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ABSTRACT

The purpose of this study was to explore the imib@ethat organizational politics has on
employee performance in Emerging Business (EB)t Bégcan Breweries limited. The
target population of the study was the Emerging ifd2ss group of EABL with 51
employees. The list of all the 51 employees wasé#mpling frame. This target population is
distributed throughout the country. The researcthounlogy used to obtain answers to the
guestions was a descriptive study with mixed methoQuantitative and Qualitative
approach. The findings of the study confirmed thdeed transformational leadership style
characterized by highly motivating managers, ercgllcommunication, cooperation and
integration of ideas, teamwork is what the orgaioznés employees highly regard. It was
also evident that Transactional leadership wrscbased on a reward system and attainment
of territory goals for instance meeting and surpas$argets is was much appreciated with
trainings through accompaniments and line managgrat coming out as very much critical
towards employee performance. Laissez-faire stiyupport also got support inferring that
Territory managers like autonomy and empowermenn#éke decisions without coercion.
This means that employee performance is stemslfiisther ability to make decisions and be
in charge of his/her duties/responsibilities. Thdue of this research will be to the Emerging
Business unit in improving employee performance ahd point of reference for scholars.

Xii



CHAPTER ONE

INTRODUCTION

1.1 Background of the Study.

Organizational politics and related perceptionsvehin the recent past received a greater
attention and study extensively and have emergeal gsod predictor of job performance

(Vigoda-Gadot & Drory, 2006).Particularly, scholdrave a lot of interest is the negative

effect that perceptions of politics seem to havgatnattitudes, for instance job satisfaction

and organizational commitment and ultimately oreiive performance in terms of job stress
and job burnout as well as the indirect relatiopshtihat potentially mediate or moderate

these relationships.

Harold Lasswell defined politics as “who gets wkdten and how.” Politics is a way of
determining, without recourse to violence, who gete/er and resources in society, and how
they get them. Power is the ability of getting othed get other people to do what you want
them to do. German sociologist, Max Weber definedgr as "the probability that one actor
within a social relationship will be in a positibmcarry out his own will despite resistance. “
Emerson suggests that "The power of actor A oveErrd& is the amount of resistance on the
part of B which can be potentially overcome by Rdlitics in reference to organizations
refers to the use of power and authority to infeerganizational outcomes. The tools of
politics are compromise and cooperation; discussiot debate; even, sometimes, bribery
and deceit. Politics is the process through whiehtny to arrange our collective lives in some
kind of social order so that we can live withowstring into each other at every turn, and to
provide ourselves with goods and services we cooldobtain alone. But politics is also

about getting our own way.

Talya and Berrin (2014 )in an article on organmadl behavior say that organizational
politics are informal, unofficial, and sometimeshlmel-the-scenes efforts to sell ideas,
influence an organization, increase power, or ahiether targeted objectives. Aristotle
wrote that politics stems from a diversity of imsts, and those competing interests must be
resolved in some way. “Rational” decision makingrn& may not work when interests are

fundamentally incongruent, so political behaviang énfluence tactics arise.



Organizational politics described as an agtithat permits people in organization to
accomplish goal s without going through proper cledst Whether political activities assist
or harm the organization depends on whetiher goals of individuals are consistent
with the goals of organization. There has no dabht political beliefs are an ordinary
observable fact in every organization. Organizatigolitics represented devious behavior
of employees towards their work environment onlytheir self-interests. These self-interests
may be at the cost of other employees or may banigtional goals as well, (Shamaila,
2012)

Employee performance denotes all the job relateites expected of a worker and how
well those activities were executed assessed onaaror quarterly basis in order to help
identify areas for improvement. This can be noterbugh creativity and innovation as
opposed to doemanct, Communication to the teangnédsism, and adherence to company
policies. Employee performance can be interprageémployee satisfaction whereby when
the employee is satisfied with his/her job the perlance index goes up and incase of
dissatisfaction then performance consequently .fallsh satisfaction is the feelings of
employees towards their job. Level of satisfactiost employees attain from different roles
they play in an organization. It's simply the pgten of employees that how well the
job provides those things that are importaor them like benefits, promotional
opportunities, supervision, coworkers, working dtnd and the work itself. (Shamaila,
2012).

1.1.1 Organizational Politics and Employee Performace

According to Gotsis and Kortezi (2011) orgatimaal politics is a search of self-
interest of individuals in the organization withaansider to their effect on the efforts of the
organization to achieve its objectives. By adoptiaug alternative view of behavioral

assumptions it deduce a positive political behavior

Politics is crucial and forms part of every orgaation, Vigoda-Gadot and Drory (2006)
suggest that the issue is of prime importance yotgre of organization, in any field, market,
sector, and culture reiterating that organizatigmalitics may be used to target, secure or
maximize collective interests in cases where sévdegisions are possible that affect

different interests.



On the other hand as was suggested by Kacmar ands K8991) and Kacmar and
Carlson(1994), perceptions of organizational pmditirepresent the degree to which
employees view their work environment as politicahature promoting the self-interests of
others and thereby unjust and unfair from the ildial’'s point of view. Bounded self-
interest assumption is more representative of ht¢tuman behavior. Some of the selfish
organizational members primarily promote self-iag#r even at the expense of
organizational objectives and revealed theativdies in the direction of greater

organizational good.

Gadot (2007) shows the intervening effect e tpolitics of organization on the
relationship between headship and performaf@formance includes the mode by which
the employees perform their work and the flexibdndvior of individual to go ahead of the
basic requirements of job for the benefit of orgation. He says that there is a direct and
positive relationship between headship and perfooma The individuals who show high
involvement in their jobs consider their work todgery important part of their lives.
According to Poon(2006), trust in supervisord aemployee willingness to assist the
coworker observes less politics. According Feeld (2011) interest of members of
organization are intimidated by the pay reredgion and performance management

which are also helpful for organizational change Earning.

According to the Sheard, Kakabadse and Kalsba@011)the political nature of
manager and style of leadership are the main tehatsaffect employee performance. This

shows how leadership is effective in influencingfpenance of employees.

1.1.2 Emerging Business (EB), East African BrewergeLimited (EABL).

Emerging Business (EB) is a wing within sales depant of Kenya Breweries limited
(KBL) that is tasked within the sales and distribontof KBL products basically beers and
spirits. The beers are majorly Senator KEG(ava@labl30 and 50-litre barrels) and senator
Dark Extra(available in 50-litre barrels) while thpirits are Kenya cane, Jebel special, Jebel
glass, Chrome vodka, liberty, popov vodka, kaneseaihd Jebel gold. Jebel Gold is the most
innovative product in the world being the first riipavailable in a barrel. It is available in
30litre barrels. The other spirits are availablevarious SKUs from 250ml, 350ml and
750ml.



Emerging Business (EB) came into existence in 204 the main aim of providing
affordable beers to Kenyans especially those whbielow 2-dolar every day. This is what
is known as Bottom of the pyramid opportunity (Baeghich has since been dominated and

appreciated by the majority of the people withie Bop.

East African Breweries Limited (EABL) is East Afais leading branded alcohol beverage
business with an outstanding collection of brarftl range from beer, spirits and adult
nonalcoholic drinks (ANADS) reaffirming our standiras a total adult beverage (TAB)

company.

With breweries, distilleries, support industriesd andistribution network across the region,
the group's diversity is an important factor inigeling the highest quality brands to East

African consumers and long-term value to East Afrinvestors.

As a consumer driven business EABL takes time tawlystthe market and understand
consumer needs and wants as well as how bestisfysdem. That is why we constantly
invest in innovating and renovating our brandst&y st par with dynamic consumer trends.

This goes hand in hand with our Vision to be thesnoelebrated business in Eastern Africa.

1.2 Statement of the problem

Kacmar and Ferris 1991 while discussing Organipafigolitics consider it an elusive type

of power relations in the workplace representagnique domain of interpersonal relations,
characterized by the direct or indirect ,activepassive engagement of people in influence
tactics and power struggles. These activities @guiently aimed at securing or maximizing

personal interests or, alternatively, avoiding tiegaoutcomes within the organization.

Vigoda (2000) in an attempt to establish the retethip between organizational politics and
employee performance explained that organizatigditical principles had a pessimistic
association with work feelings of employment fuifient and managerial loyalty. Further,
Steers and Porter (1979) described organizatiomditigs is the primary variable in

establishing job attitudes. It consists of pgwaton in and recognition with the
association and it is appreciably influenced viyrk satisfaction and on the whole

environment thereby affecting performance.



K.AAM.S Kodisinghe (2010) explained the infhee of supposed organizational
political affairs on work pleasure of worker3he study used the sample size of 300
employees. Research examined the data by usingssegn analysis and correlation analysis.
Hypothesis of the research tested in it. In thiglyg it is concluded that there is an inverse
relationship between which implies that organizadio politics negatively influences

employee performance.

Typically, scholars have focused on the negatiyeets of organizational politics, seeing it
as representative of the dark side of human condDaganizational politics has been
considered almost synonymous with manipulation,ra@ee influence tactics, and other
subversive and semi-legal actions (Ferris & Kin§91, Mintzberg, 1983; 1985). This
depiction led to the assumption that organizatiquuditics contradicts the common goods of
the organization and may damage performance ateay be it individual, team, unit, or
system. During the 1990s and on into the 2000sintieeest in organizational politics took a
more cognitive direction. To date the cognitivegpective is the dominant approach in the
study of organizational politics and has led toigrease in the number of studies on the
influence of organizational politics on employeesttitudes behavior and especially
performance in the workplace. The relationship leetworganizational politics and employee
performance and outcomes is important because st bwh theoretical and practical
implications. It can potentially help us better arstand the meaning of organizational
conflict, power, and influence tactics and pospdiyeses regarding their meaning for micro-
and macro-level organizational outcomes. Furtheemdrcan point to practical tools for
handling workplace politics and minimizing its nége effect on individuals, teams, and the

organization as a whole.

These research narrows down to Emerging busings3l_Evith the aim of establishing the
relationship between organizational politics andpkryee performance and evaluating the

extent to which organizational politics can affpetformance of individuals in organizations.

1.3 Purpose of the study
This study sought to establish the influence ofaargational politics on employee

performance, a case of Emerging Business of Eagtaff Breweries Limited.



1.4 Objectives of the study
This study was guided by the following objectives:
I.  To establish how the type of leadership influermegmployee performance in EB,
East African Breweries Limited.
ii. To establish the extent to which group orientatidluences employee performance
in EB, East African Breweries limited.
iii.  To assess how organization structure influencesngployee performance in EB, East

African Breweries limited.

1.5 Research questions
The research endeavored to seek responses tdltwirig research questions:
i. To find out the extent to which the types of leatigy styles influence on
employee performance in EB, East African brewdiraged?
ii. How does group orientation influence on employe#opmance in EB, East
African breweries limited?
iii. How do organization structure influence on emplogedormance in EB, East

African Breweries limited?

1.6 Significance of the study

The purpose of this study was to determine theu@mite of organizational politics in on

employee performance. With an endeavor to emphabke&datest advances in thought with
the help of research and practice, the researa@k®m@own organization politics into various
dimensions of type of leadership, group orientatiand centers of power existing within an
organization have an influence on employee perfooeaFurther, the study extends the
existing research in this area by focusing on thaict of these political forces on employee
performance and ultimately organization. The redeaim is to make research a useful
resource for scholars who want to have well incoafel reviews of the literature,

advancement in research methods, and thoughtait practice which will open new

ways of working within organizations to motivate @oyees and create successful change.

1.7 Delimitations of the study
The study focused on the influence of organizapiolitics on employee performance in the

Emerging Business unit of East African Breweriesited. The study covers all territories of



EB in Kenya sampling responses from the Sales RireBusiness Development Managers,
TMRs, TDRs and DSRs.

1.8 Limitations of the study

The study did not allow for wider generalizationtloé finding to cover other units of EABL.
The study utilizes ABDMs, TMRs, TDRs and DSRs d trarious territories of EB within
the country as the only respondents because tleey sepresentation of the company leaving
out other stakeholders like distributors and stsiski

1.9 Assumption of the study

There is an assumption that participants undersiduat organizational politics is and gave
true reflection on the requirement of employee grantince. Also there is an assumption that
participants understood the various dimensionsrgamizational politics as to do with types
of leadership, group orientation and organizatimacsure. There is also an assumption that

participants gave honest response that saw thessiof this study.

1.10 Definition of key terms

Emerging Businessis a wing within sales department of Kenya Brewstimited (KBL)
that is tasked within the sales and distributiorK&L products basically beers (Keg) and
spirits and utilizes Bottom of the pyramid opportyrithat spends two shillings or less for a
milliliter of alcohol.

Group orientation in essence is either preference of one to acpandrm his/her duties as
an individual or as part of a team or group

Managementin this sense refers to the line managers in eéhafgeams and territories and
anyone above or higher on ranking.

Organizational politics described as an activity that permits peopl organization to
accomplish goal s without going through proper cleds but at the same time can be a
foundation for growth, zeal and enthusiasm on thg pf employees therefore should be
viewed positively.

Employee Performanceincludes the mode by which the employees perférair tvork and
the flexible behavior of individual to go aheadiloé basic requirements of job for the benefit

of organization.



1.11 Organization of the Study

The study was organized into five chapters. Chapter include the background of the study,
statement of the problem, purpose of the studyedtive of the study, research questions,
significance of the study, limitation of the stualyd definition of terms. Chapter Two consist
of introduction, theoretical review and concept@i@mework. Chapter Three consist of
research methodology that is the introduction, aede design, target population, sampling
procedure, methods of data collection, validity amediability, operational definition of
variables, methods of data analysis and summargph Four consist of data analysis and
discussion of findings. Finally, Chapter Five cehsif summary of findings, conclusion and

recommendations.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter shall present the past or previoudiestuthat have been done and theories
advanced towards establishing the relationship éetmorganizational politics and employee
performance. Therefore it shall have theoreticalersg which shall focus on theories that
explain the various dimensions and perspectivesfinm organizational politics. Secondly,

it shall have the empirical review of the studieatthave been done on these perspectives of

organizational politics and shall be concluded lepaceptual framework.

2.2 Employee performance

Employee Performance as opposed to organizatioedbrqmance is also known as job
performance. However, it seems that job performaaceostly subjectively measured in
organizations and it will appear that there are #dtgrnative options. It is therefore quite
important to first give a clear distinction betweerganizational and job performance is

made.

Performance in organizations can be separated ganarational performance and job
performance (Otley, 1999). According to Otley, tperformance of organizations is
dependent upon the performance of employees (jdlorpgance) and other factors such as
the environment of the organization. The distinctibetween organizational and job
performance is evident; an organization that idgoering well is one that is successfully
attaining its objectives, in other words: one tisaeffectively implementing an appropriate
strategy (Otley, 1999) and job performance is timgls result of an employee’s work
(Hunter, 1986). Since the aim of this research gutojis to provide a link between
organization politics and job performance, orgatmwel performance lies outside the scope

of this research and only job performance is addks

Ramlall, (2008); A good employee performance isessary for the organization, since an
organization’s success is dependent upon the em@lycreativity, innovation and

commitment. According to Griffin et al. (1981), Gbgob performances and productivity



growth are also important in stabilizing our ecoyotsy means of improved living standards,
higher wages, and an increase in goods availableoftsumption.
Griffin et al. (1981) also argue that thereforeegsh of individual employee performance is

important to society in general.

Employee production and employee job performaneensdo be related. For instance, in the
U.S. performance is in some cases measured asuthben and value of goods produced.
However, in general productivity tends to be assed with production-oriented terms
(profit and turnover) and performance is linkedeficiency or perception-oriented terms

(supervisory ratings and goal accomplishments)c{iRin1986).

2.3 Leadership Style and Employee Performance

There has been a great evolution on the concefgaokership which has generated lively
interest, debate and occasional confusion as maragethought has evolved. To date
defining leadership is not easy, given the compyeri the subject, there is no general

consensus about delimitation of the field of analys

According to Bass (1999), definition of leaderstgpelated to the purpose associated with
the attempt to define it, and so presents a widgaaf possibilities. Leadership can be seen
as a group process, an attribute of personalitygxamcise of influence, a particular type of
action or behavior, a form of persuasion, a powdationship and an instrument to achieve
goals, the result of an interaction, a differeiibttole or initiation of a structure (Bass, 2000).
The concept of leadership is defined, accordingléwsey and Blanchard (1979), “as the
process of influencing the activities of an indivadl or a group in efforts toward goal

accomplishment”.

Senge (1990), leadership is associated with stimsiland incentives that motivate people to
reach common objectives. Hersey et al. (2001 )esttiat the essence of leadership involves
achieving objectives with and through people. Welhand Koontz (1994) define leadership
as the process of influencing people so that thekeman effort by their own will and
enthusiasm towards obtaining the groups goals. Wog to Kotter (1990), without
leadership, the probability of mistakes occurringreases and the opportunities for success
become more and more reduced. For these same sudmat in this context, leadership

allows cooperation, diminishes conflicts, contrémito creativity and has an integrating role,
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as it keeps people united even when not physisallyin this way, leadership, together with
stimulants and incentives, promotes people’s mbtimatowards achieving common goals,
having a relevant role in the processes of formirajysmitting and changing organizational
culture (Senge, 1990).

One of the most prominent formats for classifyingl astudying leadership includes three
styles — transformational, transactional and lai$a@e leadership. According to Nguyen
and Mohamed (2011),the success of the orgamizarelies on the effective
management of its leader.

Transactional leadership is the influence of a éeadwards its subordinates in which a
leader has to give something to his follaveér exchange for performing certain tasks.
In transformational leadership the leader works &sodel and a motivator to encourage the

followers to work not because of an exchange afievdlut for the love of their work.

Laissez-faire Style: An avoidant leader may eithet intervene in the work affairs of
subordinates or may completely avoid responsieditis a superior and is unlikely to put in
effort to build a relationship with them. Laissedré style is associated with dissatisfaction,

unproductiveness and ineffectiveness (Deluga, 1992)

Bass and Avolio, (1993) on Transactional Style ezdership say that transactional leaders
focus mainly on the physical and the security negfdsubordinates. The relationship that
evolves between the leader and the follower is dase bargaining exchange or reward
systems. Transactional leadership, “Using a cawroa stick, transactional leadership is
usually characterized as instrumental in followgogl attainment” (Bass, 1997). There are
three components in transactional leadership — iGgent reward, whereby subordinates
performance is associated with contingent rewardsexchange relationship; Active
Management by exception, whereby leaders monitdloviers’ performance and take
corrective action if deviations occur to ensurecoutes achieved; Passive Management by
exception, whereby leaders fail to intervene ymiblems become serious (Bass, 1997).
Burns (1978) discussing Transformational Style shgs transformational leaders encourage
subordinates to put in extra effort and to go belyamat the subordinates expected before.
The subordinates of transformational leaders feg$tt admiration, loyalty, and respect
toward leaders and are motivated to perform exla-behaviors (Bass, 1985; Katz and

Kahn, 1978). Transformational leaders achieve teatgst performance from subordinates
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since they are able to inspire their subordinatesatse their capabilities for success and
develop subordinates innovative problem solvindlsKBass, 1985). This leadership style
has also been found to lead to higher levels cammmgational commitment and is associated

with business unit performance (Barling et al.,@)99

The leadership factors used to measure transfaynadfi transactional and laissez-faire
leadership style in this study is from the Multifac Leadership Questionnaire (MLQ)
developed by Bass and Avolio (2004) based on tkerthof transformational leadership.

They are discussed below in detalil:

2.3.1 Laissez-Faire Factor:
The Non-leadership. Leaders in this type will aleayoid getting involved when important

issues arise and avoid making decisions.

2.3.2 Transactional Leadership Factors

Contingent reward: This factor is based on a bamgiexchange system in which the leader
and subordinates agree together to accomplish rij@nizational goals and the leader will
provide rewards to them. Leaders must clarify thpeetations and offer recognition when

goals are achieved.

Management-by-exception (active): The leader smecithe standards for compliance, as
well as what constitutes ineffective performance] anay punish subordinates for being out
of compliance with those standards. This styleeafdership implies closely monitoring for

mistakes and errors and then taking correctivea@s quickly as needed.

Management-by-exception (passive): Passive leanaisl specifying agreements, clarifying
expectations and standards to be achieved by snbted, but will intervene when specific
problems become apparent. This style does not mesgo situations and problems

systematically.

2.3.3 Transformational Leadership Factors
Idealized influence (charisma): This factor corssist firstly; idealized influence attributed,
and secondly, idealized influence behavioral. They the charismatic elements in which

leaders become role models who are trusted by difaies. The leaders show great
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persistence and determination in the pursuit otadbjes, show high standards of ethical,
principles, and moral conduct, sacrifice self-gainthe gain of others, consider subordinates

needs over their own needs and share successesksdith subordinates.

Inspirational motivation: Leaders behave in wayat tinotivate subordinates by providing
meaning and challenge to their work. The spirith&f team is aroused while enthusiasm and
optimism are displayed. The leader encourages dirtaies to envision attractive future
states while communicating expectations and demeatitgj a commitment to goals and a

shared vision.

Intellectual stimulation: Leaders stimulate theubgrdinates efforts to be innovative and
creative by questioning assumptions, reframing lerab, and approaching old situations in
new ways. The intellectually stimulating leader @mmages subordinates to try new

approaches but emphasizes rationality.

Individualized consideration: Leaders build a cdesate relationship with each individual,
pay attention to each individual’'s need for achmegat and growth by acting as a coach or
mentor, developing subordinates in a supportivenaie to higher levels of potential.

Individual differences in terms of needs and dssire recognized.

2.3.4 The link between Leadership and Employee Penfmance

The leadership factors used to measure transfaynadfi transactional and laissez-faire
leadership style in this study is from the Multifac Leadership Questionnaire (MLQ)
developed by Bass and Avolio (2004) based on tkerthof transformational leadership.

They are discussed below in detail:

Kouzes & Posner, (1995), in a summary says thainasisg “the essence of leadership is
influence”, leadership could broadly be defined‘the art of mobilizing others to want to
struggle for shared aspirations”. Peter drucketestéhat “Leadership is about results” and
therefore it can be argued that this “influencepitmation and struggle” is of little value in
an organizational context unless it ultimately gglan outcome in line with the “shared

aspiration” for leadership to be deemed successful.
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Creating results in today’s ever changing enviromimend increasingly competitive world
requires a very different kind of leadership frorhatvwas studied in the past. While leaders
in the past managed perhaps complex organizatibissyvas in a world of relative stability
and predictability. In today’s globalized world, ttvi organizations coping with rapidly
changing environments, leaders face a new reality ehallenges. Working in flexible
contexts and connected by real-time electronic camaation reduced to a global village,
increasingly mobile employees have themselves bectime critical resource of their
organizations (Reger, 2001). What is now neededlemders who simultaneously can be
agents of change and centers of gravity, keep natefocus and enable people and
organization to adapt and be successful, whilehatdame time never letting go of the
customer focus and external perspective (Alimo lsliéé¢ 1998). Furnham (2002) assert that
the appropriate measurement outcome from leadegimtity is effectiveness that stems
from the leader's efficacy in achieving organizatib outcomes, objectives, goals and
subordinates needs in their job. Thus, the measiuemployee performance in the current

study represented the degree to which a compangeschits business objectives.

2.4 Group Orientation and Employee Performance

Group orientation in essence is either preferericane to act and perform his/her duties as
an individual or as part of a team or group. Carg®909) in an article on article self-concern
and other-orientation argues against other authwrs claim that many theories on work
behavior assume humans to be either self-interested be social in nature with strong
other-orientation. He says that this assumptioemgpirically invalid and may lead to overly
narrow models of work behavior. The proposers @séhsay that self-concern and other
orientation are independent. The further proposg jibb performance, pro-social behavior,
and personal initiative are on one hand a functibmdividual-level attributes, such as job
characteristics when employees are high in seléeonand on the other hand group-level
attributes, such as justice climate when emplogeedigh in other-orientation. Three studies
involving 4 samples of employees from a varietyfanizations support these propositions.
Implications are discussed for theory on work bédraand interventions geared toward job

enrichment and team-based working.

Carsten (2009) in this study found out that Sineegocial behavior may or may not serve
personal interests it may or may not be driven-sefticerns and therefore people may

perform pro-social acts because it somehow setweis personal interests and/or because
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they “simply can,” because they feel morally congztlor because they are genuinely
concerned with the potential beneficiaries. As sumte may expect a positive relationship
between self-concern and pro-social behavior, dlsase positive relationship between other

orientation and pro-social behavior.

Fay and Kamps (2006) using data from more thaniB0®@iduals on perceptions of work
characteristics job control, complexity, task coetphess and prescription of one-best-way of
doing the job found out that individuals who hedyg characterized by high complexity, task
completeness, and control displayed more persaoitative. Along similar lines, one could
argue that jobs characterized by high skill varigtgl high job autonomy are more likely to
give rise to personal initiatives than jobs lackitigese motivating characteristics and
therefore a high correlation between the self(peabmitiative) and employee performance.
Christopher (2001) in a study on organizationalivilmiialism versus collectivism did an
empirical test of the organizational individualisnd collectivism constructs and measures
was conducted using survey responses from 916 gegdofrom 46 Turkish organizations.
Analyses indicated that fit between individualslues and perceptions of the organizational
culture predicted job attitudes, and that orgaropad individualism was related to the use of

individualistic human resources practices at tlgaizational level.

Triandis (1995) says Idiocentrism is the tenderyréat the self as the most meaningful
social unit while allocentrism is belonging to ealivistic societies. Idiocentrism is
characterized by adherence to notions such as emdiemce, uniqueness, and self-reliance;
while allocentrism is suggestive of interdependenbelongingness to in-groups, and
subservience to the wishes of the in-group. Fromaralysis done it appears that although a
highly individualistic organizational culture domst necessarily contribute to more positive
job attitudes for high idiocentrics, when the expton of a highly individualistic
organizational culture is violated, high idioceatrimay develop more negative job attitudes.
The greater tendency for high idiocentrics in corigmn to high allocentrics to have more
negative job attitudes in high misfit or low fittgations is reminiscent of Chatman and
Barsade’s (1995) observation that people with dividualistic orientation were less willing

to adapt to different organizational cultures.
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2.5 Organizational/ Management structure and Emploge Performance

Joyce (2008): “the division of public authority ieten two or more constitutionally defined
orders of government — and a set of ideas whichemana such institutions”, federalism
emphasizes issues such as shared and divided igmigrenultiple loyalties and identities,

and governance through multi-level institution.

2.5.1 Unitary versus Decentralized organization strcture and employee performance

For purposes if this research we shall liken feldgowernment structure to decentralized
systems of management of institutions with diffédenels of autonomy in decision making.
On the other hand we shall have unitary systemsctwhiely on one and only boss

characterized by rigidity in decision making unléss “boss” decides.

Proponents of federalism have linked federalisniwitproved economic and social benefits,
including increased political participation and gmal liberties, efficient public and private
markets, and a check on governmental power. Neslegh, few studies have attempted to
empirically prove these claims. In “Federalism’sl¥s and Value of Federalism”, Robert
Inman created a multiple regression model to agkessontribution of federal governance to

a country’s economic and social performance ancecapnwith the following conclusions:

Diffusion of political power improves rights perfoance and democratic accountability, of
which federalism provides an important institutibitamework.

The contribution of federalism to aggregate ecorgoaerformance remains ambiguous,
Decentralization improves access to public goaubpih federal and unitary governments.
Federalism, however, potentially creates politiftaymentation that may block important
reforms or give rise to a power vacuum for popuésiders. As a result, rights performance,
democratic accountability, and economic and squiadjress may stall or deteriorate.
Borrowing from the study above by Joyce (2008),shvall find out whether the decentralized
system of management employed by Emerging busihassan influence on employee

performance.

2.5.2 Matrix, Functional and Project-Based Organiz#ion structure and employee
performance
Matrix management is the practice of managing iildizls with more than one reporting line

that is people with similar skills are pooled foonk assignments, resulting in more than one
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manager. Matrix management is also commonly usetksaribe managing cross functional,
cross business group and other forms of working ¢hass the traditional vertical business
units. According to Clarke and Clegg (1998), Moderganizations require new structural
forms to cope with uncertainties arising from thaltenges of global competition and rapid
technological and environmental changes. The Maiomcept emerged so as to bridge the
gap in the developments and enhance planned claamleow to work with large systems so

as to initiate and sustain change over time.

In the 1960s the matrix was sought as a fundamafieahative for dealing with unique
management problems of coordination, communicatimhcontrol (Davis and Lawrence,
1977).

PMI (2008, p. 222) states that:

“It is important to recognize that different orgaaiion structures have different individual
response, individual performance, and persondiioelship characteristics”.

From a project perspective, the structure of aramigation can affect the availability of
resources and influence how projects are condu@@®tl, 2008).Dwivedula and Bredillet
(2010), while discussing traditional organizati@ay that they are characterized by vertical
communication channels and hierarchical structbezefore making them more functional,
hierarchical organizations whereby each employes bae clear superior and each
department will do its project work independenbtifer departments (PMI, 2008, p. 28).

On the extreme opposite of these traditional oxgiuns are the project-based organizations
with structures that are quite dominant in the toresion industry but have some significant
disadvantages which for many organizations wouldrceme the advantages. Therefore an
organization structure with a mix of functional apibject organization characteristics was
invented as a way of achieving the benefits of gmbjorganization without getting the
disadvantages and this is the Matrix organizatioumcture. In a matrix organization, project

managers have little or no direct authority over phoject team (Maylor, 2005; PMI, 2008,).

A matrix organization can be either light-weighte@k), balanced or heavy-weight (strong),
where the light-weight matrix is very similar tdunctional organization with limited power

of the project managers and the heavy-weight isetjorelated to the project-based
organization with project managers working full &rand with full control over the project

budget. It is possible for different projects tosdalifferent matrix structures (Maylor, 2005,
pp. 224-226; PMI, 2008).
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Maylor (2005) argues that there are three factaorsl vor a matrix organization to be
successful: training - both of managers and teamivees; support systems — administrative,
informational and career-wise; and the individugd&rsonality — such as tolerance for role
ambiguity and working in an uncertain environmenthwconflicting priorities. A mix of
these factors will directly influence positively @mployee performance and a contrary will

consequently negatively influence employee perforcea

2.6: Moderating Variables

A moderating factor is a very special type of inglegient variable. It is a variable that
changes (increases or decreases/affects positivehegatively) the otherwise established
effect of the independent variable upon the depandariable. In this case, the moderating
variables being education level or academic orgssibnal qualification and government

policies would somehow strain alter the strengtthf relationship.

2.6.1: Education Level

The Manpower Services Commission (1981), whislas superseded by the now
defunct Training Commission, U.K.) Defines educats follows:

‘Activities which aim at developing the knowledgskills, moral values and understanding
required in all aspects of life rather than knowe@nd skill relating to only a limited field of

activity.’

Education level refers to the academic credentalslegrees an individual has obtained.
Although education level is a continuous varialitlés frequently measured categorically in
research studies. Here, we use the term “educabpiogees” to refer to those individuals
who hold at least bachelor’'s degrees because tleggees are necessary for entry into many

higher paying occupations (Howard, 1986; Trusty e8| 2004).

Comparison between productivity in companies vissaemployee level of qualification is
affirmed by one study looking at productivity difé@ces across manufacturing companies
which found out that staff in the most productivempanies had an extra level of
qualification compared to the lower performing c@njes (Haskel and Hawkes, 2003
Bosworth, Davies and Wilson, (2002) on a reseaoduging on the relationship between
academic qualification and innovation on produtyivound out that there is some evidence

that highly qualified managers are more innovatiVéey argue that highly qualified
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managers are more likely to adopt strategies iotivd) new, higher quality products and
improving the quality of existing products, whikesk qualified managers are more likely to

seek to increase the efficiency of production o$taxg products and services.

There is considerable positive evidence linking cadional attainment to organizational
performance. For example the most productive matufi;g organizations tend to have a
more highly educated workforce than the least prtde —equivalent on average, to an
extra qualification level (Haskel and Hawkes, 2003)is kind of relationship has also been
found in the US where it has been estimated tleaetuivalent of an extra year of schooling
raised productivity by between 4.9 and 8.5 per aetihe manufacturing sector and between
5.9 and 12.7 percent in services (Lynch and Bla8®5). These results have been supported
by Mason and Wilson in 2003 for the UK.

A series of hugely influential and robust resegsobjects has also strongly indicated a link
between skills and business productivity. A numbkewell-known ‘matched plant’ studies
(Keep, Mayhew, Corney; 2002) by the National Ingétfor Economic and Social Research
(NIESR) considered the impact of workforce skilladadevelopment on productivity
alongside a range of other factors such as invegtmecapital equipment and maintenance
practices for matched comparator establishmentsleAr connection between higher skills
and higher productivity was identified particulady the intermediate skills level. All the
studies found that the higher average levels obrlgiroductivity in firms in continental
Europe were closely related to the greater skilisl &nowledge of their workforces,
especially intermediate skills. Skill levels wetsaashown to be associated with the uptake of
new equipment and to maintenance activity. Thegdiest mostly took place in the mid to
late 80s and early 90s but the findings have begmticated very recently (Mason and

Wagner, 2002) with similar results.

Other studies have explored if there is a relatignbetween skills and other organizational
outcomes. Haskel and Hawkes (2003) found that higk#l (qualification) levels support
innovation and more sophisticated production preegsand were associated with the

production of higher quality products.

Green et al.(2003) on a research of UK workforaeintl a strong relationship between
different levels of skills and the sophisticatioh mroducts. An OECD study looked at
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innovation in UK SMEs and found that higher qualtion levels of both managers and staff
boosted innovation (Albaladejo and Romijn, 2001)d awas associated with higher

technological complexity and originality. Othersvhashown a link to company survive.

(Reid, 2000).

2.6.2: Training and Development.

Training can be defined as ‘A planned process talifpoattitude, knowledge or skill
behavior through a learning experience to achidiexteve performance in any activity or
range of activities. Its purpose, in the work dit@ is to develop the abilities of the
individual and to satisfy current and future manpoweeds of the organization’ (Manpower

Services Commission, 1981)

Gansberghe (2003) defines Development using tresgiy of HRM and HRD definition:

‘a long-term process designed to enhance poteanidleffectiveness. It is also defined as the
growth or realization of a person’s ability, thréutparning, often from planned study and
experience.’ Development can encompass a watge of activities, including coaching
and more formal educational commitments and expee® and is generally used to
encompass a wider scope than ‘learning’ tmiding'—which may, in fact, be
included in the concept of development (Girad Institute of Personnel and
Development (CIPD), 2007).

The benefits of employee training are numerausd widely documented (Wilson,
1999; Jensen, 2001; Sommerville, 2007), vathanizations as well as workers reaping
the rewards in terms of improved employedisskknowledge, attitudes, and behaviors
(Treven, 2003) and results like enhanced staffoperdnce (Brown, 1994), job satisfaction,
productivity and profitability (Hughey and Mussnud@97).

Training in an ideal sense is best supplementel pvéictical, hands -on experience (Hughey
and Mussnug, 1997). Overman (1994) observes, ‘whaple hear they forget what they see
they remember, what they they understand while,hdygand Mussnug (1997) note that
‘most employees simply do not learn very well wtibay are ‘talked to’ They need to be

more actively involved in the learning experience.’

Individuals benefit from training. Studies haveigaded that training received from a current

or previous employer brings wage benefits, improMeelihood of promotion, and reduced
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likelihood of redundancy for the individual. (Blugitiet al., 1999; Arulampolam, Booth and
Elias, 1997; Blanchflower and Lynch, 1992).

Training employees has a great impact on performaBearden, Reed and Van Reenen
(2000) did a research on a number of UK sectord@mad strong connections between more
training and higher labor productivity thereby affing that training is associated with

productivity improvements and softer benefits tgamizations.

Collier et al. (2003), have found that increasimgestment in training reduces the chance of
firm closure and on other hand, there is some edgelef benefits from training in terms of
motivation and attitude; Booth and Zoega (2000)gssted that training fosters a common

firm culture and helps attract good quality workers

Green et al. (2000) found training had a downwargdact on employee turnover, and recent
work by IES has found that training and developnugortunity is a significant driver of
employee engagement (Robinson et al.2004).

The key question is where is the point of convecgebetween training and development
whether more education, training and skills areughoor whether training needs to be
embedded in the strategic context of the orgammatndeed there is evidence that training is
most effective when there is a strategic associdigtween training and development policy
and business strategy (Keep et al.2002; Thomsah. 4997; Mabey and Thomson, 2001)
and that more extensive and formalized trainingadsantageous — off the job training
appears to confer greater benefits to individual$ arganizations (Lynch and Black, 1995;
Bishop; 1994; Black and Lynch, 1996; Barrett an€C@inell in 1998 and in 2001) but also
Development, on the other hand, is ‘a lesgniactivity that is designed for future

impact, for a role or job one will do in the futyigtson (2003).

Kitson (2003) points out that ‘the concepté development, training, education and
learning all manage to overlap meanings amggses and are often interchangeable.’
Nevertheless, it is useful to consider thekwof Garavan (1997), which reviews and
concludes that ‘learning’ is best seen as wnbrella term encompassing training,
education and development, all of which tend ultehato be defined on the ground, in

practical rather than theoretical terms.
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In the field of human resources, where the immeseefits of appropriate employee
training, education, development and/or learning \@idely recognized, it is imperative to
undertake them with a view to empowering individuahd organizations to achieve their

objectives using the most appropriate strategiagdabile.

2.6.3 Government Policies.

Government intentions for intervening in industrgvdlopment are usually articulated in
some policy forms such as industrial policy, tramicy, fiscal policy, etcetera. Torjman
(2005) defines policy as “a deliberate and (usdialbreful decision that provides guidance

for addressing selected concerns”.

Policy development is therefore a decision makingcess, which generally involves
identifying the objective and determining pathwaythe objective based on criteria such as
effectiveness, costs, resources required for impigation and political context (Torjman
2005). The outcome of policy development is usuallpolicy statement that outlines the
objectives of the policy and the measures to redlie same. Further, the measures for
implementation of the policy may necessitate newislation, amendment to existing
legislation, modification of institutional contest design of specific programme initiatives
(Torjman 2005).

Depending upon the form of government in a natitvetiver a federal system of government
or otherwise, the policy formulation might also eéglace separately at the regional or local

level, apart from that at the national level.

The objectives that governments strive to accorhpéisee usually complex and therefore
involve numerous ministerial departments. As a ltegshe pathway to the objective is
reflected in many policies from different departriseThe policies are generally intertwined
and the choices made in one policy area have sffattthe other. For instance, an R&D
policy decision to promote in-house R&D might béeaeted in fiscal policy as tax-break to
firms for their expenditure on R&D. There also datssa sort of hierarchical relationship
between policies that mutually address a particaancern. With respect to industry
development, an industrial policy forms the cor¢hef policy framework. Other policies such
as trade policy, foreign investment policy, mongtpolicy, fiscal policy, education policy

and infrastructure policy mainly support the demisi made in industrial policy within their
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particular policy areas. However, the policiesate in a complex assimilated manner and a
policy could both influence and be influenced biiestpolicies. For example, shortage of
foreign exchange might require a nation to sladkerioreign investment policy, which in

turn has repercussions on the industrial policy.

Thus, so far the segment discussed the role gowsrnought to play in the growth of an
industry, both for developed as well as developiagions (with more emphasis laid on the
latter). Based predominantly upon the authoritativek of Porter (1990) on the subject
matter, the section discussed a changing rolenogbvernment through successive stages of
industry development — from a more direct one i fdctor-driven to an indirect or partial
one in the innovation-driven stage. Further, peBcias the means for orchestrating
government interventions on industry developmentewexplained. While the whole
discussion made was to an extent idealistic anckfible prescriptive in nature, the role that
government actually plays in the advancement oindastry might be a differing one. The
difference is basically explained by the politicahd social pressures under which a
government operates. For example, the politicatqanee on the government to save jobs in
the short-run might result in a policy verdict tlextends the duration of protection given to
an industry, thereby conceding on its long-term petitiveness. Furthermore, a complete
government policy might not be able to spawn thsirdd upshots, if the institutional

structure like the bureaucratic apparatus is nsyirc with the policy objectives.

In a nutshell to support Porter (1990), busines® cdudies (2015) argue that a key area of
government economic policy is the role that the egpment gives to the state in the
economy. Taxation policies industrialized by gowveemts affects business costs, for
instance, a rise on corporation tax has the safeetefs an increase in costs. Businesses can
pass some of this tax on consumers in higher pbhaesvill also affect the end result. VAT
(Value Added Tax) is usually passed down the linethe final consumer but the

administration of the VAT system is a cost for Imesis.

Another key area of economic policy is it relatesrterest rates in a country where interest
rates are determined by a government body for mestaa pecuniary policy committee
meeting once every month. A rise in interest ragéses the costs of borrowing money and

causes consumers to reduce expenditure which sesudignificant fall in business sales.
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2.7: Knowledge Gap
Several studies have been done on the varioussisswd® with Leadership and its effects on

performance, but not from the dimension of Leadersts an element of organizational
politics. Leadership and the leadership style astbply the manager through communication,
decision making, trainings and motivation will @thbuild the team towards performance or
otherwise. The research gap was a leadership akarent of organization politics and how

it influences employee performance.

On the other hand, group orientation as an elewfenitganization politics has to do with the
aspect of individual preference towards belongingat group or not. This preference
especially a case of Emerging Business unit of EA8la research gap that has not been

studied by anyone before.

On management structure, no research has been atorw the kind of management
structure adopted by Emerging Business affectsopegnce of employees of East African

Breweries limited.

2.8: Summary
In conclusion, this chapter has dealt with theodtrction, employee performance, leadership

and how it affects employee performance discussargus types of leadership styles from
laissez-faire, transactional and transformatioreddership. It further looks into group
orientation and employee performance, organizasivacture and employee performance

with specifically matrix organization structure céatralized and centralized structures.

Lastly the chapter closes with moderating factoiscubsing training and development,
education level and government policies. It intédi these relationships with a conceptual

framework.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction
This chapter describes the research methodology wes followed in achieving the

objectives of the study. The subsections covered aee research design, target population,
sample size and sampling procedure, instrumentlitglireliability, data collection, data

analysis, ethical issues a summary.

3.2 Research Design
The research design applied for this study is dasoe survey design. According to Copper

at al. (1994) a descriptive study design is a nektbfocollecting information by interviewing
or administration of a questionnaire to a samplmadividuals (Orodho, 2003). It can be used
when collecting information about people’s attitesdepinions, habits or any of the varieties

of education and social issues (Orodho and Komi@2R0

Concurrent mixed methods procedures were used.it@uad and quantitative data were
collected concurrently and merged for interpretatio order to provide a comprehensive

analysis of the research problem. This providem aepth analysis.

3.3 Target Population

According to (Mugenda & Mugenda, 1999), target dapon is a whole group covered by
the study. In this study, the Emerging Businessigraf EABL is the target population. There
are 51 employees attached to the EB section. Tteofi all the 51 employees was the

sampling frame. This target population is distrézlthroughout the country.

3.4 Sample size and sampling procedure

Sampling is the procedure a researcher uses tergagiople, places or things to study. It is a
process of selecting a number of individuals objects from a population such that
the selected group contains elements reprasentaf the characteristics found in the
entire group, (Orodho and Kombo 2002). A censiuall the 51 employees was done
which is the entire EB unit. The Sales Director YEBperations Manager (EB), Sales
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administrators in every territory, Business Develept Manager (EB) and every ABDM and

five team members will be the respondents.

3.5 Validity of the Instruments
(Mugenda & Mugenda, 1999) defines validity as aacyrand meaningful inferences which

are based on research results. Validity is the edego which obtained results from the
analysis of data actually represent the phenomanuier study. Validity calls for the
instrument to measure what is supposed to or ptgpommeasure (Gall, Borg, & Gall, 1996).
Content validity was ensured by checking whetheritams in the questionnaire reflect the
research questions. The questionnaire design wathanform of Likert scale where

respondents are required to indicate their viewa scale of 1 to 5.

3.6 Reliability of the Instruments
Reliability is the measure of the degree to whichesearch instrument yields consistent

results or data after repeated trials (Mugenda &é&fda, 1999). A measuring instrument is
reliable if it provides consistent results. If tlggiality of reliability is satisfied by an

instrument, then while using it we can be confidiwatt the transient and situational factors
are not interfering. (Kothari, 2004).In order tcheave this, the researcher administered the

instruments himself in order to assess clarity.

3.7 Data Collection
The study utilized primary data. Primary data wasamed through use of structured and

semi-structured questionnaires which were givetingéostaff/employees in EB and picked up
later by the researchers. Closed-ended questiome wsed to capture the respondents’

perception of the various variables that constitatiheir overall performance.

3.8 Data Analysis
The researcher collected the filled up questiomsaiconfirmed the number and ensured that

they were fully filled up. He edited the questiomasa to ensure that they were completely
filled up and that all the answers were consistegible, uniform and accurate. The gaps for
missing data were filled up by consulting the resfent for completeness or filling the

obvious missing information. The researcher orgathithe data in terms of the instruments
used in the questionnaire. The researcher theneptualized the respondents’ information
and classified it into meaningful and relevant gatees for the purpose of analysis. The

categorization was based on the themes that warelaped as per the research questions
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based on relationship between organization politesl employee performance. The
researcher then used descriptive statistics togerarder and manipulate the data. To allow
easy punching and computation and storage of irdbom using a computer statistical
package for social sciences (SPSS), the reseaasisegned a code number to each of the
research questions. Descriptive statistics was ugedh involved arranging, ordering and
manipulation of data to provide descriptive infotroa. The data was presented in form of

tables showing frequency and percentage distributio

3.9 Ethical Issues

The researcher sought clearance for this study ftben University of Nairobi. The
respondents were then be assured that informaticesaed and secured in the course of this
study would be protected from unauthorizedspes and that the information obtained

would be used for the sole purpose of the study.

Table 3.1: Operationalization of Variables
This sub-section identifies and operationalizeskigne variables (independent and dependent
variables) of the study. It further highlights tbeteria of measurement that the researcher

used as shown in table 3.2
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Table 3.2: Operationalization of variables

Objective Type of Independent Indicators Measurement Data Level | Tool/Approach | Type/level
variable collection of scale| of analysis of analysis
To establish | Type of leadership. Role modeling, | Extent of Questionnaire Ordinal | Qualitative Descriptive
how the type pride and convergence in
of leadership ownership. Manager-
influences on | Laissez-faire employee
employee Transactional perception of the
performance. | Transformational job.
Motivation and | Love for the job | Questionnaire Ordinal | Qualitative Descriptive
empowerment off and pride in it
employees
Involvement of
Employees on
Decision Makingl Common plans,
Communication | solutions and
with Employees | success
To establish Individualistic/Solitary/self| Relationship Number of Questionnaire Ordinal | Quantitative Descriptive
the extent to between the conflict cases
which group | Other/collectivistic/ Employee and | within a given
orientation Unions the Manager time.
influences
employee Employee to Participation in | Questionnaire Ordinal | Qualitative Descriptive
performance. Employee team activities

Relationship.
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Complete

Autonomy on Number of times | Questionnairg Ordinal | Qualitative Descriptive
Decision and of conversations
work-related
matters
Level of Number of Questionnaire Ordinal | Qualitative Descriptive
Supervision on | persons involved
Employees in work related
matters’ decision
Appreciation of | Number of times | Questionnairg Ordinal | Quantitative Descriptive
Employees basepvisited by
on Reward manager per week
system
Attachment and | Questionnaire Ordinal | Quantitative Descriptive
love for rewards
To establish Individualistic/Solitary/self| Relationship Number of Questionnaire Ordinal | Quantitative Descriptive
the extent to between the conflict cases
which group | Other/collectivistic/ Employee and | within a given
orientation Unions the Manager time.
influences
employee Employee to Participation in
performance. Employee team activities
Relationship.
Questionnairg Ordinal | Qualitative Descriptive
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To assess ho

organization
structure
influences on
employee
performance.

Organization/Manageme
structure

Unitary

Decentralized

Matrix

Existing
channels of
management

Flow of
Information

Reporting
structure based
on projects

Key decision
maker even on
cases of
reprimand

Number of
management
levels

Number of days
taken to get
specific
information

Number of
managers/bosses
allocated on
average per
task/project

Who makes key
decisions even or]
reprimanding

Questionnair

Questionnairg

Questionnairg

Questionnairg

Ordina

Ordinal

Ordinal

Ordinal

Quantitativ

Quantitative

Quantitative

Qualitative

Descriptive

Descriptive

Descriptive

Descriptive
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CHAPTER FOUR

DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.1 Introduction

This chapter deals with data analysis, presentatiah interpretation of findings guided by
the questionnaire attached in the appendix secliba.data collected has been analyzed by
use of percentages, frequencies, and cumulativguérecies. This analysis shows the
Questionnaire Response Rate and demographic chastic of the respondent. It also
shows the influence of Organizational politics anptoyee performance within EB, East

African Breweries Limited.
4.2 Questionnaire Return Rate

The researcher issued by hand delivery 51 questimsto the whole Emerging Business
unit. 35 questionnaires out of the 51 issued wetarmed representing 69% response rate.
Therefore the study proceeded backed up by Sha@&9jlwho argues that 60% and above

return rate of questionnaires is adequate sinegédpresentative of the sample.

Table 4.1: Response Rate

Description Frequency efeentage
Questionnaires returned 35 69
Questionnaires not returned 16 31
Total 51 100

4.3 Demographic Profile

This section analyses the gender, age, professipiadification, length of service in the

organization and current designation in the orgation

30



4.3.1 Gender
The respondents were asked to indicate their gerntties was expected to guide the
researcher on the conclusions regarding the degreengruence or divergence of views and

responses with regard to gender difference. Talilsldows the study finding.

Table 4.2: Gender

Category Frequen Percengag
Male 21 60
Female 14 40

Total 35 100

The results in figure 4.1 show that majority of teepondents were male at 60% while
female respondents were 40% implying that mosh@fimployees of Emerging business are
male. This shows that female persons either dprader working with the Emerging
Business unit or either staff deployment prefergensanployees.

4.3.2 Age of respondents

The researcher sought to establish the age bratket respondents. This was to enable the
researcher obtain the age difference of the varousloyees and the age to which most
employees of EB fall into. This is shown in figuts

Table 4.3 Age of respondents

Age(years) Frequey Perceg&a
21-30 7 20
31-40 21 60
41-50 5 14
Above 50 2 6

Total 35 100
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Figure 4.3 shows that 20% of the respondents aeel agtween 21 and 30, 60% are aged
between 31 and 40, 14% are aged between 41 andd56% are aged above 50. This shows
that majority of the respondents were aged betvdde0, this are the employees who are
energetic enough and have stayed fairly long withi& organization to gain and master

processes and delivery and very keen on their psaia.
4.3.3 Professional Qualification of Respondents
The researcher sought to find out the qualificatipossessed by the respondents by asking

them to indicate their level of professional quedfion. Figure 4.2 shows the study finding.

Table 4.4 Professional Qualification

Qualification Fopiency Pentage
Certificate 4 11
Diploma 11 31
Bachelor’s Degree 6 1 46
Master’s Degree 3 9
PhD 1 3
Total 35 100

From figure 4.3 shows majority of the respondents4@% have a Bachelor's degree,
followed by Diploma holders at 31 percent and &edie ones at 11 %. There are only three
employees representing 9% with a Master's degreelaemployee with a PhD representing
3%. The high number of Bachelor degree holdersdcbalinterpreted as complacency on the
side of employees or failure of the organizatioretopower their employees academically
while the apex of the qualification with three nestand one PhD can be interpreted as

ambition on the employees’ side and on-the-job dehiar higher qualification up the scale.
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4.3.4 Length of service in the organization
The respondents were asked to indicate the nunfbayaps worked in their current position

firm. Figure 4.3 shows the results of the resegtgtstion.

Table 4.5 Length of service in the organization

Length of Service(years) Frequency Percentac
Below 5 7 20
5-10 years 11 32
10-15 years 12 34
Above 15years 5 14
Total 35 100

Figure 4.4 indicates that 34% of the respondent® heorked for a period of 10-15 years,
32% have worked for a period of 5-10 years, 20%ehavrked for a period of less than 5

years and 14% have worked for a period of more fftayears.

4.3.5 Designation of respondent
The respondents were asked to indicate their cuwerk designation. Table 4.4 shows the

results of the findings.

Table 4.6 Designations of Respondents

Designation Frequency Percage
Sales Director 1 3
ABDM/DTMM 7 20
TMR/TDR/DSR 23 65
Sales Administrators 5 14
Total 35 100

Figure 4.5 indicates that 65% of respondents weM#RI TDRs or DSRs, 20% were
ABDMs/BDMs/DTMMs, 14% were sales Administrators aBfth were Sales Directors. The

results indicate that the respondents were fronferdifit designations and thus gave
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independent views on the influence of Organizapoiitics on employee performance and
majority of the response (65%) came from thosegiheded as TMRs, TDRs and DSRs.

4.4 Findings of the Study as per Research Objectise

There were three objectives which were being ingattd under this study. Organization
politics as independent variables has various d&mwas of leadership, group orientation and
management structure. Each of these dimensionsamnalgzed to get the respondent’s view

and ultimately the relationship with employee parfance.

4.4.1 Leadership and Employee Performance.
The Type of leadership was one of the variableseumavestigation where the following

issues were examined.

4.4.1.1 Managers level of motivating and empoweringmployees by offering Support
and Training.

In pursuit to establish the extent to which the Imanagers motivates their employees either
through accompaniments or recommendation for thaired support from the organization,
the researcher asked the respondents to ratevidmgaus line managers by providing them
that necessary support to help them grow profealijon

Details are shown in table 4.6

Table 4.7 Manager’s level of motivation, empowermerand Support

Description Frequency Percage
Very low 0 0

Low 0 0
Average 5 14
High 20 57
Very High 10 29
Total 35 100

Out of 35 employees who responded, 57% rated thairagers as highly empowering, 29%

gave a very high rate, and 14% rated the manageaseaage. The line manager’s motivation
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and support to employees determined their perfocmaat work. The average rating
represented by 14% implies that line managers needlo more in motivating and
empowering teams by offering support and trainmdnélp them grow into effective future

managers.
4.4.1.2 Managers Involvement of Employees on De@si Making

It was also important for the researcher to find the level at which the manager involves
and incorporates the opinions of other employe@®aision making in the organization. This
was intended to know how much opinion in diversgyconsidered, the acceptance and
respect managers accorded to opinions of emplameshe extent to which employees have

ownership.

Table 4.8 Managers involvement of Employees

Description Frequency Percage
Very low 2 6

Low 2 6
Average 7 20
High 17 48
Very High 7 20
Total 35 100

Out of 35 responses received from the employeés, dfsthem confirmed that the managers
in question highly involved them in decision maki2§% rated very highly involved equal

to average rating while low and very low rated %t 6

From the information gathered, it can thereforecbecluded that the various line managers
of the various territories seek the contributiohsheir teams in making crucial decisions as
evidenced by the 48% high and 20% very high rategpectively. However, managers on
average, low and very low contribute to low empeyerformance through partial or non-

involvement leading to loss of vital contributicimsvards performance.
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4.4.1.3 Managers’ Level of Communication with Emplgees

The study also sought to establish the level tocwithe manager communicates with their
employees and teams. The respondents were askedat¢o their line’s manager
communication in order to determine how the manag&red cooperation and consultation
in the management and leadership. This also mehghee flexibility of communications
between the management and the staff. This infeomatvas critical in bringing out
leadership and whether there is a swift relay ifpihg employees sort issues and give

prompt solutions to problems as well as persornahtbn to employees by managers.

Table 4.9 Managers communication

Description Frequency Percage
Very bad 1 3

Bad 1 3
Good 15 44
Very Good 10 29
Excellent 8 23
Total 35 100

Out of 100%, 44% of the respondents confirmed their line managers maintained and
showed good communication to them while 29% saadl ttihe communication was very good,
23% gave an excellent rating while 3% rated badktuthe extreme. This result implies
that there was cooperation and consultation inddneto-day running of unit and flexibility
and ease in communication between managers and.tddma details are as shown in table
4.8.

However, there is a dire need to improve on compaiian especially the pathetic scenarios
with 3% each giving a cumulative negative of 6.sTiould ensure that the organization

boosts achievement and higher employee performance.
4.4.1.4 Managers’ Level of Supervision on Employees

The study further wanted to find out the level dtichh the managers in various territories
supervise their employees or is it a question ohglete employee autonomy? Table 4.9
shows the details from the study.
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Table 4.10 Managers’

Level of Supervision

Description Frequency Percage
Low 0 0
Average 8 14
High 17 49
Very High 10 37
Total 35 100

From the table 4.9, it is clear that the responfighthat their managers’ level of supervision
was high at 49% while 37% of the respondents ra@gervision as very high. Some
respondents however rated their managers at 14%ag®e This supervision by managers
therefore brings a kind of discontentment in empésyand the 14% shows dissatisfaction.

These results are fair but require improvemenhigher employee performance.
4.4.1.5 Managers’ Appreciation on Employees basech®eward system

The study also sought to find out whether manageed the reward system to enhance

employee performance. Table 4.10 shows the dethile study.

Table 4.11 Managers’ Level of Appreciation

Description Frequency Percage
Low 0 0
Average 2 6
High 15 43
Very High 18 51
Total 35 100

From the results tabulated in table 4.10, it isdewt that 51% of managers use the reward
system while 43% rate highly and only 6% rate agerdnterpreting this results therefore
mean that managers peg rewards to enhance empbeyeemance. A highly performing

employee is likely to be appreciated much more @hatv performing one.

The Study findings from the results have therefsh®wn the various leadership types
adopted by the various managers. For instanceeicdses where there was low involvement

and supervision then the manager undertook a ai¢siee kind of leadership.
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On other scenarios, the manager maintains a higd & communication, motivation and
empowerment of employees making them have owneestdppride in their work leading to
high employee performance. This is a case wherendieager is the role model and leader to
be emulated. This is a case of transformationadeship that has to with the manager being
keen on supporting the juniors to enhance perfoo@dhrough proper communication and

empowerment.

Transactional mode of leadership based on rewatsyon performance as shown in table
4.10 is employed widely by managers who peg rewardperformance in order to have a

highly motivated team working towards achievingtsegets to be rewarded.
4.4.2 Group Orientation and Employee Performance

This was the second objective of the study, undachvthe employee relationship with the

team and with the line manager was studied.

4.4.2.1 Relationship between the Employee and theaviager.
The study also tried to establish the nature ofré&tionship between the employee and the

line manager and the level of relationship. Theoeslents were asked to give their ratings

on their relationships with their line managers.

Table 4.12 Relationship between the Employee anddtManager.

Description Frequency Percage
Bad 2 6
Good 10 29
Very Good 12 34
Excellent 11 31
Total 35 100

The results show that 34% of the responded mamdaavery good relationship with their

managers while 31% had an excellent relationst8ps Pated the relationship good (average)
while 6 % felt that they had a bad relationshipe Tlesults are in table 4.11 which in a
nutshell indicate that many respondents feel vexydgust that effort has to be put to ensure
that the sour relationships do not ruin performamckead to segregation hence individualism

from a negative stance.
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4.4.2.1 Employee to Employee Relationship.

Among the goals of the study was to study the l@fehteraction that existed among the
employees themselves. High level of interaction prederence to interaction would indicate
the possibility of better performance since the leyges would be in a position to support

one another through teamwork and freely consuivéen one another.

The respondents being staff members, the reseasclught their opinions on the level of
interaction that they were part of and preferrelde Tesults of the study are shown in table
4.12.

Table 4.13 Employee to Employee Relationship

Description Frequency Perdage
Too low 0
Low 2
Average 14 40
High 11 31
Very High 8 23
Total 35 100

It was inferred from the respondents that the l@fakelationship and interaction that exists
among employees was 40% average, 31% high, 23%higinyand 6% low with non at 0.

The results indicate the level of interaction ier@ge among the employees and therefore a
preference by employees to relate to the team paseyl to solitude. This suggests that there
is need to promote the level of interaction amompleyees in the unit which will better

performance due to the benefit of employee to eyg@aonsultations and teamwork.

4.4.3 Organization/Management structure, Policiesrad Employee Performance

This was the third variable that was put under @ration as an aspect of the organization
that either is the force towards implementatioraostumbling block. This directly affects
employee performance on the job. The aspects stuthder it are.

4.4.3.1. Employee’s satisfaction with the existingrganization structure

In regard to performance, the respondents weredaskeate their satisfaction with the

existing organization or management structure. rMmesiponses are recorded in table 4.13.
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Table 4.14 Employee satisfaction with the existingrganization structure

Description Frequency Percage
Too low 0 0
Low 0 0
Average 7 20
High 13 37
Very High 15 43
Total 35 100

As shown in the table 4.13, majority of the empkyeare very satisfied with the existing
management structure at 43% inferring that theardpnts see it very critical and embrace
the management structure in place. It is followgdighly satisfied employees at 37% then

averagely satisfied at 20% with no dissatisfactiompletely as shown by Os(low/too low).

This therefore infers that the organization streetwith regard to employee performance is
doing well except for slight adjustments on a fexwwas to boost the satisfaction levels to

excellent.

4.4.3.2. Contribution of Existing Organization/Management structure on Individual
performance.
The study also sought to find out the extent tociwl@mployees regard their performances to

the existing management structure. The resultslaye/n in table 4.14.

Table 4.15 Organization structure contribution to Rerformance

Desciiption Frequency Percentage
Too low 0 0
Low 0 0
Average 14 40
High 11 31
Very High 10 29
Total 35 100

From table 4.14, it is evident that the respondemsvs regard the existing structure to have
supported and enabled their performance at an gevexfad0% while 31% and 29% regard
the structure as high and very high respectivellys Tneans that the employees of the unit are
confident about the interacting efforts of theirroand the management to boost

performance.
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CHAPTER FIVE
SUMMARY OF FINDINGS, DISCUSSIONS, CONCLUSIONS AND
RECOMMENDATIONS

5.1 Introduction

This chapter represents the summary of the findingsnclusions and appropriate
recommendations in line with the objectives andmelets of the study. It also gives
suggestions on the areas that the researcher eoedidnd deemed fit to be accorded more

attention for further investigation.

5.2 Summary of findings

The study was intended to investigate the influesicerganizational politics on employee
performance, a case of Emerging Business unit sf Efsican Breweries Limited which was

guided by three objectives and a few identifiearedats that form part of the main objectives

of the study.

5.2.1: Influence of the type of leadership on empjee performance in EB, East African
Breweries Limited.

The findings of the study confirmed that indeednsfarmational leadership style
characterized by highly motivating managers, ercgllcommunication, cooperation and
integration of ideas, teamwork is what the orgamres employees highly regard. For
instance from this element of motivation, it waddewt that out of 35 employees who
responded, 57% rated their managers as highly eenoogy 29% gave a very high rate, and
14% rated the managers as average. The line mamagativation and support to employees
determined their performance at work and the engdeyappreciated this kind of leadership.
On the other hand, the average rating representddd% implied that line managers needed
to do more in motivating and empowering teams kerofg support and training to help

them grow into effective future managers.

Communication, as an element of leadership that actoss the three as to do with an
avoidant leader (Laissez faire), an Integratingléeg Transformational), a highly rewarding
leader (Transactional)that has to with the manageintaining effective and reliable

communication from time to time is key to the magragmployee relationship to employee

performance. The manager instills ownership forknamd support through this key element
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of communication and as evidenced out of 100%, ©4%he respondents confirmed that

their line managers maintained and showed good eorimation to them while 29% said that

the communication was very good, 23% gave an exethting while 3% rated bad equal to
the extreme. This result implies that there wagpeaation and consultation in the day-to-day
running of unit and flexibility and ease in commeation between managers and teams

It was also evident that Transactional leadershipich is based on a reward system and
attainment of territory goals for instance meetimgd surpassing targets is was much
appreciated with trainings through accompanimentslae manager support coming out as

very much critical towards employee performance.

Laissez-faire style of support also got supportefinfig that Territory managers like
autonomy and empowerment to make decisions witboeikcion. This means that employee
performance is stems from his/her ability to maleeisions and be in charge of his/her

duties/responsibilities.

5.2.2: Influence of Group Orientation on employee @rformance in EB, East African
Breweries limited.

On Group Orientation, the findings established theing part of team/group resulted in
better employee performance. Individuals prefengpgiart of a team/group that is preference

towards collectivism as opposed to individualism.

Drawing inference from the results of relationstup manager-employee, 34% of the
responded maintained a very good relationship \ligsir managers while 31% had an
excellent relationship, 29% rated the relationgjopd (average) while 6 % felt that they had
a bad relationship. These findings indicate theeetbat the respondents feel very good just
and effort has to be put to ensure that the sdatisaships do not ruin performance or lead

to segregation hence individualism from a negasiaace.

Further on employee- employee relationship respaisdé&elt their relationship with each
other was 40% average, 31% high, and 23% very aigh 6% low with non at 0. These
findings indicate the level of interaction on an@oyee to employee level is quite well,

therefore a preference by employees to relatestéethim as opposed to solitude.

42



This suggests that there is need to promote thed tdvinteraction among employees in the
unit which will thus boost employee performance tuéhe benefit of employee to employee

consultations and teamwork.

This in a nutshell places relationship whether @ygt to employee or manager to employee
at an average of 33%, Very High at 27% and oka34a%%, which means that the level of
interaction is averagely well among the employdethe® unit and therefore a preference by

employees to relate to the team and a need byr¢famiaation to foster team spirit.

5.2.3: Influence of Organization Structure on emplgee performance in EB, East

African Breweries limited.

Findings from this research objective revealed tmajority of the employees are very
satisfied with the existing management structuré3 inferring that the respondents see it
very critical and embrace the management struatupéace. It is followed by highly satisfied
employees at 37% then averagely satisfied at 20% wno dissatisfaction completely as
shown by Os(low/too low).What this means therefsrthat the organization structure with
regard to employee performance is doing well aretlagrobably input and feedback from
the employees on how to make the lagging bits it This will ensure that the slight
adjustment on a few areas boosts the satisfacéiwald hence employee performance to

excellent.

The study also revealed that the respondents m ¢hse the employees attribute their
performance partly to the existing management gamization structure. Study findings rate
this attribution from the respondents’ views to #hasting structure at an average of 40%
while 31% and 29% regard the structure as highvang high respectively. This means that
the employees of the unit are confident about theracting efforts of their own and the

management to boost performance.

The study in summary revealed that individuals werare comfortable with the current
management/organization structure and recognizesl shpport they get from the
management which is decentralized in nature. Thlie eneant that individual employees
support and embrace the management structure ae.plhis is further confirmed by the
little support for change of the management anohgtibelief that the structure in place has

supported employee performance.
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5.3 Discussion of findings

Organization politics is a key determinant anduaficer on employee performance. This can
be seen on the different variables for instanceTyy@e of Leadership whereby employees
look up to managers to support them either throtrginings, resources and effective

communication while they (managers) empower thentéa make decisions and embrace

autonomy.

Elsewhere, individuals tend to prefer collectivismhich can be achieved through group
activities and teamwork. This therefore gives thamp to market storms and group report
which bring together various individuals and temigs within EB.

It can be concluded that employees embrace andradine organization/management
structure in place which allows individual emplogee report to a single line manager as

opposed to centralized power location or matrix fumdtional organizations.

The discussion of the findings with key elementplace is as follows.

5.3.1Leadership and Employee Performance.
The relationship between the type of leadership lepepl by managers and employee
performance was one of the variables under invastig where the following elements of

leadership were examined.

5.3.1.1 Manager’s motivation and empowerment on enhpyee’s performance

The study revealed that leadership through mansgerbtivation and empowerment
influenced employee performance in Emerging Businesccording to the study, the
managers were found to be very supportive and erapmivtheir employees. The managers
gave the employees a lee-way towards decision rga&imd customer management. The
average rating represented by 14% implies thatrhaeagers need to do more in motivating
and empowering teams by offering support, motivadad empowerment to help them grow
into effective future managers. This is in agreeimé@th Amabile (1963) who says that work
performance are dependent upon the individual'sllemotivation; the individual's level of
motivation can be intrinsically and/or extrinsigabbased; in this case extrinsically from the
manager’s angle. It is also argued that certaircj@dracteristics are necessary in establishing
the relationship between motivation and employedopmance (Brass, 1981; Hackman &
Oldham, 1976)
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5.3.1.2Manager’s Involvement of Employees on Decision Makp

According to the study, the style of leadership @éd by managers either allowed for
maximum autonomy of employees in decision making,iristance in laissez faire, while in
other scenarios managers adopted a consultative roagp to decision
making(transformational) which in whichever casée@ed employee performance. The
study found out that managers involve and incotgothe opinions of other employees in
decision making in the organization. This ensules tliverse opinions are considered, the
acceptance and respect managers accorded to apfi@mployees and the extent to which
employees have ownership had an overall effect mpl@yee performance. Employee
participation may have a positive impact on empésyenillingness to be innovative and
change management (Wexley and Yukl 1984), as wdlh@ease job satisfaction (Donald et
al. 2001; Wright and Kim 2004). In particular, is@a provides intrinsic personal benefits,
including personal growth and development, jobs$attion, and willingness to change
(Lawler and Hackman 1969). Kearney and Hays (1994, note, “Participative decision
making provides personal benefits to the individiahployee as well as desired
organizational outcomes.” Additionally, employeeatjdpation allows workers at all levels
of the organization to share information, knowledgewer, and rewards so that they can

influence and be rewarded for organizational peroice (Miller and Monge 1986).

5.3.1.3Manager’s Level of Communication with Employees

The study also sought to establish the level tocwithe manager communicates with their
employees and teams. Communication by the managhis case inferred for instance the
duration employees at lower cadres took to recesiwme information from the senior
management. The respondents were asked to ratelitteés manager communication in
order to determine how the manager valued cooperaind consultation in the management
and leadership. This also measured the flexibility communications between the
management and the staff. This information wascalitin bringing out leadership and
whether there is a swift relay in helping employses issues and give prompt solutions to

problems as well as personal attention to emploggesanagers.

The study revealed that out of 100%, 44% of theaedents confirmed that their line
managers maintained and showed good communicatidheim while 29% said that the
communication was very good, 23% gave an excetlitg while 3% rated bad equal to the

extreme. This result implies that there was codpmraand consultation in the day-to-day
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running of unit and flexibility and ease in commeation between managers and teams and

which is highly correlates to employee performance.

This research is n tandem with Gray et al. (2004) ways that employees who have open
lines of communication with managers are more Vikel build effective work relationships
with those managers, to increase their organizakiodentification and enhance their
performance, and to contribute to organizationaldpctivity (Gray & Laidlaw, 2004;
Muchinsky, 1977; Tsai, Chuang, & Hsieh, 2009). kerf there is strong evidence that
different aspect of effective management commuinatsuch as high frequency, openness
and accuracy, performance feedback, and adequadgfaimation about organizational
policies and procedures, are positively relatecenaployees ‘performance (Kacmar,Witt,
Zivhuska & Gully, 2003; O'Reilly, 1977; O'Reilly &Roberts, 1977;Roberts & O’Reilly,
1979; Snyder & Morris, 1984).

5.3.1.4Managers’ Level of Supervision on Employees

The study also sought to find out level at whicé thanagers in various territories supervise
their employees or is it a question of complete leyge autonomy and it was revealed that
manager’s supervision levels ranked at a high 48% and very high at 37%. Some
respondents however rated their managers at 14%ageeTo some employees supervision
by managers brought some kind of discontentmentesemted by 14% show of
dissatisfaction. These roles of supervisors conéirragree with Mills (1997) that supervision
has direct effect on employees’ performance, sineg assign tasks and clear responsibilities

for performing activities.

5.3.1.5Managers’ Appreciation on Employees based on Rewarslystem

This study revealed that the reward system modeaafership (Transactional), for instance
commission based, is employed widely by managers pdy rewards on performance in
order to have a highly motivated team working tagaachieving set targets to be rewarded.
51% of managers use the reward system while 43@ohighly and only 6% rate average.
Interpreting this results therefore mean that marsagntice their employees with rewards to
enhance employee performance. A highly performimgpleyee is likely to be appreciated
much more that a low performing one. Maund (20&Exvard systems are very crucial for an
organization. Rewards include systems, programspaactices that influence the actions of

people. The purpose of reward systems is to proaidgstematic way to deliver positive
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consequences. Fundamental purpose is to provideveosonsequences for contributions to
desired performance (Wilson, 2003). The only waypleyees will fulfill the employers
dream is to share in their dream (Kotelnikov, 20B®ward systems are the mechanisms that
make this happen. They can include awards and dtmars of recognition, promotions,

reassignments, non monetary bonuses like vacatioasimple thank—you.

5.3.2 Group Orientation and Employee Performance

Group orientation in this case was interpreted &amthe preference that an individual has
for or against belonging to a group or team. Thlisbrought out by two elements of
relationship with the manager and one on one o#laliip with a fellow employee. The study
revealed that 34% of the responded maintainedyg®od relationship with their managers
while 31% had an excellent relationship, 29% ratexrelationship good (average) while 6
% felt that they had a bad relationship. This tfeeeindicated that many respondents felt
very good and were able to maintain a healthyimeiahip with their managers. On the other
hand, on an employee to employee basis, the resulisated the level of interaction is
average among the employees and therefore a preéelyy employees to relate to the team
as opposed to solitude. This meant that there lisgh level of interaction and need to
promote this interaction among employees in thé fumther which will better performance
due to the benefit of employee to employee consoiits and teamwork. While the construct
of Group orientation (individualism-collectivism) as developed to measure cultural
differences in the level of society, it has beeated as an individual difference variable in
recent studies (Ramamoorthy and Flood 2004). Sfudiat focus on individualism-
collectivism at micro (e.g., personal) levels argjug individualists put an emphasis on self-
interests and personal development (i.e., idio@@m)r whereas collectivists emphasize
collective interests and group-based benefits @lecentrism).

In particular, the former emphasizes personal aehent, equity-oriented formal reward
systems, and independence from in-group membergimpreas the latter stresses collective

harmony, equality-based reward systems, and irperd#ence with in-group members.
5.3.2.1 Organization/management structure and Empigee Performance

The study revealed that employees attribute theifopmance to the existing management

structure meaning that there is shared and poinbo¥ergence between the efforts off both
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the employee and the management on ensuring thédrpance is exemplary. This is

confirmed by the respondents’ views on their penfmmnce with regard to the existing

structure at an average of 40% while 31% and 29f4rcethe structure as high and very high
respectively. This means that the employees ofuttieare confident about the interacting
efforts of their own and the management to boodbpaance. A large portion of literatures

examined the relationship between organizatiomatsgire and job performance (Cummings
& Berger, 1976). Some dimensions have strongetioekhip; for example, the degree of
centralization was negatively relatively strongijated to organization performance (Miller,
1986)

5.4 Conclusions

Following the study analysis, the researcher cateduthat organizational politics with
dimensions of leadership, group orientation anduoiation structure play a central role in
employee performance. Through many elements otlsag for instance Manager’s ability
to motivate and empower his/her employees, theystadealed that managers were very
supportive and managed to motivate their employme®ven giving them the power to
decide on certain pertinent customer issues. Tlikesthe employees feel empowered and

therefore the right environment for performance.

On the other hand, the study revealed that maint&nan excellent communication system
within the organization where there is effectived afficient communication flow boost
performance since information received on timevedldor fast action. Good communication
structure as shown boosts cooperation and consualtat the day-to-day running of affairs
and activities within the unit. This efficient aeffective communication allows flexibility,

fast solutions, growth and ultimately high performoe.

The study also revealed that decision making idicati in determining employee
performance. From the study, involvement of the leyges by managers in decision making
ensures that managers incorporate the opinionthef @mployees in decision making in the
organization. This ensures that diverse opiniores @nsidered, and employees feel the
acceptance and respect from their managers. Elsewlauable information from these
employees is incorporated for the betterment ofnlamagement hence an overall effect on

employee performance.
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The study also revealed the importance of appieoidiased on a reward on performance
system which might be through commissions or otlesvards. This rewards pegged on
attainment of certain threshold makes employeesk vexttra hard so as to be reward,

therefore this reward acts as a motivation towardsidual performance.

According to the findings of this study, Group oiigion which is either preference to or
against a group or team is broken down to employearager and employee-employee
relationship and it is revealed that employees havdgher preference to belonging to a
group than being alone. This boosts on performascedividuals are able to consult and

seek solutions fast.

On management structure, employees have a highdremaanagement and even appreciate
and think that management has contributed immeneseheir performance. This ensures that
there are joint efforts between the two, the mameye and employees, in ensuring that

performance is not jeopardized.

5.5 Recommendations
From the above study, the researcher recommendslkbeing,

1. The managers of the Emerging Business unit neézhta more on the importance of
motivating and empowering employees. They haveeielbp strategies on showing
and manifesting support to their employees and seam that they can achieve
maximum effort and goodwill from these teams. Tihighe long run will breed the
right environment for work hence improved emplopeeformance.

2. Proper leadership and support to employees iscakitowards realization of both
employee and organization objectives. It is theeefeecommended that managers
embrace a mesh or interconnectedness of variows kifileadership to bring out a
blend empowerment, autonomy, growth and ultimatelyvhole round employee
capable of productivity both to himself/herself,th@ organization and to the society
at large. Improve on communication. Communicat®mdeed power as fast flow of
information will trigger fast response and fastusioins which in turn saves on lost
time and significantly accrued time on work whiatanslates into performance.
Effective communication also leads to effectiveusohs which are from different

sources and have undergone efficient panel-besgsgting into solutions of best-fit.
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3. Supervision should not be taken from a negativepgestive but rather the intention
of the manager should in the first place be rightcado with guidance and employee
development and on the other hand should be retg@wsitively by the employee so
that it can have its intended purpose of developmamd productivity hence
performance.

4. Relationships horizontally or vertically within tloeeganization are primary since good
relationship facilitates effective and efficientnmmunications which in the long run
boosts teamwork. Teamwork is essential in achieviogth personal and
organizational objectives. Converging efforts betwethe management and the
employees are critical in realization of the goat&l objectives of the organization.
This shared vision is achievable only if the efoput in by the management are in
tandem with the efforts put in by the individualhis means that cooperation and

group activity/teamwork is crucial.

5.6 Suggestions for further studies

As a result of this study, the researcher sugdbatsfurther research need to be carried out
on the influence of organization politics on emg@eyperformance. There is need to conduct
a study to find out other variables that explaiis ttelationship. It is important for a more
comprehensive study to be done on organizatiortigeland its influence on employee
performance not only in the Emerging Business umit, also other units of East African
Breweries Limited. A study should be carried outdstablish on how best to utilize

organization politics as a basis for improving eoyple performance.
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APPENDICES

Appendix I: Letter of Introduction
The Respondent,

Dear Sir/Madam,

Re: Request for Research Data
| am a postgraduate student at the University afddapursuing a Degree of Master of Arts

in Project Planning and Management

Pursuant to the pre-requisite course work, | ameeititly conducting a research project on
INFLUENCE OF ORGANIZATION POLITICS ON EMPLOYEE PERF ORMANCE:
A CASE OF EMERGING BUSINESS OF EAST AFRICAN BREWERIES LIMITED
KENYA.

The focus of my research will be on Emerging Bussnef East African breweries limited
Kenya and this will involve use of questionnairdsnanistered to management staff in the

Emerging Business of East African breweries limited

I kindly request you to participate in this studydssisting to fill the questionnaires and
providing with any other relevant information. Tindormation collected will be treated with
utmost confidentiality and is for academic purposgy. The findings and recommendations
of the research will be availed to you upon compiedf the research

Thank you in advance.

Bonface Kiptoo Ng’enoh
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Appendix Il: Questionnaire

PART 1: DEMOGRAPHIC DATA (Please tick where appropriate)
SECTION A: General Information

i) What is your gender?

Male D Female D

i) What is your age? (optione

Below30 | | 3140 [ | 41-50 [ ]  Aboveso[ |

ii) What is your highest professional qualificat
CertificateD Diploma D Degree D

Masters D PhD D

V) How long have you served in this organizal

Below5yea] | B years []10-15 years| |  above 15 years

V) Your designation Sales Director

ABDM/BDM/DTMM

TMR/TDR/DSR

Others (specify)



SECTION B: EMPLOYEES WITHIN EB; PERCEPTION OF ORGAN IZATIONAL
POLITICS AND ITS ELEMENTS ON OWN/INDIVIDUAL PERFORM ANCE

Please tick as appropriate in the spaces providedhé¢ extent to which you are confident

with your organization approach with respect to eah of the following aspects.

6. How do you rate your manager’s efforts in mdtivgtand empowering of employees of

Emerging Business?

a. Very Bad ]

b. Bad |:|
c. Good I:l

d. Very Good |:|
e. Excellent |:|

7. What is your rating of your Managers InvolvemehEmployees on Decision Making?

a. Very Bad ]

b. Bad |:|
c. Good I:l

d. Very Good |:|

e. Excellent |:|

8. How would you regard the manager involvemergroployees in decision making?

a. Very low ]

b. Low I:l

c. Average I:l
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d. High ]

e. Very high I:l

9. How would rate flow of information and frequenmfymanager’s communication with
Employees?

a. Very Bad ]

b. Bad |:|
c. Good I:l

d. Very Good |:|

e. Excellent |:|

10. What is your rating on Managers’ Level of Syon on Employees?

a. Verylow ]

b. Low |:|

c. Average I:l

d. High ]

e. Veryhigh [

11. How do you rate your Managers’ Appreciationeanployees based on Reward System?

a. Low |:|

b. Average

L1
c. High D
L]

d. Very high
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12. How would you rate your relationship with yonanager?

a. Bad |:|
b. Good I:l

c. Very Good |:|

d. Excellent D

13. How would you rate your level of interactiordaome on one interaction with fellow
colleagues?

a. Very low ]
b. Low D
c. Average I:l

d. High D

e. Veryhigh [

14. To what level would you say is your satisfattath the existing organization structure?

a. Verylow |:|
b. Low |:|
c. Average I:l

d. High D

e. Veryhigh  []

15. To what level would you attribute your performa to the existing management
structure?

a. Very low ]

b. Low |:|
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c. Average I:l

d. High I:l

e. Veryhigh  []

16. How would you rate the interdependence and@tgovernment policies has accorded

to you and affected your performance?

a. Verylow ]
b. Low |:|
c. Average I:l
d. High I:l

Ll

e. Very high
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