem nt to impro e achi em nt of per onnan tar t . 

Furth r th r ul indi te th t trainin d im cu . 
tn 

oth r 
f ·n wl d ot 

in m I ruit 



promotion. This practice promotes growth and development of employees, enhances 

motivation and positively influen e the hi emcnt of performance targets. 

5.2 Conclu ion 

The study rc. ults 

related to 

Sclcctivit 

knowl·d • ·. nd 

clurif. rol · w1d 

u • •e t th.u hum.m r ·ourcc management practices are positively 

1 1 rt nnan c targets in Government of Kenya Ministries. 

that Ministries get the right employees in terms of skills 
' 

iliti t enable them achieve their set targets. Job description helps 

pon ibilities and ensures employees are focused to achieve their 

perfomiWlCe targets. Employee involvement motivates staff and promotes team work 

leading to high achie\ ement of performance targets. Training and development is to a 

large e. tent linked to the Ministry's needs and that providing learning and continuous 

de elopment opportunities ensures that the Ministry has skilled, committed and well 

motivated workforce and this has a positive impact on achievement performance targets. 

It can further be concluded that Incentive and compensation, Performance Appraisal and 

career planning practices in Ministries influence achievement of performance targets to a 

moderate extent. This can be attributed to the fact that compensation and career planning 

and development are based upon schemes of service which are not current and 

competiti e. Performance appraisal is not con istently monitored to ensure achievement 

of et performance target . 

b tudy :r ult therefor how th t ther a po itiv c rr lati n b twc n human 

re urc mana em nt pra ticc and th m 

contra tin rc ult of th th, t 

rti n 

H 



5.3 Recommendations 

The study recommends that K n 'an G rnmcnt Ministries enhance their human 

resource management pr ti m P· rti ul r, career planning and development as a 

strategy for growth nd f h tah.:nt. bmployees want to grow and if the 

opportuniti 

organization · 111 I lini u i 

thl will b demoralized and may move on to other 

11 lc ·in key employees. 

The ·tud, furth ·r mmend the usc of incentives and compensation as a managerial 

tool for driving a hie\ ement of perfonnance targets. An assessment and review of the 

c mpen ·ati n and incenti e strategies in Kenyan Government Ministries is necessary to 

en ure that short and long tenn achievements are rewarded. 

The study also recommends continuous perfonnance appraisal training for all staff 

members. Performance appraisal provides a framework in which managers can support 

their team members to achieve set perfonnance targets. 

5.4 ugge tions for Future Re earcb 

This study was based on the influence of human re ource management practices on 

achievement of performance targets in government ministrie in Kenya. Additional 

re earch may be needed to detennine the e. ·tent to " hich human r urc manag m nt 

practic impact on culture. role communication p tt rn ll f" hich m y nhanc th 

rel ti n hip 

~ nnan 

uturc re 

1,~e n human n: our 

m 

man em nt pra tice and chi vern nt of 

l hum 1 

1ini tri 

h th 
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APPENDIX 1: 

.. TIONNAIRE 

Plea c provid m ·w · i 1 (I\ "l .1 ~.: . p ovidcd and tick ( .V ) the box that matches your 

rcspon. to th · qu · d n 1 t Hem n1 where applicable. 

~ ·dion )n ·: n n rganization Profile 

artment or Agency: ------------

. Wl i h f th tl llo \ ing best describes your position? 

a) Top management 

b) fiddle management/supervisory 

2. Gender? (tick as appropriate) Male 

3. What is your age bracket? 

a) 20 - 30 years 

b) 31 - 40 years 

[ ] 

[ ] 

4. What is your highest level of education? 

a) Form four [ ] 

c) Undergraduate [ ] 

d) Post Graduate Degree [ ] 

[ ] 

[ ] 

[ ] Female 

c) 41 - 50 years 

d) Over 50 years 

[ ] 

[ ] 

[ ] 

b) 'A' level [ ] 

d) Post Graduate Diploma [ ] 

e) PHD [ ] 

5. HO\ long ha\ e you b en in the curr nt ministry? 

a) B lo'' 5 year [ J d 16 -20 y ar [ ] 

b - 10 year [ 1 r 2 y r [ ) 

11 - 1 [ ] 

7. iz ti n h v in pl ? 

y ( J [ 1 

. I ti n mn 

ni 



9. How often is performance apprai al carri d out in your organization? 

a) Quarterly 

b) Semi annually 

[ ] 

I l 

c) Annually 

d) Never carried out 

[ ] 

[ ] 

10. a) Which of th foll ' in 

of pcrformunc t u • ·t 

do t n think has greater influence on achievement 

(~)appropriately. 

I 1 
l ] 

r ur an ' cr in question ' 1 0'. 

b) quipment [ ] 

························································· ···· ····· ··········· ···· ··· ········· ····· ········· · 
0 o 0 0 o 0 0 0 t o 0 I 0 I I Itt I I I I It I I I I I I 0 t t o" 0 0 0 0 0 0 0 0 0 0 0 o 0 0 0 0 0 0 0 0 0 0 0 0 0 0 o 0 o o 0 0 0 0 0 0 t 0 0 o o 0 0 0 0 0 0 0 0 0 0 o o o 0 0 0 0 0 o o o t 0 I 0 0 0 0 0 0 0 o 

········································· ····· ····· ······ ···· ··· ··· ··· ···················· ········· ·· ······· 

ection Two: Human Resource Management Practices 

11 . Please indicate the degree of correlation between the following human resource 
management practices and achievement of performance targets. Rate them on the scales 
pro ided belm: . Responses are in a scale from 5 - 0 defined as below. 

5- trongly Agree 

4- Agree 

3- Moderatel agree 

2- Di agree 

1 - trongl di agree 

0- ot applicable 

lt 



Valid and standardized tests are u ed ' hen r quired 
in the selection process 

Selection system select tho) h \'in 
knowledge, skills and att itude~ 

th d~sir~:d 

13. Job description 
f--- The dutie of ev 1Qb ll":u I idlll d 

KcplH tin • ltnes f denr 

If ll"hl )t) Ill (101' nimtlon ha an up to date job 

d ·riptr1n 

l'lte-i bd 
-. . 

1 for each j ob contains all the np t 
duti r·rt rrned ., mdi idual employee 

f-
14. ompen ation 

Job performance is an important factor in determining 
the incenti,·e compensation of employees 

Salary and other benefits are comparable to the market. 

Compensation is decided on the basis of competence or 
ability of the employee 
compensation for all employees is directly linked 
to his/her performance 

15. Employee participation 
Employees in this organization are allowed to make 
decisions related to cost and service quality matters 

Employees in this organization are asked by their 
superiors to participate in operations related decisions 

Employees are pro ided opportunity to ugge t 
improvements in the way thing are done here 

16. Performance pprai al 

Perform n of the emplo) e i me ured on the 

b i ofobje the quantifi ble re ult 

App 
. I • t m in our o ni ti n i owth nd 

d el pm nt ri nted 

Em pi p ided perf~ nn baSed 

d u lin 

Em pi h faith in th peffonnance 
. I 

m 

Ap._u ui-f system his infl indi\idunl 

-l'he _..;:1~1~-ls -used for mllki~fn: 
. ... like 

rot: ., uum mg • 

The objecth'ts-of:lhe appt11isal system ate dear to 
I ~ .. ~~~ .. ;,..~ ... 

Ill 



17. Training 

18. 

All employees undergo a training p me ery yenr 

Training needs are id ntifi d thr u. h flm1 I 

Performance apprai I tm 

~ +There are formal indu tlon J . m !( r n w 

m_ployees 
New knowl I ud skill imp!lt1cd to mployccs 
periodic til ' 1 , " lf 1\ I 0\ 

-
' 1 r 1intn • ntt\.1 ilcntiliCd r ali tic, u cful and based 

lll th bu m t lh organization 

;.:;;;. 1'1 nnin 
- r-:: I·.., r) empl ee ha clear career paths 

Emplo)ee' career aspirations within the organization 
are knm\n b hi r her immediate superior 

Potential positions for promotion exist in our 

establishment 

Indi idual and organization growth needs are matched 
in this organization 

Internal employees are preferred whenever 
a vacancy exists. 

Each employee is aware of his/her career path in 
the organization 

19. What other Human resource management practices not mentioned above influence 

the achievement of performance targets in your Ministry? 

................... .. ..................... .. ................................................................ 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . ' .... 

. . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . .. . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . .. . . ' ............. .. 
·························································································· 

h n u r ur p r ti n. 
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PERF KM 
MINI 'lRil• 

N Rb ULTS FOR 

Nv. Mini tn/lkpartm nt 

EXCELLENT 

None 
VERY GOOD 

l. l\tinistry of Planning, National Development 

and Vision 2030 

2. Ministry of Gender, Children and Social 

Development 

3. Cabinet Office 

4. MinistrY of Energy 

5. Public Service Commission 

6. Ministry of Water and Irrigation 

7. Ministry of Public Works 

8. Ministry of State for Public Service 

9. Ministry of Lands 

10. Ministry of Agriculture 

11. State House 

12. Ministry of Livestock Development 

13. Ministry of Information and Communications 

14. Ministry of Environment and Mineral 

Resources 
15. Ministry of State for Development of 

Northern Kenya and Other Arid Lands 

16. State Law Office 

17. Ministry of Trade 

18. Ministry of St te for Pro in ial 
Administration and Internal Security 

19. Ministry of Industrialization 

20. Mini try of Ju i Nati I Coh ion nd 

Constitutional AITnirs 

21. Mini try of St t for N ti I H rit nd 

Culture 

22. Ministn ofHousin~ 

I Composite 
Score 

I 

2.1010 

2.1096 

2.1121 
2.1145 
2.1338 
2.1756 
2.1889 

2.1990 
2.2132 
2.2192 
2.2474 
2.2481 
2.2732 
2.2739 

2.2924 

2.3116 
2.3181 
2.3379 

2.3523 
2.3541 

2.3816 

2.3-860 



r-
No. Mini tl)/lkp rmu na Composite 

Score 

21 . Mini try ol Rund 2.3861 

24 . MinlSli'Y of Medical Services 2.401 3 

25. ~rfi.,rmnncc Contractin~ Department 2.4084 

·~6 Mim tr. fStatc for Immigration and 2.4145 

Rc~istrnllon of Persons 
27. 1\lini lr) ofRegional Development 2.4315 

Authorities 
!8. Mini try of Higher Education, Science and 2.4322 

Technology 
29. Office of the Vice President and Ministry of 2.4596 

Home Affairs 

30. Ministry of Co-operative Development and 2.4686 

Marketing 
31. Ministry of Public Health and Sanitation 2.4902 

GOOD 
32. Ministry of Labour 2.5249 

33. Office of the Prime Minister 2.5302 

34. Ministry of Tourism 2.5473 

35. Ministry of Fisheries Development 2.5473 

36. Ministry of State for Special Programmes 2.5615 

37. Office of the Deputy Prime Minister and 2.5905 
Ministry of Finance 

38. Ministry of Education 2.6121 

39. Ministry of Foreign Affairs 2.6581 

40. Ministry ofNairobi Metropolitan 2.6834 
Development 

1. Mini try of Fore try and Wildlife 2.6846 

42. Ministrv ofYouth Affairs and Sports 2.6938 

43. Oftice of the Dcput Prime Mini ter and 2.7132 

Ministrv of Local Government 
44. MinistrY of East African Communitv 2.8478 

45. MinistrY ofTmnsport 2.8619 
FAIR 

None 
POOR 

None 


