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ABSTRACT

The study investigated the factors influencing pegformance of public servants, in
Machakos County. The legitimacy of any public seevidraws its breath from the
capacity of responding to the needs of citizers way that is economically efficient. An
emerging consensus among public sector experteaisim as much as public sector
performance involves efficiency and outputs, itoalsivolves the effectiveness of
outcomes. The two major questions which are undesideration when it comes to
public sector performance include: are citizendingtwhat they need and in what
optimal way are public sector organizations ushgresources under their disposal. The
study was guided by the following objectives: tdedmine the impact of management
practices on the performance of public servants,assess the influence of work
environment on the performance of public servantexplore the influence of equipment
and tools on the performance of public servantsfaradly to establish the influence of
motivation on the performance of public servantse Tesearch design used for the study
was descriptive survey research. The target pdpualatas 1000 public servants working
in the county government of Machakos. Through i$igdt random sampling, the study
selected 10% of the study population which is 1€§pondents who were issued with
guestionnaires for data collection. Afterwards dla¢a was analyzed using SPSS Version
20 and results presented in form of tables, figames$ charts. Work performance among
civil servants stands at the center of meetingeteomic and developmental goals of a
nation or state thus factors such as managemendjencesources and motivation among
civil servants in state owned corporations or oizaions should be treated as a an
important factor just like any other. The manageimenan organization should be
visionary and ambitious thus ensuring that theoueristructures of management that are
put in place will ensure performance at optimalelsvand also the people in the
management level are rightly qualified for the jdlhe motivation of employees should
be an important job for the organizations and évatry incentive possible should be used
to ensure that the morale of workers is kept ak @aays. The study recommends that
work performance among civil servants should begithe seriousness it deserves by the
management and also the factors that affect itjtheagement should dedicate enough
resources in terms of time and finances to ensptienal performance.

Xi



CHAPTER ONE

INTRODUCTION
1.1 Background of the Study
Performance as a concept is objective and candkedbat as the ratio resulting from
output volume and the volume of input. In othenterit is stated as the measurement
given on how efficiently production inputs suchcapital, land and labor are put into
use in an economy to produce a given output. Rednce is one of the major and
significant sources of economic growth and competitess there by making it a
statistical reference point for comparisons and alproductivity assessment tool. A
good example is that of data about performancendwicertain period of time which
can be used to assess the impact of labor regugatin the economic productivity.
Trend that result out of monitoring performance @frgignificance to analysts in that
they are used in the gauging of the position ofeannomy or business and the
determination of capacity utilization which in tlmng run impact the business cycle
(Coelli, 2005).

According to (Mahadevan, 2007), performance cammieasured in different forms

and is dependent upon the purpose of the perforena@asurement or data available.
The most popularly used performance measuremethieissross Domestic Product
(GDP) which captures not only the labor output bisio the inputs; GDP is also

known to capture the whole economy unless otherstiged. It should be noted that
GDP as a performance indicator, can be used wtalang international comparisons
and also over long period of time used to deternmieads and how stable an
economy is. Performance is also generic to an argion whether public or private.

Measurement can be made depending on the goodsvices that an organization is
involved in giving to a specific group of consumewn example being, an

organization that is involved in customer serviem count its performance on the
number of customers that are served in the moisieaff shortest time possible while
an organization that is involved in the productioha commodity can count its

performance on the number of units produced pewtajnday or hour (Barddal,

2008).



Performance is also viewed as the overall meadutteeability to produce a good or
service which can be more specific as the mannevhith specific resources are
managed to achieve an anticipated outcome whidefised in terms of quantity and
quality. Performance can be in form of labor perfance, capital performance,
machine performance and energy performance thurtormance ratio can be
computed for a single operation or organizationgeneral. Performance being
objective creates the implication that it can beasueed against a standard and as
such, performance can be monitored for strategisams such as corporate planning
and organization improvement and also making corspas with competitors.
Performance measurements can also be used tacticallproject control or

controlling performance to budget (Frosch, 2011).

Considering the fact that performance is a scientibncept which can receive a
logical definition and can be observed empiricalgues (Nembhard, 2007), the
measurement to it can also receive quantitativergethus in can be considered a
variable. As a relative measure, performance is abal output of production

compared with the actual input of resources medswithin a timeframe and against
entities that are common. When output increases fadevel of input an increase in
performance occurs creating the “performance measuhich describes how well

the resources of an organization are being usegreoluce output. Confusion

sometimes arises on the difference between perfurenand efficiency; efficiency is

the ratio of time needed in performing a task tagigen time that has been

predetermined as standard. Work that is unnecebsamg done efficiently cannot be
termed as productive. Performance can thereforetebmed as a measure of
effectiveness which is doing the right thing effigily (Disselkamp, 2013).

Performance measurement can be in three formsialpdector performance,

multifactor performance and total factor performanBartial factor Performance is
actually the definition of performance which is tragio of total output to a single
input. Multifactor performance puts in use morentlaasingle factor for example both

labor and capital thus it is the ratio of total puitto a subset of inputs. Total factor



performance is measured by combining the effectalbfresources used in the

production of goods and services (Zhu, Gospel, &¥8a, 2013).

On the other hand, workforce performance is thesoneaof either goods or services
that a worker can produce in a stated amount df.tithere are various levels through
which workforce performance can be measured whiehaganization level, process
level, industry level or country level. The workéerperformance is often referred to
as labor performance. The performance of a workfaan be measured in two ways,
either in physical terms or price terms Workforegfprmance can also be classified
into two, performance in the private sector and @erformance in the public sector.
In as much as the factors influencing performaneg end to be universal, the
environment offered in the private sector may iefloce performance in a certain way
compared to performance in the public sector wiio &s environment. Workforce
performance being a primary element for succesanin organization, knowing the
factors that influence its performance is a preigtgifor performance enhancement
or improvement. Significant evidence has shown peaformance in the public sector
has to be at pace with the growing performanceeas®s in the private sector
(Nightingale & Holzer, 2007).

1.1.1 Public Sector Performance

The legitimacy of any public service draws its inelgom the capacity of responding
to the needs of citizens in a way that is econolhyicefficient. An emerging
consensus among public sector experts is that imues as public sector performance
involves efficiency and outputs, it also involvée teffectiveness of outcomes. The
two major questions which are under consideratitverwit comes to public sector
performance include: are citizens getting what thegd and in what optimal way are
public sector organizations using the resourcegutittir disposal. The public sector
most of the time is involved in the creation andiviey of goods and services that
may not be needed or preferred by a majority oppeebut rather what is essential for
a certain group of people such as disabled orltterlg (Carrera & Dunleavy, 2013).



Public sector performance around the world has begperiencing a call for
improvement in the recent past due to the facttti@mtsector employs a large number
of people and also because the sector receivesicagin amount of funding from the
government as well as the public. Restructuring refokms in the public sector have
been household names in recent times which haven laémed at improving
performance and efficiency but from the experientemany public servants, the
result has been redundancies, intensification akwaod an increase in activities that
do not make any material contribution to the dedvef services. The overall result to
public workers has not only been more work stresslass job satisfaction but also

lower quality service being delivered to citizeB®yle, 2006).

The Kenyan public sector according to the Kenyaitlite of Public Policy and

Research and Analysis (KIPPRA) has been experign@idownward growth since
independence and this has been attributed majorjyobr management, corruption
and also poor wages to a great extent; redundar@iesa major cause of low
performance in the sector as well as incompetedt warder qualified work force

(KIPPRA, 2014).

1.2 Statement of the Problem

Due to growing population in countries around therld; there has been a surge in
the demand for public sector goods and services thi turn, has challenged

organizations in the public sector to improve perfance. The uncertain current
economic climate in the world gives public sectogamizations a critical paradox.

Tax revenues and other sources for public fundiogtioue to decrease annually
makes it paramount for public sector organizatitmsut on costs while at the same
time ensuring that performance remains optimal. finglic sector is and will remain

the largest employer in advanced and growing ecaemiyet the irony is that slow

performance growth has long made it a drag on toe@amy. With the existence of

empirical evidence how public sector performancandin is slow and downwards,

need arises on what steps should be taken to emh@erformance in the sector
(Carrera & Dunleavy, 2013).



The budgets of many emerging economies are unde@usestrain and also reduced
tax revenues due to the global recession combint#dstimulus packages that have
been implemented to kick start growth have resuitetivo things, higher debt and
increased deficits. The problems stated above hestdted in governments grappling
with solutions for their current predicaments ahdse have been proposed cut in
government services and increase on taxes. BotBuresaabove are necessary to get
a balance in budgets but also there is anotheorfélcht needs to be considered and
that is raising performance of workers while spagdess money. It is necessary to
look at the factors influencing performance in orttehave a report on the strategies
and tactical options available for governments bwttional and county on how best a

work force can be managed to ensure optimal pedoom at a considerable cost.

1.3 Purpose of the Study
The purpose of the study was to explore the fadtdlgencing the performance of

public servants a, case of Machakos County.

1.4 General Objective
This research purposed to study the factors inflimenthe performance of public

servants in Machakos County.

1.4.1 Specific Objectives

1. To determine the influence of management practiweshe performance of
public servants in Machakos County.

2. To assess the influence of work environment onphdormance of public
servants in Machakos County.

3. To explore the impact of equipment on the perforoeaof public servants in
Machakos County.

4. To establish the influence of work morale on thefgenance of public

servants in Machakos County.

1.5 Research Questions
This research was guided by the following resegre¥stions
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1. How does management practices impact the perforenahpublic servants in
Machakos County?

2. How does work environment affect the performancepoblic servants in
Machakos County?

3. How does availability of equipment influence therfprmance of public
servants in Machakos County?

4. How does maotivation influence the performance ofblpu servants in

Machakos County?

1.6 Significance of the Study

The existing information on the performance of fhublic servants and the general
attendant issues will be validated and expandeds Will fill in the gaps of
knowledge existing. The findings and recommendatiafithis study are significant to
the government more especially Machakos County morent. Policy makers will
find the findings invaluable for use in policy fouhation to ensure efficiency in the
organization. The study provided suggestions fah&r research. in a country that is
characterized by general dismal performance ofpiigic servants, the findings of
this study will give important insights for the geal public information. Tax payers
will certainly find the findings quite informativas they agitate for the worth of their

money paid in taxes to the government.

1.7 Limitations of the study

The study was limited by financial constraints. Thesearcher endeavored to
maximize use of available resources by reachingtierrespondents at their work
places, especially where several could be foundthag. Another limitation was the
availability of respondents and the possibilitydsfliberately distorting information.

This was overcome by sensitizing the respondenth®@importance of the study and

the need for honest responses.

1.8 Delimitation of the Study
The study was delimited to the public servants iachakos County touching on all

the levels of management.



1.9 Assumptions of the study

The researcher proceeded with the following assiomgtthe respondents would give
honest and timely responses to the questionnaieereievant authorities would allow
the researcher to conduct the study and employeparticipate in the study and the

variables under study would remain unchanged througthe duration of the study.

1.10 Definition of Significant Terms in the study

» Performance the execution of an action or activity aimed atamplishing
something such as a promise or claim by a persgnoap of people.

» Public Servant an official who works for a government entityar employee of
the county government of Machakos. The employeasg#ie position either
through employment or election and earns theirfpay the government coffers.

* Work Environment- it is the designated location where a task is taltwee or
completed such as a place of employment. The pdlysanditions that surround
the place in which work is done.

* Equipment- the items that are deemed necessary for a table twompleted or
done.

 Work Morale - the job satisfaction or outlook that comes witkelllbeing of
someone in a specific work place. It has a dirfeceon performance and one on

the key determinants of productivity.

1.11 Organization of the study

The study is organized into chapters one to fivepter one gives the background
of the study, the problem statement, the reseadgjectves and questions,

hypothesis and significance of the study. Chapter gives the literature that was
reviewed exploring the theories that underpin thaly and also a review of the

variables and conceptual frame work. The third tdrapontained the methodology
of the study covering the research design, targptifation, sample size and design,
validity and reliability of instrument and finallglata collection and analysis

procedures. Chapter four is analysis, presentatiwhinterpretation of the data on

the factors influencing the performance of publgvants in Machakos County.



Chapter five dealt with the summary of findingspcloisions and recommendations

that were derived from chapter four on data analgsid interpretation.



CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter was an analytical presentation ofditee that was reviewed in relation
to the factors affecting the Performance of pulsievants. More specifically the
section looked at literature in relation to theadbives of the study together with
theories underpinning the study. A conceptual fraork was also derived and also

knowledge research gaps were discussed.

2.2 Theoretical Background of Study

According to the Hertzberg's Two-Factor theory whis also known as the dual
factor theory, Frederick Herzberg in the 1950saticanalysis on 200 accountants and
engineers with an aim of finding out what are thmiisitive and negative feelings
about their work. Two factors from the study stoodt to be influencing the
satisfaction and motivation of the employees thuspelling them to performance.
The factors included motivator factors which weomsidered to lead employees to
job satisfaction and make them work harder withnepl@s such as career progression
and recognition at work. Hygiene factors were alsonsidered by the theory and were
factors that could lead to dissatisfaction and latkmotivation if they are not
provided in the life of an employee. Among the eplen are the amount of salary,
policies that are held by a company, relationshmmp@g employees and also with
managers and also the benefits that are enjoyedipjoyees (Griffin, 2007).

The two factors according to the theory work cortedleindependent of each other in
that while motivator factors increase, the absesfchem did not necessarily cause
dissatisfaction among the employees. Likewise @ndther hand, the existence of
hygiene factors did not appear to increase satisfacand motivation but their

absence causes increase in dissatisfaction. Thausions of the theory were that to
keep a work force happy and productive, effort setd be made to continually
improve the motivator and hygiene factors (DuBg@08).



The hierarchy of needs theory was coined by psydist Abraham Maslow in 1943
and the backbone of the theory is that the indafdumost basic needs must be met
first before they can become productive. The hadmaris considered to have five
levels and they include: psychological which aresth needs that will allow an
individual to survive such as food, water and @relSafety factors constitute both
personal and financial security as well as heatith the well-being of an individual.
The third level was love or belonging which entdileeed for friendship, relationship
and family. Fourth level is esteem which is a nded an individual to have
confidence and to feel respected by others. Thila fifnd final level is self-
actualization which is about having the desiredoieve everything possible and also
to become the best one can be. According to tharyhall the five level factors have
to be at their optimum for one to achieve Perforoeaand also growth (Kreitner,
2006).

The theory of human relations was first advocatgdPbofessor Elton Mayo who
argued that the Hawthorne Experiment conducted devithe years 1927 and 1932
where aimed at exploring whether there exists atiogiship between the physical
environment and the performance of employees. Taemiocus of the study was to
look at the impact that illumination had on the gurotivity at the Western Electric
Company based in Chicago in the US. The findirfgh® study suggested that often
times workers act as a group and not as individiaid also the fact that

communication is a key determinant of good perforoea(DuBrin, 2008).

2.3 Factors Influencing Employee Performance
Work force performance being a key indicator inamigational success, thus the
knowledge of factors affecting performance is agqumuaisite for the improvement of

performance in public sector organizations (Resear014).

Management practices and its influence on employegxrformance
According to (Stephens, 2010), when the workera finm perform well, most of the
time it is due to the guidance and mentorship thadffered by the mangers that

oversee them. A study conducted by Evolv, a datgiger that put into use analytics
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to study employee retention proved this to be sadiyparing the performance of
managers and the employees they give directiomta daily basis. The performance
of the employees has discovered to be pegged orirdiveng, development and
encouragement that are received from managers. reTise no doubt that the
performance of any organization is linked to mamageat practices; both the

individual and cluster management practices haveffact on performance.

The management has a responsibility in ensuringpgidormance remains high in an
organization either for the sake of the sharehsldethe case of a private company or
for meeting the needs of the citizens the caseaubliporganizations. Among the key
management practices that have an effect on Peafarenare operations management
and human resource management. Operations mandgeasea focus on the manner
in which systems are managed including the usefofrhation and Communication
Technology (ICT), Total Quality Management (TQMusf in Time (JIT) and also
lean production while human resource managementsé&x on the management of
people such as recruitment, development and t@ingmpowerment, teamwork,
reward systems, performance appraisal and reviedvtarget systems (Stephens,
2010).

Recent studies have identified a link between memamt and performance; there is
no common formula that can be used to measure rear@&y practices but a

multidimensional approach is taken in relation &f®rmance. Management practices
are inherently intangible in nature thus objecfioen of measurement is a problem

and a challenge.

ICT has an implication on the Performance of emgésy as argued by states
(Stephens, 2010) who adds on that in the recenf gae to its continuous growth
with enhanced levels of diffusion; the fast grovettd development of ICT can be
attributed to the idea of swift development in seetor as well as low prices for use
and implementation. In ICT studies, the most comrhgpothesis yield the notion
that there is a positive correlation between ICTRges and Performance which

empirical studies have proven to be so while othease shown a negative

11



correlation. When the complementary managementipegcof an organization are
combined with ICT, there results a synergistic &ffghich can be witnessed in areas
such as firm reorganization, innovations, prodwegigin or the recruitment of skilled
labor (Hempell, 2006).

JIT and TQM are fundamental pillars as managemeattiges that got their
inspiration from Japanese production systems tl@iech at achieving coherent
organizational systems that maximized on speedroflyct delivery and service
quality. JIT is an inventory management strateggt tis aimed at improving in-
process inventory and its associated costs. TQbhithe other hand, is a customer
focused strategy which is aimed at embedding aweaenof quality in an
organizational processes thus increasing custoragisfaction. JIT/TQM indeed
impacts the Performance in organizations eitheitigel/ or negatively (Kaynak,
2013).

Human Resource Management

An investment on HRM practices can rise and alstasu high Performance among
employees; competitive advantage can be achieveadigh the right policies since
through HRM, organizations locate, develop, rare gtain human capital. It needs
to be ensured that the cost incurred in HRM prastidoes not go beyond the
perceived benefits. Organizations that systemé#yitedin and develop their staff are

seen to enjoy the rewards of a productive workf¢8exord, 2003).

(Jackson & Mathis, 2008) state that the developrardtimplementation of economic
incentives at all levels of an organization for theposes of employee benefit is one
means through which high performance can be acthievenstructive feedback on a
regular basis is also another means through whedlmpnance among workers can be
increased since feedback is a foundational managersidll; considering that
feedback can either be positive or negative, themaain which it is conveyed will

serve as a vital tool for improving or reducingfpenance among workers.
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Work Environment

In a hostile work environment, employees feel inse@bout their actions as a result
of hostility from management or other co-workergcls hostility may present itself in
the form of harassment and/or discrimination, eation (feeling coerced to work

more hours or do favors against one's will), blaakimg and threats (Ajala,2012).

Working conditions are considered to be the workemyironment and all existing
circumstances affecting the labor output in thelwaace which include: job hours,
physical aspects, legal aspects and organizatiomalre; the physical conditions
under which employees work is considered to be mapo for their output. The
immediate surrounding that is manipulated by agefer existence is considered as
environment; the wrong manipulation of the sameirenment has an introductory
effect of hazards that make the environment unaafé this stands in the way of
performance. The work place can therefore be destras the place in which the
worker performs work. An effective workplace is satered to be one in which
results can be achieved as expected by the managerhen organization. The
physical environment of any organization has aratfion the manner in which
employees interact, are able to perform tasks #wllow they are guided and led.
The physical environment being a facet of work ssvinent has a replicating effect
on Performance since it revolves around human sémsas so because the traits of a
place or room of meeting for a group of people haérect effect on the performance
and satisfaction levels (Secord, 2003).

The business world of today views the workplaceiremment as a critical factor that
keeps the employees satisfied; the work place tadayompared to many years ago is
different, diverse and is ever changing. Studiest thave been done on work
environment have shown that the users of a spewifikplace are satisfied with
workspace features that are specific. Some ofd@htufes that are considered to be of
significance include: lighting, ventilation ratesccess to natural light and a very
beautiful environment. Furniture that is ergomis laso been noted to have a positive

effect on the health hence performance of emplofdsekson & Mathias, 2008).
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Light has been noted to have a profound effecthenphysical, physiological as well
as psychological health of employees and their mami performance. Ambient
features in offices such as lighting, temperatesestence of windows, the flow of
free air have an effect on the attitude of emplsyéeeir behavior, satisfaction as well
as performance. A closed office plan is also anofia&ture that encourages privacy
than an open plan office layout. This allows thepkyees to work in peace and
privacy which in the long run ensures more focud eoncentration on the task at
hand, combining with quietness which keeps them distracted by what other
employees are doing. A private office will offeeteBmployees an opportunity to think
and be creative without much interruption. In armpffice, noise levels are always
very high and sometimes result in stress and deatain, high levels of distractions

together with low privacy levels (Kaynak, 2013).

According to (Hempell, 2006), the development ahtelogy has played a key role
in the transformation of the work place environmeiihe development of
communication methods, virtual reality and altenweat work patterns. To
accommodate other rapid changes in the work plapen office space has been the
solace for organizations with the intention of ilmying performance because the
style is deemed to have advantages which inclufferimy interpersonal assess,
flexibility of workplaces and also ease of commuatiocn as compared to private
offices. According to some studies, open offices sgen to increase performance as
compared to close office layout. Open offices @esaan egalitarian system that
provides for equal working conditions that reduagaployee distance and also

improves the flow information.

Noise is considered as the leading causes of digtraamong employees of any
given organization, it reduces performance, causascuracies and increases job
related stress; according to a study done on eraplg@grformance, work place cuts
employee performance by 40% and error is increabgd 27%. Effective

communication is the key to the cultivation of se&x and professionalism. When
communication is effective, work morale is boostad chances of errors are

reduced; workers complain less and more is abtetdone. Confusion is reduced and
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time is freed up that would have been used in aegusnand offering explanations.
The results of effective communication are that thkerkplace becomes more
enjoyable, there is less anxiety among co-workdighvresults in positive attitude
towards work which results in high performance. $¢ohas a negative effect on the
communication levels, frustration levels increagédsle performance decreases as
loudness of noise persists or increases; spokemcmigation becomes progressively

more difficult as noise levels increase (Steph@&i02.

A lot of work hours are lost if employees in anyej organization use work hours to
deal with personal money matters; such workerdinamcially troubled as noted by
(Joo, 1998), in his study on how the use of wonketito handle personal financial
matters has an effect on the measure of performangeut. On the other hand
workload which is considered as the extent of pgsite) capacity that is put to use
during the performance of a task has an interaotith resource supply from the
environment and the demands which a task requiiestt term performance can be
achieved through increased workload but this hasffatt on increasing long term
costs and stress among workers and illnesses whaghlead to poor judgment and

low performance (Griffin, 2007).

Resource Availability (Tools and Equipment) and thanfluence on performance
Having the right equipment to do the right job ismajor determinant of how
productive employees can be in an organization.eéSemployees might not be very
skilled inherently or might not be super talentad twhen provided with the right
equipment or resources needed to perform a task;, prerformance levels go up
significantly. Having the best and latest techngldtas been one of the means
through which Performance can be increased (Ste@tdr8). (Komaki, Heinzmann,
and Lawson, 1980) Studying on the effect of tragnon behavioral change and
performance it was concluded that the provisionraihing alone is not a sufficient
means of improving and maintaining performance, boobuld be support with
appropriate and adequate tools and equipment. Statter, Motowidlo and Cross,
2000) in a study on the effects of task performasme contextual performance on

systemic rewards, relied on evidence from 2 sampiesr Force mechanics and the
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findings validated the hypothesis that contextuaifgrmance affects employees'
career advancement and rewards over time.

Worker motivation

Morale has been viewed by many as immeasurablangitile, indefinable and is

something based on choice made by a person on &ttethave a high morale or not.
Very few studies have been able to quantify moeald show a clear and distinct
relationship between morale and Performance. Whesetin management positions
identify the morale factors that affecting employeeneasures can be taken to
mitigate the supposed lack of morale. Among the ateoboosters in employees
include the need to foster teamwork, coaching, ligieg others and also instilling

motivation intellectually through motivational speas (DuBrin, 2008).

(DuBrin, 2008), further argues that the mainstreaedia plays a key role in the
shaping up of employee morale; a study conductédeJS found out the 80% of the
employee who watched and followed the news dutireggiobal economic recession
had their morale reduced due to fears of eithandptheir jobs or being retrenched.
Job security is considered to be among the kepifa¢hat motivates and boosts the
morale of employees whether in public or privatgamizations. When morale in

employees is low, the results are personal resentraed survival thus limited

creativity and innovation which in the long runeaffs performance.

(Terence and Bgkl998) in a study on the problems of productiabd retention of

employees and the ways foreign companies attempiotivate Chinese employees,
often relying on practices drawn from concepts Whiork in the West found out that
culture was a factor. The study looked at such @/agtractices, explaining why they
might not work in a Chinese context. Chinese wogtugs and motivation are
compared with these approaches and propositiorsnadd to indicate how Chinese
employees may be motivate(Milne,2007) in a study on the usef rewards and

recognition programmes in knowledge aware orgaioizat found out that reward
and recognition programmes can positively affecttivation, performance and

interest within an organization.
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2.4 Conceptual Framework

A conceptual framework is very important in anye@h study being undertaken.
The conceptual framework in Figure 1 shows theticeiahip between the dependent
variable and the independent variable. It also shthe expected outcomes from the
interaction of the variables. In this study thedpendent variables are the various

objectives that the study intends to achieve wthitedependent variable is the topic
under study-
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Figure 2.1: Conceptual Framework
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The management practices adopted by an organizdtawe an effect on the
performance of employees. Management is considasethe strings that pull and
direct the parapet for the achievement of orgamirat goals and objectives. On the
other hand, the morale that is either retaine@strby employees is a key determinant
of how productive they will become; employees thave high morale empirical
studies have identified as directly having highf@enance while workers that are
disgruntled have low performance. The work envirenmhas an effect on the
physical as well as psychological health of empésyenplying that favorable and
appreciated environment tend to lead to higherdPadnce as compared to less
favorable working environments. Provision of equgmto do the right job improves

performance while lack of it reduces performance.

2.5 Research/ Knowledge Gaps

Many studies have been done on the factors thettatie performance of workers in
various organizations most of them being private the empirical data has served
mostly to inform rather that quantify and providkentifiable recommendations that
will boost performance. Government workers in Adrim contrast to private sector
workers have to grapple with issues such as changegimes and prioritized budgets
which may be to their favor or disfavor dependimgtioe institution they work in and
this will affect their performance. Empirical evit is scantly on how management,
motivation, resource availability and work envircgmh affect the performance of

public servants.

2.6 Chapter Summary
The chapter focuses on the theories underpinniagtiidy; the study went on further
to review literature on the factors influencing fpemance among employees which

includes: management, motivation, work environnat resource availability.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter described the procedures that welewet in conducting the study. It
outlined the research design, target populatiompsiag design, sample size, data
collection instruments and data analysis methadgave the procedures that were
undertaken to gather measure and analyze data.reeqted in detail the
characteristics of subjects and apparatus thatrésearcher used as well as the

procedures that were followed in the whole procddbe research.

3.2 Research Design

While Kombo and Tromp refer to the research deaghe “glue” that holds all the

elements in a research together, Orodho (2003)ekeft as a scheme, outline or plan
that will be used to generate answers to researchlgms. It is the conceptual

structure within which the research is to be cdroat. This study applied descriptive
survey research since it describes a phenomenode8yription it means considering
such basic questions as what, how, when and wHasoata given phenomenon.

Descriptive research design was used becauseld déha clearly defined problems

with definite objectives (Kombo & Tromp, 2006). [Reptive research design is a
scientific method which involves observing and discg the behavior of subjects

without influencing it in any way (Bryman, 2001).e&xriptive design involves

measurement, classification, analysis, compariswhiaterpretation of data. Being a
descriptive study, the researcher aimed at unggitime factors influencing the

performance of public servants, the case being Bllaah County.

3.3 Target Population

According to Mugenda and Mugenda (2003), a popuiais a complete set of
individuals, cases or objects with some common mbbée characteristics while
target population refers to that population to Wwhéresearcher wants to generalize
the results of a study; the study population caedi©f workers from the County

Government of Machakos.
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Table 3.1: Target Population

Category Frequency
Top Management 20
Middle Management 40
Supervisors 100
Workers (office personnel and support staff) 840
Total 1000

Source: County Government of Machakos employee data

3.4 Sample Size and Sampling procedure

From the population of 1000 a sample was selected faction of 10% using
stratified random sampling. The sample size canstit all the population from the
top management, middle management, supervisorsti@dower level workers,
(Mugenda and Mugenda, 2003).

A sample is a subset of a particular populationofigs, 2001)). A sample of (100)
interviewees was selected using stratified randampiing method to reduce the
occurrence of undesired responses and becausesef ddadata collection, time
available and the cost involved in data collectibBrom the population of 1000 a
sample was selected at a fraction of 10%. 83% efgtestionnaires were returned.
The research adopted stratified random samplingntgae which is sampling based
on what sample the researcher can have accesddthaue the right information
(Kothari, 2004). Cases of subjects will be therefbandpicked randomly because

they are considered informative and possess thereebcharacteristics.
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Table 3.2: Sample Size

Category 10% of population Frequency
Top Management 20 2
Middle Management 40 4
Supervisors 100 10
Workers 840 84
Total 1000 100

3.5 Research Instrument

Data collection is the process of gathering infaioraabout a phenomenon using
data collection instruments (Sekaran, 2000). Pryndata was collected for this study
through the use of a questionnaire which had bp#ncended and close questions.
They were dropped and later picked. Generally, tijpresaires are advantageous for
they provide responses that are gathered in a starelardized form. The reason
being, questionnaires are more to the point as aoeadpto interviews that can move
away from the topic and talk on other issues. Hyuebllection of information by the
use of a questionnaire is always easy and quiclestipnnaires can also collect
information about a group of individuals for thrdugnswering the questions, one can
understand the relationship in the groups. A singlestionnaire can also serve to
answer questions about a group who are put togethder the same class. The
validity of the questionnaire remains the same ewins carried by the researcher or
by a number of different individuals. Finally, trdata collected by the use of

questionnaires can be used to make comparisongéetwther researches.

3.6 Validity and Reliability of Instruments

Mugenda and Mugenda, (1999) defined validity asabeuracy and meaningfulness
of inference which are based on the research sedtis the degree to which results
from analysis of the data generated by a studyaligtuepresent phenomena under
study. The questions in the questionnaire were Isingraight forward devoid of any

ambiguity. The questions elicited the relevant iinfation for this study. The

guestionnaires were each tailored for the spemfpondents. To further confirm the
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validity of the instrument the researcher consultiee supervisor for advice and

guidance.

According to Mugenda (2008) reliability is the poopon of variance attributable to
the time measurement of a variable and estimates dbnsistency of such
measurement over time from a research instrumkris a measure of the degree to
which a research instrument would yield the samseltg or data after repeated trials.
In order to ensure reliability the researcher idsube questionnaires to the
respondents, collect them and check on the respons€his ensured internal
consistency of the questionnaire and affirms tlgpoases from the selected sample

through a test and retest.

3.7 Data Collection Procedure

The study used a questionnaire as the instrumerddta collection where research
assistants were used to drop and pick the questi@sfrom the respondents after
they have been filled. The study also used amiie guide to gather information

from the top and middle level management.

3.8 Data Analysis

After administering the questionnaires the researdiad the data converted into
numerical codes for statistical analysis. SPSSiver20 was used for data analysis.
Descriptive statistics was computed for all theialales to ensure quality of data. The
researcher used descriptive statistics to showrildligsion relationships between

variables under study and proportions in termxist, percentages and tables.

In addition, the study conducted a multiple regmssanalysis so as to determine
whether there was relationship among the factdextfig performance among public
servants. The factors considered by the study decd} (independent variables) and
dependent variable is Y.
The regression equation is:

Y= Bot B1X1+P2Xo+ BaXs+ PaXst 0
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Where Y is the dependent variable (Performaiffiga$ the regression coefficierfi,

B2, B3, and B, are the slopes of the regression equationjsXmanagement, Xis
morale, % resources, Xis work environment whilex is an error term normally
distributed about a mean of 0 and for purpose®ofputation, the: is assumed to be
0. The equation was solved by the use of statisticalel where SPSS was applied.
This generated quantitative report from this arialyghich resulted in inferential

statistics.

3.9 Ethical Considerations of the Study

Authorization to conduct this study was sought friti@ National council for science
and research, the county government of Machakodtentiniversity of Nairobi. All
the respondents were made fully aware of the needhfs research and voluntary
participation. Assurance was also given that dbrimation gathered would be used

strictly for the purpose of this study and wouldtieated with utmost confidentiality.

3.10 Chapter Summary

The chapter discussed the research methodologyvimtadopted by the study and
included the research design which was descrigiveey design while the target
population consisted of workers at the County Gorent of Machakos County. The
sample size chosen was 100 workers. The data tolidool was a questionnaire and
the data was analyzed using SPSS version 20 fdr descriptive and inferential

statistics (Researcher, 2014).
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3.11 Operational definition of Variables

Table 3.3 Operational definition of Variables

Obijective Variable Indicator Measuremen | Tools of Analysis
t
To investigate tl| Productivity | -Contribution to national | Ordinal -Mean and
factors of growth, cohesion, Standard
influencing tke| Civil servants integration and deviation
productivity of civl unity
servants: a case flo -Correlation
Machakos county &Regression
To determine t& Management| -Leadership style Interval -Mean and
impact of -Human resources manage Standard
management  on -Operations Management deviation
-Effective communicatior -Correlation
& Regression
To access the influes Work -Proper Lighting Ordinal Mean and
of Environment | -Ventilation and Standard
work environmet air circulation deviation
on the productivity of -Open or Close office plan
civil servants -Communication
Equipment
-Work Hours -Correlation
-Quality of office furniture &Regression
(chairs &Tables)
To explore te| Resources | -Right Equipment Ordinal Mean and
outcome of -Servicing an Standard
Lack of or availabiliy maintenance deviation
of equipment and -State of art Equipment
tools  on the -Sufficient Equipment
productivity of civil -Correlation
servants &Regression
To establish th Work Morale | -Benefits (medical, Ratios Mean and
influence of Retirement &leave) Standard
work morale on -Salaries and wages deviation
-Job security
-Employee development -Correlation
&Regression
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CHAPTER FOUR: DATA ANALYSIS, PRESENTATION AND
INTERPRETATION
4.1 Introduction
The chapter is a presentation of the data thatamasyzed in relation to the factors
influencing the performance of public servants secaf Machakos County. The data
was collated and then analyzed and the findingprasented in form of tables which

depicted frequencies, percentages, means and slagelaations.

4.2 Response Rate

The total sample size targeted by the study wasré§fondents and out of this the
study was able to get a response rate of 83 whatslates to a percentage of 83%.
The non-response rate was at 17%. The good respatesean be attributed to the
fact that the researcher used research assistantsllect the data where by the
guestionnaires were filled and then picked up imatety. The good response rate

can also be attributed to the willingness of treposdents to take part in the study.

Table 4. 1: Response Rate

Frequency Percentage
Response 83 83
Non-Response 17 17
Total 100 100

4.3 Demographic Information

The section below is a report on the findings widlyards to the demographic
information of the respondents ranging from gender duration of time the
respondents have worked in the organization, agade, marital status and also

academic qualification.
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Table 4.2: Gender

Frequency Percentage
Male 47 57
Female 36 43
Total 83 100

Table 4.2 is a depiction of the gender distributammong the respondents; the highest
percentage was on the male gender (57%) while @éhmale gender was 43%. The
gender imparity noted can be attributed to the mimgdion employing more men than
women which results in the under empowerment ofgiHechild if that is the case as

suggested by the respondents.

Table 4.3: Age Bracket of Respondents

Frequency Percentage
Below 20 years 2 2.4
21-30 years 12 145
31-40 years 34 41.0
41-50 years 30 36.1
Above 50 years 5 6.0
Total 83 100.0

Table 4.3 is a presentation of the data on thebmgeket of the respondents under
study and as shown majority (41%) were betweerates 31-40 years followed by

those in the age bracket 41-50% (36.1%) while thogbe age bracket 21-30 years
(14.5%). Above 50 years was 6% and the least p&rgerwas those respondents that

were less than 20 years which made up 2.4%.
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Table 4. 4: Marital Status

Frequency Percentage
Married 54 65.1
Single 12 14.5
Divorced/Separated 10 12.0
Widowed 7 8.4
Total 83 100.0

The marital status was also of interest to theysaud as depicted in Table 4.4 above,
most of the respondents (65.1%) are married, si(iglec%), divorced or separated

(12%) while those widowed were 8.4%.

Table 4.5: Academic Qualification

Frequency Percentage
High School 25 30.1
Diploma/ Certificate 33 39.8
Degree 20 24.1
Master’'s Degree 4 4.8
PhD 1 1.2
Total 83 100.0

Table 4.5 above is a presentation of the highesderic qualification of the
respondents who were part of the study, majorigy§%) were have either diploma or
certificates, high school certificates (30.1%), By (24.1%), Master's Degree
(4.8%) while PhD 1.2%
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Table 4.6: Duration as a Civil Servant

Frequency Percentage
Less than 5 years 12 14.5
6-10 years 26 31.3
11-15 years 30 36.1
More than 15 years 15 18.1
Total 83 100.0

Table 4.6 above shows the duration of time theardents have been civil servants

and as portrayed, a large number (36.1%) have @igérservants for between 11-15

years followed by those between 6-10 years (31\8Btle those who have been civil

servants for more than 15 years formed 18.1%. e¢hetIpercentage (14.5%) of the

respondents have been civil servants for less3hgears.

4.4 Work Performance

Mean

STD Deviation

Work performance among public servants is
important for economic growth 4.6
Public servants that are productive experience
satisfaction compared to those that are

unproductive 4.4
Work performance among public servants
means doing the right task at the right time 4.7

Work performance among public servants is
significant for national cohesion, integration

and unity 4.8
The leadership of an organization plays a
significant role determining how productive

public servants will be 4.3

0.01

0.02

000.

0.01

0.03

Table 4.7: Work Place Performance

Table 4.7 above shows various statements on watepberformance and how the

respondents reacted to them. Work performance arpohlic servants is significant

for national cohesion, integration and unity hae thghest mean of 4.8 (0.01)

followed by work performance among public servaneans doing the right task at

the right time having a mean of 4.7 (0.00) whilerkvperformance among public
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servants is important for economic growth had anm#fa4.6 (0.01). Public servants
that are productive experience satisfaction conpéwethose that are unproductive
had a mean of 4.4 (0.02) and the leadership ofgana@ation plays a significant role
determining how productive public servants willlzed 4.3 (0.03).

4.5 Organizational Management
Table 4. 8: Impact of Management practice on Perfanance

Frequency Percentage
High 73 88.0
Medium 9 10.8
Low 1 1.2
Total 83 100.0

Table 4.8 above shows the extent of the impactrttzatagement has the performance
of the respondents and as depicted, high (88%)tme&afighest followed by medium
(10.8%) while low had the least percentage of 1.2%.

Table 4. 9: Management Rating

Frequency Percentage
Best 7 8.4
Good 11 13.3
Fair 20 24.1
Poor 45 54.2
Total 83 100.0

Table 4.9 shows the rating of the management floenréspondents view on how
performance has been impacted. Poor had the highestntage (54.2%) followed by
fair (24.1%). Good had a percentage of 13.3% wibast had the least percentage of
8.4%.
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Table 4. 10: Effectiveness of Organizational Strucire

Frequency Percentage
Yes 13 15.7
No 50 60.2
Yes & No 20 24.1
Total 83 100.0

The organizational structure of the county also €amder scrutiny in terms of how

effective it is in the promotion of the performanakthe respondents; No had the
highest percentage (60.2%) while Yes and No had%4.Yes had the least

percentage (15.7%).

Table 4. 11: Management practice and Performance

STD

Mean Deviation
Encouragement, training and direction received fitbise in
management positions affects the performance okaver 4.8 0.00
The management practices in the organization vatexnine
whether employees will be productive or not 4.5 10.0
The manner of management of the day to day opesatib the
organization will determine the performance of wersk 4.5 0.02
The manner in which human resource management is
conducted in the organization will impact the parfance of its
workers 4.3 0.03
Effective communication between the management ha&f t
organization and its workers in a key determinarit o
performance 4.8 0.01

Table 4.11 is a presentation of the suggested vidwise respondents with regards to

the management of the organization. Encouragenraimjng and direction received

from those in management positions affects theopmdnce of workers and effective

communication between the management of the orgamizand its workers in a key

determinant of performance had the highest means4.8f followed by the

management practices in the organization will deitee whether employees will be
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productive or not and the manner of managementefly to day operations of the
organization will determine the performance of waygkwhich also both had means of
4.5. The manner in which human resource managensentonducted in the

organization will impact the performance of its wers had the least mean of 4.3.
From the findings the management lacks clearlyneeffistructures and hierarchy of
command. There is minimal appreciation for staffexemplary performance, added
to low or non availability of training opportunisefor staff and an in effective

communication system. These observations standotlie possible explanations for
the dismal performance of the staff. These findisgpport (Stephen, 2010) in his
conclusion that the performance of any organizat®otfinked to the management
practices, and that the lack of proper structurestaff recruitment, deployment,

promotion, training and empowerment, reward systeansl performance appraisal
lead to dismal performance of staff. The findinggtHer reinforce (Hempell, 2006)

when he conclude that synergy, innovative firm gaoizations, product design, and

the recruitment of qualified staff all have a beghbing on the staff performance.

From this study, findings further indicate the lasfkeconomic incentives at all levels
of the organization for the purposes of employemsebe This, added to the lack of
effective and constructive feedback on a regulasisba&haracterize managerial
practice in Machakos county. This observation fertmeinforces (Jackson and
Mathias, 2008) when they concluded that constradiedback and the development
and implementation of economic incentives at alele of the organization for the

benefit of the employees have a significant impacthe staff performance.

4.6 Work Environment and Performance

Table 4. 12: Likeness of Work Environment

Frequency Percentage
Yes 23 27.7
No 50 60.2
Yes & No 10 12.0
Total 83 100.0
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The respondents were asked on whether they likertiieonment in which they work
in and as shown in Table 4.12, no had the highesteptage of 60.2%, Yes (27.7%)
while Yes and No had 12%.

Table 4. 13: Impact of Work Environment on Performance

Frequency Percentage
Yes 78 94.0
No 3 3.6
Yes & No 2 2.4
Total 83 100.0

Table 4.13 above shows the impact of the work emwirent on performance as
suggested by the respondents. Yes had the highestniage of 94% while No and
Yes and No had 3.6% and 2.4% respectively.

Table 4. 14: Office Plan and Performance

Frequency Percentage
Open office plan (no partitions) 53 63.9
Close Office Plan (Partitioned) 30 36.1
Total 83 100.0

The respondents were asked on which office plabeist fit for high levels of
performance among the respondents and as showa ifable 4.14 above open office
plan (no partitions) had the highest percentages39% while close office plan

(partitioned) had a percentage of 36.1%.

Table 4. 15: Working Hours and Performance

Frequency Percentage
Yes 78 94.0
No 5 6.0
Total 83 100.0
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The respondents were asked on whether the worlangsithey are subject to affects

their performance and as shown in Table 4.15 al#®i84 said yes while No was 6%.

Table 4. 16: Work Environment and Performance

STD
Mean Deviation
Proper lighting in the offices and work place affébe

performance of workers 4.3 0.04
The manner in which a work place is ventilated dmas
access to fresh air will affect the performanceofkers 4.4 0.03
The furniture that is in use e.g. tables, chaird ather office
facilities depending on their quality will affect onk
performance 4.6 0.01
The equipment available for office communicatiomdpes,
internet, fax, printers) both internally and extdy affects
performance of workers 4.7 0.01
The working hours set for employees by the orgdinadave

an effect on performance 4.5 0.02

Table 4.16 above shows statements on work enviroharel the impact they have on
performance. The equipment available for office omamication (phones, internet,
fax, printers) both internally and externally atfe@erformance of workers had the
highest mean of 4.7 (0.01) followed by the furrgtdhat is in use e.g. tables, chairs
and other office facilities depending on their duyalvill affect work performance
having a mean of 4.6 (0.01) while the working hoset for employees by the
organization have an effect on performance had anoé 4.5 (0.02). The manner in
which a work place is ventilated and has accesdrash air will affect the
performance of workers had a mean of 4.4 (0.03) @oger lighting in the offices

and work place affect the performance of worke8s(@.04).

From the study the following findings were madéeTstaff preferred the open office
design as compared with the close type. Staff {gosed to long work hours and

minimum flexibility of work schedules to suit persd needs. The staff use non user
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friendly furniture and other office furnishings, ggospace and ventilation. These are
possible explanations for the dismal performancéhefstaff and the findings agree
with (Jackson and Mathias, 2008: Joo, 1998: Kayr8Kk,3) concluded from their
study that workload size and possible flexibility echedules tend to foster

performance.

4.7 Resources and Performance
The section covered the impact that resources loavéhe performance of civil
servants. Resources were noted to have an impacth@nperformance of the

respondents since they are needed for effectiv& tedoe done.

Table 4. 17: Impact of Equipment on Performance

Frequency Percentage
Great Extent 64 77.1
Medium Extent 14 16.9
Low Extent 3 3.6
No Extent 2 2.4
Total 83 100.0

Table 4.17 shows the lack of or availability of gmment and the impact it has on the
performance of the employees. Great extent hadhtbeest percentage (77.1%)
followed by medium extent 16.9%, low extent (3.6 finally No extent (2.4%).

Table 4.18: Equipment and Performance

STD
Mean Deviation

Having the right equipment to do the right job walffect the

performance of workers 4.8 0.01
Old equipment/tools need to be replaced with newsoto

enhance performance 4.7 0.02
Equipment/tools need to be up to date and of gaadity for

work performance to be enhanced 4.6 0.03
Equipment and tools need to be enough to meetdbdsnof the

organization and improve on performance 4.8 0.00
Proper servicing and maintenance of equipmentadsssary for

workers to be productive 4.8 0.01
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Table 4.18 above depicts statements on the impgeat equipment has on the
performance of the respondents. Equipment and tussl to be enough to meet the
needs of the organization and improve on performarpgroper servicing and
maintenance of equipment is necessary for worlketset productive and having the
right equipment to do the right job will affect tiperformance of workers all had
means of 4.8 while old equipment/tools need todmpéaced with new ones to enhance
performance had a mean of 4.7 (0.02) and finallyigggent/tools need to be up to
date and of good quality for work performance toebbanced had the least mean of
4.6 (0.03). From the study a majority of the regjmoris indicated they lacked the
appropriate tools and equipment for the varied gasind the limited equipment
lacked regular repairs and maintenance. These assilje explanations for the
dismal performance, supporting the findings andctions of (Stephen, 2013).
(Komaki, Heinzmann, and Lawson, 1980), who, fromiad researches emphasized

the importance of appropriate technology for optipeaformance.

4.8 Motivation and Performance
The section depicts the impact that motivation lasthe performance of the
respondents; the morale of the respondents asaselhat keeps the respondents

motivated to do their work.

Table 4. 19: Current Work Morale

Frequency Percentage
High Morale 18 21.7
Low Morale 55 66.3
Neither High nor Low 10 12.0
Total 83 100.0

Table 4.19 shows the current work morale of thgpoedents under study, low
morale had the highest percentage (66.3%) whilk higrale had 21.7%, either high

nor low had the least percentage of 12%.
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Table 4.20:; Morale and Performance

STD
Mean Deviation

Salary, wages and overtime payments and key detants of the

morale of workers 4.5 0.03
The benefits such has medical insurance, retireineméfits and

work leaves affect the morale of workers 4.7 0.02
Job security has an effect on the morale of worldrich in the

long run affects their performance 4.8 0.01
The development of workers through training, teaiding and

motivation affect their morale 4.4 0.00
The manner in which the management responds terdifheries

or complaints from employees affects morale 48 10.0

Table 4.20 above shows the impact of the level ofate on the performance of the
respondents; job security has an effect on the lmafavorkers which in the long run
affects their performance and the manner in whiehrhanagement responds to either
queries or complaints from employees affects mdraté had means of 4.8 while the
benefits such has medical insurance, retiremengflierand work leaves affect the
morale of workers had means of 4.7. Salary, wagésoaertime payments and key
determinants of the morale of workers while the el@gment of workers through
training, teambuilding and motivation affect theaorale had the least mean of 4.4.
From the study the employees of the county goveminoé Machakos have low
motivation, with majority attributing this to jobnsecurity, non commensurate
monetary compensation and the lack of incentivies thedical and social schemes.
The findings agree with (Terence and Bak, 1998) wtiey concluded from their
study that reward and recognition programs cantipesi influence staff motivation.
The present study findings go beyond (DuBrin, 20@®grein from his study he
concluded that job security and reduced fears persisor- junior tensions positively
influence staff motivation. The present study h&sbuhdled the concept of staff
motivation into components of basics like food, l&re cloth (Maslow, 19--), which
can be addressed through payment of salaries agdsw&urther the present study
has identified staff training and promotions as nseaf social mobility and found out

that these have important influence on staff meéitva
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4.9 Regression Analysis
This section was dedicated to inferential statstacshow the relationship that exists

between the dependent and the independent variables

Regression Analysis

Regression analysis to determine the influence arfagement, morale, resources and
work environment on the performance of civil setgam Machakos County; the
regression equation was:

S| =p0+ p1 management 2 morale 433 resources $4 work environment+
Wherebyfy is the regression constafii- s are regression coefficients ands the

regression model error term which indicates itsigicance.

Table 4.21: Model of Goodness of Fit

R R Adjusted R Square Std. Error of the Durbin-
Square Estimate Watson
.85 .724 .692 .23484 2.169

a. Predictors: (Constant), management, moraleuress and work environment
b. Dependent Variable: performance of civil sersant

The study used the table above to establish whegréormance of civil servants has
a linear dependence on the independent variablessiudy established a correlation
value of 0.901. This depicts a very good linearetejfence between dependent and
independent variables. An R-square value of 0wag2 established and adjusted to
0.698. The coefficient of determination depictst thmnagement, morale, resources
and work environment brings about 72.2% performaoiceivil servants; 27.8% of
variations are brought about by factors not captumethe objectives. Durbin Watson
value of 2.169 was established illustrating lack anftocorrelation in the model

residuals.
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Table 4. 22: Regression Coefficients

Unstandardized Standardized t/score  Sig.

Coefficients Coefficients

B Std. Error  Beta
(Constant) 1.448 .560 2.584 513
Management 191 .058 313 3.329 .002
Morale 466 123 312 3.779 .024
Resources .233 077 -.322 -3.016 .004
Work 181 .296 -.369 -3.569 .002

Environment
a. Dependent Variable: Performance of civil sersant

The regression equation becomes:

Performance of civil servants = 1.448 + 0.1910.466X% +0.233X%+ 0.181X%,
p<0.003

From the above regression model, when the manademerale, resources and work
environment have null value; performance of cieh&nts would be 1.448. Holding
other factors constant, a unit increase in managemeuld yield a 0.191 increase in
the performance. A unit increase in morale woul@ld/ia 0.466 increase in
performance; a unit increase in resources woulld ye.233 increase in performance
while also a unit increase in work environment vdbyield a 0.333 increase in

performance.

4.10 Discussion of Findings

This section is a discussion of the findings armbmparison and contrasting is done
with the literature that was reviewed in chapteo tto depict how practical the
findings are in relation to the empirical evidertbat has been gathered over the

years.

The management together with its structure is goonant determinant of how well
employees will perform as the study identifiedtsfindings, which agrees with what
Stephens (2010) stated; workers in any organizatibinperform well through the

mentorship and guidance of the mangers resporfsibtbem. Hempells (2006) states
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that the responsibility of maintaining high perf@mnce in an organization solely rests
with the management which as the study findingscatd, it to a high level of that

the management affects how well or bad employederpe

The work environment according to the study finding a crucial determinant of
work performance when compared with the argumentKlggnak (2013), is in

harmony since the conditions that are favorabld Ipbtysical and psychological will
impact the performance of workers especially initheediate environment in which

work is done.

The motivation and morale of the employees in argapization pays a key role in
the determination of performance among workers whiccording to DuBrin (2008),
can be intangible and hard to measure but its tsfigan be identified and noted such
as how through and keen workers are to their jolista what extent they would go to
get the job done. Having the right tools and eqeptiio get the job done according
to Stephens (2013) plays a crucial role in therdateation of performance which is

confirmed by the findings of the study.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATION S

5.1 Introduction

This chapter presented the summary of findingsclosions and recommendations
that were derived from chapter four on data anslgsid interpretation. The chapter is
divided into sections which included the summaryirdings, discussion of findings,
conclusion, recommendation and areas for furthetyson the factors influencing the

performance of civil servants.

5.2 Summary of Findings

The section is a summary of the findings touchingtlte various objectives of the
study in relation to the findings of the study. Raubjective is covered exclusively
giving the general view point as per the findingste data that was collected and

analyzed.

The gender imparity (14%) shows that there is stbllbalance between both genders
at the work place and the assumption that can lzkeroat of this is that if any gender
feels that they are being discriminated or beingoffed it might result in poor
performance in the long run. Majority of the respents (77.1%) are above 30 years
of age which is an indication suggestively thatthee at the peak of their career and
performance or underperformance really mattershemt as they prepare for the
retirement years ahead. Married respondents thag faemilies might either perform
well at work or not depending on the stress levbit they experience at home;
supportive families tend to push employees to waakd while those that are not
supportive push employees to be underperforminggl&irespondents tend to give all
they have into their work while those that are eittlivorced of grieving from loss of
a loved one tend to be under-performing. Then titeesl always been the higher the
academic qualification, the highly specialized soneeis and as depicted in the study,
the least of the respondents have a high schotificate. From the findings (54.2%)
of the respondents have worked for the organizdtomore than 10 years which is a

clear indication that they have experience and lewéed in the organization long
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enough to comment on their performance and howwbik environment, morale,

management and resources impact of performance.

The significance of work performance among civilve@ats cannot be understated
since the economic growth of any country is depehdgon how productive the
working population is. Civil servants who are protlve were noted to experience
more satisfaction (88%) as compared to those tieam@t productive. Doing the right
task at the right time was considered as beingumtoee while at the same time the
leadership in any organization is considered asigmifeant determinant of

performance among civil servants.

The management was considered as an importantdegatt (88%) of performance
among civil servants and also the respondents hampportunity to rate the current
management in relation to the effect it has onquerance and the findings show a
poor rating (54.2%) contrasted to good which waf2h{7/%. The organizational
structure in relation to its effectiveness on perfance was suggested not to be
effective (60.2%) and in general the respondentgeshon the notion that the
management practices adopted in the organizatidh divectly affect how the

employees will perform.

The respondents were asked on what was their viewelation to the work
environment that surrounds them; those that likedvwork environment were 27.7%
while those that did not like the environment wdre majority (60.2%). This is an
indication that the work environment is probablyt favorable for the job tasks that
are conducted by the various respondents. The @mvikonment was also not to be
having an important impact on how best the respatsdeould perform in their work
(94%). Majority of the respondents (63.9%) prefpem office plan as compared to
close office plan which could be an indication abre transparency and team work.
Working hours that the respondents are subjecteda® also considered to be a

significant factor affecting how they would perfarm
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The availability of resources such as equipment #edright human resource for
specific tasks and jobs plays a key role in deteimgi how well an organization will

perform; having equipment would impact performateea great extent by 77.1%.

Equipment needs to be matched to the job desanifvioperformance to be enhanced
while at the same time wear and tear should be tov@ui to ensure that equipment is
in good condition at all times. The quantity of ggoent needs also to meet the
demands of the job for performance to be enhanonddaiso the equipment needs to

be up to date to meet the current demands.

Motivation was also an important factor that wassidered by the study and what
implication it has on performance; the current wor@rale of the respondents was at
a low level (66.3%) which is an indication of lack motivation. Incentives such as
salaries and wages, job security, insurance cosats the response time of the
management to queries and complaints were considesethe major factors that

determined the performance of the respondents.

5.3 Conclusion

Work performance among civil servants stands atémter of meeting the economic
and developmental goals of a nation or state thci®is such as management, morale,
resources and motivation among civil servants iatestowned corporations or
organizations should be treated as an importartbrfgast like any other; when
performance is low, any investment that is madeatd® productivity tends to

disappears into thin air.

The management in an organization should be visyoaad ambitious thus ensuring
that the various structures of management that mre in place will ensure

performance at optimal levels and also the peapteé management level are rightly
gualified for the job. The link between the managamand other employees in the
organization should be smooth and as welcoming @ssiple to ensure that

performance is constantly maintained at high levels
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The motivation of employees should be an imporjahtfor the organizations and
that every incentive possible should be used tarenthat the morale of workers is
kept at peak always, job security, training to ioya skills and insurance covers are
noted to be among the factors that keep the mativaif employees high. Have the
right equipment in the right quantity for the righb is also a major factor that will

boost the performance of workers.

The work environment in any organization should@erable for work to be done;
proper lighting and ventilation are among the kagtdrs for employees who work
indoors while also the right office structure tiali ensure execution of duties at the

best possible manner whether open or closed dfroeture.

From the regression analysis the p-value is at Wbh is less than 0.05 which
indicates that there is a relationship between dbépendent and the independent
variables in the study while also the regressioeffaments indicate that a unit
increase in any of the independent variables vaflutt in a unit increase in the

dependent variable which is performance of workers.

5.4 Recommendations

The study recommends that work performance amorigsarvants should be given
the seriousness it deserves by the managementismthe factors that affect it; the
management should dedicate enough resources is tdrtime and finances to ensure
performance otherwise it would be very difficult sxcount for the goals and

objectives that the organization wants to achiexkles not achieved.

The employer should ensure that staff feels coaifibe and safe in the workspace,
both physically and emotionally. The employer soavare of any employee special
needs, and meet these needs as best as possiterdge wellness through support
for exercise, workplace hygiene and healthy footioog. Support employees in their
roles as parents or caretakers, and explore faniigelly workplace initiatives such

as scheduling flexibility, telecommuting, child-earsupport and extended

maternity/paternity leave. Use rewards and initegito encourage engagement and
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improvement, and don't forget to make the workpldaa when appropriate.

Workplace celebrations and even contests and catiopstcan bring rewards for all.

Having the right equipment for the right job isabs factor that public organizations
should consider for the ensuring of good perforrearequipment should be well
maintained and be in the best condition to do tgkt job. The work environment
should also be as favorable as possible to ensat¢hie employees are physically and
psychologically ready to perform their duties withohindrances from the

environment they work in.

5.5 Areas for Further Study
The study would recommend a research and study on
* The influence of strategic management techniquek tha performance of
civil servants.
* The influence of modern technology in building darahsport and its influence
on the performance of civil servants.
* Adoption of new technology in the work places atsl influence on the
performance of civil servants.
* The influence of intrinsic and extrinsic motivatiam performance of civil

servants.
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APPENDICES

Appendix I: Letter of Transmittal

UNIVERSITY OF NAIROBI

P. O. BOX 66844-00800,

NAIROBI.

To whom it may concern,

RE: QUESTIONNAIRE FOR RESEARCH PROJECT

| am student at the University of Nairobi undertekia master's degree in project

planning and management, currently | am carryingg @ausurvey on the factors
influencing the performance of public servantsasecof Machakos County.
Attached is a questionnaire | am requesting to ibedf All information will be
strictly be used for purposes of this researchystudy but the study findings will be
shared with you as a respondent for the sake lmiwalp purposes.

Your participation and assistance will be highlypgziated.

Yours faithfully,

Scholarsticah Mueni Mboi
Mobile number:; 0727577019
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Appendix II: Research Questionnaire
Introduction
This questionnaire seeks information on the factdfscting the Performance of
public servants in Kenya, a case of Machakos Coulitythe information you give
will be treated with confidentially and used forademic purposes only and nothing
else what so ever. Kindly complete each of theimestin the questionnaire as

instructed. Do not indicate your name as the indrom given is confidential.
SECTION A: DEMOGRAPHIC INFORMATION
Please tick appropriately.
1. Indicate your gender
Male [ ] Female [ ]

2. Indicate your age bracket

Below 20 years [ ] 21-30years [ ]
31-40 years [ ] 41-50years [ ]
Above 50 years [ ]

3. What is your marital status?
Married [ ] Single [ ] Divorced/Separated ][
Widowed [ ]
4. Highest academic qualification?
High School [ ] Diploma/ Certificate [ ] SIDDegree [ ]
Master’s Degree [ 1] PHD [ ]
5. Which department do YOUu WOrK iN..........cooiiiiiiiiii e e v
6. What iS your Profe@SSION? ..........uueiiiiiiieeeeieee e

7. Duration of time you have been working for Machakasinty?
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Less than 5 years [ ] 6-10 years [ ]
11-15 years [ ] More than 15 years [ ]

SECTION B: WORK PERFORMANCE

8. Please state the extent to which you agree or misagn the following
statements on work Performangg.is Strongly Disagree?2 is Disagree, 3 is

Neutral, 4 is Agree and 5 is Strongly Agree)

Work performance among public servants is important

economic growth

Public servants that are productive experiencesfaation

compared to those that are unproductive

Work performance among public servants means dibiag

right task at the right time

Work performance among public servants is signifidar

national cohesion, integration and unity

The leadership of an organization plays a significale

determining how productive public servants will be
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SECTION C: ORGANIZATIONAL MANAGEMENT AND PERFORMANC E

Kindly answer and tick where appropriate

9. To what extent do you think the management of tbanty affects the

Performance of workers?
High [ ] Medium

Not at all [ ]

[]

Low [ ]

10.How would you rate the performance of the countypaggement in impacting

your Performance?
Best [ ] Good
Fair [ ] Poor

11.Is the organizational structure effective?

Yes [ ] No [] Yes and No

[ ]

12.Please state the extent to which you agree or misagn the following

statements on the impact of management on therRexnfwe of workerq1 is

Strongly Disagree 2 is Disagree, 3 is Neutral, 4 is Agree and 5 isr8ngly

Agree)

Encouragement, training and direction received fitbwse in
management positions affects the Performance dfevsr

The management practices in the organization veéteanine
whether employees will be productive or not

The manner of management of the day to day opesatibthe
organization will determine the Performance of vewsk

The manner in which human resource managemen
conducted in the organization will impact the Perfance of]
its workers

Effective communication between the management haf
organization and its workers in a key determinarit
Performance
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SECTION D: WORK ENVIRONMENT AND PERFORMANCE
Tick and answer appropriately (the answers you gingestrictly confidential)
13.Do you like the environment that you work in?
Yes [ ] No [ ] Yesand No [ ]
14.Do you think the environment you work in affectsiyperformance?
Yes [ ] No [ ] Yesand No [ ]
15. What office plan do you think is effective to enharPerformance

Open office plan (no partitions) [ ] Close Offidelan (Partitioned)
[]

16. Do working hours affect Performance
Yes [ ] No [ ]

17.Please state the extent to which you agree or miisagith the following
statements on impact of work environment on Peréoree.(1 is Strongly

Disagree, 2 is Disagree, 3 is Neutral, 4 is Agread5 is Strongly Agree)

1 (2|3 |4

Proper lighting in the offices and work place affabe
Performance of workers

The manner in which a work place is ventilated had access
to fresh air will affect the Performance of workers

The furniture that is in use e.g. tables, chaird ather office
facilities depending on their quality will affect onk
Performance

The equipment available for office communicatiomdpes,
internet, fax, printers) both internally and extly affects
Performance of workers

The working hours set for employees by the orgainizehave
an effect on Performance
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SECTION E: RESOURCES AND PERFORMANCE

18.To what extent does availability or lack of tooladaequipment affect

performance

Great Extent [ ] Medium Extent [] Low
Extent [ ]

No Extent [ ]

19.Please state the extent to which you agree or miisagith the following
statements on impact of availability or lack of lfband equipment on the
performance(l is Strongly Disagree, 2 is Disagree, 3 is Neulyd is Agree

and 5 is Strongly Agree)

Having the right equipment to do the right job vaffect the
Performance of workers

Old equipment/tools need to be replaced with newsaio
enhance Performance

Equipment/tools need to be up to date and of gaadity for
work Performance to be enhanced

Equipment and tools need to be enough to meetdgbdsnof]
the organization and improve on Performance

Proper servicing and maintenance of equipment ¢essary
for workers to be productive

SECTION F: MOTIVATION AND PERFORMANCE
20.What is your current morale extent in the orgamizrét
High Morale [ ] Low Morale [ ] Neither High ndrow][ ]

21.Please state the extent to which you agree or misagith the following
statements on the impact of work morale on Perfagea(l is Strongly

Disagree, 2 is Disagree, 3 is Neutral, 4 is Agread5 is Strongly Agree)
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Salary, wages and overtime payments and key detants

of the morale of workers

The benefits such has medical insurance, retirefnemtfits

and work leaves affect the morale of workers

Job security has an effect on the morale of worlidrigh in

the long run affects their Performance

The development of workers through training, teaiding

and motivation affect their morale

The manner in which the management responds tereith

gueries or complaints from employees affects morale

22.What do you think should be done to enhance Pednom of workers in the

county government?

THANK YOU FOR YOUR TIME AND CONTRIBUTION
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