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OPERATIONAL DEFINITION OF TERMS

Technostructural interventions: A typology of organization development
interventions whoseareas of thrust are job
redesigns organizational structure,
organizational technology, and other high

involvementorganizational practices.

Employee commitment: Degree to which an employegentifies with the
goals andvalues of the organization, and is

willing to exert effort to help it succeed.

Managementby-exception: An approach to leadership which the leader
interveneonly if standards and expectations are

broken.

Intellectual stimulation: A leadership appexch that encourages
innovation, creativity, critical thinking and
problemsolving skills anl involves
development of fobbwers' thoubts and
imaginations withthe intentionbeing to enhance
followe r s 6 ability tsolve i dent |

problems creatively.

Contingent rewards: Motivation-based ¢éadership approach that
rewards employeeshat meet their idenigd
goak and its primary purpose is forovide
positive reinbrcement for a job done

professional and timely fashion.

Task variety: Thisreferstdt he degree t o which
job tasks requires a variety of diffeteactivities
which would require applicationof different

skills.
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Task identity:

Task significance:

Responsiveness:

Flexibility :

This refergo thedegree to which a job requires
doing atask from beginnirig end with an
observable outcome beinged tqudge

completion.

This refergo the degree to which given job
has a significant impaadn the lives of other
people, who may be in themmediate
organizatioror may be in the external

environment.

Thisrefers to the ability of an orgemation to
react fast and in aimely manner to changes in

its operating environment.

This refers to the abtly of an organization to
employmultiple waysto succeed in tough
operating times.
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ABSTRACT

Kenyads banking industry has for many occ«
growing aspersions as to its stability and continued performance. Commercial banks
have consequentlbeen seen to be putting in place measures to enable them continue
performing as expected. Some of these strategies have included embracing
organization development interventions, such as technostructural interventions. From
the literature, studies stiffoint to the fact that there exists a theoretical quandary on
whether technostructural interventions can indeed lead to desirable organization
performance outcomes, or not. The need to fully comprehend the effects of
technostructural interventions on pmrhance of commercial banks in Kenya thus
became necessary. As well, given that employee commitment has been argued to be
an important determinant of organization performance, incorporating the same in
study, as a mediating variable, in exploring the exteglationship between
technostructural interventions and performance of commercial banks in Kenya, was
considered vital. Buoyed by scholarly arguments, this study, besides, incorporated
leadership styles, specifically transformational and transacticadgiship styles, as a
moderating variable in the relationship between technostructural interventions and
organizational commitment, and also as a moderating variable in the relationship
between employee commitment and organizational performance. Theobjediives

hence were : To determine the effect of job enrichment on performance of
commercial banks in Kenya; to determine the effect of employee involvement on
performance of commercial banks in Kenya; to determine the effect of physical layout
on perfomance of commercial banks in Kenya; to establish the mediating effect of
employee commitment on the relationship between technostructural interventions and
performance of commercial banks in Kenya; to establish the moderating effect of
leadership styles orthe relationship between technostructural interventions and
performance of commercial banks in Kenya; to establish the moderating effect of
leadership styles in the relationship between technostructural interventions and
employee commitment in commerclznks in Kenya and to establish the moderating
effect of leadership styles in the relationship between employee commitment and
performance of commercial banks in Kenya. The theories that illumined this study
included the sociotechnical systems theory, Heezberg two factor theory, the Job
Characteristics Model and the AMO theory of organisation performance. The study
adopted a posivist philosophy and blended cross sectional and descriptive research
designs. The population comprised of all the commeraiakg in Kenya. Sample size

for the respondents was determined by the Yamane formula. Research data was
coll ected using questionnaires. Descripti
biographics and bank characteristics. Multiple regression modelstihareused to
analyses the relationships and as such to test the hypotheses at 0.05 significance. The
study established that employee involvement has a positive and significant effect on
the performance of commercial banks in Kenya. The study also es&blibat
employee commitment partially mediates the relationship between technostructural
interventions and the performance of commercial banks in Kenya and that leadership
styles moderate the relationship between employee commitment and performance of
commercial banks in Kenya. On the basis of these characteristics, conclusions and
recommendations were made, chief being that banks be cautious in using physical
layout and job enrichment interventions as strategies of driving performance and that
other studes be undertaken to establish under what circumstances job enrichment and
physical layout interventions can be used to drive performance of commercial banks
in Kenya. Even so, it is expected that the findings of this study will help inform policy

in commecial banks besides contributing to the field of organization development in
Kenya.

XV



CHAPTER ONE: INTRODUCTION

1.1 Background of theStudy

Commercial banks are critical in driving economic development, as they play a role in
financial intermediation, facilktting growth of other key economic sectors (S&ini

Sindhu, 20140ngore & Kusa, 2013khide, 2009)Nonper f or mance of a
banking sector cathereforelead to undesirable economic effects such as declined
economic output, lowered investments aaduced employment level®¢ll'Ariccia,

Enrica, & Raghuram , 2008; Demirgécu n t |, Enrica & Poonam
economic blue print, the Vision 2030, is accordingly seen to emphasize the
importance of a stable banking sector in the attainment af thex n t r -feronsandmi d

long-term development objectives (GoK, 2007d).

A flip through history, however, indicates that Kenya has experienced serious banking
industry challenges that have many times led to dwindled industry performance, and
in some extreme&ases, led to collapse of domestic banks (Kamau & Were, 2013;
Kithinji & Waweru, 2007).In the year two thousand and fifteen alone, the Central
Bank of Kenya, the regulator of the banking industry in Kenya, in the space of two
months, placed two commertibanks under receivership (CBK, 2015) with the
regulator indicating the need to continue to closely monitor the banking industry in
Kenya to ensure that commercial banks continue to function and perform as

envisaged.

Key among the challenges thagvebedevikedthe bankingindustryin Kenyainclude
an increasing level of competitionKijngu, Desta & Ngui, 2014)Industry

competiton is actuallya major challeng¢hat has been argued tead to glitchesn

1



many banking sectoracross the global landscaf@oudriga & Ghardallou, 2012).
Consequently it is increasingly becomingessentialfor top level managemeruaf
banks in Kenydo come up with ingenious ways afldressinghallenges emanating
from an increasinyg competitive environmer{Ongeri, Nyaoga, Bae & Nyambega,
2014)if at all organizationperformance objectiveare to be sustainedMungai &

Omagwa, 2017)

Commercial banks in Kenylaave,for that reasopamong other measurgwoactively
undertakerorganization development interventions over yearsin a bid to drive

up their performance level$KCB, 2012; BBK, 2013; NBK, 2013 Kenya
Commercial Bank Ltd, for instance, undertook organization development
interventions between the years two thousand and eleven through two thousand
and thirteen, wh the overriding objective being among other things, to enhance
its performance (KCB, 2011; 2012; 2013). Barclays Bank of Kenya Ltd, another
major bank in the Kenyan market, also undertook organization development
interventions in the year two thousanddatwelve in key areas, with a view of
improving its organizational performance (BBK, 2013). The same was the case
with the National Bank of Kenya Ltd which also undertook organization
development interventions in the year two thousand and thirteen, vatichief

intention of the interventions being improvement of its performance (NBK, 2013).

The increasing reliance on organization development interventions as a strategy of
enhancing performance of commercial banks in Kenya is fundamentally in sync
with general scholarly posits on the influences of organization development

interventions on organization performance, as it has been argueorghaization



development constitutes important features that can enable an organization attain its
strategic goalshattak, Sumaira & Chaudhry, 201&garwal & Helfat, 2009; Bae &
Lawler, 2000) Even from its conceptuahbstraction organization developmens
supposedto embody practices undertakenby practionersto help organizations
improve performancand effectiveess (Cummings & Worley, 200Fompetence in
executing any organization development interventions, tandem with the overall
organizational strategys, however, &ey distinguishing characteristic of successfully

run organizations (Lawler & Worley, 20p@t is thereforevital that management of
commercial banks in Kenya thoroughly understand the benefits, or lack of, of
adopting the various typologies of organization development interventions in driving

organization performance, before implementing thetheir organizations

Essentially there are four typologies of organizational development interventions that
have beendisaussedin the literature. These are Human Process Interventions,
Technostructural Interventions, Strategic Interventions and HurRasource
Management Interventions (Idris, Adekalu & Kabiru, 20C4immings & Worley,
2009. Human Process Interventions are those targeted on social processes in the
organization such as communication the organization leadership in the
organizationand group dynamics Gummings & Worley, 2009)Technostructural
Interventions, on the other hand, are organization development intervdatigeted
towards structural and technological issuesthe organizationand comprise of
interventionsin organizationdesigrs, work redesigns aneémployee involvement
(Cummings & Worley, 2009). HumaResourceManagement Interventionsn the
other handareinvolved with attraction of competent talent to the organization and

using this talent to driv@rganizationalobjectves Finally, Strategic Interventions



seek to helporganizations transfornand keep pace with changing conditions in
operating environmentaind are exemplified byinterventions such cguisitions,

mergers andrganization learningCummings & Worley, 2009).

1.1.1 Technostructural Interventions

Of the different typologies of organization development interventions, commercial
banks in Kenya have been seen to more and more embrace technostructural
interventions (KCB, 2012; BBK, 2013; NBK, 2013; Munjuri, 2011)Thes
interventions, as typologies of orgaaiion development interventiongntail the
design and relesign of organization models, and are usually executed through
application of interventions such as technology changes, employee involvement, work
redesign,parallel structures and changes in workplace physical arrangement and
settings (Sandhu,Mannu & Virk, 2012; Cummings & Worley, 2009).
Technostructural interventions, therefore, are argued by scholars to be deliberate
organization development interventionsdertaken by organization development
experts to institute enhanced organizational performance in dynamic environments
(Sandhu,Mannu & Virk, 2012; Cummings & Worley, 2009; Cummins & Worley,

2001; Pettigrew, Woodman & Cameron, 2001).

Technostructuralnterventionsthereforeare usually executed differently, and with
different obectives (Cummins & Worley, 2009 For instance technostructural
interventions such as job enrichment entaltical work loading that provides
employeeswith more discretionn planning, controlling and evaluating their work
(Hellriegel & Slocum, 2007; Parker, 1998)etkby facilitating organizational

performance This is so becausgob enrichment interventionsave been found in



some settings to have positive effectseomployee work motivation, job satisfaction
and employeetask performancgCummings & Worley, 2009)However, some
organizationsstill have systemic barriers that water down the effectiveness of job
enrichment interventions in organizations(Cummings & Worley, 209) which
therefore necessitatesontinued research on the efficacy @b enrichment
interventiors in facilitating organization performanaa various organizationsnd as
wasthe case of this study, the efficacy of job enrichment in drivingoér®rmance

of commercial banks in Kenya.

Employee involvement, on the other haad, a technostructural interventjentaik
involving employees more in decision making proces®éaltbn, 1985) It is a key
typology of organization development interventesi has been argued postively
affect organizationeffectiveness angerformance(Shivangee & Dixit, 2011Cox,
Zagelmeyer & Marchingtor2006).Accordingly, organizations faced witbhallenges
such asmanagingcosts, undesirablperformance andow emplojee commitment
levels have been seen to turn to this typology bid to addressuch challenges
(Cummings & Worley, 2009). The level ofits success in attaining its intended
objectives is however contingenton many other contextual organizational ¢est
(Cummings & Worley, 2009%husthe continuingneed tcanalyzeits effects in regards

to driving the performance @irganizations

Last but not least, technostructural interventions in physical layane usually
implemented in organizations from tkenviction that a good working environment
keeps employees comfortable in the execution of their job tasks (Burke, 2000) hence

enabling them undertake their work better, thereby improving employee and



organizational performanceGood physical layouts alsocomplement employee
involvement intervention given that well designed physical layouts provide
conducive environments for employee participation in decision making (Cummings &
Worley, 2009).0Other benefits of a weltbrganized physical layout include ingwed
employee job satisfactioand reduced employefatigue (Kondalkar, 2007) which

then leadso improved employee and organization performance.

A cursory view of the global landscape indicates that technostructural interventions
are indeed popular forn organization development interventions. For example, in
the United States of America, technostructural interventions have been cited by
scholars to be one of the most common types of organization development
interventions ffagensofEland, Ensher & Burk, 2004;Burke, 2002; Beer & Walton,
1990). Besides the United States of America, technostructural interventions have also
been seen to be embraced in some Asian tigers such as Hongllsond/icMahan,

& Woodman, 1996). Other countries that have been se&m implement
technostructural interventions include Germany, France, Ireland, Sweden, Mexico,
India and Australia (Cummings & Worley, 2009)n Kenya, technostructural
interventions havalsobeen witnessed across many corporate organizations (Munjuri,
2011) with calls still being maddor more adoption of these interventions to foster
performance of banks in in Kenya, particularly on the technology front (Kungu, Desta

& Ngui, 2014).

The foregoing notwithstanding, thel@ve beermuted criticisms emanatingfrom
scholarly circles regarding the usetethnostructural interventions in organizations.

For example,t has been argued that employee involvement may leatytmization



malfunctioning resultantfrom poor decisionsbeing made by employeesA(ir &
Amen, 2014).Job enrichment, on the othieand has also been criticized as to lead to
work intensification thereby leading to lowered productivity amongst employees,
hence being a detriment to organization performa@ueniole, 2015)Propositions

on how toaddress thesghallenges are varied bucludesestablishing means through
which employee commitment in organizations cannpensifiedin order to increase

the successand attainment of the objectivesf organization development

interventiongZafar, D15 Vonai, Sithole& Kunakag 2015).

1.1.2 Employee Commitment

Employee commitment has been viewed variously and aw#riety of definitions as

to what it constitutegDixit & Bhatti, 2012). However, he conceptualization of
employee commitment by Meyeaand Allen (1990) into affective commitment,
continuance commitment and normative commitment in the three components model
is one of the most notable abstractions of the concept of employee comn{Dix&nt

& Bhatti, 2013. In this conceptualization, affdve commitment relates to a personal
attachment that an employee has to an organization (Meyer & Allen, 1990). This type
of commit ment makes an employee exert wh
goals. It drives an employee to put in extra eftortl Meyer and Allen (1997) argue
that it is the most important type of employee commitment, and thus is the type an

organization would wish to instill in its employees.

Continuance commitment on the other hand is the type of commitment that makes an
empbyee stay with the organization because they nee#han( Ziaur & Akram,

2012). It essentially arises from employment terms, such as the nature of job contracts



(Mullins, 2001) and is generally expressed by an employee when one feels leaving the
organiation is quite costly and cumbersome (Mullins, 200Drmative commitment

on the other hand related to a general feeling of will to stay in the organization
(Khan, Ziaur & Akram, 2012) and is a feeling of obligation to the organization, and

is expresed by an employee feeling of being indebted to the organization for being

considered for a job, when one needed it (Mullins, 2001).

Although all the three types of employee commitment are important, their influences
on organizations are of different degs (Meyer & Allen, 1997). Meyer and Allen
(1990) therefore indicate that if an accurate depiction of total employee commitment
is to be gotthenthese three types of employee commitment should be evaluated
togethergiven thattotal employee commitmens ithe net sum of all these three
typologies of employee commitmentThis approach of assessing employee
commitment a®fferedby Meyer and Allen (1990) has beseen to bemployedby

variousscholarly studiesn employee commitmeDixit & Bhatti, 2012).

Primarily, enployee commitment to organizatioissaffected by amongnany other
things organization development interventio(Biljana, 2005; Vakola & Nikolaou,
2005. This infers that employee commitmentan hypothetically derive from
organization devepment interventions, such as technostructural interventions.
Organization development interventions, more often thancaotalsolead tosurges

in employeeanxiety (Bordia, Hunt, Paulsen, Tourish & DiFonso, 2p04hich
negatively impacts employee commént to organizations, thereby negatively

impacting organization performance.



Several other factors hawaso beensuggestedo affect employee commitment to
organizationsFor example to bank employeegrecursorghat have been fronted

affect emplgee commitmenincluderelationshipg with supervisorand management

(Tung, Khuong & Nguyen, 2014%ofat,Kiran andKaushik (201% andYiing, Zaman

and Ahmad (2009)are seen toposit thatleadership behaviouactually affects
employeecommitment toorganzations An investigation of the effect of leadership

styles on the relationship betweeremployee commitment and organization
performance therefore becomesjudiciousv ent ur e. In the cont e
banking industrythis is all the moreimperative given thatcommercialbanks in

Kenya have been reported tgrapple with the challenge of low employee

commitmentand highemployedurnover levelsNlyambura, 2015)

1.1.3Leadership Styles

By and large, the subject of organizational leadership is actuallyrimial. This is
because most organizationsd performances
(Northouse, 2007) for leaders play the critical role of setting the direction the
organization is supposed to go to, through aligning models (K&@ed,). Effective
leadership has thus been argued by different scholars to be the principal source of
competitive advantage for many organizatiodsy, Chew & Spangler, 200Rowe,

2001).

Even so, organization leadership has repeatedly been identifiza agent global
human resource management challenge that
business world (Deloitte Consulting, 2014; 2015). It has also been explicitly argued

by scholars that most organization development intervensionsllyfail because of
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lack of leadership (Lawson & Price, 2003; Zell, 2001). Consequently, it is requisite
that studies on the efficacy of organization development interventions also focus on
the role of different leadership styles in facilitating successful et of

organization development interventions.

Whereas there are varied leadership stytediterature indicates growing enthusiasm

to specifically understand the impact of transformational and transactional leadership
styles in organizationgSardrer, Lowe, Moss, Mahoney & Cogliser, 201®oth of

these two leadership styles have been argued to be influential in enhancing
organizational performance (Laohaviahie Fredendall & Cantrell, 2009)put
differences in opinions still exist on which of thesiyles has greater impact in
driving organization performanc&\u, 2009;Boerner, Eisenbeiss & Griess2007;
Purvanova, Bono & DzieweczynsiK006; Epitropaki & Martin, 2005)Therefore, m

view of theexisting scholarly debates regarding the usefulndsgamsactional and
transactionaleadership styles on organization outcomes, these two leadership styles
are besanalyzed from the full range ldership perspectiygiven thatthey have also

been argued taugment one another (Bass & Avolio, 1998ugmentationin this

case suggestbat the two leadership styles complemand supplemertine another
(Judge & Piccolo, 2004).The suggestion of malyzing the effects of the two
leadership styles on organizational outcortaagetherfurthermorefinds justification

from the arguments of Ba$$999 who positsthat best leaders are those who exhibit

both transformational and transactional leaderstyijes
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1.1.4Performance of Commercial Banks

Kaplan and Norton (1996) argue of the need to differentiate betiweeconstructs in

discussons on organization performanaeitcomes and drivers. Whereas Kaplan and

Norton (1996) do not give a concise definition of these two, Swanson and Holton
(2001) illuminate on the subject and indicate that performance outcoaely nelate

to financial and productivity measures such as profitability and returns on
investments, while performance drivers, on the other hand, are prime indicators of
future organization outcomes. Drawing from the work®mfanization development

scholars such a€ummings and Worley (2009; 2006; 2001) and Swanson (1994)
performance indicatorarec onstrued to encompass aspect ¢
flexibility and an organi zations?o respo
environment. Organizain flexibility and organization responsiveness sy

indicators of organization performanbave, however, beeregardeddifferently by

scholars. The iterature, nevertheless indicates that flexible and responsive
organizations do respond fast to changestheir operating environment hence

enabling their continued succes3h@¢ngsodsang & Ussahawanitchakit, 2011;
Passmore, 1994). Organizationged to therefore continuously endeavor to -re
organi ze processes, i ndi vi du9)lifthbyeatedov i or &

attain these two critical indicators of organization performance.

Kaplan and Norton (1996) and Swanson and Holton (2008) are seen to argue that
only when organization performance outcomes and organization performance drivers
are conjantly considered will longerm, sustained organizational performance be
guaranteed. This line of argument is bolstered by the opiniorBobfand Smith

(2009) who argue that solely relying on objective measures of performance in gauging
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performance is flaed, given that subjective measurements of performance usually
incorporate a wider range of factors, thereby making them a central aspect of analysis

of organization performance.

The general stream of reseamh performance of commercial banks in Kenlyas,
however, been a growing focus on objective measures of performanceFonly.
instance, Onjala (2012) in a longitudinal study of performance of commercial banks
in Kenya used Returns on Equity as a measure of commercial banks performance.
Ongore (201Bin an investigation of the determinants of performance of commercial
banks in Kenya modelled bank performance on Return on Assets, Return on Equity
and Net Interest MargirOnuonga (2014) on the other hand, in a study on top six
banks in Kenya, modellethe performance of the top banks in Kenya using bank

profitability as the only measure.

A comprehensive appraisal of the performance of the commercial banks in Kenya
using both performance outcomes and performance drivers was thus vital, given that
the Central Bank of Kenya has over the years depicted vacillating positions of the
performance of commercial banks in Kenya (CBK 2012, 2013, 2014, 2015). The
need was more apparent after commercial banks in Kenya exposed their incapacity to
fast respond to cimges in operating environments, after the introduction of the
interest rates capping on bank facilities instigated by the Banking (Amendment) Act
of 2016 that disrupted the banking environment in Kenya and led to reduction in key

performance metrics of tte@mmercial banks (CBK, 2017).
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1.2 Statement of the Problem

Sustained performance of commercial banks in Kenya has been an issue of
concern, especially in view of the fact
has in the past been eroded, rasglfrom collapse of multiple local commercial

banks Kamau & Were, 2013ithinji & Waweru, 2007; CBK, 2015). The Central

Bank of Kenya, as the regulator of the banking industry in Kenya, has also in the
recent past indicated the need to closely monitor comimebanks to ensure
continued performance (CBK, 2016) with ti@entral Bank of Kenya depicting
vacillating positions of key performance metrics for these commercial banks (CBK,

2012; 2013; 2014, 2015).

Commercial banks in Kenya, however, have in themaight initiated measures

to ensure that they continue performing as expected. Such measures have included
among others, embracing organization development interventions, especially
technostructural interventions, such as in the cases of Kenya Comnigacik)
Barclays Bank of Kenya and National Bank of Kenya (KCB, 2012; BBK, 2013;
NBK, 2013). Increasingly adopting technostructural interventions among these
commercial banks, nonetheless, presents a theoretical quandary in view of the fact
that there is yeto be general scholarly consensus on the subject of the efficacy of
technostructural interventions as means of attaining organization development and

organization performance objectives.

For example, while organization development scholars sucWeser and De
Simone (2012) hold that technostructural interventions are not an excellent choice of

organization development interventions, Aninkan (2014) and Khattak, Igbal and
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Khattak (2013) establish from empirical studies that technostructural intesmenti
such as job enrichment and employee involvement have positive influences on
organizational performances. The differences on scholarly opinion on the efficacy of
technostructural interventions in effect therefore indicates a knowledge gap that can
princdpally be filled by undertaking a study to shed light on the efficacy of
technostructural interventions in driving organization performance, and in the context
of this study, the efficacy of technostructural interventions in driving performance of

commercal banks in Kenya.

Even so, in analyzing the usefulness of technostructural interventions in this study, it
was also necessary to analyze the mediating effects of employee commitment in
relationships between technostructural interventions and perfornohrocenmercial

banks in Kenya. This is because employee commitment is an important determinant
of organizational performanc&i{ng, Zaman & Ahmad, 2009Schermerhorn, Hunt,

& Osborn, 2000) that is notionally derived from among other things organization
dewelopment interventionsLu, Tse & Zhou, 2002) thereby making employee
commitment an indispensable aspect of organizations that must be analyzed when
evaluating effects of organization development interventions on organizations

performance (Bordia, HuntaRlsen, Tourish & DiFonso, 2004).

As employee commitment is propped by among other thingpangani zati on
leadership stylesY(ing, Zaman & Ahmad, 2009) understanditige moderating

effects of leadership styles on employee commitment and on organizatio
development interventions, such as technostructural interventions, continuously

become necessary. This is even more evident as empirical studies on the influences of
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different leadership styles, such as transactional leadership styles and transfofmationa
leadership styles, on organizational performance, have tended to yield mixed results
in different research settings (Koech & Namusonge, 2012; Obiwuoru, Okwu, Akpa &

Nwankwere, 2011).

The purpose of this study therefore was to fill the inherent knowlg@gson the
effect of technostructural interventions on the perfomance of commercial banks in
Kenyg with this relationship being investigated undéwe mediatingeffect of
employee commitment and the moderating effect of leadership styles on the
relationship between technostructural interventions and the perfomance of

commercial banks in Kenya.

1.3 General Objective
The objective of this study was to determine tbHect of technostructural

interventionon the performance of commercial banks in Kenya.

1.3.1 Specific Objectives
The specific objectives of the study were:
i.  To determine the effect of job enrichment on the performance of commercial
banks in Kenya.
i. To determine the effect of employee involvement on the performance of
commercial banks in Kenya
iii.  To determine the effect of physical layout on the performance of commercial

banks in Kenya.
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Vi.

Vil.

To establish the mediating effect of employee commitmenthemelationship
between technostructural interventions and performance of commercial banks
in Kenya.

To establish the moderag effect of leadership stylesnahe relationship
between technostructural interventions and employee commitment in
commercial banks in Kenya.

To establish the moderating effect of leadership styleghenrelationship
between telenostructural interventions and performance of commercial banks
in Kenya.

To establish the moderating effect of leadership styles in the relationship
between employee commitment and performance of commercial banks in

banks in Kenya.

1.4 Research Hypothesg

The null hypotheses tested in this study, rasgiffrom the research objectives, were

as follows:

Ho1

Ho2

Hos

Job enrichment does not have a significant effect on the performance of
commercial banks in Kenya.

Employee involvement does noave a significant effect on the performance
of commercial banks in Kenya.

Physical layout does not have a significant effect on the performance of

commercial banks in Kenya.
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Hos Employee commitment does not mediate the relatipnsbetween
technostructural interventions and performance of commercial banks in
Kenya.

Hos Leadership styles do not moderate the relationship between technostructural
interventions and employee commitment in commercial banks in Kenya.

Hos  Leadership styles do not moderate the relationship between technostructural
interventions and performance of commercial banks in Kenya.

Ho; Leadership styles do not moderate the relationship between employee

commitment and perfmance of commercial banks in banks in Kenya.

1.5Significance of theStudy

The study waskey as technostructural interventions are expensive typologies of
organization development interventions. As such, shedding light on how to improve
their efiicacy isquite important. This wamore so important for commercial banks in
Kenya which have been seen ftoe increasingly adojptg technostructural
interventions as a means of attaining organization development and organization
performance objectives. As importaherefore, the study will inform decision makers

in these banks, through the research findings, of the efficacy of the technostructural
interventionsof job enrichment, employee involvement and physical layodtiving

the performance of commercial @nin Kenya.

The studyfindings alsoincrease theoretical understanding on whether the identified
technostructural interventions are effective as individual interventions or when
administered under moderated conditions. This is considered quite esseantial
empirical research findings have over the years, across various research settings,

given mixed findings on the effects of thechnostructural interventionsf job
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enrichment, employee involvement and physical layoat organizational

performance.

In addition, the recommendations are likely to open up new frontiers of research into
the subject matters heme. Scholars as such will be able to derive insights from the
findings of this research to develop constructs for further research on the subject of
technostructural interventions, in organizational developrsemties and how these

interventions impact on commercial banks performance.

1.6 Scope of theStudy

Technostructural interventions come in varied ways. This study however narrowed
down to thre typologies of technostructural interventions viz employee involvement,
job enrichment and workplace physical layout. The choice of these three was justified
by the fact that they constitute some of the most recent technostructural interventions

undertaka by commercial banks in Kenya.

Additionally, the study only investigated the effects of technostructural interventions
on operating commercial banks in Kenya only, excluding ones under receivership.
The choice of commercial banks only was informed leyftct that compared to the
other types of banks in Kenya, they have been seen to increasingly adopt

technostructural interventions in the Kenyan landscape.

From a time perspective, the study only used commercial bank performance data for
the year endetivo thousand and sixtegthis havingbeenthe most recent year with

published audited accounts of most of these commercial banks as at the time of the
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data collection. Using such static data essentiatiplies that the methodological

scope of the studysaumed a crossectional latitude.

1.7 Limitations of the Study

In this study, questionnaires were used as the principal resdatahcollection
instruments. This implies that responses were dependent on individual responder
cognition and perceptions. iBhlimitation was however mitigated by the fact that the
research instruments for this study were developed from instruments that have been
previously used in other scholarly studies in measuring the constructs postulated in

this study.

Another limitationstemmed from the fact that bankers, who in this case were the
primary respondents, are usually characterized by constraints in time, as banking is a
service intensive industry. The researcher however endeavored to overcome this
limitation by targeting theespondents on low seasons such as the mid of the month

when banking halls were not tyailly highly patronized bgustomers.

Lastly, the study encountered a limitation from the sense that it was undertaken when
most commercial banks were reducing theimber of employees, citing difficult
operating environments. Uncertainty from the side of employees on their continued

employment could have therefore affected resporeszesved from theespondents.

1.8 Organization of the Study
This thesis is structed as follows: chapter orgelves intothe background of the

study, the problem statement, the objectives of the study, the research hypotheses, the
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significance of the study, the scope of the study and the limitations of the study.
Chapter two then plungeinto reviewing theoreticditerature anchoring this study;

with the chapter also looking at extant empirical literature, with a view of highlighting
knowledge and research gaps. A conceptual framework is also given in chapter two to
mirror what the resacher hunched to be the relationships between the variables in

this study.

Chapter three delves into the research design, research problem, research population,
sampling technique data collection methodspilot study, instrument validity,
instrument rBability and also research ethics. Chapter fopresentsthe study
findings and discusses themhile chapter five summarizes key features of the study
and makes conclusions and recommendations -tiferReferences, questionnaire
instrument andthe statubry research permifrom the National Caomission for

ScienceTechnologyand Innovatiorare thergiven as appendices.
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CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chaptepresents review of literaturaelevant to the studyt delvesinto reviev
of theoretical literaturgplacingemphasis on theories touching on variablemiafrest
in the study. Furthermore, anrapirical review of scholarly literaturéas also been
presented in this chaptewith a view of highlightingextant knowledge gapsn
various variable interrelationsA conceptual framework is alspresentedin this
chapter Review entailed extensivesearch frontextbooks, peer reviewgdurnals

and online resources.

2.2 TheoreticalReview

This section plunges into reviewing theswithat are of relevance to this study.
Review of theories is an important aspect of social science research as knowledge
generated from social science research undertakings should be seen to be relating to
existing theory (Saunders, Lewis & Thornhill, B)0Saunders, Lewis and Thornhill
(2006) cite Whetten (1989) indicating that what passes as a good theory in social
science should plausibly and coherently explain relationships that exist between
variables. In this study, The Sociotechnical Systems Thddry Job Characteristics
Model, the Transformationdlransactional Leadership Styles Theory and the AMO
Theory of Organization Performance were theories considered illumining the

objectives and variables of this study and have been discussed imeetatlow.

2.2.1The SociotechnicalSystems Theory
The Sociotechnical Systems Theory, as fronted by Tare Bamforth (1951)

advocates for work to be structured in a way that focuses on both the social and
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technical systems of an organization and holds$ tork designs based purely on
technological systems, with no regard to social aspects, are largebpsuoial (Trist
& Bamforth, 1951). Based on the propositions of this theory, thesst be a fit
between the social and technological design featuresorghnizations and

departmentgf at all any intendeg@erformance is to be attaindcawler, 1996).

The theoryadditionally argues forcontinuous modifications on how work and
organizations are bedesigned (Trist, 1981)y emphasimng thatthere exits a close

nexus between organization technology, individual roles and the social system in
organizationgEason, 1988)Of importance, thisheory hasover the years beeseen

to be applied in a number of ways in many organizations with relatively guels le

of success (Cummings & Worley, 199This stems from the fact that application of

the theory leads to producing of two kinds of outputs: physical outcomes such as
goods and services, and social and psychological outcomes such as job satisfaction
and employee commitment, making it practically used in many job enrichment

interventionsand employee involvement interventions (Cummings & Worley, 2009).

As a primary theory in organization development, thecstechnical systems theory
hasvast relevanceni this study This is because the study soughineestigate how
aspects of technostructural interventions such as employee involvement and physical
layout blend with other job redesigns such as job enrichment, to define overall
commercial bankperformarce. The theory thus anchordte hypotheseselating job
enrichment, employee involvement and physical layout to organization performance,
as thesevariablesare largely subjects in soetechnical systems. Moreover, as the

theory emphasizes on individuadles in facilitating the success of sociotechnical
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systems, the researctbjectives iv, v, vi and viii werdllumined by this theory,
guiding hypotheseson the mediating influence of employee commitment and the
moderating effect of leadership styles ire trelationship between technostructura

interventions angerformancef commercial banks in Kenya

2.2.2 Herzbergbs Two Factor Theory
Herzbergds Two Factor Theory posits that
by job satisfaction and job dissatidfian, is a function of two sets of factors;
motivation factors and hygiene factors (Herzhet§68. The motivation factors,
which essentially relate to job content includeork itself, responsibility,
advancement, achievement, recognition, and possilolitygrowth The hygiene
factors on the other hand relate to factors characteristic of the job context and include
company policy, supervision, relationship with supervisors, work conditions,
relationship with peers, salary, personal life, relationship withordinates, status,

and job securityThis theory consequently proposes that jobs should be designed in a
way that sufficiently motivates employees to enable employees pursue organizational

goals with fervor(Herzberg, 1968

Steers (1992) opines th#te theory has provided great insights in the study of
employee job satisfaction. Huling (2003) in addition posits that this theory continues
to remain relevant in the arena of building employee work enthusiasm. Moreover,
organizations have also been sdencontinuously apply this theory througbb
enrichmentpractices such as giving employees more challenging work (Leach ad

Westbrook, 2000), encouraging employees to passionately undertake given work
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tasks (Hunsaker, 2005) and establishing ingenious whysving employees feel

more secure about their jobs (Ruthankoon, 2003).

This theory wa therefore construed to have relevance in this stérdyn the
persuasion that technostructural interventions in arenas such as job enrichment,
physical layout, an@mployee involvement constitute features which qualify them to

be regarded as hygiene factors. As such, as abstracted in the conceptual framework of
this study, and buoyed by the arguments of the two factor theory, interventions in
these three areas ofj@nrichment, employee involvement and physical layeere
hunched in hypothesis one, hypothesis two and hypothesis three to linearly, directly

and positively influence organizational performance.

2.2.3Job Characteristics Model

The model was designed blackman and colleagues and it primarily focuses on five
structural characteristics of jobs: task variety, autonomy, feedback, significance and
identity (Hackman & Lawler, 1971; Hackman & Oldham, 1976; 198@rording to

the model, an employee can atthigh internalwork motivation if three important
psychological states are experienced. These psychological stathsde
meaningfulness of work, responsibility for the outcomes of the work and knowledge
of the results of the workdowever, b achieve thehree fundamental psychological
states, the Job Characteristics Model advocates that starkid be designed with
sufficient levels of all the five key job characteristiok task variety, autonomy,

feedbacktasksignificance andaskidentity (Hackman & awler, 1980).

Initially, there were concerns about validity of the model, especially in view of weak

relationships between job characteristics and organizational performAtuaay,(
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Barr, & Brief, 1981). Simonds and Orife (1975) even cast aspersioits togency.
However, scholars over time improved and expanded the initial model to consider
social and technological developments in the workplace. As such, researchers now
appreciate that jobs contrast not just in terms of the core task charactdastiobed

by the Job Characteristics Model, but also in terms of key characteristics such as task
complexity, specialization, as well as in terms of physical characteristics such as
physical demands, equipment use and work conditions (Morgeson & Campa®), 2

Morgeson & Humphrey, 2006).

This model wa thereforeconsidered relevant in this study, as it relates job designs
and work environment to employee and organizational performance (Hackman &
Lawler, 1980; Morgeson & Humphrey, 2006). Accordingly andergdas bolstered

up by other scholarly points of view such as those of Lunenburg (2011), Morgeson
and Humphrey (2006) and Cappelli and Rogovsky (1994), techctsial
interventions wer@bstracted in the conceptual framework of this study to indicate a

linear, direct and positive influence on organizational performance.

2.2 4Transformational-Transactional Leadership Theory

This theory was hunched by Burns (1978) and further developed by Bass (1985). Its
relevance to organizational studies and pradti@e been vouched for by leadership
scholars over years (Digaenz, 2011Burns, 2010;Yukl, 1999; Howell & Avolio,

1993). In the theory, leaders can be characterized to be eitimsfaimmational or
transactionaltransformational leaders are ones wheiresand stimulate followers to
achieve desired organizational outcomes primarily through creating a sense of shared

vision between the leaders and their followers (Burns, 2010). Transactional leaders,
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on the other hand, are ones who emphasize on cordrauiligations between the
organization and its employeésrough the use of rewards and punishments (Bass,

1985).

Whilst the theory has continually been argued to have relevance in organizational
practice, it has nevertheless not been without contrpvéfant, 1999; Yukl, 1999).

For instance Yukl (1999) indicates that the theory does not identify the importance of
contextual variables that influence the different leadership styles fronted. Yukl (1999)
additionally points to the fact that more empiricegearch ought to be undertaken to
establish the mechanisms through which the theory would hold in work and
organizational settings. Such criticisms notwithstanding, the theory still continues to
attract great interest from leadership schol&@sr@ner, Lave, Moss, Mahoney &

Cogliser, 201D

The theory hadmmenserelevance in this study. This is bese this study, in part,
intendedto establish the moderating role of leaderssiglesin the relationships
between technostructural interventions and peréorce of banks in Kenya. In the
conceptual framework therefore, leaderstiyles as a variableas hypothesizedo
moderate the relationship between technostructural interventions and employee
commitment, and also to moderate the relationship betweerogegptommitment

and performance of banks in Kenya, scevsmthat werdested to determine validity

of the hypotheses
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2.2.5AMO Theory of Performance

This theory was originally fronted by Bailey (1993) but it was later developed by
Appelbaum, Bailey, BgrandKalleberg(2000) and has increasingly been seebe

used by scholars to explain how higarformance human resource management
practices can influence employee and organizational performance (Bokédicky,

2007). The theory suggests thlaiman reource managemergan contribute to

i mproved empl oyee and organi zational pe
abilities and task skills (Ae nhanci ng empl oyeeds motivati
(M) and giving employees opportunities to make full usé¢hefr skills (O) through
interventions such as employee involvement, job design and task autonomy
(Appelbaum, Bailey, Berg and Kalleberg000; Wood& Wall, 2007; Boxall &

Macky, 2009).

Key in this theory is the concept of discretionary behavi@urcel, Kinnie &
Hutchinson, 200Bwhich denotes thdegree of freedom employees have on how they
perform their job, a concept closely related to the construcbrgénizational
citizenship behaviour which is anfithte of employee commitmenMoreover the
theory emphasizesthat employees shouldcontribue both individually and
collectively inresolvingprocess exceptions in order to attain organisational outcomes

(Gardner, Moynihan, Park, & Wright, 2001)

In this study,as commercial banks performanceswhe dependentariable, tle
theory findscogency Its tenets therefore underpid the hypothesesf the study
wherein the general suppositionsmhat interventions such as employee involvement,

job enrichment and physical layout can rbediated by employecommitment and
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moderated by linenanagement leadership stytedrive performanceof commercial

banks in Kenya

2.3 Empirical Review

Technostructural interventions are sundry and multiflan{lhu,Mannu & Virk,
2012 Cummings & Worley, 2001). Owing tthe multiplicity of these typologies,
empirical studies orthe effects oftechnostructural interventionsn organizations
have usually narrowed down to spexsf of individual interventionsand varied
results have beefound This study in similar fashim, delvedinto the empirical
review of influences ofindividual constituents of a select of technostructural
interventionsthat wereof interest toits scope Thus, enpirical literature touchingn

the effects of job enrichment, employee involvement andysbal layout on

organization performancevas reviewed and has begiscussedherebelow.

2.31 Job Enrichment and Organization Performance

Job enrichment is a job design approach whose aim is to enhance job content by
making jobs more interestin_unenburg, 2011). Fundamentally job enrichment
meets its objectives through reversing the effects of repetitive tégkis {WVood &

Leach, 2004) as routine and repetitive tasks serve to reduce employee work
enthusiasnthus reducing workplace productivity (Bbsr, 2005)therebyreducing
organizational performance~rom the literature, much of the analysis on job
enrichment has been done mainly to determine its effect on individual employee
outcomes, albeit some streams of research has also been undertastablishethe

relationship between job enrichment and organization performance.
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Salay Adeniji and Oyewunm(2014) investigated the relationship between job
enrichment and organizational performance amongauagemic staff in Nigerian
public universitiesThe study adopted aedcriptive research design approach where
guestionnaires were issued and completed by staff of public universities in Ogun
State, Nigeria. The research adopted a blend of stratified and simple random sampling
methods. Data was analyzading correlation analysis, where it was established that
there exists a positive correlation between job enrichment and organizational
performanceBy and large thesefindings are consistenwith theoretical persuasions

on the impacts of job enrichmeh organizational performance, as job enrichment
has been fronted by scholars to have the ability to increase employee task
performance, and accordingly has been argued to positively impact overall
organizational performance (Veluri, 2010; Dessler, 200%jl \&t al, 2004; Miner,
2002). However by the studysimply relying on a correlation analysis, the findings
cannot be argued to imply any causatelationshipsfor the findings simply suggest

that there is a linear positive relationship between jokzlement and organizational
performanceMoreover, from a conceptual perspectijgd enrichment igexcellently
analysed by aspects of thebJCharacteristicdVodel (Hackman & Oldham, 1980)
such asexperienced meaningfulness of work and experienced resjdies for

work outcomes, an approach that was not taken istthub;

Shakeela, Wasim andashada (2012) sought to establigte impact of job
enrichment and job enlargement on employee satisfaction, while keeping employee
performance as an interveniagriable. The study utilised a correlational study and a
key hypothesis of interest was the proposition that employee satisfaction is directly

affected by an employeebs performance wh
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enrichment interventions. The diy utilised a cross sectional research design and
guestionnaires were used to collect data from both public and private company
employees based in the Lahore, Rawalpindi and Islamabad regions in Pakistan.
Questionnaire response rate was ninety seven gdroplying that the study did not

suffer from noaresponse bias. The study established that job enrichment has a direct

i mpact on employeesd satisfaction, keepin
variable. Whereas the findings of this study cdwitteés to the general body of
knowledge, by relying on correlational research design, the findings cannot imply any
causation relationships and hence the findings may not be useful in generalizations on

cause effect relationships between job enrichmenbegehization outcomes.

In an earlier study, Ugboro (2006) undertook to understand how jobigadeaffect
employee commitment and organization performancdob enrichment measures
derived from the Hackman and Oldham model (1980) were used as a proxy of
operationalizing job redesign# sevenitem statement Likert type scaleasused to
determine job characteristics respondents consideredoriamp to their job
performance Affective organizational commitment was on the other hand
operationalized by measng willingness of an employee to identify with and stay
with the organization, willingness to contribute to the attainment of organization
effectiveness in an unselfish manner, willingness to endure difficult times with the
employer organization and actapce of the organization's core values and goals. A
sixty two percent response rate was attained from questionnaires mailed. Cronbach
al pha coefficient was used to test for
correlation was used to test for relaships. The results showed strong and

statistically significant positive relationships between job redesign and affective
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commitmentfindings that are compatible with other theoretical scholarly thought, as
job redesigns such as job enrichment have begoed to increase employee
commitment and as such, have been argued to positively impact organizational
performance (Dost & Khan, 2012ven so, given that the construct of employee
commitment in the study was premised on the Three Components Model (Rleyer
Allen, 1991), it would have been more objective to incorporate all the aspects of the
Three Components Model in the research design, or otherwise, account for why the

choice of affective commitment was the only one preferred.

2.32 Employee Involvemen and Organization Performance

It is generally construed that employee involvement does not have a conventionally
and mutually agreed upon universal definition (Cotton, 1993; Heller, 2D@@don,
Wilkinson, Marchington and Acker004) indicate that iis because aspects of
employee involvement overlap thus the difficulty in having a standard definition.
Cotton (1993) posits that components of employee involvement are broad ranging and
include, among others, employee participation in decision makingtolvVél 985)
concisely describes an organization that embraces employee involvement as one
characterized by spreading outpaiwer across the organization.

Khattak, Igbal andKhattak (2013) investigated the relationshggtween employee
involvement and orgazation performance in middigze organizations in Pakistan.
Three components of employee involvement were studied as sub variables and these
were empowerment, team orientation and capacity development. Data was collected
from different organizations iPakistan using six hundred questionnaires, but only
five hundred and nine were returned, implying an eighty four percent response rate.

The instrument constituted items adapted fdre ni sonds (2000) ques
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encompassed all the variable of theidy. Product moment correlation analysis
showed that employee involvement has a positive and statistically significant
relationship with gerall organization performanc&enerally, hese study findings

are in agreement with scholarly posits and theak#eguments on influences of
employee involvement, of which it has been argued that employee involvement
indeed leads to enhanced organizational performarfskivangee & Dixit, 2011,
JonesPanu & Antti,2010; Black & Lynch, 2004 &chniowski & Shaw,2003. The
studythereforehas important findings that have generalizations in understanding how
employee involvement influences organizational performaaedthus inforned the
direction of hypotheses in thisurrent study Even so, as the study drew its
regpondents from different organizations, the findings cannot be used to conclusively
designate the effect of employee involvementspecific organizationssuch as the

commercial banks in Kenya

Sofijanova and ZabijakinChatleska (2013) explored the relatship between

employee involvement and organizational performance in the manufacturing sector in
Macedonia. Thirty six of manufacturing companies were used in the study. Employee
involvement was measured by two sub variables, that is, employee participatio
empowerment and use of selfanaged teams. Bivariate regression was done and the
survey data was analyzed using statistical package for social sciences. The results of
Pearsonods product mo me nt correlation s h
involvement had a positive and significant relationship with organization
performanceFurthermore, the use of selfanaged teams as a measure of employee
involvement also had a positive and statistical significance with perceived

organizationalperformance Es®ntially, hese study findings are in harmony with
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scholarly thoughts such as thoseSbivangee and Dixit (2011) addnes et a(2010)

who all argue that employee involvement indeed positively affects organizational
performance.However, as the manufaring sector significantly differs from a
service sector such as the banking sector, these findings cannot be generalized across
board given thatorganization development interventions havdeedbeen seen to

differ across contexts and industriédso, the measure of performance iretetudy

by Sofijanova andZabijakinChatleska(2013) was based on a perceived opinion of
organizational performance, and not necessarily actual organization performance
metrics, thereby making it imprudent to generalize fthdings of tre said study to

other organizations such as commercial banks in Kenya.

Kuye and Sulaimor{2011) examined the relationship between employee involvement
and the performance of manufacturing firms in Nigeria. The study entailed
administration b six hundred and seventy questionnaires touching on employee
involvement and firm performance. This sample size was randomly selected by
simple random sampling and the response rate was over ninety percent. Data was then
analysed using product moment @ation and regression analysis. The results of the
study indicated that there e)dstn statistically significant relationship between
employee involvement and organizational performance. Whereas this study resonates
well with other findings on the influees of employee involvement on organizational
performancethe findings thereof are considered of little benefit to sectors outside the
manufcturing sector hence it wakesirable to find out whether the same findings
would hold in the case of servicebad i ndustri es such as i

banking industry.
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2.33 PhysicalLayout and Organization Performance

The study of the environment of work, also called ergonomics, has over the years
been an important aspect in organizational stu@esdstom, Rice, Osborn, & Birill,

1994). This is because a good physical working environment positively impacts
employee productivity (Carnevale, 1992) thus enhances organizational performance.
Contrariwise, a poor environment negatively affects employee pafmengiven that

such an environment is associated with reduced job satisfaction, absenteeism and
burnouts (Relofsen, 2002; McCowan, 200Bmpirical research on the effects of the
physical work environment Bahed usefuinsightson the effecof physica layout on

organizational performance.

Ismail, Mahadir, Siti and Afida(2010) investigated the influences of physical
workplace environment on the productivity of employees of the Ministry of Youth
and Sports, Putrajaya, Malaysweghich in effectwasin a bid to establish influences of
physical layout on organizational performanc®ne hundred and fifty two
respondents wersampled from several unitesing stratified random sampling
techniques. Correlations were used in the study and it was estabtishte@n
empl oyeeos physical environment S an
productivity in the Ministry of Youth and SportButrajaya,Malaysia. Thisstudy,
however, used correlation analysis, meaning that the relationships found do not
necessarilymply any causation relationship, and as suchintiependent variables in

the study, that is, workplace physical environment, cannot be effectively concluded to
be a predictor of organizational performansenethelessthe findings of the study
resonatavell with theoretical arguments on the influences of physical layout such as

those of Hedge (2000) arMallory-Hill, Van der Voost and Van Dortmos2@04)
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who suggest that physical work environment determines employee comfort and
productivity and therebynifluences organizational performance and productivity.
Important as well, the findings are in sync with the famous Hawthorne studies
conducted by Elton Mayo and colleagues, studies which indeed have been argued to
be one of the principal cornerstones ia firogression of organizational development

as a discipline. The findings are also congruent with the empirical research
undertaken by Hameed and Amjad (2009) who sought to investigatmplaet of

of fice design on empl oy eim®dsinfPakstdnuct i vi ty

In their research, Hameed and Amjad (2009) studietty onebanks inAbbottabad

out of a totalpopulationof thirty one banksThe sample size constituted of one
hundred and five bank staff, to whom structured questionnairesioged by the
researcher were administered to. The structured questionnaires were Likert type scales
which the researcher did not indicate the results of their respective reliability testing.
Nonetheless,hie study establishetthat s@ce and physical settys have apositive
relationship withemployee and organizationgkoductivity. It is opined that te
empirical findings of the study however, cannot be generalized as the sampling
process was largely purposjvand the research questionnaire instrumeinighly
subjective. The results nevertheless have cogency from the perspective of other
scholarly arguments.For instance, it has been argued that selecting and using the
right office furniture and equipment is one of the most important decisions thiaé can
made concerning physical work settings (Keeling & Kallaus, 1996; QuiSIig6).

This is because having proper furniture keeps employees comfortable in the execution
of their wor k tasks t hus enhancing e mg

Researchers ka also established that there exists a positive causal relationship
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between environmental factors such as lighting and furniture and employee health
(Milton, Glencross, Walter£000; Veitch & Newsham, 2000Physical aspects such

as window size havalsobeen seen to reduce sun glare and also increase employee
comfort and thereby enhancing productivity (Hedge, 2000; Mahblly Van der

Voost & Van Dortmost, 2004)However from a conceptual perspective, physical
layout does not necessarily drive orgatianal performance as a standalone, but
through its effect on employee commitment to an organization (Gyekye, 2006; Weiss,

1999). This connection was not captured in theysby Hameed and Amjad (2009)

2.34 Mediating Effect of Employee Commitment

Meyer, Stanley, Herscovitch and Topolnytsky (2008w employee commitment as

the degree to which an employee identifies with the goals and values of the
organization and is willing to exert effort to help it succeed. Little and Little (2006) on

the other BAnd define employee commitment as the degree to which an individual
identifies with an organization and is committed to its gaateng, Sharan and Wel

(2010)t ake the view that empl oyee commit mei

attitude towards the orgasation.

Irefin and Mechanic (2014) examineitie effect of employee commitment on
organizational performanctcusing on the Coc&ola Companyin Nigeria An
explanatory research design was adopted in the study and a total of one hundred and
twenty questnnaires distributed to a sample that was determined through stratified
random sampling techniques. Hypot heses
moment correlation. The study established that there exists a high relationship

between employee commitmeahd organization performancé. is instructiveto
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however notehat the research design is adjudged defective as the study incorporated
both organization performance and employee turnover as dependent vari&ides
notwithstanding the finding that orgaisation performance can be affected by the
level of employee commitment to an organization finds likeness with the findings of
other scholars such as Memari, Omid and Ahmad (2013) and Khan, Farooq and

Ramay (2010).

Memari, Omid and Ahmad@2013) investicated the relationship betwe@mployee
commitment and performance of employees in Meli Bank in Kurdistan Iran.
Employee commitment was abstracted into affective commitment, normative
commitment and continuance commitment and Meyet Allen(1991) organizion
commitment questionnaire was used as the research instrument for collecting data on
employee commitment. Two hundred and thirty questionnaires were mailed out and
one hundred and fifty three returned and analyzed, representing a sixty seven percent
response rate. A regression analysis was done and the same establisbexblibyte
commitment is positively and significantly related to job performamnhesefindings
aregenerallyin agreement with theoretical arguments such as thoSeaferHakim
andViswesvaran (2005) and Riketta (2002) who argue that employee commitment to
an organization enables the employees to work more effectively thus improving the
overall organization performancgnd as such, is an attribute of organization
behaviour in orgamations that must be developdadowever, given that employee
commitment has antecedentsat include variables such as job characteristics
(Mowday, 1982 which the study did not include to produce an elaborate model of
study on the relationship between maoyee commitment and organization

performance, a knowledge gap thershpsists.
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Khan, Farooq and Ram#§010) investigated the impact @hnployeecommitment on

job performance among employees of the oil and gas sector in PaKstptoyee
commitment vas measured using the Allen and Meyer (1991) organizational
commitment scales whilst organization performance was measured using scales
developed byVilliams and Anderson (1991). Overall, the study established that there
is a positive relationship betweesmployee commitment and performance. More
specifically, there was a significant positive relationship between normative
commitment andoerformance, aignificant positive relationship between affective
commitment and performance and also a significanipasdive relationship between
continuance commitment and performaridee findings cathusfind generalizability

as they are in agreement with results of other empirical studies such as those of
Memari, Omid and Ahma(P013). As well, these findings ane line with the general
notional arguments on the influences of employee commitment on organization
performance, that is, employee commitment has positive influence on organizational
performance QooperHakim & Viswesvaran, 2005; Riketta, 2002 owever, fom

the conceptualization of employee commitment as a consthaére are antecedents

of employee commitment which include aspects such as job characteristics (Mowday
1982), a fact the study did not explptieus presenting a gap thaiutd be best fill@l
through integrating such antecedents in a single meooledstablish how employee

commitment influences organizatiorm@rformance

2.35 Moderating Effect of Leadership Syles
Leadership can be defined as process of social influence that is exkéncigeople in

formal positions of power in organizations, such as managers and supervisors
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(Kelloway & Barling, 2010) and is primarily concerned with influencing people
through working with them with a view of attaining organizational goals (Northouse,
2010). As such,dadership styleare quite important determinants of organizational
performanceas they account for employee motivation, productivity and employee

organizational commitmeriNorthouse, 2010)

Mclaggan Adéle and Botha(2013) investigated threlationship betweeleadership

styles and employee commitment in the mining industry in Mpumalanga, South
Africa. Leadership styles investigated included transformational leadership and
transactional leadership. Leadership was measured using the choiti@adership
guestionnaire while employee commitment was measured tisengrganizational
commitment questionnaireThis research adopted a quantitative cisedional
research design and a census carried asithe population constituted of only one
hundred and twenty employees. Of the one hundred and twenty questionnaires issued,
only eighty eight were returned giving a seventy three percent response rate. On
testing for reliability, the researchers indicate that the instruments had low Cronbach
alpha reliability coefficients for normative commitment and continuance commitment,
thus these were dropped from the main study. Pearson prodaoent correlation
coefficients were then computed and the results established that both transactional
leadershipand transformational leadership have an effect on employee affective
commitment The results of the studyrein agreement with conjectural arguments as
regards transactional and transformational leadership, such as those of Bennett (2009)
who argues thaboth ofthese two leadership styles have an influence on employee
satisfaction, an important @ggminant of employee commitmemMonethelessas the

focus of thestudy was on the influence of leadership styles on employee commitment,
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it would havebesn more prudent to havanalyzed employee commitment from the
three components model approach, which is, having employee commitment measured
as a totality of affective commitment, continuance commitment and normative
commitment types (Meyer & Allen, 1990). Besg] as the mining industry context is
different from a service industry, it was desirable to establish whether the same results

would hold for a service sector such as the commercial banking sector in Kenya.

Almutairi (2013) investigated the relationshipetween leadershipstyles and
employee commitment in airline staff working in King Khalid International Airport,
King Abdulaziz International Airport and King Fahad International Airport in Saudi
Arabia. Questionnaires were used to collect data. Simptonarsampling technique

was used and one hundred and fifty questeres were given out in thiaree
airports. Ninety six questionnaires were received but thirteen of these were excluded
in the analysis as they had invalid responses, implying that thalloresponse rate

was fifty five percent. Leadershigtyles was measured using the multifactor
leadership questionnaire while organization commitment questie was used to
measure mpl oyee commit ment . Pearsonb6és produc
analysis and results showed that there was a significant positive relationship between
transformational leadership and organizational affective commitmérite
relationship between transactional leadership and affective commitment was negative
and not sigrficant While the study did not find any significant relationship between
any of the leadership styles and continuance and normative commitmehgneé sy

argued that the results can only be taken with a pinch of salt as the study response
rate, at fity five percent, was quite low.he resultshowever reverberatavell with

other scholarly arguments such as those of Scandura and Williams (2004) and
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Rafferty and Mark (2004) who argue that transformational leadership has more

i nfl uence o anzdtianal tommignend tkan wansgctional leadership.

In the Kenyan context, Koech and Namusonge (20d#&)stigated the effects of
laissezfaire, transactional and transformational leadership styles on organizational
performance of statewned corporatins in Kenya. A descriptive survey research was
done, samples being taken from thirty staened corporations in Mombasa, Kenya.
The dependentariablewas represented by the degree to which the state corporation
achieved its business objectives in the dmate preceding financial year. The study
established that correlations between transformational leadership factors and
organizational performance were hjgihereas correlations between the transactional
leadership behaviors and organizational perforraamere quite lowGiven that the
study used correlational analysishe findings cannot therefore, be reasonably
concluded to have predictive abilitas correlational does not imply causation
relationships.The findings of this researcare, howeverjn congruence with the
posits of Boerner, Eisenbeiss and Gries§2007) who argue that transformational

| eadership infl uenc e sthah wanhdaaiond leslgrship.er f or ma

Ojokuku, Odetayo and Sajuyigbe (2012) investigatedrtipact of leadeship styles
on aganizationalperformance, taking &ase tdy of Nigerian lanksin Ibadan
Nigeria. Purposive sampling techniques were used in selectsgmaleof sixty
respondentghrough the use o$tructured questionnase Multiple regression was
used to analyzethe relationship between leadership syknd organizational
performance The findings establishedthat leadership styse positively predict

organizaibnal performance The findings of this study, however, cannobe
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generalized as the sammpdi method used was neprobabilistic yet parametric

methods of analysis were used.

Obiwuru, Okwu, Akpa and Nwankwerg2011) investigated the effects of leadership
styles on organizational performancekosi-ketu council development area of Lagos
state, Nigeria. The leadership styeconsidered in the study ese transactional
leadership and transformational leadershipe study adopted a survey design where
three smallscale enterprises were selected by stratified random sampling, from a total
of eighteen small scale enterprises that had been subjectively identified.
researchers gave out ten questionnaires and all of them were returned, giving a one
hundred percent response rate. Analysis was done on primary data collected through
an adapted Multifaor Leadership Questionnaire (MLQ) administered to respondents.
OLS multiple regression models were used to specify and estimate the relationship
and this was facilitated using the econometrics softwasgess. The result showed

that transactional leadsrip style had a significant positive effect on performance
while transformational leadship style had a positive but nsignificant effect on
performance in these small scale enterprises. Whilst these results have important
contributions to the undersiding of influences of leadership styles on organizational
performance, there isneasinessn using them for generalizations in policy and
practice as the sample size at ten, was quite small. Furthermore, given that the
organizationgeing studied were dsen subjectively, it would not be appropriate to
generalize the findings of the studyowever, on the other hanthe findings serve to
further a theoretical quandargn the effects of transformational leadership on

organization outcomesas other empical studies such as Koech and Namusonge
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(2012) establishthat on thecontrary, transformational leadership inspires higher

organizational performance than transactional leadership.

2.4 Summaryof Empirical Literature Review

From the empical reviews on nfluences of technostructural interventipns is
evidentthat studies on the impacts gbb enrichment employee involvement and
workplace physical layoubn employee commitment and organization performance
have yielded varied, and at times, contradgtiasults This providel impetusto
empiricdly analyzethe relationship betweeihese interventionand performance of

commerciabanks in Kenya.

Besides asthere have been calls to include leadership as a moderating variable in
analyzing relationshipbetween variables and outcom@&einout, Robert, Tharsi &
Taillieu, 2002) an approach not taken by #ealyzedstudies, it wa important to
include the influence of leadership styls a moderator variablie the analysis of the
efficacy of technostruaral interventions in driving performae of commercial banks

in Kenya and in analysis of the moderating role of leadership styles in the relationship

between employee commitment and performance of commercial banks in Kenya .
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Table 2. 1: Summary of Emprical Literature Review and Research Gaps
Table 2.1 herebelow summarizes key highlights of the reviewed empirical literature

and highlights the findings of the studies, the inherent knowledge gaps and the key

focus areas of #hcurrentstudy,

Area Author (s) Focus Findings ResearchGaps | Focus of current
study
1. Job Shakeela Impact of job Job enrichment | Conceptualization| The modelin this
enrichment Saleem,Wasim enrichment and | and job of job enrichment | studyanalyse the
Abbas job enlargement | enlargement in the study was | moderaing and
Shaheen and | on employee have a direct not consistent mediating role of
Rashada satisfaction impact on with priori leadership and
Saleem (2012)| having employee| e mp | o y e € understanding of | employee
performance as | satisfaction the concepbf job | commitment in
an intervening keeping enrichment; as the relationship
variable. empl oy e el employee between
performance as | performance is technostructural
intervening not an intervening| interventionsand
variable. variable in performance of
relationships commercial banks
between job in Kenya basing
enrichment and | the
employee job conceptualization
satisfaction. This | of job enrichment
inconsistency on sound
casts aspersions | theoretical
on the findings of | underpinnings.
the study.
2.Job Authors Relationship Elements of job | Fromtheoretical | The modein this
enrichment Salau O, between enrichment have| literature, job study considered
Anthonia A, elements of job | a positive impact| enrichmenhas leadershipstyles
Adebukola O. | enrichment and | on organizational been variedly as a moderating
(2014) organizational performance. argued to be variable and
performance moderatedy employee
leadership and commitment as a
mediated by mediating variable
employee in relationships
commitment. This| between
studydid not technostructural
capture this interventions and
relationship. performance of
commercial banks
in Kenya.
3. Employee E. Sofijanova | Relationship Employee From theoretical | The modein this
involvement. | and V. between participation and| literature, study considered
Zabijakin employees involvement had | employee leadershipstyles
Chatleska involvement in | a positive and involvement has | as a moderating
(2013). decisioamaking | significant beenvariedly variable and
and employee relationship with | argued to be employee
problem solving | perceived moderated by commitment as a
and perceived | organization leadership and mediating variable
organizational performance. mediated by in relationships
performance. employee between
commitment. The | technostructural
study did not interventions and
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depict this nexus.

performance of
commercial banks
in Kenya.

4. Employee Muhammad Relationship Established that | From theoretical | The modein this
Involvement. | Arif Khattak , | between the employee literature, study considered
Nadeem Igbal | employee involvement employee leadershipstyles
and Sajid involvement and | positively involvement has | as a moderating
Rahman organization influences been variedly variable and
Khattak performance in | organization argued to be employee
(2013). Pakistan. performance in | moderated by commitment as a
Pakistan. leadership and mediating variable
mediated by in relationships
employee between
commitnent. The | technostructural
study did not interventions and
depict this nexus. | performance of
commercial baks
in Kenya.
5. Employee | Kuye, L.O and| Employee The study From theoretical | The modein this
Involvement | Sulaimon, A. | Involvement In | established that | literature, study considered
A. (2011). Decision Making| employee employee leadershipstyles
And Firms involvementin | involvement has | as a moderating
Performance In | decision making | been variedly variable and
The has a sigificant | argued to be employee
Manufacturing impact on moderated by commitment as a
Sector In Nigeria| performance of | leadership and mediating variable
manufacturing mediated by in relationships
firms. employee between
commitment. The | technostructural
study did not interventions and
depict this nexus | performance of
Besides, the study commercial banks
context was the | in Kenya.
manufacturing
sector in Lagos,
Nigeria.
6. Physical Ismail, J., Relationship Physical From literature, The modeln this
layout. Mahadir L, between the environment workplace study considered
Siti, HM.A. physical influences physical settings | leadershigstyles
and Afida A environments employee are not stand as a moderating
(2010). and employee productivity. alone variable and
productivity. determinants of | employee
employee commitment as a
productivity; mediating variable

Other variables
such as leadershiy
and employee
commitment
interplay as
mediating and
moderating
variables. This
study omits this
important
depiction.
Moreover,
causative
relationship not

depicted.

in relationships
between
technostructural
interventions and
performance of
commercial banks
in Kenya.
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7. Physical Hameed,A. Influence of Physical settings| From literature, The modelin this
layout. and Amjad,S. | office design on | indicated a weak| workplace study considered
(2009) employees but positive physical settings | leadershigstyles
productivity in relationship with | are not tand asa moderating
Pakistani Banks.| productivity. alone variable and
determinants of | employee
employee commitment as a
productivity; mediating variable
Other variables in relationships
such as leadershi between
and employee technostructural
commitment interventions and
interplay as performance of
mediating and commercial banks
moderating in Kenya.
variables. This
study omits this
important
depiction.
8. Employee | Irefin, P. and | Effect of Employee Scholarly The modelin this
Commitment | Mechanic, Employee relationship has ¢ literature shows | study
A.M.(2014) Comnitment on | positive that leadership incorporated
Organization relationship with | styles moderates | leadership styles
Performance in | performance of | employee as a moderator
Coca Cola organizations. commitment in variable in
Nigeria driving analyzing
organizational relationships
performance. This | between employe
was not been commitment and
captured in the performance of
study. commercial banks
in Kenya.
9. Employee | Memai, N. Relationship There exists a | Scholarly The modein this
Commitment. | Omid, M. and | between positive literature shows | study
Ahmad B. M. | organizational relationship that leadership incorporated
(2013). commitment and| between stylesmoderates | leadership styles
e mp | oy e g organizational employee as a modextor
performance in | commitment and| commitmentn variable in
Meli Bank in empl oy e g driving analyzing
Kurdistan, Iran. | performance in | organizational relationships
Meli Bank in performanceThis | between employe
Kurdistan, Iran. | wasnot been commitment and
captured in the performance of
study. commercial banks
in Kenya.
10.Employee | Khan R.M., Impact of The study Scholarly The modein this
Commitment | FarooqA.J organizational established that | literature shows | study
andRamay commitment on | thereis a that leadership incorporated
M. 1 (2010) employee job positive styles moderates | leadership styles
Performance in | relationship employee as a moderator
P&istan between commitment in variable in
employee driving analyzing

commitment and
job performance.

organizational
performance. This
was not been
capured in the
study.

relationships
between employe
commitment and
performance of
commercial banks
in Kenya.
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11.Employee | Isaiah O. Relationship The results Scholarly Themodelin this
commitment/ | Ugboro(2006) | between job showed strong | literature shows | study considered
Job Redesign redesign, and statistically | that leadership leadershipstyles
employee significant styles moderates | as a moderating
empowerment | positive employee variable and
and intent to quit| relationships commitment in incorporatel
as measured by | between job driving employee
affective redesign and organizational continuance and
organizational affective performance. Thig normative
commitment commitmen. was not been commitment in
captured in the analysis of
study. Moreover, | relationships
from the TCM between
model, employee | technostructural
commitment interventions and
should be performance of
analysed using commercial banks
affective in Kenya
commitmaent,
normative
commitment and
continuance
commitment,
which was not the
case with this
study.
12. Yu-Je Lee, Effects of Organizational | Literature The modein this
Leadership I-Chao Lee emp | oy e g commitment has| indicates that study considered
styles andChin-Lang | satisfaction and | a positive and leadership leadersip as a
Lin(2014) leadership styles| significant moderates moderating
with influence on employee variable and
organizational organizational commitment and | employee
commitment as | performances. | not the other way | commitment as a
thedual mediator, round as mediating variable
on organizational (2) Leadership | presented inthe | in relationships
performances in | styles have study. between
Taiwan. positive and technostructural
significant interventionsand
influence on performance of
organizational commercial banks
commitment. in Kenyaas
underpinned by
(3) Leadership conceptual and
styles have theoretical
positive and literature.
significant
influence on
organizational
performances.
13. Leadership| Almutairi, Relationship i)There is a The study only The model irthis
Style. 0O.D. between significant considers the study, inaddition
(2013) transformational | positive effects of to affective
and transactional relationship leadership on commitment
leadership styles| between employee studies the effects
and employees | transbrmational | affective of leadership

organizational
commitment
among the

employees in a

leadership style
and employees
affective
commitment.

commitment ony;
this from the three
components

model is not

styleson
continuance
commitmentand
normative
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Saudi Arabian ii) There is no sufficient in commitmentand
Airline relationship analysis of how this affects
Company. between employee the performance
transactional commitment of commercial
leadership style banks in Kenya
and employees
affective
commitment.
14. Leadership| MclagganE. Relationship Established Only effects of The modein this
style. Adéle B. And | between statistically affective study considered
Botha C.T transformational | significant commitment leadershipstyles
(2013). and transactional relationships investigated and | andthethree
leadership styles| were between this is not facets of
on organizational affective consistent with employee
commitment in | commitment and| the Three commitment as
the mining leadership styles| Components proposed in the
industryin Model of analys | Three
Mpumalanga, of employee Components
South Africa. commitment Model of
employee
commitment.
15. Leadership| Koech P.M Effects of The study Scholarly Themodelin this
styles. and leadership styles| established that | literature shows | study considered
Namusonge on organizational correlations that employee leadership as a
G.S (2012 performance in | between commitment isa | moderating
stateowned transformational | indispensable variable and
corporations in | leadership determinant of employee
Kenya. factors and attainment of commitment as a
organizational organization mediating variable
performance performanceThis | in relationships
were high aspect s not between
whereas been shown in the technostructural
correlations study. interventions and
between the performance of
transactional commercial banks
leadership in Kenya
behaviors and
organizational
performance
were quite low.
16.Leadership| Ojokuku, R. M, | Impact of The study Purposive sampling| Research design in
styles. Odetayo, T. A | Leadership Style | established that methods used heac| this study embraced
and Sajuyigbe, | on Organizational | leadership styles | findings cannot be | random sampling
A. S (2012). Performance: A positively impact | generalized. techniques to
Case Study of organization analyse the
Nigerian Banks performance. relationship
between leadership
styles and
performance of
commercial banks
in Kenya.
17. Leadership| Obiwuru T., Effect of Transactional Literature The modein this
styles Okwu, A, leadership leadership style | indicates that the | studyconsideed
Akpa,V.and | styles(transformg has sigificant role of leadership | leadership as a
Nwankwere, | | tional and positive effect on| in influencing moderating
(2011). transactional performance organization variable and
leadership styles] while performance is employee
on performance | transformational | mediated by commitment as a
of small scale leadership style | employee mediating variable

enterprisesn

had positive but

commitment this

in relationships
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ikosi-ketu insignificant was not captured | between
council effect on in the study. technostructural
development performance. interventions and
area of lagos performance of
state, Nigeria commercial banks
in Kenya.
18. Leadership| Elenkoy, S. D. | Effects of Transformational| Literature The modeln this
styles. S. (2000) transformational | leadership indicates that the | studyconsideed
and transactional directly and role of leadership | leadershigstyles
leadership positively in influencing as a moderating
behaviors on predicted organization variable and
organizational organizational performance is employee
performance of | performance of | mediated by commitment as a
Russian Russian employee mediating variable
companies with | companies over | commitment, this | in relationships
support for and beyond the | was not captured | between
innovation as the| impact of in the study. technostructural
moderating transactional interventions and
variable. leadership; performance of
support for commercial banks
innovation in Kenya.
significantly
moderated the
relationship
between
transformational
leadership and
organizational
performance.
19. Kilika, JM., K | The Mediating| The study The study context| This study
Organization |6 Ob ony o, Roleof University | established the | was the university| focusel onthe
Performance | Ogutu, M.and | Industry human resource | systemsn Kenya | relationship
Munyoki Collaboration — onf. yeyelopment and hence between
J.M.(2016) LheeMeeF:]elat'gz;h;f infrastructure hag findings may not | technostructural
Resource an effect on necessarily be interventions and
Development, organization applicable to the | performancef
Infrastructure and | peformance. commercial commercial banks
Performance of banking industry | in Kenya.
Universities in in Kenya.
Kenya.
20. Determinants of | Interaction Leadership and | The proposed
Organization | Gyula, organizational between industry] employee model considers
performance | L(2013) performance. and financial commitment have| leadership as a
level determines | been sgled out | moderating
organizational in studies to be variable and
performance. important employee
determinants of | commitment as a
organization mediating variable
performance. Thig in relationships
has not been betwveen
captured in this | technostructural
study. interventions and
organizational
performance.
21. Corina, G., Determinants of | Strategy, Literature The modeln this
Organization | Liviu l., organizational leadership, indicates that study considered
performance | Roxana, S. performance. structure and employee leadershipstyles
(2011) environment commitment is an| as a modrating

were found to be

indispensable

entity in

variable and
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determirants of
organizational

determining
organization

employee
commitment as a

performance. performance. Thi§ mediating variable
was not captured | in relationships
in the current between
study. technostructural
interventions and
performance of
commercial banks
in Kenya
Katou, A. Measuring the The study The researchers | This study took a
22, A. (2008) impact of HRM | established that | indicate that the | census approach
Organization on organization study could have | and used well
performance Organkational development and suffered foma defined sampling
Performance human resource | respondebias as | techniques and
management only a sigle received sufficient
play arole in respondent from | response rate to
facilitating the sampled mitigate against
organization organizations respondent and
performance. provided nonresponse
information on the| biases.
study variables
23. Wright, P.M., | Impact of HR The study Scholarly Themodelin this
Organization | GardnerT.M practices and established that | literature shows | study considered
performance | and organisational human resource | that leadership leadership as a
Lisa, M. M. commitment practices ad styles moderates | moderating
(2003). on the operating | organisational employee variable in
performance and commitment commitment in relationships
profitability of were also driving between employe
business units. | strongly and organizational commitment and
significantly performance. This performance of
related to was not been commercial banks
profitability. captured in the in Kenya

study.
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CONCEPTUAL FRAMEWORK

INDEPENDENT VARIABLE

Technostructural Interventions

Job Enrichment

Meaningfulness of
work.
Responsibility for
work outcomes.

Hos

Employee
involvement
Employee
participation in
decision making.
Employee
empowerment to
makedecision making.

Hoz

Physical layout

Adequacy of working
space.

Collaborative
working space

Hos

H06

Leadership styles;
M Trandormational
9 Transactional

MODERATING VARIABLE

H05

Employee commitment
1 Affective
1 Normative

Source: Author, 2017
Figure 2.1 Conceptual framework

I Continuance

MEDIATING VARIABLE

DEPENDENT VARIABLE
Performance
Flexibility
> 1 Flexibility in
undertaking
operations.
1 Flexibility in
undertaking
strategic
decisions.

Responsiveness
I Responsiveness

to changes in

the operating
environment.

Profitability
1 Percentage

attainment of
set profit
before tax
targets.

T Attainment of
cost targets.

Figure 21 above presents the conceptual framework of the stéidgonceptual

framework is a means by which a researcher presents a systematic and hypothetical

proposition on presumed relationships among varigi@esen, 2007)In the case of

this study, the indegndent variable was technostructural interventions and the

dependent variable was performance of commercial banks in Kenya. Other
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intervening variables in the study were employee commitment, as the mediating

variable, and leadership styles, as the modegatariable.

Technostructural interventions come in varied ways, but with respect to this study,
were typified by job enrichment, employee involvement and physical layouthe
conceptual frameworlkunder figure 2.1 abovethe independent variables abbj
enrichment, employee involvement and physical laywate hypothesized under
hypothesis Ih, Ho, and Hos to directly and positively influence organizational
performance. Under ¢4 employee commitmentashypothesized to be ediatingthe
relationship bw&veen technostructural interventions and banks performance.
Additionally, leadership stylesvere hypothesized undeHps to be a positively
moderating variable in the relationship between technostructural interventions and
employee commitmentbesides beindiypothesized undeHps to be a positively
moderating variable in the relationship betwedenhnostructural interventiorsnd
performance of commercial banksKenya Hgy finally depiced leadership styles to

be a positively moderating variablethe reitionship betweeamployee commitment

and performance of commercial banks in Kenya.

Bank performancein the conceptual frameworkyas construed to be a dependent
variable operationalized by the objective measure of profitabifityd cost
managementand subjective measures of organizatifiexibility and organization
responsiveness. The use of these subjective measures of organizational responsiveness
and flexbility were informed by the proposition @@ummings and Worle{2009) that

they areworthy indicators for measuring organizational performan&g.important,

thereasorfor using both subjective and objective measures in measuring organization
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performance lies on the propositeoof scholars that organization performance is best
gauged by a mix of lib subjective and objective measures (Rajan & Reichelstein
2009; Zhao & Yu, 2007Kaplan & Norton, 1996)Kilika, K 6 O b, ®guyuand
Munyoki (2013) also are seen to emphasize on the need of having organization
development help build the capacity of orgations to learn and respond to changes

in the environment. This then points to the need to map organization development
interventions on organization development outcomes. In the case of this study, this
entailed mapping the outcome of organization dgwelent interventions to

organization outcome measures of flexibility and responsiveness.

53



CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

This chapter defines theesearch methodology adopted in thigdy. It explains the
research degn, the research philosophgnchoring the studythe empirical model
used to analyze the relationshitiee operationalization and measurement of variables
in this study the target populationthe sampling desigrused in drawing the study
sample the daa collectioninstruments, thelata collection proceduseand, last but

not least, the methods data analysis and presentation.

3.2 ResearctPhilosophy

Research philosophy refers to the research paradigm adopted by the researcher
(Saunders, Lewis, & Thahill, 2007) and is an interpretive framework used by the
researcher (Denzin & Lincoln, 2003). Basedemistemologyand ontolog, a posivist
research philosophy is one grounded on testing of hypothesis and is based on existing
theory (Hatch & Cunliffe, 206). It emphasizes on empirical facts gathered from
observations and experiences. It places weight on quantitative methods and statistical
analysis $aunders, Lewis, & Thornhill2007 Eriksson & Kovalainen, 2008;
EasterbySmith, Thorpe, & Jacksor2008; Hatch & Cunliffe, 2006) and in terms of
organizational experiences, it takes the position that what happens in organizations
can only be validated through scientific measurement of behaviour (Hatch & Cunliffe,

2006).

In view of the foregoing, the researphilosophy for this study wagetermined to be

positivist. Ths is because this study intendedsenture ind testing of hypotheses that
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were based on existing theories. The choice of the posivist researdsqyhly wa
furthermorejustified by the factthat the studyentaiked gathering of empirical data,
data which was thesubjected to scientific quantitative methods of analysn

which generalizations weraade.

3.3 Research Design

The studyadopeda blend of crossectionalresearchdesignanddescriptive research
desigrs. Yin (2003) defines descriptive research desigs typs of research design

which can be used to describe an intervention or phenomena, having in consideration
the real life context in which the said phenomena or intervembiok place.Best and

Kahn (2007)argue that tis design is characterized by a disciplined inquiry and is
primarily undertaken through gathering and analyzing empirical data with the
intention of developing knowledg@n the other handayrosssectional esearch design

in social science has been argued to be a comparatively quick and inexpensive
researchdesign to administeryet one having the ability to chart population wide

generalizationsGohen, Manion & Morrison, 2007)

From thesalient benefits afhe two research designkgetproposition tablend the two
research designs wgustified. Thisis because thistudy intendedo use sample data

in gathering quantitative data that would help describe the extant relationship between
technostructural intgentions andcommercial bankgerformance, factoring in the
moderating effects of leadershigtyles and the mediating effects of employee

commitment.
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3.4 Empirical Model

3.4.1 Model Specification

Multiple regression models were ustedtest the hypotlses in this sidy. Given that
the studyentailed testing direct, mediating and moderating relatiops, it wa

incumbent to spefty each of the models that weused to analyse the relationships.

For Ho1, Ho2 and Hoz @ geneal linear regression modelas used to test for the

relationships. Such a model is as given {lew:

Y= o0Xi+ Mo+ M+ U

Contextualizing th@bove model to this study gatres following model:

BP=,+blJ E EI| BPL B+ U

Where BP= Performanceof commercial baks in Kenya JE = Job Enrichment, El=

Empl oyee I nvol vement jbePiLneg Pthhyes i rcead § elLsasyioour

being the const anihb,andbs;beingthe regresgion coefficiens a n d

for the independent variables

To test forHos, the Fairchild andMacKinnon (2008)and Baron and Kenny (1986)

strategy was used for testing for mediation effetitss required the use ohiee

regressiomquations as presented below:
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EC-bo:biTI.06 é€é6éé. é. (i)
BP=o.bpEC. ()6 6 é¢é. . é&. (i i)

BP=bo b1 THB,EC € éU (i i)

Where in equation (i) B is the dependent variable, performance of commercial banks
i n Ke gbgiag,the cohstant or intercept term, Tl being the independent variable,

t hat i s, t ec hno s t;isthectron tera.| i nterventions

In equation (ii) B is the dependent variable, performance of commercial banks in
Kenya, Tl being the independent variable, EC is the mediator variable, Employee
Co mmi t rgbeng the cbnstant or intercept termis the effect of the ediator
variable on the dependent variable controlling for the dependent variab@isitiue

error term.

To test for Hs, three equationgor testing for moderation effects as suggested by
Fairchild andMacKinnon (2008)were used. In the context of $hetudy, the following

were the equations:

EC wbbl $66ééééééééé. é()

EC.bo:bil. J6 é ééééééééé. éé.. 6

EC=bo.biTI+bL+bTIL+Jé é é é é é é i

Where EC= Employee Commitment TI= Technostructural Interventions, L=
Leadership Stds b eébi ng t he const apnbeingdhe regrasdioar c e pt

resi du albandbsbeegitle regression coefficients.
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Tl in the model above was a composite index determined through combining the three
variables constituting the dependentia&hle, that is, the variabled job enrichment,
employee involvement and physical layout to develop a new construct,
technostructural interventions. The formular for developing the iméesxderived at

after undertaking an analysef the proportionatdoading of the items on every
variable ofwhich it was established that the variable® enrichment, employee
involvement and physical layouhaccounted for30%, 44% and Z& loadings
respectively hence the index of technostructural interventions detedmuséng the

formula below:

TI=0.3QJE + 0.44E1 + 0.5 PL

Where TI is Technostructural Interventions, JE is Job Enrichment, El is employee

involvement and PL Physical Layout.

To test forHge, three equations for testing for moderation effexdssuggesd by
Fairchild andMacKinnon (2008)were usedin the context of this study, the following

were the equations:

BP &=bbl tééleéééééé. é..é. (i)
BP- bo. biL. U é é é Eéééééé é (ii)
BP=bg+biTI+bL + bsTIL+ Jé é 6 é é é (iii)
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Where BP= Bank PerformanceT|= Technostructural Interventions, L= Leadership
Stylobe]j nlg the const abeihgthe regression residaagrpd, G er m,
b, andbz being the regression coefficients.

To test forHg7, a three equations for testing for moderation effects as suggegted

Fairchild andMacKinnon (2008. In the context of this study, the following were the

equdions:

BP mbBCHéféééécéeéééé (i)
BP-bo byl (e 6 6 6é6éé6éé6éééé. .é. (ii)
BP=bo+biTI+bL + bsTIL+ Jé é é é é é é (i ii)

Where BP =Performanceof commercial banksEC = Employee Commitment, L=
Leader s hipbein§ thg toestant orbnterg t t; baingithe régression

resi du albandbsbeegitle regression coefficients.

A summary of the hypothesis testing and decision rules has been summarized under

table 3.1 herdelow:
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3.1Hypothesis Testing

Objective Hypothesis Model/Type of Analysis Interpretation
1. To determine | Hoy JOb enrichment]
the effectof job does not have a Analyseb,JE

enrichment on
performance of
commerciabanks
in Kenya.

significant effect on
the performance of
banks in Kenya.

2. To determine
the effect of
employee
involvement on
performane of
commerciabanks
in Kenya.

Ho2 Employee
involvement does
not have a
significant effect on
the performance of
banks in Kenya.

3. To determine
the effect of
physical layout on

Hosz Physical layout
does not have a
significant effect on

Multiple regressions analysis of th

and reject null
hypothesis if
P<0.05

form .
BP=hy +bJE +B,El + bsPL +
where

BP=Bank Performance
JE=Job Enrichment
ElI=Employee Involvement
I?)I:Physical Layout and

Analyseb,El
and reject null
hypothesis if
P<0.05

U =Error term.

AnalysebsPL
and reject null
hypothesis if

performance of | the performance of P<0.05
commercialbanks | banks in Kenya.

in Kenya.

4. To establish the| Hos Employee Analyse
mediating effecbf | commitment does | Threeregressiorequationdelow | change irb
empbyee not mediate the were used value for Tl
commitment on relationships and
relationship between EC-bo+b1 TI.(é é é é é . éi) ( corresponding
between technostructural | BP=bos b EC, (36 é é é . . &). | R*
technostructural | interventions and | gp =g, b, TI+ b,EC +L°Jé é . i) | 'fthe beta

interventions and
performance of
commercial banks

performance of
commercial banks
in Kenya.

WhereEC is employee

coefficient for
the dependent
variable is zero

) commitmentBP is performanc®f | \yhen the
In Kenya. commercial banks in KenyandT! | mediator is
is Technostructurdinterventions | included in the
model, then
there is
complete
mediation.
5.To establish the| Hos Leadership Three equations i.e Analyse
moderating effect | styles do not change irb
of leadership moderate the EC= oo+ Ué & . (i) value for TI
styles on relationship o, L, . . , and
relationships between EC- Bo: byl eeee. € ;,)( corresponding
between technostructural EC =bo+biTI + boL + BsTIL + U R’to determine
technostructual interventions and | Where EC=Employee the interaction
interventions and | employee Commitment Tl is effect. Guiding
employee commitment in Technostructural Interventions, | decision rule is

commitment in

commercial banks

L=Leader shi hb28nd

to reject the
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commercial banks

in Kenya.

b3 are the coefficients.

null hypothesis

in Kenya. Ho: b3=0 if
P<0.05

6. To establish the Hos Leadership BP= ,bbTI+ Lo-Jé é. (i) Analyse

moderating effects styles do not o, L, ., , change irb

of leadership moderate the BP-= Bo. DL eeee. ¢ ) (| value for TI

styles in the relationship BP= Do+ b TI+boL + bsTIL + iy | and

relationship between corresponding

between technostructural Where BP=Bank Performance, TI| R*to determine

technostructural | interventions and | is Technostructural Interventions, | the interaction

interventions and
performance of
commercial banks
in Kenya.

performance of
commercial banks
in Kenya.

L=Leader shi hb2&and
b3 are the coefficients

effect. Guiding
decision rug is
to reject the
null hypothesis

b3:O if

P<0.05
7. To establish th{ HosLeadership | gp=  phEC+Ue e . (i) |Analyse
moderating effec| styles  do not o L L, . . change irb
of leadershig moderag the| BP=Po+bils U € € e €. e ) (| zuefor TI
styles in  the relationship BP= Do+ b TI+boL + bsTIL + U jiiy | and
relationship between employee| Where BP=Bank Performance, E{ corresponding
between employel commitment ang is Employee Commitment, R?to determine
commitment ang performance 0| L=Leadership Styles arfol b,and | the interaction
performance ol commercial bankg bsare the coefficients effect. Guiding

commercial bankj
in banks in Kenya.

in banks in Kenya.

decision rule is
to reject the
null hypothesis
b3:0 if

P<0.05

Source @uthor, 2017

3.4.20perationalization of Variables

Operationalization in social research refers to the constructiooncrete techniques

for measuring variables (Babbie, 1989). It relates to defining variables in a way that

they are able to represent concepts (Senese, 199@ugrh operationalization of

variables, researchers impose their views on how constructs should be measured in a

study (Senese, 1997).
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The variables in this study wereperationalizedhrough adapted scales that were
framed from scales thatave beenusedin previous studiedy other scholars
Employee commitment hence wareasured by items adapted from scales developed
by Meyer and Allen (1990) for measuring employee commitment, leadesshgs
were operationalizedoy it ems adapt ed ftifncbtomLeddershis 0 s
Questionnaire. Jolmeichment on the other hand wagasured by items adapted from
the Job Diagnostics Survey instrument (Hackman & Oldham, 1980) while physical
layout was measured by items adapted from the Workplace Collaborative
Environment Questionnaire (Hua, 2010). Last but least, employee involvement
wasmeasur ed usi ng I t ems adapted from

instrument (1990).

The variables operationalization has been summarized in the table here below:
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Table 3.2 Operationalization of Variables

Section of the

Variable Role Operationalization Indicators . :
guestionnaire
Experienced Meaningfulness of
meaningfulness of work, PartB
work, Experienced| Responsibilityfor Section |
responsibility for | outcomes of work| Question 18
outcomes of work.
Technostructural
interventions. Employee
(This was a involvement in
composite variable Bank alture on decision making,
Independent ol t of Emplovee
composed of . Involvemen ploy PartB
individual variable employesin empowermentto| o i
variables ofob decision making | make decisions, Question 920
enrichment, and team cohereng  Orientation of
physical layout team to work
and employee coherently
involvement)
Collaborative Ade.quacy of Section B
workplace working pace, Section llI
: llaborative .
environment colle Question 2126
working space.
Affective
commitment
Emotional
attachment to the
organization,
organization
belongingness
Continuance
commitment
Necessity to
Employee continue working
Employee Mediating | attachment to the for the SectionC
Commitment. variable. organization organization, Question 2743
Availability of
alternative
employment
options.
Normative
commitment
Moral obligations,
Faith in
organizational
allegiance
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Employee
perception of

Transactional
Leadership:
Contingent reward
Management by
exception passive
Management by
exception active.

L Transformational
Leadership Styles Mo_deratmg Iegélgearlgﬁlzistls('zcles Leac_lers_hip: SectionD
variable. Inspirational Question 4462
motivation
Intellectual
stimulation,
individual
consideration,
idealized influence
attributed.
Attainment of set
profitability
targets Attainment
of costs targets,
Innovativeness to
Bank Profitability, | changes in the
Performanqe of Dependent Attainment of cost ope.rating Section E
Commermal variable targets, environment, Question 6374
Banks in Kenya. ' Organizational | Flexibility in
responsiveness, | undertaking
Organizational | operations,
flexibility . Flexibility in

undertaking

strategic decisiong

Source: Author (2017)

3.5 Target Population

In research undertakingstagetpopulation refers to a set of all elements or objects

under study about which an inference is to be m&dkeaffe, Mendenhall &Otto,

2006). In view of this definition the targetpopuldion for this studycomprised all

commercial banks in Kenya. As at DecembeY 3016 these banks totaled forty four

(CBK, 2015). However, the stuaynly focusedon forty of these banks, asreewere
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under receivershi@s at the time of the studwnd athird one under statutory

managenent by the regulator (CBK, 207

Data on the variables of interest was collected foonporaterelationship managers,
business bankers and personal bank&aBonedin theb ank 6 s &nd anitsmmh e s
the County of Naiobi. The choice of these category of respondents was justified by
the fact that they are the ones largely tasked with the growth agenda of theTianks.
number ofcorporate relationshipma n a gtetaled tbree hundred and twenty nine
the total number dbusiness bankers togaltwo hundred and siand the total number

of personal banker®taled three hundred and eigfithese have been summarized
under table 3.2 heitigelow

Table 33 Count of the number of Corporate Relationship Managers, Business
Bankers and Personal Bankers.

Category Frequency Percentage
Corporate Relationship Managers 329 39%
Business Bankers 206 25%
Personal Bankers 308 36%
Totals 843 100%

Source: Survey data 2017

3.5.1 Sampling Design

In view of the small number cotitsiting the unit of analysis, a census veaudged
as the best approach of study. Fos tteason, a census approach wsad where all
the forly operating banks in Kga constitutel the sampling frame for the unit of

analysis. The choice of the census approach is justified by the fact that census
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approaches have been argued to be best suited for undertaking research studies where

target populations are relatively sm@lish & Verma, 1979).

On the other hand, the samte the unit of observation wasorked out using the

Yamaneformula(1967) as indicated heteelow:

N
1 + N(e)?

Where N is the population size, n is the sample size and e is the level of precision

sought by theesearcher.

The choice of the Yamane formulass justified by the arguments of Kothari (2010)
who advanceshat sample sizes should be determined largely by the level a$iprec
sought by the researcherhe formular by Yaman€1967) in working out senple
sizes has also been used by various researchers in social science tessiszrimine

sample sizem various studiegMohd, Abdul, Jauriyah & Noor, 2016).

The precision level for this studwas0.05. Thus the sample size forthee spondent s

basel on the Yamantormulaabove wagomputedasbelow.

Table 34Re s p 0 n 8amplingsLst

Category Frequency Percentage
Corporate Relationship Managers 180 37%
Business Bankers 136 28%
Personal Bankers 175 35%
Totals 491 100%

Source: Survey data2017
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Samplng of the above respondents wag stratified random sampling which is
considered themost effective probability sampling methodhere the target
popuhktions are not homogeneo(Kothari, 2010).A provision for norresponse
totaling forty four questionnaires was made over the above the desired sample size
above making the total questionnaires distributed stand at five hundred anévéirty

guestionnages.

3.6 Data Collection Instruments

The studymainly entaiéd collection of primary data. As such, data wgathered

using questionnaires. The choice of the questionnaire method stems from the fact that
guestionnaires have been argued to be easy to adenirand also are not an
expensive way of undertaking social research (Whitely, 2002). Whiteley (2002) also
posits that closed ended questions are more preferred in social research undertakings,
given that answers from questionnaires can be eqséytified and analysedby the

researcher.

In view of the foregoing, in this study, Likert type scales with closed ended questions
whose items hhbeen adapted from instruments ugsedther scholarly studies were

used. he guestionnaire items wdergelyadapedfrom items from scales such as the
Mevyer and Allen Scales (1990) for operat
(1990) Multifactor Leadership Questionnaire for operationalizing the different
leadership styles , Job Diagnostics Survey instrument (HaclkérOldham, 1980) for
operationalizing job enrichment interventions, and the Workplace Collaborative
Environment Questionnaire (Hua, 2010) for operationalizing physical layout, with

measures forcommercial banks performanckeing adapted from instruments
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developed for operationalization of the constructs by Douglas & Judge (2001)
Richardson (1996), Pennings and Harianto (1992) and Potter (19B8)instrument
also incorporato pen ended questions to capture tF

on the sbjects at hand.

Given that he questionnaire items wedesigned to measure diffeteaspects of
interest, they were consequentbgically sequened. As such, section (A) targeted
respondents bio ¢k section (B) targetedesponses on the independentiables
which also constitutta composite variable anddeen glit into part (i) which
targetedresponses on job enrichment intemtions, part (ii) which targetegsponses
on employee involvemenind part (iii) which targetedesponsg on physicalayout
Section (C) items targed responseson employee commitment, which sahe
mediating variable while Section (D) items tamgktesponses on leaderstspyles,
which was the moderating variable. Fihgl section (E) hadtems which targetd

responsg onperformancef commercial banks

3.6.1 Instrument V alidity

Validity refers to the extent in which an instrument measures the concepts it is
supposed to measure (Gregory, 1992). It has different aspects, which icahidet

validity andconstructvalidity. Content validity is the most basic measure of validity

and refers to a measure of what is generally construed to be the measure of the given
construct under study (Gregory, 1992). Construct validity on the other hand refers to
the theoretical relainship of a variable in relation to other variables (DeVellis,

1991).
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As validity is more often than not affected by the operationalization of constructs
(Benson, 1998; Crocker & Algina, 1986; Gregory, 1992) reviewing it before
undertaking a study is ga central Given that in this study éhresearch instrument

items wereadapted from accredited instruments that have been used to migsure
constructs under study, it wapinedthat they hd sufficient mesures of conterand
construct validity. Noneheless, tofurther confirm the validity of the research
instrument the researchesubmited the same for review biyvo faculty staff of
Kenyatta Uniersity School of Businesto have them validated as to be having
sufficient levels of instrument validit{Construct validity and predictive validity were
ensured by adopting items from instruments that have been tested and proved to have

sufficient levels of these types of instrument validity.

A pilot study was undertaken this studyto help establish thdegree of clarity of the
proposed research instruments, and also help identify problem areas in the research
design that needed to leldressegrior the main study (Zickmund, 200Bleuman
1997;Isaac & Michael, 1995Borg & Gall, 1979).Foremost a reseah permit was
soughtfrom the National Council of Science and Technolagy upon getting the
same, the pilot study was undertaken whiclentailed administering the proposed
research instruments to forty respondents, who werdonbeincluded in the fina
research Nlonette, Sullivan & DeJdong2002). Thirty five questionnaires were
returned from iese and the same were analyzed in thet gilody to determine
feedback on clarity, layout, appearanease ordifficulty of the questions and

redundanciedesdesalsobeingused to test for instrument reliability.
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3.6.2Instrument Reliability

Reliability refers to the proportion of variance that can be attributed to the true score
of a latent variable (Devellis, 1991). Establishing instrument reliabilitjmmortant in

social science research as tests of significance may be invalid if the instrument is
faulty (DeVellis, 1991). Such poor reliability is caused by poorly formulated
guestionnaire items, heterogeneity of the sample, imposed time limits in ting tes
situation, questionnaire item difficulty and length of the research instrument (Crocker

& Algina, 1986; Mehrens & Lehman, 199DgVellis, 1991; Gregory, 1992).

As a measure, it estimates test scores from a given research instrument (Thompson,
1999) and is usually measured by coefficients. The most popular measure of
reliability is the Cronbach alpha coefficient, which is an average of all possible split
half reliability coefficients of a given research instrument (Crocker & Algina, 1986;
De Vellis, 191; Gregory, 1992; Henson, 200This study, consequentlysed the
Cronbach alpha coefficiertb determine instrument reliability, with theliability
estimates considered acceptable rangirggn 0.70 to B0 (Nunnally & Bernstein,

1994).

3.6.3Data Collection Procedure

The intended respondents weprporate relationship managers, personal bankers and
business bankersf the commercialbanksin the county ofNairobi. The choice of
these respondents steradfrom the fact that they are involved in themagement of
significant portfolios in the target banksd also are tasked with the growth and
profitability agenda of the banksQuestionnaires were administered, in a drop and

pick strategyto thesecorporate relationship managers, personal bankerbusidess
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bankersand the respondents given two weeks to fill the questionnalifesse
guestionnaires were administered and collected bya#ststanceof six research

assistant who were all graduates in business fields.

3.7 Data Processing and Analysis

Once data wascollected on the different vafles of interest, the data wesded,

which principally meanssystematically condensing the extensive data Bets

smaller units that could be analyzed. This wlase through creatioof categories
which thedata couldbe grouped together under (Sharon,f08&8(fterwards, the data
was edited to correct for evident errordapf, Brodbeck, Frese & Pruempén®).

Once this data wadeaned through editing, it wasnsidered rife for analysis.

The quantitativedata sets weranalyzed using multiple regggions methods, and this

was done through the aid of statistical packages for social sciences (SPSS), version
twenty threeThe approach wathat each othe predictor variables wasgressed in a

step wise reggssion fashion, and thereafter concurrently, as depicted in the empirical
model. Theregression weights obtained were thesed to test for the hypotheses
informing the research @xtives, finding of which informed conclusions to be
made. Using statistial software in the processing of datdacilitated faster

dispensatioriPreacher & Haye2007).

3.8 Diagnostics Tests

Themodes in this study wergested usingnultiple regression techniques. Thus itswa

imperative tofirst undertake diagnostic tests, wwh entaiked testing for normality,
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testing for heteroskedasticignd testing for multicollinearityThese are discussed as

herebelow.

3.8.1 Normality Assumptions

To test for normality assumptis, this study utilizethe improved ShapirdVilk test

which is apopulartest for normality in regression studies (Nadiah & Yap, 2011).

The choice of the ShapiWilk test was further justified by its superb power
properties (Mendes & Pala, 2003oteworthy, &en thoughthe ShapireWilk test
wasinitially limited to a sample of $s than fiftyat the time it was developget was
improved by Royston to allow for sample sizes of upto five thoufaadell, Matias

& Katarzyna, 2006) The test basically yields a value W which lies between zero and
one. A valueof one indicates normality whereas weak values indicate a departure of

normality (Nornadiah & Yap, 2010).

3.8.2 Heteroskedasticity

In studies applying regression techniques, testing for heteroskedastigitpartant

as it helps ascertain thessumptia of constant variances (Hayes & Cai, 2007)
Serious heteroskedasticity leads to invalidated statistical inferences as it inflates Type
| error (Hayes & Cai, 2007pferring thatregression estimatesay not be efficient in

the presence of heteroskedasyiciHeteroskedasticity can also affect sestf
significance on the multiple correlation coefficieRt(Hayes & Cai, 2007)L e ve ne 6 s
test for equality of variances was usedthis studyto determine the existence of

heteroskedasticity.
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3.8.3 Multicollinearity

Testing for multicollinearitys vital as multicollinearity can yield unstable regression
co-efficients characterized by large standard errors and high variances, which can then
lead to inaccurate statistical inferences (Bergmann & Hohenboken; W@@isfield

& Helms, 1982). Multicollinearity can also lead to a given model being sensitive to
reduction or addition of variables (Belsley, 199mh)this study, multicollinearity was
diagnosed using variance inflation factor (VIF) techniques. Essentiiéy VIF
technique indicates increases of coefficient variances in the presence of
multicollinearity (Freund & Littell, 2000)The general rule v&athat values greater

than tenwould suggest presence of multicollinearity (Chatterjell&di, 2006).

It is importantto indicake that the diagnostics and data analysis case against a
backdrop of having controlled for Type | and Type Il errofgpe | error in
hypot hesis testing, al s oth&pnobability ofirgectind al s e
a null hypothesis when in actual sense it should not be rejected (Delorme, 2006). On
the other handlype Il error also known as af"a | s e rorbetall) erreresdhe
probability of failing to reject a null hypothesis that is supposed to be rejected
(Delorme, 2006) In practice, type | errors are usually controlled by choosing an alpha
rate, usually taken as 0.05 in most social science research. These alpha rates
accordingly guide in statistical inference by being a benchmark for decision making,
thereby educing the probability of committing the Type | error. Type Il errors on the
other hand are best controlled by increasing the statistical power of the test, which

more often than not determined by the sample siz@e{orme, 2006)
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In this study, to redce the probability of committing Pe | error, the researcher
adoped an alpha rate of 0.05 to act as the benchmark upon which #a#/dej not
reject decisions werenade. Moreover, as the researcher hadopted a census
approach, which implies that alie elementsn the target population wergtudied,

the likelihood of committing Type |l erravasgreatly reduced.

3.9 Ethical Considerations

The research ethiosere as enshrined by the United Nations Educational Scientific
and Cultural Organization (URSCO) dictates which include among others,
requirements that the researcher considers both the positive and negative effects of the
research undertaking. With this understanding, the weltdrehe banks and
informants wagjiven highest priority to preses\their dignity, privacy and interests at

all times.

Moreover, free informed consent wasbtained from all respondents and these
respondents wermformed of the purpose and procedures of the resg&lelss &
Smith, 2000) Important as wellthere wasno coercion ¢ participate; participants

were fully informed of their right to refuse, and to withdraw at any time during the
researchPrior undertaking the research as well, research permits were also sought

andgrantedoy the National Commision for Sciee¢ Technology and Innovation

The research resuligerealsoreported with objectivity and integritKothari, 2010.
Limits of applicability were alsomade clear and as a matter of principle, full
confidentiality of all information and the anonymity ofrpepants will continue tabe

maintained.
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CHAPTER FOUR: DATA ANALYSIS, FINDINGS AND DISCUSSION

4.1 Introduction

This chapter presents addscusseslatafrom the studyThe data was collected from
Corporate Relationship Managers, Business Bankers amsorfé Bankers of
Commercial Banks in Kenya betwe#me month ofApril of the year2017 andthe

month of Juneof the year2017. The chapter accordingly presents the respective
response rates from these categories of respondents. The chapter also presents t
findings of the diagnostics tests that were done. Analysis of the data was enabled by
the use of the Statistical Package for Social Sciences Versidralas and figures

have been used to present quantitative data with a brief descoptidmat is siown

in the table. The results of the hypothesis testing are also presented in this chapter,
with the presentatiorof the results beingnade according to thetudy research

objectives and hypotheses.

4.1.1Analysis of Response Rate

Attaining a high respuse rate in survey studies is an important requirement if reliable
research results are to lgot (Hair, Black, Babin, Anderson, & Tatham, 2007;
Saunders, Lewis, & Thornhill, 2006). This is because high response rates lead to
results that have greater citatity in research undertakgs (Rogelberg & Stanton,
2007).For that reasgrnvarious response rates have been suggested by researchers to
be acceptablen social science resear{Babbie, 1990; Dillman, 2000, Rea & Parker,

1992; Fowler, 1984; De Vaus, 86).
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In this studythe required sample size was fdumdred and ninetgnerespondents,
but to cushion against low response rates, hundred and thiytfive questionnaires
were given outn a drop and pick strategy. Of the issued questionndoeshundred
and nineteen were returned, implying an ovesailenty eighpercent response rate.
The computation of this responseeis worked outising the formula below

Questionnaires Returne& 100

Questonnaires Issued

=419 X 100
535

= 78%

In the dataediting processthirty one questionnairesvere found to be invalid and
expunged.Thus, valid questionnairessed in the analysiwere three hundrednd
eighty eight, suggestingnaoverall seventy three percent response rdteis is as

computed below:

Valid QuestionnairesX 100

Questionnaires Issued

=388 X 100
535
=73%
This response rate was considered satisfactory in view of opinions of scholars such as

Roth and Bevier (1998) who argue that a fifty percent response ratensidered
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adequaten social science researdfincham (2008also argueghat any response rate
that is greater than fifty percent has minimal mesponse bias hencean be

considered satisfactory in social science research.

4.1.2 Reliability Analysis

The administration of the questionnaires was against a backdrbavaigtesed for

the questionnairenstrumentreliability. This was doneusing the Cronbach alpha
coefficient which is a popular measure of instrument reliability (Nunnally &
Bernstein, 1994)Each section of the questionnaire had its Cronbach alpha coefficient
determinedduring thepilot phase and during the main survapd he results of the

reliability testareas presented under table 4.1 below:

Table 4.1:Resultof Instrument Reliability Testing

Pilot Main
Variable Items ifgﬁg if;ﬁg Comments
Score | Score
Job enrichment 8 0.736 | 0.755 | Reliability establisheéh both
Employee involvement 12 | 0.873| 0.816 | Reliability establisheeh both
Physical layout 7 0.704 | 0.740 | Reliability establisheéh both
Continuance commitment 6 0.734| 0.719 | Reliability establishedn both
Affective commitment 5 0.716 | 0.739 [ Reliability establisheih both
Normative commitment 6 0.789| 0.814 | Reliability establisheih both
Contingent reward 3 0.818 | 0.805 | Reliability established in bot
Management by exception (passiy 2 0.737 | 0.726 | Reliability establisheéh both
Management by exception (active] 3 0.771| 0.782 | Reliability establisheéh both
Inspirational motivation 4 0.857 | 0.849 | Reliability establisheéh both
Intellectual stimulation 3 0.729| 0.733 | Reliability estalished in both
Individual consideration 3 0.861| 0.856 | Reliability establisheih both
Flexibility in operations 3 0.852| 0.859 [ Reliability establisheth both
Flexibility in strategic decisions 3 0.811] 0.805 [ Reliability establisheth both
Innovative cuiure 3 0.758 | 0.751 [ Reliability establisheth both
Information processing capabilitiey 2 0.792 | 0.783 | Reliability establisheéh both
Profitability-Attainment of targets 2 0.827| 0.831 [ Reliability establisheth both
Overall alpha coefficient 75 0.792| 0.784 Ee“ab.'“ty establls_hedln
oth pilot and main study.

Source: Survey Data, 2017
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According to the results of the reliability testing indicated in table 4.1 above, the
overall questionnaire instrument reliability -@ficient score for the pilot studyas
measured byhe Cronbach alphao-efficient, was 0.792The table also indicates that

the overallquestionnaire instrument reliability @dficient scorefor the main study,

as measured byhe Cronbach alphaoefficient, was 0.784 George and Mallery
(2003) indicate tat alpha scores greater tha® @an beconsidered excellent in
measuring the internal consistency of an instrument, with scores between 0.8 and 0.9
being considered good in measuring the internal consistency of an instrument and
scores bateen 0.7 and 0.8 indicating that an instrument has acceptable thresholds of
reliability. George and Mallery (2003) further argue that scores between 0.6 and 0.7
can indicate that the reliability of an instrument is questionable, scores between 0.5
and 0.6can be considered to indicate poor instrument reliability while scores below
0.5 would suggest that an instrument has unacceptable relialbilityn these
interpretations and indeed as supporbsdthe arguments of Nunnally and Bernstein
(1994), he quesbtinnaire instrument for this study, at 0.7@2 the pilot phase and
0.784 for the final survey was taken to have acceptable thresholdsntdrnal

consistency anteliability and thus could be used in the study.

4.2 Respondent Biographic Characteristics

This sectiorpresents biographic datdtainedfrom bank stafideployed afBusiness

Bankers Corporate Relationship Manageand Personal Bankergn commercial

banks operating in Keny#@rimarily, the table condenses summary statistics on the
respongdeemd esro, respondent sdé age, responde.|
respondent sé years of working experience

al so t he numspodyearsimdursedt rold apprise on key biographic
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characteristics othe respondents who participated in the stubgble 42 here

below presents these statistics.

Table 4.2: Biographic Characteristics of Respondents

Respondents Gender
Frequency Percent| Valid Percent| Cumulative Percen|

Male 228 58.8 58.8 58.8
Female 160 41.2 41.2 100.0
Total 388  100.0 100.0

Respondent sé Age
25-35 yrs 124 32.0 32.0 32.0
36-45 yrs 186 47.9 47.9 79.9
4555 yrs 58 14.9 14.9 94.8
55 yrs and over 20 5.2 5.2 100.0
Total 388 100.0 100.0

Respondent s6 Hilegdlest Educati on
Secondary level 8 2.1 2.1 2.1
College Diploma 47 12.1 12.1 14.2
Bachelor's Degreq 258 66.5 66.5 80.7
Master's Degree 74 19.1 19.1 998
Doctoral Degree 1 2 2 100.0
Total 388 100.0 100.0

Respondent sé Years of Working Experi
1-5 years 34 8.8 8.8 8.8
6-10 years 124 319 31.9 40.7
11-15 years 151 38.9 38.9 79.6
15 years + 79 204 20.4 100.0
Total 388 100.0 100.0

Respondents Current role
CRM 137 35.3 35.3 35.3
Business Banker 96 24.8 24.8 60.1
Personal Banker 155 39.9 39.9 100.0
Total 388 100.0 100.0

Respondents number of years in current role
1-3 years 72 18.6 18.6 18.6
3-5 years 138 355 355 54.1
5 years and abov¢ 173 44.6 44.6 98.7
<1 year 5 1.3 1.3 100.0
Total 388 100.0 100.0

Source Survey Data, 2.7
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Table 42 aboveindicates that of the three hundred and eighty eight respondents, fifty

nine percent were male and fodye percent were femaleandthat majority of the
respondentghat is, forty eight percent, avebetween the ages of thirty sixars and

forty five years. The least number of respondents, that is, five percent, were over fifty

five years old. Respondents between twenty five and thirty five years of age
constituted thirty two percent while those between the ages of forty five ye@drs a

fifty five years constituted fifteen perceifihis means that the bulk of the respondents

still have a number of years to continue working for their organizations since the
mandatory retement age for bank staff is setsatty years This distributionby age
wasconsideredvital as employee commitment was one of the variables under: study

and it has been argued in the literature that age is one of the determinants of employee
commitment to organization3able 42 abovefurther indicates that the majiby of
respondentsthat is, sixty seven percent,ldleabac hel or 6 s dghgst ee as
educational qualification ané@ds than one percent held a doctoral degree. Those with
secondary level education were two percent, those with college diplomas whre tw
percent whil e those with a Masteros deg
respondentdt can thus be deduced from this distribution tiat average respondent

in the study had sufficient level of education to adequately respond to the

guestionaire items.

Table 42 further indicates that the majority of the respondents, that is, thirty nine
percent, hd between eleven years and fiftegears of experiencas bankers. Only

nine percent had less than five years of working experi@scbankers.Those
between six and ten years of experience in working as bankers were thirty two percent

while those with over fifteen years of working experience as bankers constituted
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twenty percent of the respondeni&able 4.2 also indicates that majority of the
respondents, whicls, forty percent, were Personal Bankers, thirty five percent were
Corporate Relationship Manageshile twenty five percent were Business Bankers.

Finally, table4.2 illustratesthat majority of the respondents, that is, forty five pet,cen

had over fivey e a expesiences in their current roles. Thirty six percent of the
respondents had between three and five vy
nineteen percent of the respondents had between one and three years of experience in
their current role. Only one percent of the respondents had less than one year

experience in their current roles.

From the foregoingbiographical statisticsas presnted in table 2, it can be
concludedthat the respondents had the requisite level otathn that could enable

them comprehendhe objectives of the study and the ensuing questionnaire items.
Besides, it can also be surmised from the biographic statistics that eighty percent of
the respondents had over t thesame roechences 6 e x
had a satisfactorygrasp of how the technostructural interventi@ms intervening

variablesunder study had impacted therformance of their organizations.

4.3 Respondent$Bank Characteristics

This sectionpresentsdata obtained fmm respondents concerning the banks they
worked for. It largely summarizes data on bank classifications according to the
Central Bank of Kenya, the number of years a given bank had been operating as a
commercial bank, the number of years the given bankbkad operating in Kenya

and the bank classification, that is, whether multinational, regional or Tcatale 43
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Table 4.3: Characteristics of Responden s 6

resul ts of

Banks

Number of Years' Operatingas a Commercial Bank

Frequency| Percen{ Valid Percen{ Cumulative Percen
6-10 years 7 1.8 1.8 1.8
11-15 years 20 5.2 5.2 7.0
igoyfears and 361 93.0 93.0 100.0
Total 388| 100.0 100.0
Number of Years' Operding in Kenya
Frequency| Percent| Valid Percen{ Cumulative Percen
6-10 years 11 2.8 2.8 2.8
11-15 years 36 9.3 9.3 12.1
20 years and 341 87.9 87.9 100.0|
Total 388| 100.0 100.0
Classification According to CBK
Frequency Percen{ Valid Percat | Cumulative Percen
Large Bank 148 38.1 38.1 38.1
Medium Bank 157 40.5 40.5 78.6
Small Bank 83 214 214 100.0]
Total 388 100.0 100.0
Bank Classification
Frequency Percen{ Valid Percentf Cumulative Percen
Multinational 118 30.4 30.4 30.4
Regional 150, 38.7 38.7 69.1
Local 120 30.9 30.9 100.0}
Total 388| 100.0 100.0

t hese

Source Survey Data, 2017

Table 4.3 aboveindicatesthat ninety three percent of the respondents worked for

banks that hatbeen in operations faver twenty yea with onlytwo percent of the

respondents having worked for banks that had operated for between six and ten years.

Table 43 also indicates thatighty eight percent of respondents worked for banks that

had been operatingh Kenya for over twenty years and thainen percent of
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respondents worked for banks that had operated in Kenya for between eleven and
fifteen years wiile only three percendf the respondents davorked for banks that

had operated in Kenya for between six and ten yetinge table 4.3urtherindicaes

that forty one percent of the respondents worked for medium banks, thirty eight
percent worked for large banks and only twenty one percent worked for small banks.
Lastly, Bable 4.3 indicates that the majority of the respondents, thathisty nine
percent, worked foregionalbanks thirty onepercent worked for locdbanks while

thirty percent worked for multination&lanks.

From the summary descriptiveatistics presented in table 4&ove, it can be
deduced that witkeighty eightpercent of thdanks having operated in Kenya for over
twenty years,majority of the bankshad mastered the Kenyabanking trading
environment Hence their strategiesdr performance are arguably driven from a
profound understanding othe local banking environmenthis assumptions also
buttressed by the fact that, asde gleaned from the table 4s@ventypercent of the
banks were categorized as regional banks or local bsuggesting that they were
operating only in Kenya and the Eastekfrica region Of notealso, ninety three
percent of all of the bankeamploying respondents in this stuldgd beeroperatingas
commercial banksfor over twenty years, an important insight as to their

understanding ofvide-rangingbanking performance strategies.

4.4CrossTabulationsforRe s ponde nt s éand BankoStatisticp h i ¢
Saunders, Lewis and Thornhill (2006) indicate that cross tabulations are important in
showing interdependencéetweentwo or more variables,na that thepurposeof

cross tabulationss to help analyz features of data that may not be readily manifest
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from face value observation of descriptive statistifisis sectiontherefore, under
subsections 4.4.1 and 4.4f2esents a crodabulation of the respondentsiographic

and bankstatistics.

4.4.1 CressTabulations for Respondents BiographicStatistics

Table4.4 herebelow summarizes in a contingency table format the cross tabulations

bet ween the respondentsdé gender and thei:H
level, years of working experieacas a bankerr espondent sé currer

respondes 6 year s o turrentrgles.r i ence i n

Table 4.4Cross Tabulations for Respondents Biographic Statistics

Respondédgent s o
Gender 25-35 years | 3645 years| 4555 years | 55 years + Total
Male 76 113 33 6 228
Female 48 73 25 14 160
Total 124 186 58 20 388
Respondent sé Highest Education Level
Secondary Diploma Degree Masters | Doctoral | Total
Male 6 31 146 44 1 228
Female 2 16 112 30 0 160
Total 8 a7 258 74 1 388
Re s p o n d am of Working Experience As A Banker
1-5 years 6-10 years | 11-15years | 15 years + Total
Male 22 73 86 47 228
Female 12 51 65 32 160
Total 34 124 151 79 388
RespondentéCurrent Role
R. Manager | B. Banker P. Banker Total
Male 79 61 88 228
Femaé 58 35 67 160
Total 137 96 155 388
Respondent®Number of Yearsin Current Role
<1 year 1-3 years 3-5 years 5 years + Total
Male 1 49 74 104 228
Female 4 23 64 69 160

Source: Survey [ata, 2017

84



Table 4.4 above indicates that the mdty of the male respondents were between
thirty six and forty five years of age
academic qualification. Majority of the male respondents also had worked for
between eleven andteen years and had been deployed as personal bankers. Most of
the males had also worked in their current roles for over five years. On the other hand,
most of the females were also between thirty six and forty five years of age and held a
bachel oee @s thedhghest academic qualificatiddajority of the female
respondents also had worked for between eleven and fifteen years and had been
deployed as personal bankers. Besides, most of the female respondents had also

worked in their current roles fawver five years.

4.4.2 Cross Tabulations for Respondents Bank Statistics

Table 4.5herebelow summarizes in a contingency table format the cross tabulations

bet ween the respondent sod eCantrd BaokiobKemsyya f i ¢ a't
and charactgstics such as the yeatise banks have operated as commercial banks,

the years the banks have been operating in Kenya and the classification of the bank

viz whether the bank is multinational, regional or local
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Table 45 Cross-Tabulations for Respondats Bank Characteristics

Class of | Number of Years Operating as a Commercial Bank
Bank 6-10 years 11-15 years 20 years + Total
Large 0 3 145 148
Medium 5 6 146 157
Small 2 11 70 83
Total 7 20 361 388
Number of Years Operating in Kenya
6-10 yeals 11-15 years 20 years + Total
Large 1 1 146 148
Medium 4 13 140 157
Small 6 22 55 83
Total 11 36 341 388
Bank Classification
Multinational Regional Local Total
Large 46 54 48 148
Medium 64 51 42 157
Small 8 45 30 83
Total 118 150 120 388

Source: Survey [ata, 2017

Table 4.5above indicates that most of the respondenisked for large banks that

had been in operation for over twenty years. Similarly, most of the respondents
reported as working for large banks that had opeffatedvertwenty years in Kenya,

with a majority of the respondents equally reporting as working for banks categorized
as large regional banks. Both medium and small banks registered the same
characteristics,hiat is, most respondents who workied medium and smalbanks
reported that their banks had been in operatiwrover twenty years.Under bank
classification most medium banks were under the multinational category whereas

most small banks were under the regional category.

4.4.3 Cross Tabulations for BankClassifications and Type of Respondents
Table 46 herebelow presents a cross tabulation between bank classificatmhs
type of respondents, that is, whether the respondent was a corporate relationship

manager, business banker or personal banker. Tdgs tabulation is vital in view of
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the fact that the studgprgely hunched its hypothesis dhe job characteristics model

which places emphasis on analysis of employee roles.

Table 46 CrossTabulations for Bank Classifications and Type of Respondents

Bank Classification
Respondent fole Large Medium Small Total
Corporate Relationship Managg 72 45 20 137
Business Banker 48 26 22 96
Personal Banker 28 86 41 155
Total 148 157 83 388

Source: Survey [ata, 2017

The table 4.@&bove indicates that maost the corporde relationship managers, that is,
seventy two percentvorked for large banks. Similarly, most of the business bankers,
that is forty eight percentalso worked for large banks. However, for the personal
banker category, most persoriahnkes, that is, eighty six percent, workddr

medium banks.

45 DescriptiveAnalysis

This section presents a summary of the descriptive statstiesponses got from the
guestionnaire items regarditige variables of interestThe significanceof presering

the descriptive statistics is to hedpmmarizethe large data sets got from the survey
by usingeay to comprehendables Principally, these tables have condensed the data
to also displaystatistical measuresf central tendency anstatistical meases of
dispersion.The sectioralso detailhhow responses wespecifiedto each item of the
guestionnairesAs importanf the questionnairenstrumentwas structured to collect
data touching on the biographic characterssof the respondents besidesl@cing
data onwhat the respondents felt concerning job enrichment intervenitotiseir

organizations employee involvemeninterventions in their organizationphysical
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layoutin their organizationsemployee commitmer their organizationdeaderhip
styles in their organizationsand performance of their bankResponses to these
guestions were expressed usafive pointLikert-type scalewith resposes ranging
from strongly agree, which hadscore of fre, to strongly disagree, which hadcaoe

of one. Presentation onetbe responses is made a logical flow starting from
responses on the independent varigltlest is job enrichment, employee involvement
and physical layoutto the mediatingariable that is, employee commitmertb the
moderator variablethat is leadership styles afidally to the dependent variablégt

is, performance of commercial banks in Kenya

4.5.1 Job Enrichment

Job Enrichment in this study was an independent variable and was taken as part of the
constituentsof the technostructural interventions that were beamglyzed The
guestionnaire itemtuching on this variablevere adapted from the Job Diagnostics
Survey Instrument developed by Hackmard Oldham (1980 which has severally
been used by scholars to asere perceptions gob enrichmentinterventions The
guestionnaire itemsuchedon experienced meaningfulness of warkd experienced
responsildity for work outcomessince theséwo aspects of the job characteristics
model encompasscritical psychologtal statesthat can predict desirable work
outcomes on employees and organizati@sngmings & Worley, 2009ackman &
Oldham, 1980)The presentation on the responsesjob enrichment interventions

hawe been presented under table erebelow.
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Table 4.7 Descriptive Statistics onJob Enrichment Interventions

Statement N Mean [Std. Dev.
The job requires me to use a number of complex orlleiggl skills. (388 | 3.71 1.272
I have the chance to do an entire piece of work from beginning 1388 | 1.68 T72
The job is quite simple anépetitive. 388 | 2.08 1.247

| can use my personal initiative or judgment in carrying out the 388 | 1.93 1.120
The job is not very important in the broader scheme of things. |388 | 1.36 .488

My opinion of myself goes up when | do this job well. 388 | 4.31 .530
Generally speaking, | am very satisfied with this job. 388 | 4.09 1.040
| feel a very high degree of personal responsibility for the work 11388 | 4.11 .676
Aggregate Scores 388 | 2.90 .893

Source: Survey Data, 2017

Table 4.7above indicateshiat the aggregate scorsthe questionnaire items gjeb
enrichmentinterventionswas 2.90 with a standard deviation of 0.898he mean
response on the question i offtenplexebhigh equi r
level skillo  w &% witl3 a standard deviation of 1.2if2plying that on average, the
respondents neither agreed nor disagreed withstheement The analysis also
indicates that that t he |obaseaamangedsofhathdee on
have the chancetood an entire piece of work from bg¢
standard deviation of .772 implying that on averages respondentsstrongly

disagreedo the proposition thateir jobs wee arranged so that they htwek chance

to do an entire piece ofovr k f rom beginning to end. O
guite simple and repetitivebo, the analys
2.08 and with a standard deviation of 1.247 which also implies that on average, the
respondents disagreed to thatsment implying that many respondents did not feel

that their jobs werquite simple and repetitive.

On t he dcae ase my persomal initiative or judgmentcarrying out the

w o r, khé analysis indicates that that the mean response was 1.@@faadstadard
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deviation of 1.120 whichmplies that on average, the respondents disagreed to the
statementOn t h e (Theejabtisinat meryfimportanh the broader scheme of

thingd t he analysis indicates that ithtahat t h
standard deviation of .488 which also implies that on average, the respondents
disagreed to the statement thereby implying that many respondents felt that their jobs
were very significant or important in the broader schemehofgs. The mean

respone on the question Amy opinion of mysel
4.31 with a standard deviation of .530. This implies that on average, the respondents
agreed that opinions of themselves went up when they did their job well. The analysis
alsoii cates that that the mean response on
very satisfied with t hiwatopa b@O0 imgyinghdt. 09 wi
on average, the respondents agreed that they were generally satisfied with their jobs.

Lag | vy, on the question ql feel aforvher y hi
wor k | do the analysis indicatgs ¢thht ¢hat the mean response was 4.11 and

with a standal deviation of .676 whicimplies that on average, the respondentsafelt

very high degree of personal responsibility for the work they did on their jobs.

An analysis at the responses to the questionnaire items indicate that respondents
generallyagreed to three questions. These were questions touching on the opinion of
thenselves going up on doing their work wedlf€ 4.31;s.d = 0.530, satisfaction

with their jobs(af= 4.09 s.d= 1.040 and feeling of responsibility for the work they

did (4= 4.11; s.d= 0676). It is worth noting that these related to itemsristg on
experienced responsibility for work outcomes, which is a proxy indicator of work
satisfaction. The positive responses are thasnoniouswith scholarly arguments

that indicate thajob enrichment interventions can enhance employee job satisfaction
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(Muhammad, Ida & Riyadi, 201 ¥ijay & Indradevi, 2015)especially if it is in an
environment where employees are enabledddo and evaluate their own work
(Shakeela, Wasim &ashada2012).The positive responses to these three questions
therefore meanghat the job enrichment interventions in the various commercial
banks have indeed measured to expectations in terms of increasing employee job
satisfaction. This iscategorically explained by theory such as in the Job
Characteristics Model (Hackman & Oldha1980) where the general supposition is
that job enrichment interventiomsin actually lead to improved employee satisfaction
hence enhanced task and organization performance. To affirm the fact that the
respondents were indeed positively resonating thiéhjob enrichment interventions,

it can be gleaned that majority of the respondents had strong sentiments refuting
insinuations that the job was arranged in a way that they did not have a chance to do
an entire piece of work from beginning to erdf< 1.68; s.d = 0.772) and also

strongly denying the proposition that the job was not very significant or important in

the broader scheme of thin@g= 1.36;S.d= 0.448).

4.5.2 Employee Involvement

Employee involvemenas part of the technostructurakerventions under analysis

was the secondndependent variable in this studijhe questionnaire itemsn this
variablesought to measuresponses touching on what respondents felt concerning
employee involvement interventions in théanks The questionaire items were

largely adapted from th®e ni sonds altug asurveyziastrumenh (1960)

which has severally been used by scholars to measure perceptions on employee
involvement practices in organizationshe preference for the use &feni sonads
organization culture survey instrumentstudies touching oemployee involvement
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stems from the fact that the instrument has been argued to properly map aspects of an
organizations culture, such as employee involvement, to organization performance
measuressuch as employee satisfaction, organization efficiency and profitability
(Irena & Inta, 2013). Rsentation on the responses to the items hasrbada using

table 48 with brief discussions othe descriptive statistics being made below the

table.

Table 4.8Descriptive Statistics on Employee Involvement Interventions

Statement N Mean [Std. Dev,
Decisions are made at the level where the best information is availal) 388 | 4.50 577
Information is widely shared with everybody to facilitate decision mal 388 | 4.43 573
Business plaming involves everyone in the process to some degree. | 388 | 4.51 .509

Everyone in this unit believes that s/he can have a positive impact. | 388 | 4.25 .585
Cooperation and collaboration across functional roles are encouragg 388 | 4.39 497

\Working in this unit is like being part of a team. 388 | 4.50 .694
Teams are t primary building block of this unit. 388 | 4.46 .693
Each person can see the relationship between his work and unit gog 388 | 4.11 | 1.066
This unit delegates decision making authority. 388 | 4.14 448
The capability of the people is viewed as source of competitive adva| 388 | 4.25 .645
Problems arise because de& not have the skills necessary to do the jqg 388 | 1.79 .876
This unit continuously invests in the skills of its employees. 388 | 4.50 .509
IAggregate Scores 388 | 4.15 .633

Source: Survey Data, 2017

The analysi®f table 48 above indicates that thmeanaggregate score was 4.15 and

with a meanstandard deviation of .633 implying that generally, the respondents

agreel with the propositionf the statements touching on employeelaement in

their units Theresponse on the questiéibecisions are made at the level where the

best information is available was 4. 50 with a standard de\
thaton average, the respondents agreeddéeisions in their unitezere usually made

at the level where the best information was available. The analysis also indicates that

that the mean r e dnfoonatoreis vadely ghdresl with everybodyo n - i
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to facilitate decision makilg was 4. 43 with a standard d
that on average, respondents agreed that in their organizations, information was
widely shared so that everyone got the information s/he needs when it was needed. On
the ques i dBaosindgss planning inWes everyone in the process some degree,

the analysis indicates that the mean response was 4.51 and with a standard deviation

of .509 which implies that on average, the respondents felt that iglaesing in

their unitwas ongoing and involved everyone in thegess to some degreen @he

g u e s tEvenyone if thisunit believes that s/he can havepasitive impaab , t he
analysis indicates that that the mean response was 4.25 and with a standard deviation

of .585 whichimplies that on average, the respondents fettékiaryone in their unit

believed that/&e can have a positive impact.

Table 48 furtheri ndi cates that the meCaoperaticnsmonse
collaboration acras functional roles arencourgedd was 4. 39 with a
deviation of .497. This implies that on average, the respondents agreed that
cooperation and collaboration across functional roles are actively encouraged in their
organizations. The analysis also indicates that the meannsssmm the question

AWorking in this unitis like being part ofateain was 4. 50 with a st a
of .694 implying also that on average, the respondents agreed that workhejr

respective unitmade them feel like being partofateam.Gnthquest i on A Tea
the primary buildiig block of this unib , the anal ytatshemeand i cat e
response was 4.46nd with a standard deviatioof. 693 which implies that on

average, the respondents felt theéirhs were the primary buildindoloks of their
organizations. @ t h e (gHach pdrsoro gan sie the relationship between his

work and unitgoalse, t he mean response was 4.11 wi't
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implying that on average, the respondents also agreed that work is sensihlyeatga
in their organizations so that each person could see the relationship between his or her

work and he goals that the unias regularly pursuing to achieve.

The analysisof table 48 further indicates that the mean response on the auesti

fiThis wit delegates decision making authavity was 4. 14 with a stan
448. This implies that on average, the respondagrsed that their unitdelegated

authority so that people could act discretion freely The analysis also indicatésat

the mean r es pon sTae capability bf the ppapke s tviewedsmuice

of competitiveadvantage¢ was 4. 25 with a standard dev
that on average, the respondents agreed that the capability of the people in their
organiations was viewed as an important source of competitive advantage. On the

g u e s tPioldems diisbecause we do not have the skills necessary to do the, job

the analysis indicates that that the mean response was 1.79 and with a standard
deviation of .876which implies that on average, the respondents disagreed to the
proposition thaproblems often aros@ their unitsbecause people did not have the
skills necessary t o do Thishueit cgnnbously ineests | vy , (
in the skills of fs employee3, t he mean response was 4.50
of .509 implying that on average, the respondents agreedhthiatorganizations

continuously invested in the skills of employees.

Generally,examination of the above responses inde#tat the respondents felt that
their organizatioa empowered them to make decisiprisesides respondents
indicating that most of tha n i de@sibns were made at the level where everybody

was involved. The responses also tended to indicate that the baeksed in the
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working together as teams awcdntinuousprofessional development of individual
staff was emphasized. The observation that problems would arise in the banks
resultant from people not Yiag requisite skills elicitegtrong disagreementx( =

1.79; s.d = 0.876) It can alsobe argued that the responsgmint towards job
satisfaction on the side of the respondeiitss is not startlingas Ayman(2011)
demonstrates thaemployee involvementimproves job satisfaction levels in
organizations.Athar (2013) also is seen to front the proposition that employee
involvement helps improve the genenrabrk climate hence leading to greater

individual and organization performance.

4.5.3 Physical Layout

Physical layoutas part of technostructural integmtionswas the third independent
variable in the study. The questionnaire items in this section sought to measure
responses touching on what respondents felt concerning the physical layout of their
working environment. The questionnaire items weéssicaly adapted from the
Workplace Collaborative Environment Questionnairestrument which is an
instrument that has questions that address the working environment with emphasis on
employee interactions and concentrations in task performance 2au6, therely
addressing concerns on organization performahbe presentation on the responses

to theitems has been made using tabl@ with brief discussions of the descriptive

statistics being made below the table.
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Table 4.9 Descriptive Statistics on Physicalayout Interventions

Statement N Mean Std.
Dev.
Physical Layouti Adequacy of working space
There is enough space in my cubicle to hold a face to face | 388 | 4.36 | .488
meeting. 388 | 4.14 | .848
There are different sized meeting rooms on my floor. 388 | 443 | .504
There is always a meeting room spavailable when | need it| 388 | 4.31 | 1.84
Sub variable aggregate scores.
Physical Layouti Collaborative working space N Mean S;S/
Physical layout supports collaborative work. 388 | 4.25 | 441
Tools and technology in work apes support collaborative wg 388 | 4.07 | .433
| am not distracted by people who are talking in common ar| 388 | 4.04 | .848
| can always find suitable places for some types of collabor{ 388 | 4.11 | .567
work. 388 412 | 572
Sub variable aggregate scores
Aggregate Scores 388 421 | 1.20

Source Survey Data, 2017

Table 49 above indicates that tteggregate scorer the sub variable of adequacy of

working space wad.31 with a standard deviation of 1.8#plying that responses to

the questionaire itemstouching on this sub variablgere mainly in the affirmative.

Themean response on the question
face to face meetingo was 4.

average, the spondents agreed that there was enough space in their cubicles to hold

36

AnTher e

with a

st

a face to face meeting. The analysis also indicates that that the mean response on the

C

guestion AThere are di fsoremydloo® sviazed . mde twi

a standard deation of .848 implying also that on average, the respondents agreed

that there were different sized meeting room spaces on the floor where they were

wor ki ng.

whenlneedd , t lgses indicates that that the mean response was 4.43 and with a

L a st IThere iscalways & reeetiggur@om tspace ravaifable
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standard deviation of .504 which also implies that on average, the respondents felt

that there was always a meeting room space available when one needed it.

Analysis of table 4 above also indicates that theaggregate score for the
collaborative working space sub variable was mainly in the assdnting 4.12, s.d

= 057) implying that the responses indicated that the physical layout collaborative
working space in the organizations was pesly resonating with employees. The

mean response Rhysicaltldyaut sqppaets ¢olialmorativeiwonkas

4.25 with a standard deviation of .441. This implies that on average, the respondents
agreed that the arrangement and furnishing of thetinge room/spaces supported
collaborative work. The analysis also indicates that that the mean response on the

g u e s fTaols and téchnology iwork spacesupport collaborative wotk was 4. 07
with a standard deviation of .433 implying also that on aweréige respondents

ageed that in their unitsthere are adequate tools and technology in meeting
room/ spaces to support col | anbtdistracted bye wor |
people who are talking in cohanleneasar easo
response was 40and with a standard deviation of .848 which implies that on
average, the respondents disagreed to the propositiorththatwere distracted by
peopl e who were talking i n cloamawaygs fiedr e as .
suitabk places forsome types otollaborative work the mean response was 4.11

with a standard deviation of .567 implying that on average, the respondents agreed
that they can always find suitable places for certain types of conversations or

collaborative work.
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The overallaggregate scores on questions touching on the physical layout can be
categorized as f alresponsefof=ud?l s.d= 1.20.eThisagr e e
observation is important as the physical layout of an organization is a critical
determinant of employee organization behaviour that informs and affects behaviours
such as employee absenteeism, which in turn affects emplaoykerganization
performanceNaharuddin & Mohammed®013).Research findingshoweverjndicate

that it is imperative that physical layout interventidoesused conjointly with other
interventions such asjob designs if they are to have a positive impaat o
organizational performanceNé&haruddin& Mohammed 2013) Noteworthy the
responses on the availability of working tools and technology was positively
responded tdaf= 4.07; s.d= 4.33 as the lack of availability of working tools and
equipment can lead to high employee stress lel@iggred productivity and high
employee turnover which may negatively impact organizational performance

(Gregory, 2011).

4.5.4Employee Commitment

Employeecommitment in this study was thmediaing variable and the inclusion
thereof was justified by the fact thathstars have alluded to the proposititrat
employee commitment is a critical determining factor of organization penfmena
(Irefin & Mechanic, 2014) Besides,organization development interventionsf
which technostructural interventions are a typology, can impact on employee
commitment to organization®iljana, 2005; Vakola & loannis 2005;Bordiaet al.,

2004 implying that organization development interventions can transmit their
influence on organization performantderough the mediating effect of employee

commitment
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The questionnaire items this section hencéo measureresponses touching on

respondentedtsto ther banks {Thm questionnaire items wemrostly

adapted fronmscales developed by Meyer and Allen (1990) for measuring employee

commitmentwhich have severally been used by scholars to measure perceptions on

employee commitment in organizationall the aspects in the Meyer and Allen

organizationcommitment questionnaire, that is, affective commitment, normative

commitment and continuance commitment were measuféd presentation on the

responses to the items has been made using 4dlflevith brief discussions of the

descriptive statigcs being made below the table

Table 4.10. Descriptive Statistics on Employee Commitment

Statement N | Mean |Std. Dev
Continuance commitment

Right now, staying with my organization is a matter of necessity. | 388 | 2.21 | .917
tbs hard for me to | eave my or 388 | 3.07| 1.184
My life would be disrupted if | was to leave my organization now. | 388 | 2.25 | .701
| feel that | have too few options to consider leaving this organizat| 388 | 2.11 | .737
| think there is scarcity of alternatives foerautside my organization| 388 | 2.50 | .793
| would consider working elsewhere if | had not putintoo much hq 388 | 2.25 | .711
Sub Variable Aggregate Scores 388 | 2.39 | .838
Affective Commitment

| really feel as if this organization's problems are my own. 388 |4.29 460
| would be very happy to spend the rest of my career here. 388 |4.43 .634
| do feel like" part of the family" at my organization. 388 | 4.39 | .629
| do feel "emotionally attached" to this organization. 388 | 4.05 471
I will easily get attached tanother employer as | am to this one. 388 | 450 | .923
Sub Variable Aggregate Scores 388 | 4.33 | .623
Normative Commitment

Jumping from organization to organization is unethical to me. 388 |2.18 | .983
Being ay mamp amr O6company wom{388 |232 | .819
| believe commitment to my employer is moral. 388 | 2.36 | 1.39
| believe that a person must be loyal to his employer. 388 | 241 1.36
If I got another job offer elsewhere | would leave my employer. 388 | 2.96 | .693
| was taught to believe in the valueremaining loyal to one employg 388 | 4.57 | .690
Sub Variable Aggregate Scores 388 | 2.80 | 0.989
lAggregate Scores 388 |[3.17 | .845

Source: Survey data, 2017
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Table 4.0 above indicates that thenean aggregate score for continuance
commitment was 2.39 with a standard deviation &38. insinuating that the
respondents mainly disagreed with the statements in the questionnaieasedn
response o0 n Righhrow, gtayieg with mynorgéragon is a matter of
necessity w a switl a stahdard deviation of .917. This implies that on average,

the respondents disagreed that staying with their organization was a matter of
necessity. The analysis also indicates that the mean response on the cqlies 0

hard for me to leave my organization right now, even if | wahtedwas 3. 07 wi
standard deviation of 1.184 implying also that on average, the respondents did not
agree or disagree to the proposition that it would be very hard for them éothesar

organizations,wn if they wanted to.

On t he qgvy kfeswouldbbe disiupted if was to leave my organization now

the analysis indicates that that the mean response was 2.25 and with a standard
deviation of .701 which also implies tha average, the respondents did not agree to
the proposition that too much of their life would be disrupted if they decided they
wanted to leave their organizationghe analysis also indicates that that the mean
response onlfdelhtrat | hae é0s few aptionsiio consider leaving this
organizatio® wa s with a ktandard deviation of .73mplying also that on
average, the respondents disagreed to the propositioththahad few options to
consider leaving their employer organizations. @net q u elsthink there isi
scarcity of alternatives for me outside my organization t he mean respon:
and with a standard deviation of .793 suggesting that many respondents did not think
that there was a scarcity of employment opportunitiesttiem if they left their

employer organizations Last !l y, laovouldcomsidergarlieng ¢lsewhare i
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if | had not putintoo muchhete, t he analysis indicates t
was 2.25 and with a standard deviation of .701 whichialpbes that on average, the
respondents did not agree to the proposition that if they had not already put so much

of themselves into their organizations, they would consider working elsewhere.

Table 4.10indicates that the mean aggregate score for thevatiable of affective
commitment was 4.33 with a standard deviation of .623. This indicates that the
respondents mainly agreed with the statements touching on affective commitment.
Themeanr e s pons e o nlreallyfeel apif this drgamzatiagiproblems are

myowmn was 4.29 with a standard deviation
respondents agreed that they felt that the organization's problems were their own. The
analysis also indicates that that the mean response on the quiestiond be very
happy to pend the rest of my careker&d was 4. 43 with a standa
implying also that on average, the respondents agreed to the proposition that they
would be very happy to spend the rest of their careefs téir orgaizations. @

t he g uleds feel tike" pdit of the family" at my organization the analy
indicates that the mean response was 4.39 and with a standard deviation of .629 which
also indicates that on average, the respondegresedo the propositn that they felt

like" part of thefamily" at their organizationThe analysis abovieirtherindicates that

t he me an response on t he guestion il d
organi zationo was 4.05 with a shateondard
average, the respondents agreed that they felt emotionally attached to their
organizations. The analysis also indicates that that the mean response on the question

Al will easily get attached to another employer as | am to this one4s58 with a

standard deviation of .923 implying also that on ager the respondenégreed to
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the proposition that they would easily become as attached to another organization as

they would to their existing employers.

For the sub variable of normative commitmehg mean aggregate score v2a80

and with a staratd deviation of .989mplying that majority of the respondents did

not agree with the questionnaire statemeiit&e mean response on the question
fAdumping from organization to organization is unethicaime®d was 2. 18 wi |
standard deviation of .983. This implies that on average the respondents disagreed that
jumping from organizationto organization would seemnethical to them. The

aralysis also indicates thath e mean r es p o n 8&ng atnc otnhpea ng/u e ¢
manod or 6company woman® wa3 wth & stadamis i bl e
deviation of .819 implying also that on average, the respondisdagreed to the
proposition thmanbeongodaommpeeenspplewthemand was
On the qu e s t li believe @ommitment to my employer is maral t he anal vy
indicates that that the mean response was 2.36 ahdavatandard deviation of 1.39

which indicates that on average, the respondents disagreed to the proposition that one

of the major rasons they continued to work in their orgatimas was because they

felt a sense of moral obligatiorte remain with their employersThe table also
indicates that t he mébkelievethatsa pesonsnaestbefoyat he (¢
to his employes aw 2.36 with a standard deviation of 1.393. This implies that on
average, the respondents disadrée the proposition that theyelieve that a person

must always be loyal to his or her organization. The analysis also indicates that that

the mean responsen t h e Iflwet anbtheojob offier elsewhere | would leave

my employebo was 2.96 with a standard deviati

average, the respondents disagreed to the proposition that if they got another offer for
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a better job elsewher they would not feel it was right to leave their organization.
Lastly, on the question Al wasloyaltowrgeht t o
employep , the analysis indicates that t hat
standard deviation a690 which indicates that on average, the respondents agreed to

the proposition that they were taught to believe in the value of remaining loyal to one

organization.

Principally, e responses under this sectionexpositedoy several arguments in the
literature particularly if analyzedin relation tothe technostructural interventions
under discussiornlhis is because théerature shows thatrganization development
interventions, such asmployee involvementinterventions, affectemployee
commitmern in organizations (Albdour & Ikhlas, 2014; Bhatti, 2013). However, the
extent of the inflence of employee involvement dhe various typologiesof
organization commitment hdseen argued to be varigor instance, research shows
that that there exists atrong relationship between employee involvement and
employee normative commitmenbut a weak relationship between employee
involvement and affective commitment in bank employees in the USitatesof
Americg contrary to existence of a strong relasbip between employee
involvement and all forms of employee commitment in bank employees in Pakistan
(Bhatti, 2013).Albdour ard lkhlas (2014) also establighe presence of a strong
relationship between employee involvement and normative commitmentrioatsa
strong relationship between employee involvement and employee affective and
continous commitment in bank employees in Jord@ther technostructural
interventions have similarly indicated positive relationships with employee

commitment such as inehcase ofob enrichment and employee commitménost
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& Khan, 2010) andin the case ofphysical layout and employee commitment
(McGuire & McLaren, 2007).The descriptive statistiggresented in table 4.1dbove
can thereforde deduced to be largely inrgywith theoretical expectations viz that
technostructural interventions in @mzations can lead to positive outcomas

employee commitment in organizations.

4.5.5Leadership Styles

Leadership stylesvas introduced in the study & moderatingyariabke as literature
indicates that leadership styles moderate a number of organizattoomes The
guestionnaire items were adaptedfres al es devel oped by Bassd
Leadership Questionnaimghich is an instrument which has been used toouaty
measures transformational and transactional leadership styles in many empirical
studies The instrument measures a number of perceptions and in this case was used to
measure perceptions on contingent rewards, management by exception (active) and
mangement by exception (passive) for transactional leadership styles and
inspirational motivation, idealized influence, individual consideraéind intellectual
stimulation.The presentation on the responses tatdms hasbeen made using table

4.11with brief discussions of the descriptive statis being made below the table
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Table 4.11Descriptive Statisticson Leadership Styles

Statement N Mean [Std. Dev,
Transactional Leadership

The leadership clearly formulates expectations. 388 | 4.36 .488
The leaderslipi shows satisfaction if expectations were realized. 388 | 4.18 772
The leadership, as a countapve for achievement, offers support. | 388 | 4.12 .819
The leadership only intervenes when problems have arisen. 388 | 4.11 737
The leadership only reacts to problems if it is absolutely necessary| 388 | 4.07 .813
The leadeship pays attention to the breaking of rules. 388 | 3.75 .645
The leadership draws attention to mistakes. 388 | 2.89 .817
The leadership consistently persecutes mistakes. 388 | 2.64 .838
Sub Variable Mean Aggregate Scores 388 | 3.76 741
Transformational Leadership N Mean IStd. Dev.
The leadership sees the future optimistically. 388 | 4.34 .873
The leadership radiates enthusiasm. 388 | 4.37 .808
The leadership offers attractive visions for the future. 388 | 441 .849

The leadership medlies confidence that the goals can be reached. | 388 | 4.35 .796
The leadership promotes thought through resolution of problems. | 388 | 4.23 .942
The | eadership recurrently putf38 | 4.03 .985

The leadership makes innovative suggestions. 388 | 4.14 .879
The leadership has time for each colleague. 388 | 4.09 .748
The leadership acts as a coach and directs. 388 | 4.31 .877
The leadership promotes individual development. 388 | 4.25 .639
The leadership instills pride in followers. 388 | 4.55 .587
The leadership goes beyond salerest for the good of the organizat| 388 | 4.23 .658
The leadership emphasizes on collective raissi 388 | 4.48 .692
The leadership displays a sense of power and confidence. 388 | 4.17 .546
Sub Variable Mean Aggregate Scores 388 | 4.25 .755
Aggregate Scores 388 | 4.01 | .748

Source: Survey Data, 2017

Table 4.1 aboveindicates that the mean response for the variable of transactional
leadership styles we 76 and with a standard deviation of Z&he mean response

on the question AThe | eadership clearly
standard deviation of .488. This implies that on average, the respondents agreed to the
proposition that thdeadership in their unitglearly formulatedexpectations. Té

analysis also indicates theth e me an r e s p o nTheleadenshig shosvs g u e st
satisfaction if expectations were realived was 4. 18 with a standa
implying also that on average, the respondents agreed to thespimpdhat the

leadership showed satisfaction if egfsions were realized.rO t he qlheest i on
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leadership, as a courterove for achievement, offers support t he anal ysi s
that the mean response was 4.12 and with a standard deviation whi8h9dndicates

that on average, the respondents agreed to the proposition that the leadership, as a
countermove for achievement, offered suppdrhetable 4.1 alsoindicatesthat the

mean r espons e Thkereadershg onlyuntewdnes avheolfiems have

arise®@ was 4.11 with a standard deviation o
respondents agreed to the proposition that the leadership only intervenes when

problems have arisen.

The analysis also indicates that the mean responsk en t g u eThet leadershipf

only reacts to problems if it is absolutely necessarywas 4. 07 wi th a
deviation of .813 implying also that on average, the respondents agreed to the
proposition that the leadership only reacts to problems if ab&butely necessary

Moreover table 4.1 indicates that the mean response on the questiné leadership

pays attention to the breaking of rtles was 3. 75 with a64st andar
This implies that on average, the respondents neither agreed sagredid to the
proposition that the leadership in their organizations paid &patiention to the

breaking ofrules and deviation of set standards. The analysis also indicates that that
the mean response on t heatteptioe &niiisotna kfieTshoe wa
2.8 with a standard deviation of .817 implying also that on average, the respondents
disagreed to the proposition that the leadership drew attention to mistakes. Lastly, on
thequeshn A The | eadepshspcobaseaamdlysisiredikages 0, t h
tha the mean response was42#hd with a standard deviation of .838 which indicates

that on average, the respondents disagreed to the proposition that the leadership

consistently persecutes mistakes.
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On the sub variable of trafesmational leadershipstyles, table 4l indicates that the

mean aggregate score wag5with a standard deviation of53 suggesting that the
responses were mai nl yheiableindidates thatgtheenean fic at e
response on t her sghuieps tsieoens iitThhee fluetaudree opt i
a standard deviation of .873. This implies that on average, the respondents agreed to

the proposition that their leadership sees the future optimistically. The analysis also
indicates thatthe meanresgoa on t he question AThe | eade
was 4.37 with a standard deviation of .808 implying also that on average, the
respondents agreed to the proposition that their leadership radiates enthusiasm. On the
guestion AThe tlreaacdteirvseh ivpi soifofnesr sf cart t he f u
that that the mean response was 4.41 and with a standard deviation of .849 which
indicates that on average, the respondents agreed to the proposition that their
leadership offered attractive visiorer the future. Lastly, on the questidithe

|l eadership mediates trust and confidence
indicates that that the mean response was 4.35 and with a standard deviation of .796
which indicates that on average, thependents agreed to the proposition that their

leadership mediates trust and confidence thatitits goals can be reached.

Table 4.1 furtherindicatest hat t he mean r esThe®leadeeshipn t he
promotes thought through resolution of prob® was 4. 23 wi th a st a
of .942. This implies that on average, the respondents agreed to the proposition that
their leadership promotes an intelligent, rational and carefully thought trough
resolution of problems. The analysis also indicdtes the mean response on the
guestTihen Ifeadership recurrent lwad8pithtas Ot hi

standard deviation of .985 implying also that on average, the respondents agreed to
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the proposition that thegsol eader gyjuiep t 1 ©

g u e s tThedeaderghip makes innovative suggestions t he anal ysi s i
the mean response was 4.14 and with a standard deviation of .879 which indicates that
on average, the respondents agreed to the propositiortht#iatleadership makes
innovative suggestionsn addition table 4.1 alsoindicates that the mean response

on the question AThe | eadership has ti me
deviation of .748. This implies that on average, the respusdagreed to the
proposition that their leadership has time for each colleague. The analysis also

indicates that the mean response on the

r

(

directso was 4.31 with a stannmaverage theevi at i

respondents agreed to the proposition that their leadership acts as a coach and directs.

On the gquestion fAThe | eadership promot e:c

indicates that the mean response was 4.25 and with a standard devi&&shwhich
indicate that on average, the respondents agreed to the proposition that their

leadership promotes individual development.

Table 4.11furtheri ndi cates that the mean response
instill s pri deb5iwih aftanbdardodev@atios af .58V aThis ithplies

that on average, the respondents agreed to the proposition that their leadership
instilled pride in followers. The analysis also indicates that the mean response on the
guestion AThe | edaselentesedt ifop theggreatsr gdoek gf ahe
organi zationo was 4.23 with a standard

average, the respondents agreed to the proposition that their leadership goes beyond

selfinterest for the greater good of the orgamait i o n . On the questio

emphasi zes on collective missiono, t he ar
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was 4.48 and with a standard deviation of .692 which indicate that on average, the
respondents agreed to the proposition that tle@idership emphasizes on collective

mi ssi on. Lastl vy, on the question AThe |
confidenceo, t h e thenneehnyresposise was il antl with at hat
standard deviation of .546 which means tivatverage, theespondents felt that their

leadership displays a sense of power and confidence.

The mean aggregate scores for the variable for leadership styles indicated that the
general sentiments were in the agree cate@dry4.01; s.d= .748). Of note it can k&
gleaned that the overall score was propped by the high scores on transformational
leadershipstyles(af= 4.25; s.d= .755) which wereof greater magnitudtéhan those of
transactional leadership styléaf= 3.76; s.d = .741). This is consistent witlihe
augmentation hypothesis which argues that transformational leadership styles
augment transactional leadership styles, and not vice versa (Juiigeato, 2004).

Such stream of thought I&kewise fronted byHowell and Avolio (1993Wwho argue

that transformational leadershigtyles are complementary tahsactional leadership
styles and that the ability to apply these two leadership styleshronouslys a mark

of an effective leader.

4.5.6Performanceof Commercial Banks

This section soughttormes ur e respondent 6s perceptions
their units The measure of banerformance entailed application of both objective

and subjective measures of performance. This was deliberate in view of the scholarly
arguments of the need to usetlp subjective and objective measures of performance

in organization performancstudies Kaplan & Norton 1996; Swanson& Holton,
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2008. The questionnaire items touchedrore s p o rpdreeptibnsancerning their

units and organizations flexibility, neensiveness and the level of attainmentast

andprofitability targets.Table 4.12below presents the descriptive statistdepicting

the findings o these measures of bapérformance

Table 4.12Descriptive Statistics for Performanceof Commercial Banks

Statement N Mean [Std. Dev,
Bank Flexibility

Our unit easily outsources activities of primary processes. 388 | 4.06 .684
Our unit easily hires employees to anticipate demand fluctuations) 388 | 3.77 770
\We easily vary the service capacity when demand changes. 388 | 3.86 .780
\We apply new teafologies relatively often. 388 | 3.83 147
Risk are reduced by offering products in different phases of lifecyq 388 | 4.20 .833
Our unit is very active in creating new servigearket combinations | 388 | 4.37 .808
Sub Variable Aggregate Scores 388 | 4.02 770
Bank Responsiveness

Creativity is highly appreciated in our unit. 388 | 4.03 747
The person that introduces a less idea can forget about his/her ca 388 | 2.93 .808
Deviating opinions are not tolerated in our unit. 388 | 2.81 .944
In our unit we oftercarry out an extensive competitor analysis. 388 | 4.07 .639
I n our industry we are al ways|388 |411 .900
Sub Variable Aggregate Scores 388 | 3.59 1.07
Attainment of Set Profitability and Cost Targets

Level attained by unin relation to set profitabilityarget. 388 | 3.85 .782
Level attained by unit in relation to cost efficiency. 388 | 3.12 .986
Sub Variable Mean Aggregate Scores 388 | 3.49 .884
lAggregate Scores 388 | 3.69 .908

Source: Suvey Data, 2017

Table 4.2 above indicates that the mean aggregate score for the sub variable of

organization flexibility wagt.02with a standard deviation of .770 indicating that most

respondents agrdehat their banks were exhibiting traits éxibility. The mean

response on the question AOQOur

un

t easi

was 4.06 with a standard deviation of .684. This implies that on average, the

respondents agreed to the proposition that their units easily outsourcéeactvi

primary processes. The analysis also indicates that the mean response on the question
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AOur wunit easily hires employees to anti
standard deviation of .770 implying that on average, the respondents ngitbed a

nor disagreed to the proposition that their units easily hire employees to daticipa
demand fluctuations. ® t h e gWeeessilyl vary thefiservice capacity when

demand changés, t he anal ysi s 86 andla stardare deviation afe an o
.780 implying that on average, the respondents felt that in their units, service capacity

can be varied when demand changeste mean r espon§eappyn t he
new technologies relatively oftén was 3. 83 with a standard
implies that on average, the respondents neither agreed nor disagreed to the
proposition that in their units, new technologies are applied relatively often. The
analysis also indicates t h®&iskarne heducethbyan r e
offering produts in different phases of lifecyces was 4. 20 with a st a
of .833 implying that on average, the respondents agreed to the proposition that their
units try to reduce risks by assuring they have services in differenéplofigheir

lifecycles On  t h e gQuwreusittis very active in creating new servicmarket
combinationd, t he analysis indicates af8Man of
implying that on averag the respondents felt th#teir unitsare very active in

creating ne service- market combinations.

Table 4.12also indicates that the aggregadsponse to organization responsiveness
was3.59and a standard deviation of 1.0@plying that the respondents were neither
affirmative nor negative on the subject of the resmpeness of the commercial
banksThe mean response on the question ACr
organi zationo was 4.03 with a standard

average, the respondents agreed to the proposition that in thisir areativity is
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highly appreciated. The analysis also indicates that the mean response on the question
AThe per s aocesdlésaidezanforet odibout hi s/ hwathh car e
a standard deviation of .808 implying that on average, themdspts disagreed to

the proposition that in their units, a person who introduces a less idea in their
company can forgeabout his/her careerrO t he questi on ADevi at i
tol erated i nalysisundicatesia ntean,of 2t8hdeastamdard deviation

of .944 implying that on average, the respondents strongly disagreed to the
proposition that in their unitsleviating opinions are not tolerat&the mean response

on the question Al n our veuanpetiiomealoy $ ie® 0 Cc & &
4.07 with a standard deviation of .639. This implies that on average, the respondents
agreed to the proposition that in their units, they often carry out an extensive
competitor analysis. The tab#so indicates that the mean response omgthestion

Al n our I ndustry we are always first t o

standard deviation of .900 implying that on average, the respondents agreed to the

proposition that in their industry they a

Table 4.2 also indicates that the aggregate score on the variable of bank performance
was 3.49 and a standard deviation of .884 meaning that most respondents indicated
that their banks performed as per expectatidhe responseto he questi on 0
attaned by your uni t in relation wtaset p
standard deviation of .782 implying that on average, the respondents units were
marked as having met their set profitability targets. The analysis also indicates that the
mean re ponse on the question ALevel attain
efficiencyo was 3.12 with a standard devi

respondents units were marked as having met their setfliosncy targets
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It is worth notirg thatthe mean aggregate score on attainment of set targets suggests
that the commercial banks largely met their set targets in terms of financial measures
(od'= 3.49; s.d = .884). This is important as financial measures argued to be
suitable indicatos of banks performancéSud, Teker & Oya, 2011).However,
reliance on profitability alone as a measure of performance of commercial banks can
be deceptivgFitsum & Asmerom, 2016)The ambivalentaggregate sces on the

other measuref performancethatis, responsivenesad= 3.59;s.d= .107) therefore

come into sharp focus. Bank management in these commercial banks ought therefore
to endeavour to explore ways of improving the real and perceived perceptions from
staff and other stakeholders dhe level of responsivenes®f their units and

organizations.

4.6 Diagnostic Tests

The models in this study were to be tested using regression techniques, thus it was
imperative to undertake diagnostics which entailed testing for normality, testing for
heteroskedasticity, and tesgi for multicollinearity. Primarily, diagnostic tests are
checks undertaken to test for violation of critical assumptions of regression models
(Brooks, 2014). Accordingly, the study undertook diagnostics on normality,
heteroskedasticity and multicollinetgriwhose results are discussed under section

46.1, 4.6.2 and 4.6.3 hebelow.

4.6.1 Normality Assumptions
To test for normality assumptions, this study utilized the improved Shdfilkotest.
The ShapireWilk test is a test for normality in regressistudies (Nornadiah & Yap,

2011). Generally, it is the most preferred normality test in regression studies because
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of its superb power properties (Mendes & Pala, 2003). Although the Shapiro Wilk test
was initially limited to a sample of less than fifty, wtas thereafter improved by
Royston Farrell, Matias & Katarzyna2006) to allow for sample sizes of upto five
thousand. The test basically yields a value W which lies between zero and one. A
value of one indicates normality whereas weak values indicatepartdre of
normality (Nanadiah & Yap, 2010). Table 4.18rebelow presents a summary of

findings on normality for the different variables in this study.

Table 4.13Summary of Findings on Shapiro Wilk Test on Normality

KolmogorovSmirnov Shapio-Wilk

Variable Statistic| df Sig. Statistic| df Sig.
Job Enrichment 157 388 .200 .997 388 541
Employee 181 | 388 | .200 993 | 388 | .569
Involvement

Physical Layout .156 388 .200 .998 388 .556
Employee 122 | 388 | .200 986 | 388 | .553
Commitment

Leadership Styles .198 | 388 .200 .989 388 | .564
Organization 193 | 388 | .200 991 | 388 | .559
Perfomance

Source: Survey Data, 2017.

From thetable 4.13above, it is apparent that all the variables satisfied the threshold
for normality of databoth from the analysis dfolmogorov+Smirnovstatistics and
the Shapiro Wilkstatistics.Consequently, normality was assumed for the data set and

the use of parametric tests in analysis of the dataihevas considered acceptable.

4.6.2 Heteroskedasticity
Testing for heteroskedasticity anportant in order to determine the violation of the
assumption of constant variances (Hayes & Cai, 2007) since serious

heteroskedasticity leads to invalidated statistical inferences as it inflates Type | error
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(Hayes & Cai, 2007) implying that regressiestimates may not be efficient in the
presence of heteroskedasticity. Heteroskedasticity can also affect test of significance

on the multiple correlation coefficier (Hayes & Cai, 2007).

Il n this study, Leveneds t edto ddteanmine thegu al i t
existence of heteroskedasticity and the summary of the results are as summarized

under table 44 herebelow.

Table4.M4Summary of Findings on Leveneds Test

Variable gtez;/t?sr'][ﬁ:: df Sig. | Comment

Job Errichment 4.117 388 | 0.115| Equal variances assumedRxs.05
Employee Involvement 3.852 | 388 | 0.189 | Equal variances assumedRis 05
Physical Layout 5.875 | 388 | 0.211| Equal variances assumedRas 05
Employee Commitmen 5.986 388 | 0.348 | Equal variances assied as?>.05
Leadership Styles 4.745 388 | 0.156 | Equal variances assumedRas.05
Bank Perfomance 5.542 388 | 0.224| Equal variances assumedRas.05

Source: Survey Data, 2017.

The analysis of table 4.1above indicates that the P values were all grehtn .05
hence equality of variances could be assumed (Joseph, Gastwirth, Yulia & Weiwen,
2009) thereby implying thabrdinary least squares regression techniquadd be

usedto analyse the data

4.6.3 Multicollinearity

Testing for multicollinearity s vital as multicollinearity can yield unstable
regression cefficients characterized by large standard errors and high variances,
which can then lead to inaccurate statistical inferences (Bergmann & Hohenboken,

1995; Mansfield & Helms, 1982). Multicofiearity can also lead to a given model
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being sensitive to reduction or addition of variables (Belsley, 1991). Multicollinearity
in this study was diagnosed using variance inflation factor (VIF) techniques.
Essentially, the VIF technique indicates increasé<oefficient variances in the
presence of multicollinearity (Freund & Littell, 2000). The general rule was that
values greater than ten would suggest presence of multicollinearity (Chatterjee &
Hadi, 2006). Table 48 herebelow presents the summary fofdings on the testing

for multicollinearity for the models used in the study.

Table 4.15 Summary of Findings on Tests for Multicollinearity

Variable Tolerance VIF

Job Enrichment 0.978 1.015
Employee Involvement 0.991 1.005
Physical Layout 0.962 1.017
Employee Commitment 0.923 1.011
Leadership Styles 0.991 1.031
Organization Perfomance 0.987 1.068

Source: Survey Data, 2017.

Table 4.5 above indicates that all the VIF values were less than ten hence the
absence of multicollinearity was assumed niegrthat the data sets could apply

ordinary least squares regression techniques to analyse the data.

4.7 Test of Hypotheses

The studyproposedseven hypotheses seeking to address the objectives of the study.
These were null hypotheses which were testedgustatistical significances to
determine whether they could hold in the context of the data obtained. The results

have been as presented for each hypothesedblene:
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4.7.1Test of Direct Effect Hypotheses

Hypotheses I, Il and 1l sought to test thieedt effect ofjob enrichment, employee
involvement and physical layout as independent versaland performance of
commercial banks in Kenyas the dependent variabk.regression analysis was run
using the Statistical Packafgm Social Sciences versid?22to analyze the model and

to test H,, HozandHp3, and thefollowing outputs were obtained.

Table 4.16Model Summary for Multiple Regression Output

Std. Error of

Model R R Square Adjusted R Square [the Estimatg

1 742 .551 .548 .31666

Sum d

Model Squares df Mean Squars F Sig.

1 Regressio| 47.266 3 15.755 157.127 .000°
Residual 38.504 384 .100
Total 85.770 387

Unstandardize{ Standardizeq
Coefficients | Coefficients
Std.

Model B Error Beta t Sig.

1 (Constant) 1.052 176 5.968 .000
Job enrichment -.048 .058 -.037 -.825 410
Employee involvemen .674 .039 728 17.365 .000
Physical layout .046 .027 071 1.702 .090

a.Dependent Variable: Barperformance
b. Predictors: (Constant), Physical layout, Employee involvement, Job ennichn

Source: Survey Data, 2017

The model summary indicates thiéie coefficient of determination R was 0.551
implying that %.1% of the total variation in commercial banks performance was
accounted for by théhree predictors viz job enrichment, employeeolvement and

physical layout The adjustedR? on the other hand was§48 The ANOVA table
indicates that the F ratio for the model
mean that the variation attributed to the predictors is very unlikehat® happed
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purely by chancelThe constant term was also found to be significant at 5% significant

|l evel , PG0. 05.

The table4.16 further indicates that the coefficient of miplle correlation was 0.74.
From the works of Saunders, Lewis and Thornhill (2)0this implies a strong
positiverelationship between the predict and the criterion variableSohen (2007)
indicates that coefficients of multiple correlations over 0.65 are good enough for
statistical decision making and prediction. In view of thisd from the fact that the
model was found to be significant, it wadjudicatedthat hypothesis I, Il and Il
could beinferredfrom the results of the multiple regression output presented in table

4.16

4.7.2Test of HypothesisOne

Hypothesis one, whh statedthatjob enrichmentdoes not have a significant effect on

the performance of commercial banks in Kenyaas hunched on the basis of
conceptual arguments in the literature which indit@elepiction that studies on job
enrichment interventions oorganization performance have in different settings had
mixed findings. The null hypothesis on tatect ofjob enrichment interventions and
performance of commercial banks in Kenya was thus premised on the fact that there
are no clear cut findings on d@heffects of job enrichment on organization

performance.

According to table 4.16the beta value for the variable of job enrichment wa37
and the correspondingyalue was 0.410. The negative beta value means that the

more job enrichment interventie are used in commercial banks in Kenya, the higher
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the likelihood that performance of these commercial banks would reduce. On the
other hand, the-palue of 0.410 being greater than 0.05 indicates thagfthet ofjob
enrichmenton the performance ofanmercial banks in Kenya is not significant, at
5% signi fi c anfbiemeans that the nullPypdthetishjob enrichment
does not have an effect dhe performance of commercial banks in Kanis
supported. Consequently, hypothesis amenot rejected at 5% significance level,
which thenimplies that based on the data collected, there is no sufficient evidence to
indicate that job enrichment interventions are suitable strategies of driving

commercial bank performance in Kenya.

Principally, te finding that job enrichmentdoes not have an effect on the
performanceof commercial banks in Kenyean be partly explained by the fact that

the effect of job enrichment on organization outcomesissally moderated by
individual differences (Morgesson &Campion, 2003). This means that the
biographical characteristics of the respondents in this study couldpbetiseplayed a

role in the establishment of tiect thatjob enrichmentloes not have an effect on the
performance of commercial banks in Keny&e key biographical characteristics in

this regard are age and education levels, which are argued to be correlated to higher
level employee needs, which job enrichment purposes to address (Robert & Cindy,
2006).0f note sixty eight percent of the resptents werdelow thirty six years of
age, with eighty six percent of all/l t he
level of education. Cummings and Worley (2009) indicate that these two biographical
characteristics influence individual employgs expectationsand thereforecould

haveaffeciedindividual employee responses to items touching on job enrichment.
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The characteristics of t he causesfthefindihg nt 0 s
thatjob enrichmentdoes not have an effect garformance of commercial banks in
Kenya. This is because ajority of the respondents banks in this study were
categorized as large and medium banks whichuamally characterized by complex
organization structures that encumber processes of task compietieby impeding
the benefits of job enrichment (Cummings & Worley, 2008preover from cross
tabulations on table 8, fifty six percent of the banks were categorized as being
regional and multinational banksxd which wereclassified by the Central B& of
Kenya as medium and large banksndamentallyl.argeorganizatons such as these
usually have complex structures thdd not resonate well with job enrichment
interventions (Lunenburg, 2011hence partly explaining the finding thabb

enrichmentdoes not have an effect gerformance of commercial banks in Kenya

The biographic characteristics of the respondents and their employer banks aside,
descripti\e statistics can also illumine the finding thadb enrichmendoes not have

an effect onperfaomance of commercial banks in Kenyghis is becauseas can be
gleaned from the study, the questionnaire itémaghing on the critical psychological

state of experienced meaningfats of work largely registerddw scores which
subsequenthaffected tle overall aggregate scores on the variable of job enrichment.
This is critical as Cummings and Worley (2009) indicate that experienced
meaningfulness of work is an important psychological state in job enrichment
interventions as it is largely a function thie three dimensions dfask Significance,
Taskldentity and Skill Varietythusthe low scores may explicate tfieding thatjob

enrichmendoes not have an effect performance of commercial banks in Kenya
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It is vital to also to examine the findingsof this hypothesis frontheoretical
propositions The Job Characteristics Model (Hackman & Oldham, 1%88&jefore
becomes handy. In the model, enriched jobs should be characterized by having a
range of activities in the execution of tasks. This is noesarily the case for many

of t he r e s p asnpersamdl dasking, dusieess banking and corporate
relationship management roles are largely routine in nature. Moreover]othe
Characteristics Modehdvocates that jobs be designed with sufficieatel of
discretion on the side of the employee which is not an easy fete for bank staff roles as
commercial banking is an industry characterized by many rules and procedures.
Additionally, the arguments of Cummings and Worley (2009) on constraints to the
use of job enrichment in organizations can also help explaifirttling of hypothesis

onein the context oK e n yhbarikiag industryas these scholars contend that human
resource systems such as rigid job descriptions, which is a feature for personal
barking, business banking and corporate relationship management roles, can reduce

the impact of job enrichment in organizations.

The foregoing notwithstanding, it is worth noting that fineing of hypothesis ones
fundamentallyin contrast with the fingigs of Salau, Adeniji and Oyewunn (2014)
who established thgbb enrichmenthas a positive correlation with organization
performanceWhereas the study context for Salau, Adeniji and Oyewunn (2014) may
have been different from the context of the currémtlys Pierceand Aguinis (2013)
indicate that contradictinfindings on the effect of jobngichment on individual and
organization outcomes are common place in empirical literaténeen so, 8 job
enrichment hadeen found tdave positiveeffect in setors suchas manufacturing

assembly lines, nursing and consulting (Lunenp@@l Cummings & Worley,
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2009)the finding that job enrichment does not have an effect on the performance of
commercial banks in Kenya is1iamportant and uniqueontribution tothe body of
organization developmemkhowledgeand practiceCommercial banks in Kenya can
therefore appreciate that even though job enrichment may produce positive outcomes
at organization levels of analysis in other sectors, it is not necessarilychsoategy

of driving performance as regards to commercial banks in Kenya. Besides, it
disclaims generalization of the finding 8&lau, Adeniji and Oyewunm (2014ho
established a correlation between job enrichment and performance of universities in
Nigeria hence limits the application 8&lau, Adeniji and Oyewunm (201#ndings

with respect to commercial banks in Kenya.

4.7 3 Test of HypothesisTwo

Hypothesis two which stated thamployee mvolvementdoes not have a significant
effect on the perfonance of commercial banks in Kenyeas also hunched on the
basis of conceptual argumentsthe literature which indicatinat there has been an
increasing focus on employee involvement interventimnerganization development
practitioners The null hypthesisstating thaemployee involvement interventiods

not have an effect on thperformance of commercial banks in Kenya fathermore
hinged on the dct thatthe literature suggesthat studies on effects of employee
involvement on organization péormance havenot had consistent findings
Moreover, the null hypothesis was informed by arguments of organization
development scholars such as Robbins (2007) who arguerntipibyee involvement
should not be seen as the only determinant of organizapentrmance but should

be complemented by other organization development interventions if lasting

organization performance is to be attained.
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From the table 44, the beta value for the variable of employee involvement was .728
and the correspondingvyalue was .000. The positive beta value means that the more
employee involvement is used in commercial banks in Kenya, the higher the
likelihood that performance of these commercial banks would increase. On the other
hand, the pralue of 0.000 being less tha@rD5 indicates that the relationship between
employee involvement and the performance of commercial banks in Kenya is
significant, at DB5. This geansf that taennule hypbtleesie |
stating that there iso relationship between employewolvement and performance

of commercial banks in Kenya inot supported. Consequently, hypothesis isvo
rejected at 5% significance level, which implibattbased on the data collecttdtre

is evidence to indicate that employee involvement interoesitare suitable strategies

of driving commercial bank performance in Kenya.

Thefinding thatemployee involvemerttas a significant effect on thpeerformance of
commercial banks in Kenyas estalished in this studycansomewhabe explained

by scruthizing the biographical characteristics detrespondents. Research shows
that gender differense do not have an effect oremployee involvement in
organizations (Robinson, Perryman & Hayday, 2004erefore the fact thaimore

men than women respondenh this studydid not play aconsiderablerole in
determiningthe nature of the relationship between employee involvement and the
performance bcommercial banks in KenyaOn the other handthe fact that the
majority of therespondents were of mature agih ninety percent of all respondents
having more thanis years of working experienamay have affected the outcome of

the studyas employee age and amployee years of experience have been argued
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the literaturgo have a effect onemployee involvema interventiongdMahfuz, 2011

Robinson, Perryman & Hayday, 2004)

The characteristics of the respondentds r
finding thatemployee involvementas an effect on thgerformance of commercial

banks in KenyaThis is because all the respondents were categoaiziadling under
management rolegnd it has been established that managers and other professional
roles have higher employee involvement levels than those in supporting roles
(Robinson, Perryman & Hawg, 2004). Moreover, the nature of an employee job
characteristic, viz full time versus part time employment, also has a relationship with
employee involvement levels (Robinson, Perryman & Hayday, 200ijs the fact

that all the respondents were in ftithe employmentould have positively affected

the responses on the variable of employee involvera®en so, from an organization

behavior perspective, the findings of the hypothesis two can also be explained by the
implicit argument that employee inwole me n t facilitates empl o)
work through the positive effects it has on employee attitudes and behavior

(Kondalkar, 2007).

The Cognitive Dissonanc@heory as postulated blyeon Festinger can also help
explain the finding of the hypothesisvo as the theory suggests that reduction of
cognitive dissonance can lead to improved work attitudes and employee behavior
(Kondalkar, 2007) As important, cognitive dissonance can be reduced through a
number of ways, which includes among others, efigcemployee involvement
interventions Kondalkar, 2007) thereby leading to enhanced organization

performance. This may have been the case of the finding of hypothesis two in this

124



study wherein it was established that employee involvement has an effedhen

performance of commercial banks in Kenya.

The finding of hypothesis twofinds semblance in other studies such as those
undertaken by Igbal, Mohammed and Khattak (20Bdfijanova and Zabijakin
Chatleska (2013) and Kuye and Sulaimon (2013). The comiinding of the fact

that employee involvement has an effect on organization performancestaritmg

as employee involvement has a number of benefits to the organization, which as
enumerated by Kuyand Sulaimor{2011) include enhancing of employe®guctive
efficiency, improved decision making in the organization and improved organization
performancemostlyresultant from better costs managenture toreduced resources
required to monitor employee compliance. Kuye and Sulaimon (2011) also cits Pre
and Lautsch (2002) who indicate that employee involvement has the benefit of among

other thingsimprovinganorganizationglexibility.

The main contribution of the finding hypothesis two is the affirmation that employee
involvement can lead to impved performance of commercial banks in Kenya
thereby confirming the proposition from Ojokuku and Odetayo (2012) that there is
growing substantiation that organization performance largely rests on some
organization development interventions such as employlvement. As important,

the finding also confirms that in the co
involvement can directly influence organization performance as a -atand
intervention and does not necessarily require the influence oflarator or does not

have to be implemented in combination with other interventions for it to produce

desired organization performance outcomes.
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4.7 4 Test of HypothesisThree

Hypothesis threevhich stated thaphysical layout does not have a significafieet

on the performance of commercial bank&enyawasconsequent from a persuasion
from the literature that ergonomics is increasingly becoming an important subject in
organization development studi€khis is despite the fact that theal outcome®f
physical layout on organization outcomes get to be fully understood in many

industries such as ithe banking industry in Kenya.

From thetable 4.5, the beta value for the variable of physical layout vi&d and

the pvalue was .090 hence imphg that the relationship between physical layout and
performance of commercial bank&s positive but natignificant, at 5% significance
level,P U The fact that thealationship was not significant suggettat hypothesis
three is supported, desigmg that from the results of this survey study, there is no
sufficient evidence to indicate that physical layout as a technostructural intervention
has an #ect on the performance of commercial banks in Kenkaerefore, the null
hypothesis that statebat physical layoutioes not have significant effect on the

performane of commercial banks in Kenya svaot rejected.

Evaluating the findings of hypothesis three in this study requires an analysis of the
biographic characteristics of the respondents ar e s pondent sdé banks.
contextual factors on individuals and organizations affect the outcome of studies
touching on the effects of physical layout on individual and organizational outcomes
(Congdon, Flynn & Redman, 2014). Such individuatdas include things such as the
type of task an employes engaged ifCongdon, Flynn & Redman, 2014). In the

context of this study, the fact that all the respondents were of managerial levels
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indicates that there is a likelihood that the provision afdard office amenities such

as ample working space could have favoured positive responses touching on the
variable of physical layouthence the establishment of a positive beta vabue.
positive relationship betweephysical layout and the performance obmmercial

banks in Kenyaas evidenced by this positive beta valfiegds likeness in other
studies that have been undertaken to ascertain the relationship between physical
layout and organization performanseich as those ballen, Bell, Graham, Hardy

and Swaffer (2005)5ensler(2005) andBen,Love and Treloar (2002)

Organizations with high employee engagement levels are likely to have more positive
responses regardinghysical layout interventionghan employees who are in
organizations that do nbiave high employee engagement le@engdon, Flynn &
Redman, 2014)This argument, when viewed through the lenses of tal@lecan
thereforealsohelp clarify why this study establishedpositive relationship, albeit not
significant, between physicaayout interventions and performance of commercial

banks in Kenya

Other factors that affect the level of employee engagement levels in organizations
include organization size, gender of employee and job r@esgdon, Flynn &
Redman, 2014 These facta were largely not homogenous in this survey as can be
gleaned from the biographic characteristics of the respondents-imheis seen that

the majority of the banks were large and medium, with most respondents being male
and had corporate relationshipanagement roles. These too must have also impacted

the cognitive responses to the variable on physical layout hence affecting the outcome
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of the study thus the finding that physical layout does not hasignificant effect on

performance otommercial baks in Kenya.

The finding thatphysical layout does not haves@nificanteffect on performance of
commercial banks in Kenyaavers from the findings of Hameed and Amjad (2009)
and Ismail, Mahadir, Siti and Afida (2010) who established positive infesecioé
physical layout on employee and organization performaidethe same a number

of otherresearch findings substantiate the findings of thigentstudy, especially
from the perspective that open work spaces, as the ones that characterizeiting wor
environment in commercial banks in Kenya, do not generally have an impact on

organization performancedygustin 2014).

The unique contribution of this finding is the realization of the fact that as & stand
alone, physical layout does not have gnsicant effect on the performance of
commercial banks in Kenyahis is an important consideration as in the literature, it
has been argued that physical layout is a feature of high involvement organizations
that can be exploited to enhance performa@zer(mings & Worley, 2009J.0op level
management in commercial banks in Kenya can hence use the insights from this
finding to determine how best to complement physical layout intervenimons
commercial banks in Kenyavith other organization development intentions, if
commercial bank performance is to be enhancesl proposition consistent with
organization development scholars such as Cummings and Worley (2009) who
indicate that physical layout can complement employee involvement interventions

and therebyead to improved organization performance.
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4.7.5Test of Indirect Relationships

Hypotheses iv, v, vi and ventailed testing for mediating and moderateftgcts of
employee commitment and leadership styles in the relationship between
technostructurainterventions and performance of commercial banks in Kenlge.
results for the test of these mediation and moderation effects are as discussed here

below.

4.76 Test of Hypothess Four

Hypothesis four stated thatmployee commitmendoes not mediate thelationship
between technostructural interventions and performance of commercial banks in
Kenya. The hypothesis sought to establish the mediating role of employee
commitment in the relationship between teg$tructural interventions and
performance of comercial banks in Kenya. Having employee commitment as a
mediator variable in the relationship between technostructural interventions and
performance of commercial banks in Kenya was borne from theoretical underpinnings
where scholars have been seen to arfiat employee commitment is an important
determinant of organizatioperformance notwithstandingthe fact that employee
commitment in its own self has antecederdriables such as organization

development interventionaffecting it.

TheFairchild ar MacKinnon (2008)and Baron and Kenny (1986)rategy wa used

for testing for mediatingffects under hypothesis oHThis required the use dfitee

regressiomquations as presented below:
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BP =ho. by Tl+ BEC +Ué ¢ & . & (i)

Where

BP = dependent variabl¢hat isperformance of commercial banks in Kenya,

Tl = the independent variable, that is, technostructural interventions and

EC =the mediator variablehat is emploge @mmitment,

b = the constant or intercept term,

b,= the effect of the mediator variable on the dependent variable controlling for the

dependent variable and

o
U the error term.

Tl was a composite indicator that was computed based on the relativieer of
guestionnaire items for each variable. This approach was justified by the propositions
of Pareto and Mazziotta (2013) who in enumerating various composite index
construction indices, argue that one of the most popular approaches of computing a
composite index is that of aggregation of data. Tablg #drebelow indicates the

computation of the proportion attributable to each variable in the composite:

Table 4.17 Composite IndexComputation

Variable No of Items Percentage Proportion in the Inde
Job Enrichment 8 30
Employee Involvement 12 44
Physical Layout 7 26
Total 27 100

Source: Survey Data, 2017
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The above table indicates that based on aggregation, the number of items measuring
job enrichment were eight, accounting for thirty percdrthe composite indexrhe

number of items measuring employee involvement were twelve and accounted for
forty four percent of the composite index while the number of items measuring
physical layout were seven and accounted for twenty six percent of thEosioen

index. Accordingly, the composite index of technostructural interventions was

computed using the mathematical function as given-belew:

Tl=0.30JE + 0.44EIl +0.26 PL

Where TI= Technostructural Interventions
JE=Job Enrichment
El= Employee Involvement

PL=Physical Layout

The stepwise approach as explained by Baron and Kenny (a88jairchild and
MacKinnon (2008) were then used to analyse the mediation effect of employee
commitment in the relationship betweerectinostructural interventions and
performance of commercial banks in Kenya. The stepwise regression rethairas
analysis be undertaken on the relationship between the predictor and the mediator
variable, then an analysis between the relationship leetwee mediator and the
criterion variable and then analyzing the relationship between the predictor and the

criterion variable. These steps were undertakensasssetherebelow.
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Step 1: Relationship between Technostructural Interventions and Performace
of Commercial Banks in Kenya

The first step entailed analyzing the relationship between the independent variable
and the dependent variable withantorporatingthe mediating variabldn this case,

it entailed testing the relationship between teslwmstural interventions and
performance of commercial banks without incorporating the mediating variable of
employee commitment. The SPSS output for this relationship is as presewted
discussedinder table 48 herebelow.

Table 4:18 Results of the Rgression Analysis for the Relationship between
Technostructural Interventions and Performance of Commercial Banks in
Kenya

Model Summary

Std. Error of
Model R R Square Adjusted R Square |the Estimatq
1 327 104 101 .256
Coefficients
Sum of Sig
Model Squares df Mean Squarsé F '
1 Regressiofl 2.922 1 2.922| 44707 .000
Residual 25.232 386 .065
Total 28.154 387
ANOVA
Unstandardizeq Standardizeq
Coefficients | Coefficients Sig
Std. '
Model B Error Beta t
1 (Constant) 2.514 120 20.988 .000
TI .601 .090 322 6.686 .000

a.Dependent Variable: Barfferformance
b. Predictors: (Constanfjechnostructural Interventions

Source: Survey Data, 2017

The model summary indicates that tmeltiple coefficient of determinatioR? was
0.104implying that 10.4%6 of the total variation iperformance of @nmercial banks

in Kenya were accounted for by technostructurrventionsThe adjustedr® on the
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other hand was .10IThe ANOVA table indicates that the F ratio for the model was

significant [F (2,385F 44.707 I@I.OOl] to mean that the variation on performance of

commercid banks in Kenya attributed by technostructunaterventions is very

unlikely to have happed purely by chance.

Step 2 Technostructural Interventions Predicting Employee Commitment

The secondstep entailed running a regression analysis betwbkenindependent
variable and the mediating variable. In this case, it entailed analyzing the relationship
between technostructural interventionand employee commitmentof which
employee comitment was assumed to be the dependent variable. The output of the

regression aalysis for this relationship is as presented unalelie4.19 herebelow.

Table 4:19 Results of the Regression Analysis for the Relationship between
Technostructural Interventions and Employee Commitment

Model Summary
Std. Error of the
Model R R Square | Adjusted R Square Estimate
1 T7P .594 .589 .28871
Coefficients
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.345 118 19.733 .000
TI .613 .086 487 5.384 .000
ANOVA?
Sum of
Model Squares df Mean Squaré F Sig.
1 Regression 2.852 1 2.852] 41.818  .000]
Residual 26.002 386 .071
Total 28.854 387

a.Dependent Variable: Employee Commitment
b. Predictors(Constant)Technostructural Interventions
Source: Survey Data, 2017.
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The table indicates that the R value was .771 implying that there exastly atrong
relationship between technostructural interventiand employee commitment. The
correspondig R value was .594 implying that 586 of the variation in employee
commitment in commercial banks in Kenya che attributed to technostructural
interventions with 40.446 being accounted for by other factors not in the model. On
the other hand, the adjted R value was .589. The beta valwas .487 and the
corresponding value was .000. The positive beta value nsedhat the more
technostructurainterventions are used in commercial banks in Kenya, the higher the
likelihood that employee commitment hese commercial banks would increase. On
the other hand, the-yalue of .000 being less than 0.05 indicates that tlaioakhip
between technostructural interventioasd employee commitment isommercial

banks in Kenya is significant, at 5% significenc | e 0.@51 , P

Step 3 Analysis of relationship betweerEmployee Commitment and
Performance of Commercial Banks

The third step entailed analyzing the relationship between the mediating variable and
the dependent variable. In this case, this entailedlyzing the relationship between
employee commitment and the performance of commercial banks in Ké&hga

regressionmesults of this relationspiare as presented in table@tzrebelow.
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Table 4:20. Results of the Regression Analysis for the Relatiship between
Employee Commitment and Performance of Commercial Banks

Model Summary
Std. Error of the
Model R R Square | Adjusted R Squarg Estimate
1 .668" 446 437 .27892
Coefficients
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant)| 1.998 .109 13.990 .000
EC .657 .081 .535 3.424 .000
ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 2.799 1 2.799 52.685 .000
Residual 23.586 386 .083
Total 26.385 387

a.Dependent Vasable: Banlkperformance

b. Predictors: (Constanggmployee Commitment

Source:Survey Data, 2017.

The table4.20 above indicates that the coefficient of correlatiaaiue was0.668
implying that there exists strong relationship between employee commitirend
performance of commercial banks of Kenya. The correspondinglRe was .446
implying that 44.66 of the variation in performance of commercial banks in Kenya
can be attributed to employee commitment in these banks. On the other hand, the
adjusted Rvalue wa€.437. The beta value for the variable of employee commitment
was .535 and the correspondingglue was .000. The positive beta value means that
the more employee commitment in commercial banks in Kenya, the higher the
likelihood that the pedrmance of these commercial banks would increase. On the
other hand, the -palue of .000 being less than 0.05 indicates that the relationship
between employee commitment and commercial banks in Kenya is significant, at 5%

significance | éerefore, medndl hat Qhe relatidriships between
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employee commitment and performance of commercial banks in Kenya as established

in this study did not occur purely by chance.

Step 4: Analysisfor the Relationship between Technostructural Interventions,

Employee Commitment and Performance of Commercial Banks in Kenya

The fourth step entailed analyzing thelationship between the independent and
dependent variable while incorporating the mediating variable. In this case, this
entailed analyzing the relationphbetwe@ technostructural interventions, employee
commitment and performance of commercial banks in KeRya results of the SPSS

regression on this analysis is as presented under taklbet&below.

Table 4.21 Results of the Regression Analysis fahe Relationship between
Technostructural Interventions, Employee Commitment and Performance of
Commercial Banks in Kenya

Std. Error off
Model R R Square Adjusted R Square | the Estimatq
1 631 .399 .395 .366
Sum of Sig

Model Squares df Mean Squarg F )
1 Regressior] 34.188 2 17.094 127.588 .000

Residual 51.582 385 134

Total 85.770 387

Unstandardizd Standardized
d Coefficients| Coefficients

Std.
Model B Error Beta t Sig.
1 (Constant) 519 ( .251 2.070 .039
TI 1.849( .136 .268 3.614 .000
Employee o571 073 147 3.526 .000
Commitment

Source: Survey Data, 2017

The model summary indicates that the multiple coefficentorrelation was 0.63

implying astrong relationship between the predictansl the criterion. Th&*on the
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other hand was 899 implying that 39.9% of th&tal variation inperformanceof

commercial banks in Kenyaas accounted for biechnostructural interventions and
employee commitmenfhe adjusted?? on the other hand was .396he analysis of

the coefficients indicates hat technostructural interventions have a positive
relationship with performance of commercial banks in Keiyaployee commitment

also had a positive relationship with performance of commercial banks in Kienya

testing for significance, it was estabksh that the relationship between
Technostructural Intgentions and®erformanceof commercial banks in Kenyaas
significant, PG .001. It was al so estab
significant relationsip with performance of commercial banks ie)g P G The 0 0 1 .
ANOVA table indicates that the F ratio for the model was significant [F (2, 385) =
127.59, PG .001] to mean that the variat:i

to have happed purely by chance.

From the Baron and Kenny (198&pproach to analyzing mediation effects, it is
incumbent to determine changes in coefficidrgveen the independent variable and
the dependent variable that ocediter inclusion of the mediatingariable.Table 4.2
herebelow consequentlypresents assummary ofthe changes in coefficients after
inclusion of the mediating variable of employee commitment in the relationship
between technostructural interventions and the performance of commercial banks in

Kenya.
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Table 4.22 Resuls of Mediation Effects of Employee Commitment

Parameter Model Model After | Change in| Significance of
Before | Mediation Statistic change
Mediation
R 322 631 0.309 Change is
R 104 .399 0.295 significant,P 0
b coefficientfor .001.
technostructural 322 .268 -0.054

interventions

b coefficient for

employee 535 147 -0.388
commitment
F 44.707 127.588 82.881

Source: Survey data, 2017

The analysis above indicates that the change?iafter introduction of the ediator
variable was a 0.295, having improved from 0.104 for themediated relationship

to 0.399 for the mediated relationship. This suggests that the model improved in its
empirical predictive ability after introduction of the mediator variable. Thke talso
indicates that after introduction of the mediating variable of employee commitment in
step iv, the change in the beta coefficient over the base modelOvi&gl with the
change being significant, MKirhonOVBarsand!|l | owi r
Dwyer (1995)who indicatethat partial mediation can be said to ocduhe absolute

size of the direct effect between the independent variable and the dependent variable
is reduced after controlling for the mediator variablgth the direct effectstill
remainingsignificantly different from zeroit can be concluded from the analysis of
change in coeffients as presented in table 2d&bove that employee commitment has

a partial mediation effect in the relationship between technostructuralantemn and
performance of commercial banks in Ken@onsequentlythe null hypothesis four

which postulated that employee commitmeatdes notmediate the relationship

between technostructural interventions and performance of commercial banks in
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Kenya is ejected. This implies that on the basis of the data collected, there is
evidence to suggest that employee commitnntially mediates the relationship
between technostructural interventions and performance of commercial banks in

Kenya.

In discussing ta findings ofthe hypothesisfour, it is requisiteto indicate that the
demographic characteristics of the respondents could have affected the individual
respondent @sthe vaviaple oftemmayee commitmeitthis is because
demographics can affecbrganization behaviour variables such as employee
commitment (Mathieu & Zajac, 19905or exampleemployee age has been found to
positively affect employee commitmetat organizationgAgyeman &Ponniah, 2014;
Mathieu & Zajac, 1990jnainly given that olér employees are usually characterized
by a feeling oflack of alternate employment opportuniti®sathieu & Zajac, 1990)
Dunham, Grube and Castaneda (1984p argue that older employsd&ave more
history and investment with their organizatigdhan younger employees hencare
more likely to be more committed to their organizatitdmanyounger employeesn

this study, majority of the respondents, that is approximatety eight percent, were
relatively of mature age and who had worked for over frears and hendeom the
arguments of Agyemaand Ponniah(2014 and Mathieu and Zajac1©90) can be
argued to havéigh levels ofemployeecommitment leved, hence the finding ofhe
partial mediaing effect of employee commitment in the relationshiptween

technostructural interventions and the performance of commercial banks in Kenya.

Studies havealso shown that womero exhibit higher employee commitment to

organizations thamen, as women have to overcome many barriers for them to attain
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same statuas menin organizations Mathieu & Zajag 1990) From the biographic
characteristics of the respondents in this survey, of which it is apparent that the
majority of the respondents were males by gender, there is a likelihood te#ettiis

of the partidly mediated relationship couloe explainedy this fact.Even sg it can

be argued that this may have been mitigated by the satisfactory education levels of
employees as majority of the respondents were seen to be holding at least a university
degreeThe fact of education level being a mitigant is argued in the literature such as
in the case oKumar (2013) who citeAlexander (1998) to have established a positive

relationship between education levels and employee commitment to organizations.

The findings of hypothesis four caralso bescrutinized from the arguments of
theoretical propositionsespecially from the AMO theory of performandédne theory
largely stipulates that high involvemehuman resource managemenéactices, such
as employee involverm¢, can affect employesommitment ancitizenship behavior
in organizationswhich in turn would positively affect organization performance
(Appelbaumet al, 2000; Wood & Wall, 2007; Boxall & Macky, 2009).Some
research streams hawaso establishedhat employee citizenship behaviour is
cortingenton employee commitmenparticularlyon employee affective commitment
(Subejo, Eka, Armanu & Siti, 2013)[his means that the higher the employee
commitment levels in the organization, the higher the levetsrgiloyee citizenship
behaviour hence the higher the likelihood thiafanization developnmé interventions
would positively impact onorganization performanceAppelbaumet al, 2000).
Robinson, Perryman and Hayday (20@énverselysuggest that there acsfferent

manifestations of employee citizenship behaviour which have an impact on
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organization outcomes. These behaviours include a helping behaviour, sportsmanship

and civic virtue.

The contribution of the hypothesis four to the body of knowledgeeigdhlization

t hat in the context of Kenyaods banking
indispensable attribute if the effects of technostructural interventions on bank
performance are to be felt. This contribution to knowledge is important as Armstrong
(2006) suggests that there have been arguments in some scholarly quarters indicating
that high levels of employee commitment can inhibit organization performance, by
stifing individual and organization flexibility. Therefore, from this finding,
organizatiom development practitioners and scholars can be positive that employee
commitment plays a role in facilitating the success of technostructural interventions in

driving the performance of commercial banks in Kenya

4.77 Test of Moderated Relationships

In this study, three hypotheses were presented on moderated relationships. These were
hypothesis five which stated that leadership styles do not moderate the relationship
between technostructural interventions and employee commitment, hypothesis six
which stated that leadership styles do not moderate the relationship between
technostructural interventions and performance of commercial banks in Kenya and
hypothesis seven which stated that leadership styles do not moderate the relationship

between employee conitment and performance of commercial banks in Kenya.

Fairchild and MacKinnon (2008ndicate that moderation effects can be tested in
three steps. The first step entails analyzing the relationship between the predictor and
the criterion variable. The saad step entails analyzing the relationship between the
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moderator and the criterion variable. The third step entails analyzing the effect of the
interaction effect between the predictor and moderator variable on the criterion
variable. For moderation to lsaid to occur, then the interaction effect in step three
must be significantRairchild & MacKinnon, 2008. These steps and decision rule
were used in testing hypothesis fiaex andsevenandresultsand discussionare as

presented below.

4.7.71 Testof Hypothesis Hys
Hypothesis five was stated &sadership styleslo not moderate the relationship

between technostructural interventions and employee commitment of commercial
banks in KenyaThis hypothesis was postulated to gain understanding on the role
leadership styles play in the relationship between technostructural interventions and
employee commitment in commercial banks in Kenya. The need to have leadership
styles as a moderator variable in the relationship was explicated from conceptual
argumentsin the literature which argued on the need to establish the effects of
leadership styles on the efficacy of organization development intervenifitves.
hypothesis was tested ugithree steps as stipulated bgrBn and Kenny (1986) as

detailed herévelow.

Step 1:Analysis of theRelationship betweenTechnostructural Interventions and

Employee Commitment

The first step entailednalyzingthe relationship between the independent variable
and the moderating variablélhis entailed analyzing the relationshipetween
technostructural interventions and employee commitment and the results of the SPSS

output are as presented under tabl@ Hedow.
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Table 4.23 Resultsof Regression Analysis of th&elationship between
Technostructural Interventions and Employee Canmitment
Model Summary

Std. Error of the
Model R R Square | Adjusted R Squaré Estimate
1 TJ77 .594 .589 .28871
Coefficients
Unstandardized Standardizeg
Coefficients Coefficients
Model B Std. Error Beta t Sig
1 (Constant) 2.345 118 19.733 .000
Tl .613 .086 487 5.384 .000
ANOVA?
Sum of
Model Squares df Mean Squarg F Sig.
1 Regression 2.852 1 2.852] 41818  .000
Residual 26.002 386 .071
Total 28.854 387

a.Dependent Variable: Employee Commitment
b. Predictors: (Constanfjechnosructural Interventions
Source: Survey Data (2017).

The table4.23 indicates that the coefficient of correlation was .771 suggesting a

strong relationship between technostructural interventions and employee commitment.

The corresponding Rwas .594indicating that approximately 534 of the variation

in employee commitment in commercial banks in Kenya can be attributed to

technostructural interventions. On the other hand, hb& value was .487 and

signi fi c@he adjustedRtiod th®diher handias .589 The Fstatistic for the

model was also significant at 5% gni fi cance

established

relationship between

technostructural

commitment did not just occur purely by chance.

| evel ,

interventions and employee
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Step 2:Analysis of theRelationship betweenLeadership Styles and Employee
Commitment

The second step entailed analyzing the relationship between leadership styles and
employee commitment. The result§é the regression analysis of the relationship
between leadershiptyles and employee commitmenteaas presented under table

4.24 herebelow.

Table 4.24: Results of the Regression Analysis of the Relationshietween
Leadership Styles and Employee Commitment

Model Summary
Std. Errorof the
Model R R Square | Adjusted R Squarg Estimate
1 784 .615 611 .18475
Coefficients
Unstandardized Standardizec
Coefficients Coefficients
Model B Std. Error Beta t Sig_;.
1 (Constant) 2.136 133 20.153 .000
Leadershiy 712 096 698 4251 000
Styles
ANOVA
Sum of
Model Squares df Mean Squarsé F Sig.
1 Regression 2.538 1 2538 49.579  .00Q
Residual 24.854 386 .079
Total 27.392 387

a.Dependent Variable: Employee Commitment
b. Predictors: (Constant)eadership Styles

Source: Survey Data (2017)

The table4.24 indicates that the coefficient of correlation was .784 suggesting a
strong relationship between leadership styles and employee commitment. The
corresponding Rwas .615 indicating that approximatel§.B% of the variation in

employee commitment in commegitbanks in Kenya can be attributed to leadership
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styl es. On the other hand, the bTekd a v al
adjustedR? on the other hand was .61The Fstatistic for te model was also
significant PG 0. 05 si gni f yi lmed relatibnahtp between leadsrshpb | i s

styles and employee commitment did not just occur purely by chance.

Step 3: Analysis of the Interaction Effect in the Relationship between
Technostructural Interventions, Leadership Stylesand Employee Commitment

in Commercial Banksin Kenya

The third step entailed analyzing the interaction effect in the relationship between
technostructural interventions and employee commitment. The results 8PHBS
regression analysis between technostructural interventions, legdestyles and
employee commitment in commercial banks in Keaya as presented in table 4.25

below.
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Table 4:25 Results of the Regression Analysis farechnostructural
Interventions, Leadership Styles and Employee Commitment

Model Summary

Std. Error o
Model R R Squae Adjusted R Square [the Estimatg
1 332 111 106 .255
Sum of Mean
Model Squares df Square F Sig.
1 Regressio] 3.112 3 1.556| 23.921 .000°
Residual | 25.042 384 .065
Total 28.154 387
Standardizg
Unstandardizg d
d Coefficients| Coefficients
Std.
Model B Error Beta t Sig.
1 (Constant) 2.671f .151 17.721 .000
TI 304 | .195 .163 1.559 .000
Leadership Styles | .441( .132 228 7.367 .000
TIL .045( .026 179 1.707 .089

Source: Survey Data, 2017

The model summary indicates that the &meéfnt of determination was 0.332
implying a weak relationship betwe&thnostructural interventions, leadership styles
and employee commitment in commercial banks in Kefiyie R for the model was
0.111 implying that 11.1% of the total variation @mgoyee commitment was
attributed to technostructural interventions and leadership sifesadjusted Ron

the other hand was 006. The ANOVA table indicates that the F ratio for the model

was significant [F (3,384) = 23.91(]R)01] to mean that the mation attributed to the

predictors on the outcome was very unlikely to have happed purely by chance.

The analysis of theeta coefficients indicates that the coefficienttemhnostructural

interventionswas 0.163 and with a-falue of 0.000 therebyindicating that there
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existsa positiveand significantrelationshipbetween technostructural interventions
and employee commitment in commercial banks in Keriyai . Theahalysis of

the coefficients also indicate thia¢ta coefficient foteadership sieswas 0.228 and

with a PRvalue of 0.000 also indicating that leadership styhese a posive
relationship with employeeommitment in ommercial banks in Kenya, with the
relationship being significar® 0 . T@eDbgta value for thmteraction effecon the

other hand indicates that the beta value was 0.179 and with a p value of 0.089

indicating that the interaction effect was positive, although not signifit@ant. 0 5

Table 4.2: Results of Moderation Effects of Leadership Styles ithe
Relationship betweenTechnostructural Interventions and Employee
Commitment

Parameter Model Before | Model After | Change in| Significance
Moderation | Moderation | Statistic of change

R 771 .332 -0.439 Change isiot

R 594 111 -0.483 | significant,

b coefficient for Pu.05.

Technostructural 487 .163 -0.324

Interventions

b coefficient for

Leadership Styles 698 228 -0.47

F 41.818 23.921 -17.897

Source: Survey Data, 2017

The analysis of the change in coefficients indicates that whereas all the ientffic
registered a reduction in weight, the change in coefficients was not significént, 0 5 .
This impies that hypothesis fivis not rejectecand consequently it is concluded that
on the basis of the data collected, there is no sufficient evidenceggessuthat
leadership styles moderate the relationship between technostructursntitars and

employee commitment ioommercial banks in Kenya.

147



The finding of hypothesifive can be analyzed in the context of arguments that are
implicit in the literatre. For instance, it has been argued tbajanizational
devdopment interventions camduce apprehension in employees thereby reducing
their commitment levels to the organization (Borétaal., 2004). This argument
explains the weak relationship estabéd between technostructural interventions and
employee commitment of which it was established that only 11.1% of the total
variation in employee commitment in commercial banks in Kenya can be attrtbuted

technostructural interventions

Molly (2009) in a review of literature touching on the interaction of transformational
leadership and transactional leadership also indicates that some contextual
organizational factors can determine how effective these leadership styles can be
applied in organizationsThese factors imgde organization structure which is
actually an area ofkey focus in organization development engention studies
(Cummings &Worley, 2009).Essentially, organization structure comes to the fore as

it can impede the success of orgatimadevelopment interventions, leadership styles
notwithstanding, as organizations that are overganized such as in highly
mechanistic and bureaucratic organizations can hinder effective task performance
(Cummings &Worley, 2009).As is evident in theibgraphical characteristics of the
banks in this study, of which the majority were medium and large banks which are
perceptibly highly bureaucratic, the moderating effects of leadership styles in the
relationship between technostructural interventions amgbloyee commitment in
commercial banks may have been hindered bytineaucratic nature arstructure of

these banks.
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Molly (2009) moreoverputs forth the argument that to fully comprehend the potency

of the full range leadership model, it is importemappreciate that if transformational

|l eadership does not attend to raising th
hierarchy , then transformational leadersisityles would be handicapped. This
argument is key agob security needsas part of the Ms | owd s , wereer ar c h
affected by the fadhat the banking industry was undergoing turmatlthe time of

the studyand this could explain the finding that leadership styles do not moderate the
relationship between technostructural interventions andlogmeg@ commitment in

Kenya, irrespective ofhke positive impact that leadership styles have on employee

commitment (Ajay &Ramjeg 2013)

The unique contribution of this study is the insight that transformational and
transactional leadership styles do setve to strengthen or weaken the relationship
between technostructural interventions and employee commitment in commercial
banks in Kenya. The recommendation by Molly (2009) that charismatic leadership
styles should suppottansformational and transamtial leadership stylethus needs

to be considered in commercial banks in Kenfammings and Worley (2009)
besidesargue that there is need for managemewbtdinuouslylearn new leadership
styles if the success of technostructural interventions imdriorganization outcomes

are to be achievedwhich is a vital proposition to top level management in
commercial banksn Kenya if a positive moderating effect on the relationship
between technostructural interventions and employee commitments in their

organizatiorsis to beattained
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4.77.2 Test of Hypothesis Six

Hypothesis six stated that leadership stgesot moderate the relationship between
technostructural interventions and perfornmawdé commercial banks in Kenydhe
hypothesis was postulatéd gain understanding on the role leadership styles play in
the relationship between technostructural interventions and the performance of
commercial banks in Kenya. The need to have leadership styles as a moderator
variable in the relationship was explied from conceptual arguments in the literature
which argued on the need to establish the effects of leadership styles on the efficacy
of organization development interventionhe hypothesis was tested ugithree

steps as stipulated byaBn and Kennyl©86)and he results of the SPSS regression

analysis are as presented under table 4.28, table 4.29 and table 4.8@loere

Step 1:Analysis of theRelationship between Technostructural Interventions and
Performance of Commercial Banks in Kenya

The firsts step entailed analyzing the relationship between the independent variable
and the dependent variable. This entailed analyzing the relationship between

technostructural interventions and the performance of commercial banks in Kenya.
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Table 4.2Z7 Results of the Regression Analysis for the Relationship between
Technostructural Interventions and the Performance of Commercial Banks in
Kenya.

Model Summary

Std. Error of
Model R R Square Adjusted R Square |the Estimatg
1 322 104 101 .256
Coefficients®
Sum of Sig
Model Squares df Mean Squars F '
1 Regression| 2.922 1 2.922 44707 .000
Residual 25.232 386 .065
Total 28.154 387
ANOVA
Unstandardizd Standardizec
d Coefficients| Coefficients Sig
Std. '
Model B Error Beta t
1 (Constant) 2.514| .120 20.988 .000
TI .601| .090 322 6.686 .000

a.Dependent Variable: BankeHormance
b. Predictors: (Constanfjechnostructural Interventions

Source: Survey Data, 2017

The model summary indicates that the multipteefficient correlation was
implying a weak relationship between technostructural interventions and performance
of commercial banks in Kenya. The adjustedl dR the other hand was Q06
implying that 1.046 of the total variation in performance of commercial banks in
Kenya were amounted for by technostructural interventiofife adjusted?? on the

other hand was .10I'The ANOVA table indicates that the F ratio for the model was

significant [F (2,385) = 44.70100.001] to mean that the variation on penfianceof

commercial bankdn Kenya attributed by technostructural interventions is very
unlikely to have happed purely by chance. The analysis of théceef indicates

that the beta coefficient for technostructural interventions was 0.322 and with a p
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value of 0.000 indicatinghat technostructural interventions have a positased

significantrelationship with performance of commercial bandemya,PU.OOl

Step 2: Analysis of the Relationship between Leadership Styles and Performance

of Commercial banks in Kenya

The secondtep entailed analyzing the relationship between the moderating variable
and the dependent variable. This entailed analyzing the relationship between
leadership styles and the performawéecommercial banks in Kenya and the SPSS

regression results for threlationship is as presented under tabl8 He2ebelow.

Table 4.28 Regression Results of the Relationship between Leadership Styles
and Performance of Commercial banks in Kenya.
Model Summary

Std. Error of the
Model R R Square | Adjusted R Squars Estimate
1 781 .610 .605 .18475
ANOVA?
Model Sum of Square df Mean Squarg F Sig.
1 Regression 2.538 1 2.538] 49.579 000
Residual 24.854 386 .079
Total 27.392 387
Coefficients
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.136 133 20.153 .000
Leadership
Styles 712 .096 .698 4.251 .000

Source: Survey Data, 2017.

The table indicates that the multiple coefficient of correlation between leadership
styles and performance of camarcial banks in Kenya was 0.781 suggesting a strong
relationship between leadership styles and performance of commercial banks in
Kenya. The coefficient of determination,’Rvas 0.610 suggesting that 61% of the
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variation in performance of commercial bankKenya was attributed to leadership
styles. The adjusted Rwas 0.605.The Fstatistic moreover shows that the
relationship was significant, PGO. 05,
between leadership styles and performance of commerciks liaiKenya is unlikely

to have occurred purely by chan@ée beta weight was 0.698 and with-avBlue of

0.000 indicating that the relationship between leadership styles and performance of

commercial banks in Kenya is significant.

Step 3: Analysis Of The Interaction Effect In The Relationship Between
Technostructural Interventions, Leadership Styles And Performance Of

Commercial Banks.

The third step entailed analyzing the interaction effect of the moderator in the
relationship between the independerdri@ble and the dependent variable. This
entailed analyzing the interaction effect of leadership styles on the relationship
between technostructural interventions and performance of commercial banks in
Kenya. The SPSS regression results for this analysiasapresented under table 4.30

herebelow.
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Table 4.29 Results Of The Regression Analysis Of The Interaction Effect In The
Relationship Between Technostructural Interventions, Leadership Styles And
Performance Of Commercial Banks.

Model Summary

Std. Error of
Model IR R Square Adjusted R Square the Estimate
1 727 528 524 324
Sum of

Model Squares df Mean Squar F Sig.
1 Regression| 45.279 3 15.093 143.14d .000

Residual 40.490 384 .105

Total 85.770 387

Unstandardize(| Standrdized
Coefficients | Coefficients

Std.
Model B Error Beta t Sig.
1 (Constant) -515| .649 - 794 428
T 1.917| .524 .589 3.658 .000
Leadership Styles 779 | .169 .810 4.597 .000
TIL -241| .129 -.551 -1.861 .064

Source: Survey Data, 2017

The model summary indicatethat the coefficient of determinatiowas 0.727
implying a strong relationship between technostructural interventions, leadership
styles and performance of commercial banks in Kenya. ThforRthe model was
0.528 implying that 52.8% of the total varan in performance of commercial banks

in Kenyawas attributed to technostructural interventions and leadership styles. The

adjusted Ron the other hand was 824. The ANOVA table indicates that the F ratio
for the model was significant [F (3,384) = 143.P0.001] to mean that the variation

attributed to the predictors on the outcome was very unlikely to have happed purely

by chance.
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The betecoefficientfor technostructural interventions was 0.589 and with a P value of
0.000 implyingthat technostructaf interventions have a positive relationship with
performance of commercial banks in Kenyéth the relationship being signifinat , p G
.001. The beta coefficient féeadeship styles wa.810and with a P value of 0.000

also suggesting th#&adershipstyles have positive relationship with performance of
commer ci al banks in Kenya, with tTHhe r el at
beta value of the interaction effect on the other hand v&&d with a Pvalue of

0.064 suggesting thdeadershipstyles have a negative effect on the relationship
between technostructural interventions and performance of commercial banks in
Kenya, with the effect not being signific
Table 430: Results of Change in Coefficients in Analysis of Moderatiokffects

of Leadership Styles in The Relationship Between Technostructural
Interventions and Performance of Commercial Banks in Kenya

Parameter Model Before | Model After | Change in| Significance
Moderation | Moderation | Statistic of change

R 322 727 0.405 Charge is not

R? 104 528 0.424 | significant,

b coeffid Pu.05.

Technostructural 322 589 0.267

Interventions

b coef fi

Leadership Styles 698 810 0.112

F 44.707 143.140 98.433

Source: Survey Data, 2017

The analysis of the changeanefficients indicates that there were positive changes in
coefficients after the introduction of the moderator variable but the change was not
significant. Thus hypothesis & which proposed that leadership styles do not
moderate the relationship betweechnostructural interventions and performance of

commercial banks in Kenya was not rejectédis therefore means thah the basis
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of the data collected, there is no evidence tleaddership styles moderate the
relationship between technostructural mentions and the performance of

commercial banks in Kenya.

The finding of the hypothesis can be examined from the literature. Cummings and
Worley (2009) underscore the importance of organization culture in the success of
leadership styles and technostwral interventions in driving organization
performance. In their argument, Cummings and Worley (2009) indicate that
organizations that have long standing cultures respond less to organization
development interventions than those with cultures that aodv/ieg. This is an
important illumination given that in this study, majority of the banks, that is ninety
three percent of the commercial banks, had been operating for more than twenty years
and hence can be argued to have less responsive cultures taairgamevelopment
interventions, leadership styles notwithstandifithis can be one of the key
considerations to the finding that leadership styles do not moderate the relationship
between technostructural interventions and the performance of comnienciad in

Kenya.

Adams and Zanzi (2011) accordingly are seen to argue that for organization
development interventions to have a successful impact on organizations, then
organization transformation must be encouraged to specifically deal with aspects of
the organizations culture. Organization transformation would principally aid in
driving the objectives of organization development interventions by aligning the

culture of the organization to the general direction that the leadership is intending to
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take theorganization this through changing norms and beliefs of eoygles and

thereby leado greater organization performance.

The contribution of the finding of hypothesis six to the body of knowledge is the
affirmation that transformational and transactioleadership styles in commercial
banks in Kenya do not moderate the relationship between technostructural
interventions and the performance of commercial banks in Kemya.therefore
necessary for commercial banksKenyato examine how thedeadersip stylescan

be complementeldy corresponding change of organization cultimesrder to have a
positive moderating effect on the relationship between technostructural interventions
and their respective performance measurésen so, from the argumenof the
leadership theorist Bass (198998) it may be equally prudent to determine whether
other variants of leadership styles such as democratic leadership and autocratic
leadership styles could also be employed as moderators of the relationship between
the technostructural interventions and the performance of commercial banks in
Kenya. This is because Bassvolio and Goodheim (19873%ustain that whereas
transformational leadership styles are conceptually different from democratic and
autocratic leadebhsp styles, these other leadership styles can be used to improve on
organization performance, especially in circumstances where transactional leadership
is suppressed by a transformational leaders personal charactefistitando, Isabel,

Marisol & Morales, 2007).

Theforegoingnotwithstandingin the interim, the senior management of commercial
banksin Kenyashould establish ways of further augmenting transactional leadership

styles and transformational leadership styles. This is in line with th@emnigtion
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hypothesis of the transformational and transactional leadership styles theory (Bass,
1985; 1998) wheren it has been proposed that the effects of transformational
leadership and transactional leadership styles on organization outcomes asdt best f
when these two leadership styles are properly and well augmented together

(Fernando, Isabel, Marisol & Morale&007).

4.77.3Test of HypothesisSeven

Hypothesis seven stated that leadership stglesnot moderate the relationship
betweenemployeecommitmentand performance of commercial banks in Kenijae
hypothesis was postulated to gain understanding on the role leadership styles play in
the relationship betweeemployee commitmenand performance ofcommercial

banks in KenyaThe hypothesis watested using three steps as proposed by Baron
and Kenny(1986) and SPSSresultsare presented and discussadder table 4.8

table 4.2 and table 4.3 herebelow.

Step 1 Results of the Regression Analysis Betwed&mployee Commitment and
Performance ofCommercial Banks

The first step entailednalyzing the relationship between employee commitment and
the performance of commercial banks in Kergrad the results of the regression

analysis ee as presenteunder table 4.3therebelow.
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Table 4.31 Results of the Regression AnalysibetweenEmployee Commitment
and Performance of Commercial Banks in Kenya.

Model Summary
Std. Error of the
Model R R Square | Adjusted R Square Estimate
1 668 446 437 .27892
Coefficients
Unstandardized Standardizeg
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant)| 1.998 .109 13.990 .000
EC .657 .081 535 3.424 .000
ANOVA?
Sum of
Model Squares df Mean Squarg F Sig.
1 Regression 2.799 1 2.799 52.685 .000
Residual 23.586 386 .083
Totd 26.385 387

a.Dependent Variable: Barperformance
b. Predictors: (Constanggmployee Commitment

Source:Survey Data, 2017.

The table4.31 indicates that the R value was .668 implying that there exists a
moderately strong relationship betweenpéyee commitment and performance of
commercial banks of Kenya. The correspondirfgv&ue was .446 implying that
44.68% of the variation in performance of commercial banks in Kenya can be
attributed to employee commitment in these banks. On the othertharatjjusted R

value was .437The beta value for the variable of employee commitmentO&E85

and the corresmding pvalue was .000 implyinghat the relationship between
employee commitment and performance of commercial banks in Kenya is positive
andsignificant OP®IThe F statistic for the relatio
implying that the relationship between employee commitment and penficanof
commercial banks in Kenya as established in this study did not occur purely by

chance.
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Step 2: Analysis of the RelationshipbetweenLeadership Styles and Performance
of Commercial Banks in Kenya
The second step entailed analyzing the relationship between leadership styles and the

performance of commercial banks in Kenya. The SPSS regressidis ffes this

relationship is as presented and discussed under taBlbetebelow.

Table 4.2: Regression Results of the Relationship between Leadership Styles
and Performance of Commercial banks in Kenya.
Model Summary

Std. Error of the
Model R R Square | Adjusted R Sqgare Estimate
1 781 .610 .605 18475
ANOVA?
Model Sum of Square df Mean Squarg F Sig.
L Regressio 2,538 1 2538 49579 000
Residual 24.854 386 .079
Total 27.392 387
Coefficients
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.136 133 20.153 .000
Leadershig 712 096 698 4251  .000
Styles

Source: Survey Data, 2017

The table indicates that the multiple coefficient of correlation between leadership
styles ad performance of commercial banks in Kenya was 0.781 suggesting a strong
relationship between leadership styles and performance of commercial banks in
Kenya. The coefficient of determination? Ras 0.610 suggesting that 61% of the
variation in performare of commercial banks in Kenya was attributed to leadership
styles. The adjusted?®vas 0.605 indicating a shrinkage of 0.005 implying that if the

data was drawn from the population rather than the sample, the model would account
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for 0.5% less in varianc&he Fstatistic moreover shows that the relationship was
significant,

styles and performance of commercial banks in Kenya is unlikely to have occurred

purely by chance.

PGO.

05, [

ndi

ca

tive

of

Step 3: Analysis of the Interaction Effect of the Relationship Betwee&mployee

Commitment, Leadership Styles and Performance of Commercial banks i

Kenya

The third step entailed analyzing thénteraction effect of leadership styles in

relationship between emplogecommitmentand the performance of commer

banks in Kenya. The SPSS regression resoitshis relationship is as presedtanc

discussed under table 3.Berebelow.

Table 433 Results of the Regression Analysis fahe Interaction Effect
BetweenEmployee Commitment Leadership Styles andPerformance of
Commercial Banks in Kenya.

Model Summary

Std. Error
of the
Model IR R Square Adjusted R Square  |Estimate
1 717 515 511 .329
Sum of Mean Sig
Model Squares df Square F '
1 Regressiof| 45.279 3 15.093 143.14d .000
Residual | 40.490 384 .105
Total 85.770 387
Unstandardize| Standardize
Coefficients | Coefficients
Std.
Model B Error Beta t Sig.
1 (Constant) -5.537| 1.405 -3.940 .000
EC 2.137| .434 1.224 4.921 .000
Leadership Styles | 2.176 | .359 2.264 6.064 .000
ECL -481 | .110 -2.185 -4.362 .000

Source: Survey Data, 2017
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The model summary indicates that the coefficient of determination wels/ O.
implying astrongrelationship betwen employee commitmenteadership styles and
performance ofcommercial banks in KenyaThe R for the model was 615
implying that51.8% of the total variation irperformance of commercial banks in
Kenyawas attributed temployee commitment and leadership styléde adjusted R

on the other hand was511implying that the shrinkage in’Rvas 0.0@ suggesting

that if the model was derived from the population rather than a sample, it would

account for approximately 4% less variance in outcome. The ANOVA table

indicates that the F ratio for the model was sigatffit [F (3,384) 135.729 Pﬂ.OOl]

to mean that the variation attributed to the predictors on the outcome was very

unlikely to have happed purely by chance.

The analysis of the coefficients indicates thaiployee commitment had a beta value
of 1.224 andwith a pvalue of 0.000 indicating that employee commitment has a
positive and significant relationship with performance of commercial banksnya

P 001.0rhe amalysis of the coefficients furthendicate that leadershigyses had a
beta value of 2@4 and a pralue of 0.000 indicating that leadership styés have a
positiveand significantelationship with performance of commercial banks in Kenya
P G . Ohe analysis ofhe interaction effeabn the other hanthdicates that the beta
value forthe interaction effect wa.185 and with a{alue of 0.00Gignifying that

the interaction effect .i s negative but si
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Table 4.34 Results of Moderation Effects of Leadership Styles ithe
Relationship betweenEmployee Commitment ar Performance of Commercial
Banks in Kenya

Parameter Model Before | Model After | Change in| Significance
Moderation | Moderation | Statistic of change

R .668 717 0.049 Change is

R 446 515 0.069 | significant,P @

b coef fi g .001

Employee 535 2.264 1.729

Commitment

b coef fi

Leadership Styles 698 -2.185 -2.883

F 52.685 135.729 83.044

Source: Survey Data, 2017

The analysis of the change in coefficients indicates that there were changes in the
coefficients, with the change being signifita@onsequently hypothessevenwvhich
proposed that leadership styles do not moderate the relationship between employee
commitment and performance of commercial banks in Kenga rejected This
therefore means thain the basis of the data collected, réhas evidence that
transformational and transactional leadership stylederate the rationship between
employee commitment and the performanceafimercial banks in Kenyabeit the

relationship is negative in nature.

The finding that leadership sed moderate the relationship between eng®o
commitment and the performance of commercial banks in Keayde explained by
thefact that transbrmational leadership styles haare effecton employee citizenship
behaviour(Weiping , Xianbo & Jiongbin, 217) which consequently has affect
on organization performancéhisline of argument is propped liie AMO theory of

organization performance&hich argues that high involvement organization practices
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affect employee discretionary behavior which aBeemployee citizenship behavior
thereby leading to enhanced organization performgAgpelbaumet al, 2000;

Wood & Wall, 2007; Boxall & Macky, 2009)

Even so, the naturef the effect of transformational leadership styles on employee
citizenship behawur can beffected bya n i n d ipersormhlucharadteyistics such

as ageand education levéWeiping, IXianbo& Jiongbin, 2017) Thus the biographic
characteristics of the respondents in this study, which showed that most respondents
were relatively pyung and with university level edutan qualifications mayhave
contributed to the establishment ofmederating effect of leadership styles on the
relationship ktween employee commitment aperformanceof commercial banks in
Kenya This argument is fiaher buoyed by the fact th#te literature indicagethat
personal characteristicagre a importantdeterminant of employee commitment in

organizatios (Agyeman &Ponniah, 2014Kumar, 2013Mathieu & Zajac, 199D

As important, the finding of hypothasiseven is coherent with other empirical
findings which have equally established that there is an established positive
relationship between leadership styles, employee commitment and organization
performance(Orabi, 2016; Munyeka & Ngirande, 2014l owever the unique
contribution of this study is the findirthat the moderation effect of leadership styles

in the relationship between employee commitment and theorpshce of
commercial banks in &nya is negative in naturdherefore,it is important for
commercial banksn Kenyato examine how existing leadership styles in their fronts
can be improved in order to have a positive moderating effect on the relationship

between employee commitments and organization performance in their organizations.
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4.8. Summay of Findings of Hypothesis Tests

Table 435 below presented a summary of the findings on the hypotheses tests.

Table 435 Summary of Findings of Hypothesis Tests

Objective

Hypothesis

Model

Results

1. To determine the
effects of job
enrichment on
perfomance of
banks in Kenya.

Hoi Job enrichment
does not have an
effect on the
performance of bank
in Kenya.

2. To determine the
effects of employee
involvement on
performance of
banks in Kenya.

Ho. Employee
involvement does no
have a effect on the
performance of bank
in Kenya.

3. To determine the
effects of physical
layout on

Hoz Physical layout
does not hee an
effect on the

Multiple regressions analysis of th

form

BP=hy +H,JE +B,El + bsPL + U
where

BP=Bank Performance
JE=Job Enrichment
El=Employee Involvement
Pl=Physcal Layout and

U =Error term.

H01 was
supportedh s
was established
not to be
statistically
different from
zeroP 0. O

H02 wasnot
supportedash,
was established
to be statistically
different from
zero, P< 0.05.

H03 was
supported Ss
was established

performance of performance of bank not to be
banks in Kenya. in Kenya. statistically
different from
zero, P< 0.05.
4. To establish the | HosEmployee Hoswasnot

mediating effects of
employee
commitment on
relationships
between
technostructural
interventions and
performance of
commercial banks ir
Kenya.

commitment does no
mediate the
relationships betwee
technostructural
interventions and
performance of
commercial banks in
Kenya.

Threeregressiorequationselow
were used

EC.-bo:bi TI. Q6 6 € & 6&. éi)
BP=bo:b,EC. (€ é é é . . @).
BP =ho. by TI+ B,EC +UJé é . i

WhereEC is employee
commitment, B is performancef
commercial banks in Kenya afidl
is Technostructurdhterventions

supporteds it
was established
thatthechange
in coefficients
did indicate
partial
mediation effect

5.To establish the
moderating effects
of leadership styles
on relationships
between
technostructural
interventions and
performance of
commercial banks ir
Kenya.

HosLeadership styles
do not moderate the
relationship between
technostructural
interventions and
performance of
commercial banks in
Kenya.

Three equations i.e

EC= obboTi+Uée. (i)
&) (
EC =bo+b1Tl + bl + bsTIL + U
Where EC=Employee
Commitment, Tl is
Technostructural Interventions,

L=Leader shi hb28nd
b3 are the coefficients.

Hos was
supportedashs;
was established
not to be
statistically
different from
zero, P< 0.05.
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6. To establish the

HosLeadership styles

BP= obbTi+Ué e . (i)

moderating effects | do ot moderatethe | ~ ~ " o = ) Hos Was

of leadership styles | relationship between| BP=Dbo+biL. Ue € € é é . e .) (| supportedash,
in the relationship | technostructural BP= by + by TI+b,L + BsTIL + L'rl(iii) was establiste
between interventions and not to be
technostructural employee _ statistically
interventions and commitment in _\/Vf_ll_erehBP—Bank Plelrformanqe, Tl different from
employee commercial banks in| 'S _eC hostructura ntgrventlons, zero, P< 0.05.
commitment in Kenya. L=Leader shi hb2arnd

commercial banks ir b3 are the coefficients

Kenya.

7. To e_stablish th¢ Hg;Leadership BP= ,bb,EC+ Oé é. (i) Ho7 wasnot
moderating effect o] styles do not o . supportedasbs
leadership styles il moderate theg BP-Do+biL. U € € é € . e .) (| was established
the relationshig relationship betwee| gp=p, , b; TI+b,L + bsTIL + U(iii) to be satistically
et eI EMTIOIEE | Where BP=Bank Performance, £¢ Serent fon
performance ol performance of 1S Employee Commitment,

commercial banks ir
banks in Kenya.

commercial banks if
banks in Kenya.

L=Leadership Styles arij b, and
bz are the coefficients

Source: Survey Data, 2017
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CHAPTER FIVE: SUMMARY, CONCLUSIONS AND

RECOMMENDATIONS

5.1 Introduction

This chapter summarizes key features of this study. It also seeks to draw conclusions
from the findingsof the study and make recommendations that may be useful to
commercial banks in Kenya. As important, the chapter also gives recommendations
for areas that may be explored further in other empirical studies that touch on the

subject of organization develo@nt interventions in commercial banks in Kenya.

5.2 Summary

The purpose of this study was to establishetiect oftechnostructural interventions

on theperformance of commercial banks in Kenya. The attention on performance of
commercial banks was presed on the fact that commercial banks play important
roles in any economy, especially in facilitating economic growth and development,
through their role in financial intermediation. Commercial banks in Kenya, even so,
have had an undulating performarmeer the years, with some being placed under
statutory management and receivership, and worse off, some completely collapsing.
Accordingly, in a bid to ensure their continued performance, top management of
commercial banks in Kenya has continually ado@tedimber of strategies, with one

of these strategies being embracing organization development interventions, such as
technostructural interventions. While tleéfectsof these organization development
interventions have been explored and studied in mamyexts across the globe,
literature on theeffects of these interventions on the performance of commercial
banks in Kenya is scanty. This study thasught to establish the effedf

technostructural interventions on the performance of commercial banKsniya,
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keeping employee commitment as a mediating variable and transformational and

transactional leadership styles as the moderating variable.

The incorporation of employee commitment and leadership styles as intervening
variables was informed from angents in the literature on their importance in
organization development interventions. To explore the effects of these relationships,
seven hypotheses were hunched, hypotheses which were drawn from seven study
objectives. The technostructural interventiocensidered in the study were job
enrichment, employee involvement and physical layout, which are some of the most
common technostructural interventions embraced by commercial banks in Kenya.
Commercial banks performance on the other hand was operatezhblzusing both
gualitative and quantitative measures of performance viz flexibility, responsiveness,

profitability and cost effectiveness.

The study adopted a posivist philosophy and a blend of descriptive and cross sectional
research designs was usédimary data was collected from Corporate Relationship
Managers, Business Bankers and Personal Bankers using questionnaires as the
research instrument. These questionnaires constituted of five point Likert type items
adapted from instruments such as thd Jdiagnostics Survey instrument, the
Multifactor Leadership Questionnaire instrument and the Meyer and Allen Employee
Commitment Questionnaire. The questionnaire instrument was validated by expert
opinion while reliability of the instrument was tested gs@ronbach alpha with the
overall instrument Cronbach alpha coefficient being 0.79. Data was analyzed using
SPSS version 2and both descriptive and inferential statistics were generated and

analyzed.
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From the descriptiveanalysis the findings of the stly indicated that most
respondents were male and that most of these respondents were between thirty six
years and forty five years of age. The descriptive statistics also indicated that most of
the respondents had a bachelors degree as the highest ledekafion qualification

and that most respondents had worked as bankers for a period of between eleven years
and fifteen years. The descriptive statistics also indicated that most respondents were
personal bankers, in addition to showing that most regaacad worked for over

five years in their current roles. As regards to bank characteristics, the descriptive
statistics indicated that most banks had operated as commercial banks for a period
exceeding twenty years, and also that majority of the regpaond s 6 banks had
operated in Kenya for a period exceeding twenty years. The descriptive statistics
mor eover i ndicated that mo st of the res|
Central Bank of Kenya as medium banks, and that most of the respa@ndetsa n k s

were operating as regional banks, that is, had presence in the East African countries.

5.2.1 Summary ofFindings on Hypothesis One

The first objective of the study was to establish #féect of job enrichment
interventions onthe performance of anmercial banks in Kenya. The resultant
hypothesis from this objective stated that job enrichment does not have an effect on
the performance of commercial banks in Kenya. Analysis of the regression
coefficients indicated that the beta value for the vagiabljob enrichment wa$.037

and the corresponding\@lue was 0.410. The negative beta value meant that the
more job enrichment interventions are used in commercial banks in Kenya, the higher
the likelihood that performance of these commercial bankddvaduce. On the

other hand, the-palue of 0.410 being greater than 0.05 indicated that the relationship
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between job enrichment and the performance of commercial banks in Kenya was not
significant at 5% signi fi can ciypothesshge | , P U
that stated thajob enrichmentdoes not have an effect on tlperformance of
commercialbanks in Kenya was supportethis finding of the hypothesis one was
discussed on the basis of the biographic characteristics of the respondentstivcescr

data and also based on the findings of other studies touching on the relationship

between job enrichment and organization performance.

From the findings of the hypothesis, it candedlucedthat job enrichment is not a
suitable strategy of drivingflexibility, responsiveness, profitability and cost
effectiveness of commercial banks in Kenya. The implication of the finding of this
hypothesis on the study objective thus is the understanding that whereas job
enrichment interventions have been foundéuseful in other settings, there is no
sufficient evidence that job enrichment interventi@as affect the performance of
commercial banks in Kenya and hence should be adopted with caution if at all such
interventions are to be used as a strategy wfngdy the performance of commercial

banks in Kenya.

5.2.2 Summary of Findings orHypothesis Two

The second objective of the study sought to establisheffect of employee
involvement onthe performance of commercial banks in Kenya. Consequently, the
null hypothesis two stated that employee involvement does not have an effect on
performance of commercial banks in Kenya. The findings of the regression analysis
established that the beta value for the variable of employee involvement was 0.728

and the corrgponding pvalue was .000. The positive beta value means that the more
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employee involvement is used in commercial banks in Kenya, the higher the
likelihood that performance of these commercial banks would increase. On the other
hand, the pralue of 0.000 bing less than 0.05 indicates that the relationship between
employee involvement and the performance of commercial banks in Kenya is
significant, @ 5% s i gni f i c @&hsaneand tleavtieelnull hypaiheslsO 5
which stated that employee involvemtaloes not have an effect performance of

commercial banks in Kenya was napgorted.

From the findings of the hypothesis, it candeelucedhat employee involvement is a
suitable strategy of driving flexibility, responsiveness, profitability andt co
effectiveness of commercial banks in Kenya. The implication of the finding of this
hypothesis on the study objective thus is the understanding that employee
involvement as a typology of technostructural interventions can be reliably used as a

strategy 6driving the performance of commercial banks in Kenya.

5.2.3 Summary of Findings orHypothesis Three

The third objective of the study was to establish the effect of physical layout on the
performance of commercial banks in Kenya. The resultant nullthgpis three
stated that physical layout does not have an effect on the performance of commercial
banks in Kenya. The results of the regression analysis establishékethgta value

for the variable of physical layout was0@1 and the {alue was 0.09thence
implying that the relationship between physical layout and performance of
commercial banks was not significant, at 5% significance l&el,i . 0 5 . Even
positive beta value suggests a positive relationship between physical layout and the

perfaomance of commercial banks in Kenya thereby pointing to the fact that the more
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physical layout is used as a technostructural intervention, the higher the likelihood
that the performance of commercial banks in Kenya will increase. The fact that the
relatiorship was not significant suggests that Hjaesis thredHyz was not supported.

Thefinding of the hypothesis three was equally analyzed from the perspective of the

biographic and descriptive statistics of the study.

From the finding of hypothesis thraeé,can bededucedhat it is notjudiciousto use
physical layout as a strategy of driving the performance of commercial banks in
Kenya. The implicatiorthusis that commercial banks should seek to establish ways
and means through which their interventiomgphysical layout can be harnessed to

contribute to performance at the organization level.

5.2.4 Summary ¢ Findings on Hypothesis Four

The fourth objective of the study was to establish the mediating effect of employee
commitment in the relationshipetween technostructural interventions and the
performance of commercial banks in Kenya. The null hypothesis stated that employee
commitment does not mediate the relationship between technostructural interventions
and the performance of commercial bank&énya. The Baron and Kenny approach
was used to test for mediation effects in a four step stepwise regression procedure.
The analysis of the changes in coefficients indicated that the chang® afteR
introduction of the mediator variable was a 0.29%jigimproved from 0.104 for the
nonrmediated relationship to 0.399 for the mediated relationship. This suggests that
the model improved in its empirical predictive ability after introduction of the
mediator variable. The analysis also indicated that aftevduction of the mediating

variable of employee commitment the change in the beta coefficient over the base
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model was-0054wi t h t he change being significant

the proposition of theory on analysis of mediated relatigsshiemployee
commitment could be construed to partially mediate the relationship between

technostructural interventions and the performance of commercial banks in Kenya.

The finding of hypothesis four was analyzed from both the descriptive statisties of
study and the biographic characteristics of the respondents. The finding was also
illumined from the findings of other empirical studies touching on the mediating
influence of employee commitment as has been established by other researchers. In
the coniext of these, it was concluded that employee commitment does not fully
mediate the relationship between technostructural interventions and the performance
of commercial banks in Kenya. Thasinuation of this finding is the need for
commercial banks in Kg/a to establish ways through which employee commitment

to organization development interventions in commercial banks in Kenya can be

further enhanced in order to enhance performance of the commercial banks.

5.2.5Summary of Findings onHypothesis Five

The fifth objective of the study was to establish the moderating effect of leadership
styles in the relationship between technostructural interventions and employee
commitment in commercial banks in Kenya. The resultant null hypothesis was that
leadership tyles do not moderate the relationship between technostructural
interventions and the performance of commercial banks in Kenya. The study used a
stepwise regression approach and in the first step, it was established that
technostructural interventions haagositive relationship with employee commitment

in commercial banks in Kenya. In the second step, it was also established that
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leadership styles have a positive effect on employee commitment in Kenya. However,

in testing for the interaction effect, theth value for the interaction effect was found

to be 0.179 and with a-yalue of 0.089, indicating that the interaction effect was
positive, although not significant POa. 05
rejected and consequently it was conctudleat on the basis of the data collected,

there is no sufficient evidence to suggest that leadership styles moderate the
relationship between technostructural interventions and employee commitment in

commercial banks in Kenya.

The finding of hypothesisiie was analyzed in the context of the biographic
characteristics of the respondents and also from the basis of descriptive statistics of
the study. The finding was also analyzed from arguments that are implicit in the
literature which indicate that orgamaitional development interventions can induce
apprehension in employees thereby reducing their commitment levels to the
organization. Theinference of the finding of hypothesis five therefore is that
leadership styles do not strengthen or weaken the ae#ip between
technostructural interventions and employee commitment in commercial banks in
Kenya. The implication of this is that there is need for commercial banks in Kenya to
further explore how transactional and transformational leadership styledecan
employed to improve the relationship between technostructural interventions and

employee commitment in commercial banks in Kenya.

5.2.5Summary of Findings onHypothesisSix
The sixth objective of the study was to establish whether leadership stytiesateo

the relationship between technostructural interventions and the performance of
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commercial banks in Kenya. The resultant null hypothesis stated that leadership styles
do not moderate the relationship between technostructural interventions and the
peformance of commercial banks in Kenya. The hypothesis was tested using a
stepwise regression approach and in the first step it was established that
technostructural interventions have a positive relationship with performance of
commercial banks in Kenya, finding that is coherent with scholarly posits on the
effects of organization development on organization performalncthne second step,

it was also established that that leadership styles have a positive relationship with
performance of commerciabbks in Kenya, a finding consistent with the generally
accepted notion that leadership styles have an effect on organization performance. In
the interaction effect, the beta valokthe interaction effect wass51 with a pvalue

of 0.064 suggesting th&kadership styles have a negative effect on the relationship
between technostructural interventions and performance of commercial banks in
Kenya, with the effect not being signifi
was thus not rejected and iag/ concluded that leadership styles do not moderate the
relationship between technostructural interventions and the performance of

commercial banks in Kenya.

The finding of hypothesis six was also analyzed through the descriptive statistics and
biographc characteristics of the study. The finding was also analyzed through the
propositions of the literatunehich underscore the importance of leadership styles in
facilitating the success of organization development interventions in driving
organization pedrmance. Thenferencefrom the finding of hypothesis six therefore

was that leadership styles do not strengthen or weaken the relationship between

technostructural interventions and the performance of commercial banks in Kenya.
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The implication of this ighat that commercial banks in Kenya should endeavor to
find out which leadership styles would be appropriate to strengthen the relationship
between their organization development interventions and their organization level

performances.

5.2.7 Summary of Fndings onHypothesis Seven

The seventh objective of the study was to establish whether leadership styles
moderate the relationship between employee commitment and the performance of
commercial banks in Kenya. The resultant null hypothesis from this nigjesthted

that leadership styles do not moderate the relationship between employee commitment
and the performance of commercial banks in Kenya. The analysis was done using a
stepwise approach and in the first step it was established that employee comimitme
has a positive and significant relationship with the performance of commercial banks
in Kenya, a finding consistent with that other scholarswho established that
employee commitment indeed has a positive effect on organization performance. In
the seond step, transformational and transactional leadership styles were also found
to have a positive and significant relationship with performance of commercial banks
in Kenya, a finding which is consistent with the findingsotifer scholarsvho have

also etablished that leadership styles are indeed important determinants of
organizational performance. The analysis of the interaction effect indicated that the

beta value for the interaction effect w&s185 and with a{value of 0.000 signifying

that the ineraction effect is negative but significant{l ®01. Consequently, the

hypothesis seven was rejected and it was concluded that leadership styles moderate
the relationship between employee commitment and performance of commercial

banks in Kenya.
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The finding of hypothesis seven was interrogated from the biographic characteristics
of the respondents and also from the descriptive statistics of the study. The finding
was also discussed in lieu of other empirical finditihgg equally established positive
relationships between leadership styles, employee commitment and organization
performance. As important, the implication of the finding of hypothesis seven is the
need to establish how best transformational and transactional leadership styles can be
employed incommercial banks in Kenya tturther enhance the performance of

commercial banks in Kenya.

5.3 Conclusions

From thefindings of this study, the study makes three conclusions. First, the study
leads to the conclusion that the technostructural interventbijob enrichment and
physical layout, when administered individually, do not have an effect on the
performance of commercial banks in Kenya, while the technostructural intervention
of employee involvement, even when administered individually, hadfact on the

performance of commercial banks in Kenya.

Second, the study leads to a conclusion that employee commitment partially mediates
the relationship between technostructural interventions and the performance of
commercial banks in Kenyaast, but nbleast, the study also leads to the conclusion
that leadership styles moderate the relationship between employee commitment and
performance of commercial banks in Kenya, but does not moderate the relationship
between technostructural interventions andfquerance of commercial banks in
Kenya nor do leadership styles moderate the relationship between technostructural

interventions and employee commitment in commercial banks in Kenya.
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5.4 Contributions to the Body of Knowledge

The findings of the study corfiute to the body of knowledge through underscoring
some important propositions. Foremost is the realization that the individual typologies
of technostructural interventions have mixed effects in driving the performance of
commercial banks in Kenya, witlng one that is seen to drive commercial banks
performance being employee involvement. This is an important contribution to the
body of organization development knowledge as it dispels the thought that job
enrichment and physical layout affect the perfaragaof commercial banks in Kenya.
Instructively, studies in other settings such as those of Salau, Anthonia and Adebukola
(2014) and Khattak, Igbal and Khattak (2013) had established that these two variables

have an effect on organization performance.

The second important contribution to the body of knowledge is the realization that
leadership styles moderate the relationship between employee commitment and the
performance of commercial banks in Kenya. This finding reinforces the finding that
leadership an strengthen employee commitment in organizations as established in
empirical findings of studies from other countries such as in the case of Mclaggan,
Adele and Botha (2013) in South Africa and Almutari (2013) in Saudi Arabia. The
consequence is that camercial banks in Kenya can thus continue adopting
transactional and transformational leadership styles to strengthen the relationship

between employee commitment and performance of their organizations.
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5.5 Recommendations

5.51 Recommendations for FutureResearch

The study recommends that further study be undertaken to establish under what
circumstances job enrichment and physical layout can contribute to the performance
of commercial banks in Kenya. Besides, the study recommends that further
investigation be carried out to establish how leadership styles can be harnessed to
improve the overall efficacy of the individual interventions studied and how
leadership styles can be harnessed to facilitate employee commitment derivable from

technostructural inteentions.

The study also recommends that further studies be undertaken to establish the effects
of the individual leadership styles, that is, effect of transactional leadership styles and
transformational leadership styles on technostructural intervenéindshow these
leadership styles moderate on relationships between employee commitment and
performance of commercial banks in Kenyae study also recommends that further
investigation be undertaken on how individual components of employee commitment
viz affective commitment, continuance commitment and normative commitment
mediate at various levels, the relationship between technostructural interventions and

performance of commercial banks in Kenya.

To address the limitations highlighted in this studty,is recommended that a
longitudinal study be undertaken to establish whether the findings of this study could
hold. This is importangiven thatthe study was undertaken in a period when the
banking sector in Kenya was undergoing turbulent times occasfmmadhe effects

of the banking act amendment of the year two thousand and sixteen.
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5.5.2 Recommendations with Policy Implications

This study recommends that commercial banks in Keephance employee
involvementinterventionsto enable greater commestbanks performanc&his can

be through top level management enhancing employee participation in decision
making ventures. Strategies to achieve this can be board level represandiise

of employee involvement teams.

The study also recommends ttleaployee commitment be heightenneccommercial

banks in Kenya if the success of technostructural interventions in these commercial
banks is to be attained. Top level management sktb@nks should thereforevise

ways of building their employees afteve commitment, normative commitment and
continuance commitment. Measures that can be used towards this include cultivating
relationships between subordinates and supervisors and also enhancing the physical

working environments.

Lastly, the study recomemds that leadership styles continue to be employed in a way
that enhances employee commitment and thus drive the performance of commercial
banks in Kenya. This calls for top level management to initiate leadership
development programs that can enhance ititvidual | e a dteans®rdnational
leadership qualities of idealized influence, inspirational motivation, intellectual

stimulation and individual consideration

5.5.3Recommendations with Managerial Implications
From this study, it isecommended thahanagement of banks in Kengaplore on

how employees work can be further enriched, especially in view of the low responses
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on questionnaire items touching on repetitiveness of work. The management of the
commercial banks also need to apply more focudwiding employee loyalty in
their respective organizations as the responses touching on the same registered low

responses.

The study alsadecommends that management harnesses leadership styles so as to
have a positive moderating effect in the relatiopdtetween employee commitment

and the performance of commercial banks in Kenya. This is because whereas the
study established that leadership styles moderate the relationship between employee
commitment and performance of commercial banks in Kenya, thenatot effect is

not buttressing.
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APPENDIX I: RESEARCH QUESTIONNAIRE

Part 1: Respondents Personal Details

,,,,,,,,,,,,,,,

Respondents Name [Optional] éééeééééeéeé. . eéééécéeéc
(Instruction -Tick where appropriate)
1. Gender:

Male | Female |

2. Age:
25 35yrsl 36-45 yrs.[1 45155 yrs.[] 55 yrs. andver

3. Highest Education Level:

Secondary level DiplomallBa c h el o r 6Ma sdteegrréeseDdbterg degree

4. Working Experience as a Banker:
1-5 Years!16-10 Years| 11-15 years | 15 years and above

5. Current role:

Corporate Relationship Mager| Business Banker Personal Banker

6. Number of years in current role:
lYear(11--3Years| 3-5 years | 5 years and above

Part 2: Bank Details

Banks Name [ Optional] ééeééeéécéeée..cééeééecéée. . é
1. Bank Classification:

Multinational | Regional’! Local

2. CBK Tier Category:
Large Bank | Medium Bank' | Small Bank

3. Number of yearsé of operating as a bank:

0-5yrs’1 6-10 yrs.[ 1 117115 yrs.[] 20 yrs. and over

3. Number of operations in Kenya:
0-5yrs’1 6-10 yrs.[ 1 117115 yrs.[] 20 yrs. and oer [
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PART B: QUESTIONNAIRE ITEMS

1) Technostructural Interventions

Please tick in the boxes below the extent to which you agree to the following statements
(Key: 5= Strongly agree, 4 =Agree, 3 = dlther agree nor disagree2=Disagree

1=Strongly Disagree)

Section 1: Job enrichment

a) Experienced meaningfulness of work

STATEMENT RESPONSE
5[4[3[2]1

1. | The job requires me to use a number of complex or higt
level skills.

2. | The job is arranged so that | do not have the chance to
an entie piece of work from beginning to end.

3. | The job is quite simple and repetitive.

4. | The job denies me any chance to use my personal initig
or judgment in carrying out the work.

5. | The job itself is not very significant or importantthe
broader scheme of things.

Experienced responsibility for work outcomes

My opinion of myself goes up when | do this job well.

Generally speaking, | am very satisfied with this job.

w| v RrE

| feel a very high degree of persbnesponsibility for the
work | do on this job.

*Kindly give any other comments on the level of satisfaction of staff in your organization

regarding their jobséééééééééé.. ééééééecééécééc

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

6 eécéééééécéééééeeéecceececeeeeeeeeceeeece

2. Section Il: Employee Involvement

Please tick in the boxes below the extent to which you agree to the following statements
(Key: 5= Strongly agree, 4 =Agree, 3 = Neither agree nor disagree, 2=Disagree
1=Strongly Disagree.)

a) Employee nvolvement in decision making

STATEMENT RESPONSE
5]4[3[2]1

1. | Decisions in this unit are usually made at the level wherg
best information is available.
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2. | Information is widely shared in this unit so that everyone
can get the informationftse needs when it is needed.

3. | Business planning in our unit is ongoing and involves
everyone in the process to some degree.

4. | Everyone in this unit believes that s/he can have a positi
impact.

b) Orientation of team to work coherertly

Cooperation and collaboration across functional roles ar¢
actively encouraged in this unit.

Working in this organization is like being part of a team.

Teams are the primary building block of this unit.

Bl W NP

Work is sensibly aganized in this organization so that eag
person can see the relationship between his/her work an
goals of the organization.

c) Employee empowerment to make decisions

1. | This organization delegates authority so that people can
on their own

2. | The capability of the people in this unit is viewed as an
important source of competitive advantage.

3. | Problems often arise in my unit because we do not have
skills necessary to do the job.

4. | This unit continuously invests ihe skills of its employees.

* Kindly give any other comments on the extent of employee involvement in decision making

,,,,,,,,,,,,,,,,,,,,,,,,,,
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

eeeeeceeeeeeeeeeceeeeeceeeeeceeeeeceeeeececce

Section lll: Physical layout

Please tick in the boxes below the extent to which you agree to the following statements
(Key: 5= Strongly agree, 4 =Agree, 3 = Neither agree nor disagree, 2=Disagree
1=Strongly Disagree.)

Adequacy of working space

STATEMENT RESPONSE
5/4[3[2]1

1. | There is enough space in my cubicle to hold a face to fa
meeting.

2. | There are different sized meeting room spaces on the flg
where | am working

3. | There is always a meeting room space available when |
it.
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Collaborative working space

1. | The arrangement and furnishing of the meeting room/spy{
supports collaborative work.

2. | There are adequate tools and technology in meeting
room/spaces to support collaborative work.

| am distracted by people who dadking in common areas.

| can always find suitable places for certain types of
conversations or collaborative work.

Kindly give any other comments regarding the appropriateness of your work settings in

attaining your job goals

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

eeeeeeeeeeceeeeeceeeeceeceeeeeceeeeeceeeececce

2. Employee Commitment

Please tick in the boxes below the extent to which yogiee to the following statements
(Key: 5= Strongly agree, 4 =Agree, 3 = Neither agree nor disagree, 2=Disagree
1=Strongly Disagree.)

Ai) Continuance Commitment - Necessity to continue working for the organization

STATEMENT RESPONSE

5 4 13|12 1

1. | Rightnow, staying with my organization is a matter of
necessity.

2. | It would be very hard for me to leave my organization ri
now, even if | wanted to.

3. | Too much of my life would be disrupted if | decided |
wanted to leave my organization now.

Aii) Continuance Commitment i Availability of alternative employment options

STATEMENT RESPONSE
54321

1. | I feel that | have too few options to consider leaving this
organization.

2. | One of the few negative consequences of leaviigg t
organization would be the scarcity of available alternatiy

3. | If I had not already put so much of myself into this
organization, | might consider working elsewhere.
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Bi) Affective Commitment i Organization belongingness

STATEMENT RESPONSE

5 4 | 3|2 1

1. | I really feel as if this organization's problems are my ow

2. | 'would be very happy to spend the rest of my career wi
this organization.

3. | I do feel like "part of the family" at my organization.

Bii) Aff ective Commitmenti Emotional attachment to the organization

RESPONSE
STATEMENT

5 4 | 3| 2 1

1. | I do feel "emotionally attached" to this organization.

2. | I'think that | could easily become as attached to anothe
organization as | am to this one.

Ci) Normative Commitment i Moral obligations

RESPONSE

STATEMENT
5 4 | 3| 2 1

1. | Jumping from organization to organization does not see
all unethical to me.

2|/l do not think that to be
womanoé i s srensi bl e anymo

3. | One of the major reasons | continue to work in this
organization is that | believe loyalty is important and
therefore feel a sense of moral obligation to remain.

Cii) Normative Commitment i Faith in organizational allegiance

RESPONSE

STATEMENT
5 4 | 3 2 1

1. | I do not believe that a person must always be loyal to hi
her organization.

2. | If | got another offer for a better job elsewhere | would n
feel it was right to leave my organization.

3. | I'was taught to believanithe value of remaining loyal to
one organization.

Kindly give any other comments on what affects your level and colleagues level of
organizational
commit médtééée ecéécéecéeééecéeééeceéecéce.

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

eeceeeeeeeeececeeceeceeeeeeeececeeceeceeeeeeeeceeee
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3. LeadershipStyles

Please tick in the boxes below the extent to which you agree to the following statements
(Key: 5= Strongly agree, 4 =Agree, 3 = Neither agree ndisagree, 2=Disagree
1=Strongly Disagree.)

a) Transactional leadership

Part I: Contingent Reward

STATEMENT RESPONSE
5 [4[3[2]1

1. | The leadership clearly formulates expectations.

2. | The leadership shows satisfaction if expectations were
realized.

3. | The leadership, as a countapve for achievement, offers
support.

Part Il: Management by exception passive

STATEMENT RESPONSE
543211

1. | The leadership only intervenes when problems have
arisen.

2. | The leadership only rets to problems if it is absolutely
necessary.

Part 111) Management by exception active

RESPONSE
5 4 | 3] 2 1

STATEMENT

1. | The leadership pays special attention to the breaking g
rules and deviation of set standards.

The leadership drasvattention to mistakes.

3. | The leadership consistently persecutes mistakes.

b) Transformational leadership

Part I) Inspirational motivation

RESPONSE
5 4 13121

STATEMENT

1. | The leadership sees the future optimistically.

2. | The leadership radiates enthusiasm.

3. | The leadership offers attractive visions for the future.

4. | The leadership mediates trust and confidence that the
goals can be reached.
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Part 1) Intellectual stimulation

STATEMENT RESPONSE
5[ 4[3[2]1

1. | The leadership promotes an intelligent, rational and
carefully thought trough resolution of problems.

2. |The |l eadership recurring

3. | The leadership makes innovative suggestions.

Part lll: Individual c_onsideration

RESPONSE
5 4 13| 2|1

STATEMENT

1. | The leadership has time for each colleague.

2. | The leadership acts as a coach and directs

3. | The leadership promotes individual development.

Part lll: Idealized influence

RESPONSE
5 143 2 1

STATEMENT

1. | The leadership instills pride in followers.

2. | Goes beyond their selfiterest for the greater good of th
organization

3. | The leadership emphasizes collective mission.

4. | Displays a sense of power and confidence.

Kindly give any other comments on the organization leadership

,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,
/////////////////////////////////////

/////////////////////////////////////

eeceeeeeeeeeceeceeceeeeeeeeceececeeceeeeeeeeeeeeece
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4. Bank Performance

Please tick in the boxes below the extent tohich you agree to the following statements

(Key: 5= Strongly agree, 4 =Agree, 3 = Neither agree nor disagree, 2=Disagree

1=Strongly Disagree.)

Part la: Flexibility in undertaking operations

STATEMENT RESPONSE
514 3 2
1. | Our unit easily outsourcestagties of primary
processes.
2. | Our unit easily hires employees to anticipate dema
fluctuations.
3. | In our unit, we can easily vary the service capacity
when demand changes.
Part 1lb: Flexibility in undertaking strategic decisio ns
RESPONSE
STATEMENT
514 3 2
1. | In our unit we apply new technologies relatively
often.
2. | In our unit , we try to reduce risks by assuring we
have services in different phases of their lifecycles
3. | Our unit is very active in creéag new servicemarket
combinations.
Part lla: Responsivenes$ Innovative culture
STATEMENT RESPONSE
5 14| 3 2
1. | Creativity is highly appreciated in our unit.
The person that introduces a less idea in our comg
can forget aboutik/her career.
3. | Deviating opinions are not tolerated in our unit.
Part IIb: Responsivenesd Information processing capabilities
STATEMENT RESPONSE
5 14| 3 2
1. | In our unit, we often carry out an extensive
competitor analysis.
2./ln our industry we are
going on.
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Part Ill: Profitability - Attainment of set targets

Please indicate heréoelow the level attained by your unit in relation to set targets for

last year: Key: 5 = Exceeded by far (116%&nd above), 4= Generally exceeded (105%

115%), 3 = Met (95%-104%), 2 = Partially Met (90%-94%), 1= Not Met (89% and

below).

STATEMENT

RESPONSE

4

3

2

1. | Level attained by your unit in relation to set
Profitability target.

2. | Level attaind by your unit in relation to Cost
Efficiency.

Thanks you very much for your time!

224



APPENDIX Il : RESEARCH PROGRAM

ACTIVITY

JAN 2015
APRIL 2016.

MAY 2016- AUG 20161
JULY 2016. DEC 2016.

JAN 201771
DEC 2018

Development of
the Research
Proposal.

XX

Defense of
Proposal.

XX

Data Collection,
Data Analysis
and Report
Writing.

XX

Writing and
Presentation of
thethesis.

XX

Corrections on
research report.

XX
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APPENDIX I'll : RESEARCH BUDGET

ITEM QUANTITY UNIT COST | TOTAL COST
(KSHS) (KSHS)

Stationary 30reams 500 15,000
Travel/Telephone Logistic ) 1.000 30.000
Typing services 250 pages 5 1,250
Binding 6 copies 120 750
Research Assistants 6 15.000 90.000
Miscellaneous 20,000
Total

ota 6 157,000
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APPENDIX IV: RESEARCH PERMIT REQUEST LETTER

THE CHIEF EXECUTIVE OFFICER

NATIONAL COMMISSION FOR SCIENCE, TECHNOLOGY AND
INNOVATION

P. O. BOX 30623- 00100

NAIROBI

30" March 2017
Dear Sir/Madam

RE: REQUEST FOR A RESEARCH PERMIT

| am a PBD (Business) @ndidate at Kenyatta University. | intend to undertake a

research study on technostructural interventions, which are part of organization
development interventions, and how they relate to performance of commercial banks
in Kenya. Undertaking the researchin partial fufillment for the award of a PhD

(Business) degree at the University.

| kindly request your office to issue me with a licence towards undertaking the

research.Attached heravith is my research proposdl.commit to adhere to the

highest leels of research ethics.

Yours Faithfully

MOSES SIRURI MARWA
D86/CTY/26903/2013

C.c Chairman
Department of Business Administration
Kenyatta University.
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APPENDIX V: LIST OF COMMERCIAL BANKS IN KENYA

No. | Bank Name CBK Peer Group Category
1 African Banking Corporation Limited Small
2 Bank of Africa Kenya Limited Medium
3 Bank of Baroda (K) Limited Medium
4 Bank of India Medium
5 Barclays Bank of Kenya Limited Large
6 CfC Stanbic Bank Limited Medium
7 Citibank N.A Kenya Medium
8 Commercial Bank of Africa Limited Medium
9 Consolidated Bank of Kenya Limited Small
10 | Co-operative Bank of Kenya Limited Large
11 | Credit Bank Limited Small
12 | Development Bank of Kenya Limited Small
13 | Diamond Trust Bank Kenya Limited Medium
14 | Ecobank Kenya Limited Medium
15 | Spire Bank Ltd Small
16 | Equity Bank Kenya Limited Large
17 | Family Bank Limited Medium
18 | Fidelity Commercial Bank Limited Small
19 | First Community Bank Limited Small
20 | Guaranty Trust Bank (K) Ltd Medium
21 | Giro Commecial Bank Limited Small
22 | Guardian Bank Limited Small
23 | Gulf African Bank Limited Small
24 | Habib Bank A.G Zurich Small
25 | Habib Bank Limited Small
26 |1 & M Bank Limited Medium
27 | Jamii Bora Bank Limited Small
28 | KCB Bank Kenya Limited Large
29 | Middle East Bank (K) Limited Small
30 | National Bank of Kenya Limited Medium
31 | NIC Bank Limited Medium
32 | M-Oriental Bank Limited Small
33 | Paramount Bank Limited Small
34 | Prime Bank Limited Medium
35 | Sidian Bank Limited Small
36 | Standard Chartered Blaienya Limited Large
37 | TransNational Bank Limited Small
38 | UBA Kenya Bank Limited Small
39 | Victoria Commercial Bank Limited Small
40 | HFC Limited Medium

228



