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ABSTRACT 

The research aimed at examining factors affecting employee productivity in devolved governments in Kenya 

in terms of three thematic areas namely motivation, employee capacity and infrastructure in Embu County 

government. Adopting descriptive research design, the study targeted employees in the county, from whom a 

sample of three hundred and forty-five respondents was selected using stratified sampling technique.  Data was 

collected using a structured questionnaire that contained both open and closed ended. Data collected was analyzed 

to obtain both descriptive and inferential statistics. The study revealed that the government has initiated several 

motivating strategies including merit promotion, an inclusive leadership and training opportunities. Merit 

recruitment, good leadership and employees’ level of training positively influenced employee productivity. 

Though the county government has provided necessary working infrastructure, this was considered inadequate 

thereby impacting negatively on employee productivity. In light of the findings, the study recommends that the 

county government should provide adequate infrastructure including utilities and transport facilities, develop 

systems that maintain employees good work stations and provide adequate annual budgetary allocations for 

efficient service delivery. Additionally, the county government need to reconsider re-evaluating its training and 

motivation systems as well as improve on the employee working environment. 
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I. INTRODUCTION 

Worldwide, organizations including governments continue to operate in a dynamic and volatile 

environment characterized by uncertainty, complexity and ambiguous business context (Charles & 

Gareth, 2010). Thus, for the organizations to thrive, Charles and Gareth (2010), note that they have had 

to reinvent in terms of efficiency, innovation and to generally stay ahead of competitors aimed at 

improving employee productivity. This is premised on the fact that employees are key resources in the 

optimization of production process (Kaplan, 2001; Collis & Hussy, 2014). Employee productivity refers 

employee’s capacity to generate product or services needed to achieve organizational goals which 

translates to improved organization performance (Prakash, Jha, Prasad, & Singh, 2017; de Been, Van 

der Voordt & Haynes, 2017). This is determined by assessing the relationship between output (goods 

and services produced) and inputs. 

Drunker (1999) considered employee productivity as the sum total of employee’s efforts measured 

on the performance of an organization which is however, affected by various factors. This is affected 

positively or negatively by factors considered to either emerging from outside the organization or from 

within the employees (Stringer, 2002) categorized in terms of organizational management systems and 

plans, working conditions, reinforcements and remunerations, and external environment (Rojas & 

Aramvareekel (2003). For example, employees who are better paid, trained and constantly motivated 

hold positive perceptions towards their jobs which in turn influences their levels of productivity 

(Stringer, 2002). On the contrary, however, poorly paid employees are unhappy, hold low perception 

towards the employer and the job itself which in the process affect their productivity levels. Historically, 

there was a tendency by governments’ world over to centralize power, however, in the recent past, there 

has been changes in governance through devolution (Crowford, 2009; Rondinelli & Nellis 2010). In the 

1990s, the United Kingdom (UK) government enacted a law allowing devolution, in which a highly 

asymmetrical form was adopted with different territories granted different powers and institutional 

arrangements (Crowford, 2009). The experience of UK, made other world nations to embrace 

devolution aimed at assuring an inclusive development. This was partly attributed to its ability to ensure 

that decisions are made by locals directly through the elected leaders at the local level (Harris, 2003). 

Devolution also provides greater freedoms and flexibilities at a local level, wherein meaning councils 

can work more effectively in improving public services for their area (Harris, 2003; Crowford, 2009). 

In Africa, devolution is viewed as panacea of hope, aimed at bringing to an end the historical injustices 

meted against its citizens including ethnicity/tribal discrimination, unequal distribution of resources and 

marginalization, poverty, corruption, tribal politics, insecurity and conflicts, poor governance and rule 

of law (Gurr, 1994; Crook, 2003).   

In Kenya, the promulgation of the Constitution in 2010 and subsequent adoption of the Devolution 

Act of 2012, marked an important milestone in the history of the country (GoK, 2010). The constitution 

provides for a two-tier system of governance namely County and National government. Currently, 

county governments play a vital role in driving the country’s national economic growth and 

development, particularly through supporting businesses, delivering services, creating jobs and 

generally rising the standards of living of the local populations (GoK, 2017). Following the 

implementation of Devolution in 2013, National Government has committed financial, physical and 

human resources towards county government which partly impacts on employee productivity. Some of 

these relate to enhancing of employee skills through capacity development including reviving 

government training facilities, support for further education, retraining of the staff, among others. Other 

strategies include reward systems as embedded in the performance contracting schemes, provision of 

necessary supporting infrastructure and equipment as envisioned in the medium terms expenditure 

frameworks (GoK, 2018). Embu County is one of the forty-seven units of devolved governance created 

by an act of parliament as per the Constitution of Kenya 2010. The County has enacted several laws 

aimed at providing legal framework to enable implementation of the Constitution of Kenya 2010.  
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One of this, is the establishment of County Public Service Board (CPSB) whose mandate is human 

resource management which includes employee productivity. Consequently, ten departments were 

established with guidance of Transitional Authority (TA) with the aim of providing necessary staff 

mandated to provide efficient and effective services to the populace. As envisioned in the County 

Integrated Development Plan, the County is committed towards improving service delivery to the 

populace. To realize this, investing in human resources, in skills development as well as motivating 

them and providing necessary infrastructure for effective service delivery is core (CIDP, 2020).  

II. STATEMENT OF THE PROBLEM 

Devolution has been received with a lot of hope in most countries including Kenya partly due to its 

ability to enhance service delivery to the populace. The implementation has however, been fraught with 

a host of challenges. One of the major challenges according to Mugambi (2016), is the lack of 

institutional culture that promotes good governance and the interests of the people as a whole. Mugambi 

opines that people entrusted to lead these institutions are incompetent and self-centered. Kasomi and 

Kariuki (2011) on the other hand opine that the big challenge affecting devolution and its success is 

duplication of offices and roles at county level. In the process, large amounts of resources are spent on 

recurrent expenditure including paying salaries to workers who might not add value to the county or 

may not be present at work stations.  

Like any other public governance entity, majority of Embu County employees are on permanent and 

pensionable terms and few work on casual terms with only the executive staff working on contract 

terms. While studies have been conducted to interrogate the challenges affecting the success of 

devolution from the grassroots levels (Kasomi & Kariuki, 2011; Mugambi, 2016), little information 

exists on issues relating to labor productivity within the devolved units. Similarly, in the various county 

office documents, the government of Embu County has continued to invest resources aimed at enhanced 

services delivery by employees. Scientific investigation seems to be missing to inform policy debate 

and dialogue. Similarly, there is a missing link in terms of employee productivity and employee 

capacity, motivation, business infrastructure/resources and productivity in relation to service delivery. 

This partly account for literature gaps on the factors affecting employee productivity at county levels. 

To fill this literature gap, this study sought to examine factors affecting employee productivity in the 

county by specifically focusing on a vector of constructs relating to employee capacity, motivation, 

business infrastructure/resources and productivity.  

III. RESEARCH METHODOLOGY 

The study used descriptive research design, while the target population comprised of employees of 

Embu County Government from the ten departments who were categorized in terms of senior 

management, middle level management staff and junior staff which was obtained from the County 

Service Board. Given the nature of the study, stratified sampling method was used and Yamane formula 

at confidence level of 95% applied to identify the sample of three hundred and forty-five which was 

apportioned proportionately in each group. Table 3.1 provides a summary of the target population and 

sample size. 

Table 3.1 Target Population and Sample Size 

Category   Population   Sample Size  

County Executive 

Members  

10   2  

Chief Officers  17   3  

Directors  27   4  

Other staff 

Total  

2446  

2500 

 336  

345 
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In the study, primary data was collected using structured questionnaire that contained both closed 

ended questions. Pretesting was done on select respondents within the county who were omitted from 

the final sample of the respondents that responded to the research tools. This was aimed at validating 

the research instruments. Thereafter, the tools were administered to the identified respondents. The 

filled questionnaires were then collected and checked for completeness to ensure there was no missing 

data or anomalies before coding and data entry followed by analysis. Data analysis was done using 

SPSS version 23 at 95 % confidence level. Data was analysed in terms of both descriptive and inferential 

statistics in terms of charts, frequency tables, means and standard deviation, correlation, ANOVA and 

regression analyses.  

IV. RESULTS AND DISCUSSION 

A. Employee Motivation and Productivity  

Results in terms of effect of motivation on productivity show that style of leadership adopted by the 

county leadership contribute positively towards employee productivity. This enable County 

Government perform well and that employee promotion is by merit. Being that human beings are 

purposefully driven by goals; the county departmental leadership had established goals that are to be 

achieved by the employees. Majority of the respondents were indifferent on whether it was possible to 

acquire commendation letters upon good performance and whether they participate in decision making. 

Employee participation in decision making improves the relations between managers and employees 

since it allows for free transfer of knowledge, opinions and teamwork development. The respondents 

were, however, neutral on whether county governments give timely promotion. Regression results show 

that employee motivation and productivity. The findings R2 was .672 hence 67.2% of the variations in 

Employee Productivity was explained by the variations in employee motivation.  

Table 3.1: Regression Analysis on Employee Motivation and Productivity 

Model R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .820a .672 .663 1.81230 .672 73.015 8 285 .000 

 

An analysis of variance was conducted at 95% level of confidence between employee motivation and 

productivity. From table 4.3, the F statistic of the ANOVA was 73.015 with a P value of .000 implying 

significance.  

Table 3.2: ANOVA results on employee motivation and productivity 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1918.496 8 239.812 73.015 .000b 

Residual 936.062 285 3.284   

Total 2854.558 293    

a. Dependent Variable: Productivity 

 

Regarding employee capacity and productivity, results reveal that the county government possess 

robust human resource department and that the county government has highly trained staff.  
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Respondents agreed that the county government provides training and orientation program to its new 

employees. This implies that the county government recognizes that training improves employee 

performance through skill enhancement. The results also reveal that the county government possess 

clear training and development program. Respondents were however indifferent on whether the county 

government provides training to enhance skill development and whether on job training is provided to 

its staff. Respondents also had a neutral view on whether the county government reviews its processes 

from time to time and whether the county has a robust research and development department. The 

county employees were also indifferent on whether the county ICT works effectively, has robust ICT 

tools and systems and whether the county ICT support has decreased the county’s coordination costs 

and enhanced its performance. Regression analysis show that 60.4% of the variations of employee 

productivity was explained by employee capacity holding other factors constant.   

Table 3.3: Regression Analysis on Employee Capacity and Productivity 

Model R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .777a .604 .593 2.25459 .604 52.730 8 276 .000 

a. Predictors: (Constant), B312, B35, B39, B38, B37, B310, B36, B311 

Table 4.6 provides the analysis of variance on employee performance and productivity conducted at 

95% level of confidence. Results depict F statistic of 52.730 and a p value of 0.000 implying 

significance of variance of variables. 

Table 3.4: ANOVA Results on Employee Performance and Productivity 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 2144.273 8 268.034 52.730 .000b 

Residual 1402.955 276 5.083   

Total 3547.228 284    

a. Dependent Variable: Productivity 

 

In terms of provision of infrastructure, respondents indicated that county government provided 

adequate working space and that the working space is safe for them. Results also show that there are 

inadequate utilities in the workspace and lack of good systems that maintain work stations. As shown 

in Table 3.5 business infrastructure accounted for 56% of the variations in employee productivity was 

explained by the variations in business infrastructure holding other factors constant. 
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Table 3.5: Regression Analysis of Business Infrastructure on Employee Productivity 

 

Mo

del R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .749a .560 .552 2.42167 .560 68.849 5 270 .000 

a. Predictors: (Constant), C48, C43, C45, C46, C47 

An analysis of variance shown in table 3.6 outlines the F statistic of 68.849 with a P value of 0.000. 

The Anova was conducted at 95% confidence level hence implying significance as the model p value 

is less than 0.005. 

Table 3.6: ANOVA Results of the relationship Business Infrastructure and Employee Productivity 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 2018.834 5 403.767 68.849 .000b 

Residual 1583.413 270 5.864   

Total 3602.246 275    

a. Dependent Variable: Employee productivity 

V. CONCLUSION 

The results show that motivation is vital in human resource management in promoting employee 

productivity in the County. To enhance this, the county government has initiated and implemented 

various strategies aimed at motivating staff. These include but not limited to merit promotion and 

leadership style aimed at improving employee productivity. For instance, the county leadership has 

fostered employee performance which depicts the importance of leadership in employee motivation as 

enshrined in performance contracting. Similarly, capacity building at the county has continued to be 

implemented thereby contributing contributed towards skilled development within the work force 

which in the process has positively and significantly enhanced productivity. Finally, there was positive 

and significant relationship between business infrastructure and productivity implying that good work 

infrastructure and tools, workers are expected to be productive and able to perform their job. In the 

process, this has gone a long way in maximizing productivity in the county through proper service 

delivery.  

VI. RECOMMENDATIONS 

The county government of Embu has attempted to address the issue of employee productivity though 

the government still needs to work on several important issues. The county leadership need for instance, 

to inspire and improve on motivation of its employees for purposes of effective and efficiency in service 

delivery to the populaces. County government leadership need to involve their employees in decision 

making to ensure better productivity as enshrined in performance contracting policies. A clear formal 

process of identifying training needs however, should be put in place to ensure that the trainings are 

aligned to what is required for a specific task by the employees. It is also important to note that 

continuous improvement of the level of education for the employees should be systematically set and 

budgetary allocations set every year. As much as employees felt that the environment was conducive 

for them to work in, there is need to increase utilities in the workspace together with transportation 

facilities to get them to the areas of work and county offices. There is also need for the county 

government to develop proper systems that maintain employee’s workstation as well as allocate and 

efficiently utilize the available limited resources.  



 RESEARCH ARTICLE 

Kabarak Journal of Research & Innovation 

www.kabarak.ac.ke 
 

 

                                                              
Link: http://ojs.kabarak.ac.ke/index.php/kjri/article/view/428                                                                                                                                                     Vol 11 | Issue 3 | September 2021 218 

 

VII. REFERENCES 

Akwaboah, P. N. (2012). Law Enforcement Perceived Stress, Job Satisfaction, And Burnout. Master of Arts in  

Forensic Psychology. California Baptist University 

Andres Rodrfguez-Pose and Nicholas Gill 2003.  Reassessing Relations between the Centre and the States: The  

Challenge for the Brazilian Administration Regional Studies, Vol. 38.7, pp. 833-84 

Audy Thudaa, Junita Sarib, Anita Maharanic (2019). Employees Perception of Human Capital Practices,  

Employee's Productivity, and Company Performance. Integrated Journal of Business and Economics: 

p240-250 

Awan, A. G., & Tahir, M. T. (2015). Impact of working environment on employee’s productivity: A case study  

of Banks and Insurance Companies in Pakistan. European Journal of Business and Management, 7(1), 

329-345 

Azar, M & Shafighi, A. (2013). The Effect of Work Motivation on Employees’ Job Performance: International  

Journal of Academic Research in Business and Social Sciences, Vol. 3, No. 9 ISSN: 2222-6990 

Bresnaham, F. T., Brynjolfsson, E. & Hitt, L. M. (2002). Technology, organization, and the Demand for Skilled  

labor. “Firm level Evidence”. Mimeo. MIT, Stanford University, and Wharton 

Brown, S. P. & Leigh, T. W, (1996). A new look at psychological climate and its relationship to job involvement,  

effort and performance. Journal of Applied psychology. 81, 358-368 

Bruce P, Ira K (2002). “The Hidden Human Resource: Shareholder Value Finding the Right Blend of Rewards.” 

Canon, W. B. (1929). Organisation for Physiological Homeostasis. Vol. 9 No. 3. 

Carnevale, D. G. (1992) Physical settings of work, Public Productivity and Management Review, Vol. 15, pp.  

423-436. 

Chandrasekar K. (2011). Workplace Environment and its Impact on Organizational Performance in Public Sector  

Organizations, International Journal of Enterprise Computing and Business Systems, Vol: 1, Issue: 1 

Chenet (2004). Understanding and managing organizational behavior 4thedition. New Jersey. Pearson prestige  

hall 

Cheramie, R. A., Sturman, S. & Walsh, K. (2007). Executive Career Management: Switching Organizations and  

the Boundaryless Career. Journal of Vocational Behavior. 71(3):359-374 

Claire and Peterson (2000). Effects of Training on Employees Productivity in Nigeria Insurance Industry. British  

Journal of Economics, Management & Trade, Vol.: 7, Issue. 3 

Claire K. M. (2008). Effects of organizational communication on employee motivation: a case study of Nokia  

Siemens networks Kenya. International Academic Journal of Information Sciences and Project 

Management | Volume 1, Issue 3, pp. 28-62 

Crawford G (2009)''Making democracy a reality? The politics of decentralization and the limits to local democracy  

in Ghana") 27(1) Journal of Contemporary African Studies 57 at 59 Constitution of Zimbabwe (2013) 

Crook C. R. (2003) Decentralisation and Poverty Reduction in Africa: The politics of local-central relation: public  

administration and development 23 (1) pp. 77-88 

Crook C. R. (2018). Iniquity in social exchange. In l. Berkowitz (ed.), advances in experimental social psychology.  

New York: academic press 

Delaney (1996). Ferreira, A., & Du Plessis, T. (2009). Effect of online social networking on employee  

productivity. South African Journal of Information Management, 11(1), 1-11 

Delaney JT, Huseld M. A. (1996). Forthcoming. Unions, human resource innovations, and organizational  

outcomes 

Drucker P.F. (1999). Management challenges for 21st Century. New York, NY Harper 

Drunken (2008). Factors affecting employee productivity in the UAE construction industry, Research-Technology  

Management, 33(3), 11-14 

Embu County Integrated Development Plan 2013-2018, Embu County 

Faizen, M., Muhammad, M. N., Khan, S. M., Zeeshan, S. & Numan, A. (2011). Are Employee Motivation,  

Commitment and Job Involvement Inter-related: Evidence from Banking Sector of Pakistan. 

International Journal of Business and Social Science Vol. 2 No. 17 pp 226-233 

Finney, S. & Corbett, M. (2007). ERP implementation: a compilation and analysis of critical. First  

Published March 21, 2017. Research Article 

Gallup (2008). The Implication of Adequate Motivation on Employee Productivity in an Organization, Pittsburg. 

Gorman, P. (2004). Motivation and Emotion. Routledge Taylor and Francis group. London and New York 

Government of Kenya (2010). Constitution of Kenya 2010, Government Printers.  

Government of Kenya (2012). County Governments Act 2012, Government Printers 

Gregory and Torch (2008). The Affecting Productivity of Work Staff at Sub Health Ministry Sub, Province  

Mimika. International Journal of Science and Healthcare Research, 3(2). 

Greyson and Mar (2004). Creating the productive workplace. Taylor & Francis. 

Gurr, Ted Robert, 1994. `Peoples Against States: Ethnopolitical Conflict and the Changing World System',  

International Studies Quarterly 38(Fall): 347-377 



 RESEARCH ARTICLE 

Kabarak Journal of Research & Innovation 

www.kabarak.ac.ke 
 

 

                                                              
Link: http://ojs.kabarak.ac.ke/index.php/kjri/article/view/428                                                                                                                                                     Vol 11 | Issue 3 | September 2021 219 

 

Harris R (2003). "Centralization and decentralization in Latin America" in Cheema & Rondinelli, 183 

Hinrichs (1976). Perspective on employees’ performance, Management research news, Vol. l19, pp. 38-40 

Hollenbeck, DeRue and Guzzo (2004). Bridging the gap between I/O research and HR practice: Improving team  

composition, team training, and team task design. Winter 43 (4) pp 353-366 

Houger, (2006). The Affecting Productivity of Work Staff at Sub Health Ministry Sub, Province Mimika.  

International Journal of Science and Healthcare Research, 3(2) 

Howell, K. E (2013). An introduction to the philosophy of methodology. University of Plymouth. SAGE  

Publications Ltd 

Huselid (2003). The determinants of employee productivity and earnings. Industrial Relations: A Journal of  

Economy and Society, 29(3), 403-422 

Hyden G. (2017). The decentralization experience in Africa: beyond donor-driven approaches, Africa  

Review, 9:1, 98-114 

Jie and Roger (2005). Beyond predictable workflows: Enhancing productivity in artful business processes. IBM  

Systems journal, 45(4), 663-682 

Kaplan, R.S. (2001), “Strategic performance measurement and management in non-profit organizations”, Non- 

Profit Management and Leadership, Vol. 11 No. 3, pp. 353-70. 

Kariuki & Kasomi 2011. "The perception of Kenyan citizens on improvement of public service delivery since the  

implementation of performance contracts in Kenya." 

Kathiravan, N., Devadasas, S. R. and Zakkeer, M. M. (2006).Quality Oriented Improvement Training, Industrial  

and Data Systems. Emerald Group Publishers, 106(3), pp. 380-406 

Keeling, B. L. & Kallaus, N. F. (1996)/. Administrative office Management, 11 th ed., International Thompson  

Publishing, Ohio 

Khan, M. (2012). The impact of training and motivation on productivity of employees, Business Review, 7(2), pp  

1-13. 

Kleiner B. M. (1999). Macroergonomic Analysis and Design for Improved Safety and Quality Performance.  

International Journal of Occupational Safety and Ergonomics, VOL. 5, NO. 2, 217-245 

Kothari, C. R. (1985). Research Methodology: Methods and Techniques. New Delhi: Wiley Eastern Limited 

Kozlowski (1997). Human Resources Management in Public Service, Paradoxes, Processes and Problems,  

London, London 

Kretschmer, T., Cardona, M. & Strobel, T. (2013). ICT and Productivity: Conclusions from the Empirical  

Literature. Information Economics and Policy 25(3):109–125 · September  

Latham, G. P., & Locke, E. A. (2002). Building a practically useful Theory of Goal setting and task motivation.  

American Psychologist. Vol. 57; 705-717 

Lollar, J. G., Beheshti, H. M., & Whitlow, B. J. (2010). The role of integrative technology in  

competitiveness. Competitiveness Review: An International Business Journal 

Maden, C., Ozcelik, H., & Karacay, G. (2016). Exploring employees’ responses to unmet job  

expectations. Personnel Review. Management Journal, 12(4), 35-51   

Mark, (1999).  Organizational climate and company productivity: The role of employee affect and employee level.  

Journal of Occupational and Organizational Psychology, 77(2), 193-216 

Marquis B.L. Huston C.J. (2009) Leadership Roles and Management Functions in Nursing; Theory and  

Application 

Mugambi, L. (2016) Implementing devolution in Kenya: challenges and opportunities two months on.  

Constitution net. 

Mugenda, O.M. & Mugenda A.G. (2003). Research Methods: Quantitative and Qualitative Approaches. Nairobi  

Kenya; African Centre for Technology Studies 

Nadis, S. (2003). All together now. Nature research. 421, 780-782 

Neely, G. H. (1999). The relationship between employee morale and employee productivity. National Fire  

Academy. 

Prakash, A., Jha, S.K., Prasad, K.D. and Singh, A.K. (2017), “Productivity, quality and business performance: an  

empirical study”, International Journal of Productivity and Performance Management, Vol. 66 No. 1, pp. 

78-9 

Roelofsen, P. (2002). "The impact of office environments on employee performance: The design of the workplace  

as a strategy for productivity enhancement." Journal of Facilities Management 11(3): 247-264. 

Ron and Ronald (2002). Determinants of productivity per employee: An empirical estimation using panel data.  

Economics Letters, 91(2), 153-157. 

Rondinelli DA & Nellis J (2010). “Assessing decentralization policies in developing countries: The case for  

cautious optimism” 4(1) Development Policy Review 3 at 5.  

Saunders, M.; Lewis P. and Thornhill, A. (2016). Research Methods for Business Students.7th Ed. Pearson  

Education Limited. England 

Sekar, C. (2011): Workplace Environment and its impact on organizational performance in public sector  



 RESEARCH ARTICLE 

Kabarak Journal of Research & Innovation 

www.kabarak.ac.ke 
 

 

                                                              
Link: http://ojs.kabarak.ac.ke/index.php/kjri/article/view/428                                                                                                                                                     Vol 11 | Issue 3 | September 2021 220 

 

organizations, International Journal of Enterprise Computing and Business System International 

Systems, Vol. 1 Issue 1 January 2011 

Stringer, R. (2002). Leadership and Organizational climate. Upper Saddle R. NJ: Prentice Hal Students. 3rd ed.  

Harlow: Financial Times Prentice Hall 

Swanson, R. A. & Holton, E. F. (2001). Foundations of Human Resource Management. Berret-Koehler Publishers  

Inc 

Tetteh, E. K., Asieda, C., Odei, G. A., Bright-Afful, C., & Akwaboah, L. (2012). Work Environment and its  

impact on Employee performance. A case study of Produce Buying Company. Kumasi: Christian Service 

University College 

Thomas, W.K. (2009) Intrinsic Motivation at Work: What Really Drives Employee Engagement, New York. 

 

Vandewalle, D., L. Vandyne and T. Kostova (1995), ‘‘Psychological Ownership: An Empirical Examination of 

Its Consequences’’, Group and Organization Studies, 20, 2, 210-226 

Wagner (1994). Measuring the impact of office environment on performance level of employees in the private  

sector of Pakistan, Faculty of management sciences, Shaheed Zulfiqar Ali Bhutto Institute of Science 

and Technology, Islamabad, Pakistan 

Waiyaki, E. W., (2017). Effect of Motivation on Employee Performance: A Case of Pam Golding Properties  

Limited, Nairobi. Master of Science in Organizational Development (MOD) Thesis. United States 

International University- Africa 

Wanyama, K. W., & Mutsotso, S. N. (2010). Relationship between capacity building and employee productivity  

on performance of commercial banks in Kenya 

Wanyoike, (2003). Fitness and employee productivity. Canadian journal of applied sport sciences. Journal  

Canadien des Sciences Appliquees’ au Sport, 4(3), 191-198 

Watson, M., & Shove, E. (2008). Product, Competence, Project and Practice: DIY and the dynamics of craft  

consumption. Journal of Consumer Culture, 8(1), 69–89 

Weimer, J. (ed.) (1995). Research Techniques in Human Engineering. Englewood Cliffs, Prentice Hall publishers 

Wilmot, A. (2017).  Designing sampling strategies for qualitative social research: with particular reference to the  

Office for National Statistics’ Qualitative Respondent Register 

Wilson, T. B. (1994), Innovative reward systems for the changing workplace United States of America: R.R.  

Donnelley & Sons Company 

World Bank, Au said. 2012. “Devolution without Disruption—Pathways to a successful new Kenya” GRM  

Report, 2013 and 2014 

World Bank (2016) World Development Report 2016 International Policy Workshop organized by the Federal  

Ministry for Economic Cooperation and Development (BMZ) Berlin, November 6-7 

 

 

 

 


