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DETERMINANTS OF HUMAN RESOURCE RETENTION IN PRIVATE SECURITY
FIRMS IN KENYA

ABSTRACT

In every organization, the HR department playsisgant roles, one of the main ones being
the retention of the workforce. However, for a ®sscin this role, the management must
make serious and deliberate decisions. This alswdds that any organization schemes
appropriate strategies towards the retention dmecOrganizations today are constantly
faced with the challenge of retaining the most cetapt employees in the labor market. An
organization needs to retain the most competent@m@s and hence gain a competitive
edge within the business environment. This studytha objectives to find out the specific
factors that influence human resource retentiognaros in the private security firms,
determine the specific factors that influence reétenof employees in private security firms
and to establish the strategies that can be adbgtdte PSFs to enhance employee retention.
The study used descriptive survey research desidginebemployment quantitative as well as
gualitative research methods. The sample sizeeoftildy was 130 respondents comprising
of one human resource, one Supervisor and thretogegs from all the 26 private security
firms. The data were collected using structuredwamstructured questionnaires, which will

be administered by the researcher so as to achibigher feedback rate. A simple random
sampling of the groups is to be sampled out so aslect the employees to be interviewed.
Analysis of the collected data was done and presdny the use of SPSS (statistical package
for social sciences). Frequency tables, chartavaeah scores were also used to present the
data. The finding of this study was that recruittreemd selection affected performance in the
organization. Secondly, training and developmefgictéd employee retention performance
of the organization to a very great extent. Thirdbward/ compensation were found to affect
organizational performance. Finally, distress atajie from excessive time on job in the
company sometimes lead to decline in performanidas. study recommends that the
organization prioritize recruitment from within tbeganization to retain talent and expertise.
In addition, firms should have constant fixed sekas opposed to irregular hourly rates to
motivate its employees. Further, Firms should erageliinnovation by the employees to be
able to design new products and services as a Wagosting their morale. However, there
should be the conduction of enhanced researciwiliabevestiagete into other factors
determining retention and organizational perforneanc
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Recruitment:

Training:

Reward

OPERATIONAL DEFINITION OF TERMS

Refers to the process through which the sourdesianpower are
discovered, that are essential in meeting the reouents of the
staffing schedule (Chew & Chang 2008).

The process of acquiring knowledge, skills, anangetencies via
access to teaching of vocational or practical sKiHassan, Hashim &
Ismail, 2006).

Something that one receives as a compensationdahy behavior or
a commendable deed. It can also refer to acts orelylgiven for some

extraordinary service (Chand & Katou, 2007).

Performance Appraisal: A method of evaluating the job performance of anpleyee

Human Resource:

HR Practices:

(Hassan, Hashim & Ismail, 2006).

A group of people who make up an enterprise’skieoce and are

involved mainly in the management (Chand & Katdi)?).

Refers to the activities of an organization maihiected at managing
the human resources pool as well as ensuring thogment of the
resource towards the accomplishment of goals ofoaganization
(Chew & Chang 2008).
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CHAPTER ONE
INTRODUCTION

1.0 Introduction

This chapter presented a brief introduction of ridsearch study by looking into the
determinants of human resource retention in orgdioizs. The chapter gave the background
to the study and the problem statement. In addiitqoresents the study objectives, research

guestions, study significance, scope and limitatias well as the basic assumptions.

1.1 Background to the study

The most important asset of an organization isitsian resource and according to
Armstrong (2005) “an organization is nothing withdduman resource”. People are the
common element in every organization and they carugked to further an organization
competitive advantage. All actions of any enteg@ase mainly initiated and determined by
the individuals making up the institution. The humreffort is normally needed in order to
give direction to all other resources e.g. offi@gomated equipment, Plants, computers, and
everything else that a contemporary organizatiog need in executing its roles. The human
component management is therefore central to Béiradctivities, since all other actions are

reliant on the degree at which it is handled (Cnar2@04).

The term “employee retention” began appearinga agsult of promptness on the
scene of business in the 1970s to 1980’s. Evemglutie mid-1900s, the core of the
employer-employee relationship had become a statenfethe position held in the social
realms: this meant that employees were retainednewes they work well and give an
excellent performance. On the same note, the eraplogtention depended on whether the
economic conditions of the workplace could allowu$, remaining with one employer for a
considerable period was deemed unusual, espethalbg people who had started working in
the 1950s and 1960s. This meant that one couldyeiowork for entire life (Denscombe,
2000). However, In the 1970s saw great transfoonatin regard to job mobility as working
places increased. The model of status quo begamdr significantly. This enhanced the
employment phenomenon where employers began coimgjdamployee turnover. This made
many organizations to experience the result of eygd turnover. The organizational leaders
began working on a tool that could help reduce eyg® turnover and that which could

match with organizational requirements. As (Bal2§i03) believes, employees in the current
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decade pose completely challenges, in cases theg fnterprises to conflict tight labor
markets in decades. Therefore, retention of emplys becoming more difficult as

employers continue tapping the pool of talentslabée.

In the recent decades, employee maintenance has deserious and confusing
predicament for forms of business. Administeringeméon and keeping low the rate of
turnover below the target and norms of the indugryhe main challenging issue facing
organizations. Employee turnover is the most unaskedged and undervalued subject
according to business leaders. This crops up feweral significant assumptions concerning
turnover (Cooper and Schindler, 2003).

All stakeholders concerned with this issue who udel the Human Resource
managers have underestimated the real cost of wvgotkenover. The factors that cause
turnover have not been identified adequately intrbasinesses. Sometimes, the solutions of
reducing turnover are mismatched with the causekiammost cases never generate the
desired results. On the other hand, precautionargeplures for turnover are either excessive
or they repeatedly miss the expected mark. Theme [grocess that is in existence to measure
the achievement of maintenance solutions and eviagepan economic worth on
administering retention (Appelbaum, 2001). It imgally accepted that the quality of an
organization's human resource represents a signifitactor for industrial success. One
human resource challenge is how to attract, majva&tain, and develop independently. As
an association grows in size, it usually becomesenand more essential to draw and

preserve highly skilled employees which can beffecdit task sometimes

As every highly developed economy becomes intesnatj an organization’s mainly
significant and competitive assets become skill$ iaoreased knowledge of the workforce.
Globalization almost by description makes this datt Virtually all developed nations are
capable of designing, producing and distributinghowdities and services uniformly well
and promptly. Every aspect of construction othemtlpersonnel skills can be replicated
anywhere globally. People keep world going. How pgheoare selected, trained and
administered determines how successful a busingisbeMCascio, 1998). Many employers
not only search for financial reimbursement bubdigve non- monetary considerations.
They may be interested in whether the employersvigeo expedient hours, pleasant

surrounding, opportunities for intensification aptbgression of career and an attractive



profit program. To enhance survival in this kind sifuation the organization requires

adopting ways to attract and retain employeesearbtrsiness.

1.1.1 Private security Firms in Kenya

Insecurity has become a defining feature of livingKenya; insecurity becomes an
important aspect especially in tourism, foreignestynent and economic growth in the
country. Recent reports have indicated that themniincrease in the rate of crime. This in
turn results in insufficiency in cofidence in thabtic police force. Thid is the reason why
there is a recent development in the introductibseaurity providers who are deemed to be
more efficient (Ballantyne, 2000). Kenya has hgat@onged historical aspact of stipulating
the private security since the beginning of itsrexay. This security private security realm
has been in opration since the beginning of 19fH@sproviders of this pack are companies
like Securicor, Factory Guards etc. The subdiviapegienced a serious extension in the
beginning of the twentieth century which made tinsate security be deemed as one of the
sectors experiencing eminent growth in the econofmthis country. In this private sector,
Kenya owns approximately four hundred companiesyd there is the essence of the
continued provision of the private licences in twening days due to the elevated need for
the security situations in the country. The mogtontant part is that those security providers
that are private have a right to register as ahgrdegal business.

However, there are still others among the privaeusty providing companies that
lack registration certificates. This has causedhsignificant contrast since the law requires
that all be registered under a common umbrelldngbthey can exhibit a similar dimension.
These private security providers are of many typasging from owner-managed, small as
well as medium-sized organizations. Most of thegeeeially those operating today normally
employ a few workers even some having less thamdred. Nevertheless, most of them are
usually operational in only one region or town &sg@ié in Nairobi where they amount to
about 500 PSCs. However, the principle private ioler¢ who are mainly public still
dominate the realm and great improvements are nejuin spite of this vast number, the

segment is dominated by close to ten principal cgs (Barney, 1991).

The chief marketplace for confidential securityveses is commercial customers,
who range from banks, industries, governmental @gsrand profitable firms to embassies,
NGOs, global enterprises, refugee camps and prawsé&ding. The prime companies tender a

an overall assortment of services, including raaerm response, electronic intruder alarm
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system, access control and perimeter shield amelligatracking, guard dogs, as well as in
some cases rescue services and fire, while thestneéam companies offer only guarding that
is manned for perimeter patrol and access cor@adh-in-transit and cash administration is a
rising and expanding part of the commerce, as ncangumers realize their susceptibility in
a progressively more equipped environment. Thedeesial marketplace is relatively
undersized according the recent studies, only peréent of entire business (Becker and
Huselid, 1998).

Contributers often believe that those companiesaged by owners have their goals
mainly determined by the aspiration to enable timeaximize on proprietors income as well
as the lifestyles. The main goal should always &t twhich fosters growth along a
commercial reproduction and maximization of profithis means that if all the private
security provision managers administer a professiapproach in the management of their
companies, there is a likelihood of the incrementhie momentous revenue, especially with
the recent advanacments in the industrial sectoe. §eneral that the main trend of security
market is the gradual movement towards the impleéatiem of solutions based on
technological knowhow. The future can have exceéllentcomes especially with the
development and implementation of response sert@esplace the private security that is

manned manually.

The private security has become a segment that adnthe main sources of
employment in the country. The current trend intlisathat this segment employs
approximately 48,811 persons. It also owe the ggumsubstantial financial system fraction,
and provides the anticipated service. However, ribgss of the size of this segment, no
policies or necessities have been strategizedatioe to teaching or even vetting of guards,
and the methods of employee trainings and serviogigion have a significant variation
from one organization to another. Majority of thege private companies avail education and
training for guard forces, while some PSCs do dfgrany form of training to their guards
and therefore work without the correct informat@n.the same note, others offer fair and
well organized wide-ranging courses. Concerns @gelarly raised as to the worth and the
effectiveness of security staff and in the consitien of the lack of correspondence of
training, with allegations that guards are commdaipwn to collude with crime comitters.

While majority of the companies argue that theyryawut recruitment test, and require



prospective employees to endorse that they done ha criminal record, they liberally

recognize that the consistency of this informatgaxceedingly questionable (Beri, 1985).

1.2 Statement of the Problem

Over the recent past, the view of HR has rapidigiwad and organizations and HR
practitioners now embrace the fact that HR is mmdne than administrative tasks. Focus has
shifted towards HR However still, there is moresation that should be accorded to HR due
to the recent shift of from control systems tha behavior oriented to systems that have
basic control. According to (Bartel, 1994), the amtement of profits in the private
companies is controlled by the application of antplenan resource practice that are mainly
in the form of a set. The practices also usuallglynthat there are more pronounced results
as compared to expectations. (Beri, 1985) suggebtdit is through the pool of human
resource capital and employee performance that huresources may cause a constant
competitive advantage and enhanced business penicenQuantitative studies results have
indicated that effective HR includes retention (Bgonan and Budhwar, 2007). acquisition
training and internal labor market (Harel, 1999Véadirect impacts on organizational
performance. Private security firms depend mostiyiroman labor and talents. The challenge
therefore lies in putting into place proper appheecof HR retention in such organizations.
This is not a different case from the private sigundustry in Kenya. To stay ahead the
selected organizations as well as other relateasfin Kenya, must endeavor to have in place

HR retention strategies for the effectiveness eirtbtaff and hence the general performance.

The main studies focusing on the activities of il and the performance of any
organization are numerous that have reported disfindings. Fisrt, there has been the
conduction of operations deemed as household iefgen the United States. However, the
number of studies done in the countries that akeldping are only a few (Guest, 1992).
Consequently, there is a great essence that maleworth to establish the main effects of
HR activities on the performance of any institutienganization in a mounting country lik
Kenya, in contrast to the highly developed nati@ecker, 1996). Although there have been
abundant studies in the West which re many studrest indicted the positive impacts the
presence of HR in an organization, there has neeen one that shows the agreement of the
maon measures that should be in place strategiesnfancing organizational performance
(Droge, 1999).



Locally studies have been carried out in the f@fl@mployee retention. They mainly
surveyed on the factors that are known to influemetention of workers Nairobi's
manufacturing firms. Black’s (1999) study was calian the investigation of the relationship
eveident between the administration of employeente&in activities and charitable turnover
of labor in the Nairobi’'s Five Star Hotels. Howeyvtitese studies failed to explicitly address
HR factors influencing employee retention. The fwat they're restricted local studies
identified by the researcher depicts a knowledge ga determinants of human resource
retention and performance in Kenyan organizatitinis.in this light that this study sought to
fill the gap on the influence that human resouetention has on firms’ performance in the

Kenyan Security industry.

1.3 Purpose of the Study

This study is purposeful in the to examination bé tdeterminants of human resource

retention in private security firms in Kenya

1.3.1 Objectives of the Study

The specific objectives guiding this study werdaliow;

To establish the influence of the procurement @emn human resource retention in private

security firms.

I.  To establish the influence of training and develeptron human resource retention in

private security firms.

ii.  To find out the influence of work environment, redand compensation on human

resource retention in private security firms.

1.4 Research Questions

i.  How does procurement process influence human ressatention?
ii.  How will training and development contribute to hamresource retention?

iii.  What strategies of work environment, reward and pemsation will assist in human

resource retention?



1.5 Significance of the Study

This study’s findings would be used in the privaezurity firms and its employees
since they will understand the issues surroundingiesyic human resource administration
and the corresponding influence towards the pedoca of a firm. They will make a
significant contribution towards better understaigdand identification of strategies to aid the
security industry in Kenya. This study’s findingslivbe useful in security companies in
Kenya bent on developing and enhancing their comneeedge.

The results of the study will also aid investorsl grotential investors within the
security Industry in Kenya in the formulation ofragegies for enhanced business
performance. Besides, the government of Kenya usk this information that concerns
security firms which will be very important for useregularization and legislation especially
in labor laws and the security industry. Other @pinakers besides the government as well
as the HR practitioners and managers will gain ftbe results since they will be able to
identify the particular configurations of HR strgiees that can greatly influence the
performance of distinct organizations. By doingr@&eexamine current HR strategies and the
improvements that can be incorporated to make thatethe organization benefits both in the

short and long run.

The study will also be useful to researchers aratl@micians who may be interested to
undertake their studies in the same area of stcalegnan resource administration as well as
in establishing the relationship towards the penfmnce of firms. The results will therefore

add an input to the of existing knowledge’s bodynatters to do with HR retention programs

in organizations.

1.6 Scope of the Study

In this study information about effects of employeenover on the profitability of
service firms was gathered. The study is to beiedhrin all the private security firms in
Kenya. All the 26 research firms happen to have treadquarters within in Nairobi County.
The justification on this study’s scope had it fdation on the recent deterioration of profits
in most companies in the services industry, espigediae private security firms. This has
been contributed mostly by undetected expensewffftgrnovers in the recent years 2000 to
date. The findings of this study were generalizedther firms with similar problems within
the country.



1.7 Limitations of the study

The study was limited to lower level managers; limanagers and heads of
departments who are on the Frontline of formulaing implementing strategies. One of the
fundamental limitations of this study was on aciiekty to the top administration and their
willingness to complete questionnaires. The stugBueed the respondents of confidentiality
by providing them with a letter confirming this.

1.8 Assumptions of the study

I.  That the staff at all levels (top, middle a lowevdl) are knowledgeable of HR as well
as on the performance of firms respectively
ii. That the management and staff in the selected tprifiams would show the
willingness to provide the necessary informationtfos study
iii.  That the number of targeted respondents didnthgdhat the time the study will be

conducted.



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presented the literature reviewed dmtegic human resource
management and organizational performance. Thatitee was based on the arguments by
other authors and researchers on the concept® stidy. The following sections have been

presented;

2.2 Theoretical Background and Models of Human Resoce Management

The following section presents the theories relevarthe study objectives and based on the

argument by other authors and researchers on tieepbof the study.

2.2.1 Abraham Maslow’s Hierarchy of Needs

Abraham Maslow (2004) theorized that human beimggefive basic needs that fit
these two categories. The first category was cali@eficiency needs” and included
physiological, safety and affection needs. The séamtegory he called “growth needs” and
addressed self fulfilment. He modified “growth de& by adding two more needs called,
knowing, understanding and aesthetic appreciati@nbelieved that the person would not be
contented with his occupation until certain regoiests were met such as self actualization
was considered the optimal human state, resultngatisfaction. He believes that few
individuals ever achieved a self of self actual@at Maslow’s general argument was that,
other things being equal, people tend to satiséyr lowest level of felt need before moving

on to higher level needs. These levels can be gechim hierarchies.

2.2.2 Two Factor Theory (Herzberg’s Motivation-Hygene theory)

Fredrick Herzberg theory (also called the motivédtypgiene theory explores on the
employee motivation as well as satisfaction at \ptakes. It states that hygiene and
motivational factors are responsible for satistat&nd discontentment. Motivational factors
are the job aspects that drive people to focusesfopnance as well as provide people with
the expected performance. The motivational facoeshose considered to be directly related
to the work done (Carmines, Edward G. and Richar(l899). The factors include working
environment aspects for example pay supervisorgtiges, company policies as well as
other conditions of working. He explored on the texels of living by man and reported that

they are two, the first being the physical andskeond is the psychological level. He
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established the results of a study he conductatiegood and the bad work experiences and
his study evaluated two hundred accountants anie@erg. The people being investigated on
were asked to remember the number of times whenféttediscouraged in their workplace
and also those times when they felt encouragedeidre, the two factor theory was
established via the study of the two factors. Heedahis theory the two factor theory or the

hygiene motivational theory.

2.2.3 Equity Theory

The equity theory is an indicator of how a persakes fairness in relation to the
relationships based on the social realms. The ogined from a relationship dictates how
much input has been put in the work done, as vgetiaav much effort another person has put
in. For instance, when we consider two employeaswork in the place and are entitled to
similar benefits. The two of them should be treaqdally, since if one is added benefits for
the same work done and the other does not gelattiee will get distressed. However, if one
of them is promoted and given and offered a pasement, there is no feeling of stress. The
people who are distressed are those who thinkhiea¢ is inequality between two persons or
groups of people. However, a person should avoidgbéistressed since the ratio of input
and output should go hand in hand (Lee, Feng-HWkz&i-Zang, 2007).

2.2.4 The Resource Based View Theory

The research of an organization is of two categottee capital and the physical
resources. In human resource, the resource baseds/the most predominant and famous
theories. This theory postulates that internalueses that an organization usually gives rise
to competitive advantage (Barney, 1991). Sometitnesesources of an organization can be
immobile and heterogeneous. It also suggestshiatesources must possess four aspects for
a firm to have the best potential. One, resouroest tme valuable for it to be able to exploit
the available opportunities and also minimize méithreat and environment. Secondly, a
resource must be imitable such that there is redpyligubstitute of the same. This theory must
establish that resources are valuable and nonbfai{®ichard, Devinney, Yip & Johnson,
2009).

2.3 The Concept of Employee Retention

Retention of competent employees is crucial becaysevents loss of those

employees that are competent, which could have fohefiects on service delivery as well
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as productivity. Retention also assists line amicsenanagers in attracting and retaining
high performing and skillful employees. For the mgers to be able to perform this task,
they need to be supplied with appropriate infororathat will enhance the attainment of
goals and objectives of the organization that néed® realized (Casadesus-Masanell &
Ricart, 2007).

Additionally, Creation of retention implies thaetrequirements and expectations of
all employees ensure employee satisfaction, asdateo promotes trust. The stable
association promoted by meeting the requiremengsgfloyees by managers makes an
employee to remain in the organization by perschalce. Therefore, employee retention is
essential in enhancing the overall organizationxess. The managers and other leaders
should always encourage employees to remain wathiarganization by scheming policies
that offer the employees the chances of demonsgr#teir skills and ensure matching with
the correct job. The retention strategies showdd Bk in a place to enable employees to be
able to bring their life to equilibrium in order toeet their family demands. The policies
should also provide an allowance for employeestmine friendly, get families and make
appropriate working arrangements. Moreover, whditips are ample, they enable
employees to be able to accommodate their issige@laul and Anantharaman, 2003).

When effective policies are put in place, the emgéoturnover will be kept at a rate that can
easily be managed. However, managers play a crug@lin employee retention via the
process of recruitment and employment in ordertb@e competitive workers within the
organization. But the retention of employees rezgpithat employers devise ample strategies
that have the capacity to yield better results. Téention is crucial since it enables
employers to benefit from an already made investnm@rganizational employee retention is
one of the most crucial issues that face the masagjean organization due to inadequacy of
manpower that is skilled, limited growth in the pomy as well as the increasing turnover
rates. (Bitner & Zeithaml, 2004). It is importantrote that employee turnover has become a
matter of concern in the recent decades and issalssitive to the needs of employees. The
strategies that should be put in place include degelopment of careers, introducing
compensation that is competitive for work done &l whe introduction of supportive
management and training. Further, there shouldhéeénplementation of an approach that is
flexible in order to enhance retention. The begtragch is that which will add value to both
the employee and the organization at large. Then mamponents of such an approach will

include chances for developing careers and trajmmgntor services and flexibility values
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revolving around performance awards, incentives/els as the available opportunities. The
main goals of retaining employees in an organipaice to ensure maintaining appropriate
skills that will enhance competitive advantagehia prevailing organizational market. This is
because turnover is quite expensive, thus creadingnajor concern for organizational
employers. According to Black (1999), increasee wtemployee turnover is an indicator of
the presence of a substantial burden to the HRedisas line managers since they the ones

responsible for employee recruitment affairs.

2.3.1 The concept of employee retention; A globalerview

The Chartered Institute of Personnel and Developrmetne United Kingdom (2007)
recently reported that that the total turnover cdtemployees in the 2006 amounted to 18.1%
and 20 percent in the United States. Boxall & Pui(@@00) literature asserts that over 20 US
dollars are usually spent annually in recruitmeihh@vy employees and replacing workers.
For instance, the healthcare sector had this prolide quite some time. The US healthcare
sector fears that their turnover rates would gooupO percent by the year 2020, if the current
situation takes preeminence. Gustafson (2002) abelc that the scarcity of labour has
become the song of the day in the United Stategéss sector due to the recent rise in
employee turnover values. Kaufman (1998) prediws there is likelihood of having scarcity
in the IT sector in the United States despite thieg need for technological advancements in
every economical sector. The rates of turnover v@ganization wise, with the greatest
values being realized in the private sector as @vatpto the public sector, with a margin of
about 4 percent. Job prediction by Boxall & Pur¢2000) estimated the number of vacant
IT places in 1988, and a prediction that 1.3 millld experts required in the coming decade.
This brings the suggestion that the difficulty ofrtover would be carried on to the coming
years, and this poses a great threat to the bgsam®sronment. The escalating turnover rates
therefore need to be reduced via comprehensiots gburces and putting in place strategies
that can change the high rates to the managedele Ehis writing explores n a number of
factors that that have been scheduled as cruaidlfprofessionals in the United States and
the United Kingdom. First, the employees must biel galaries that are equivalent to the
work done. Secondly, they must be afforded time emplortunities of learning new skills.
Further, working conditions must be highly improviadorder to attract novel professionals
in an organization. Moreover, technological changest be embraced with the intention of
ensuring that organizational goals are achievaplallbemployees. A recent Computerworld

(1998) investigation has found out that the magastr IT professionals have often left their
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previous work places due to poor salaries and fareraffluence while half of them leave for

development of their careers since they are neffereal time for that.

Normality in performance requires that workers Ifiered breaks and vacations so
that they can reduce stress and exhaustion. Thisaisly advocated for in Europe and
Scandinavian since they value the attraction ofilfigompetent and sufficient employees to
cover the global market places. It is has beenrtegahat many employees attach some
importance to leisure and need to be consideredtlgréCaesar, 2002). Caesar’s (2002)
lierature also postulates that Asia is one of thietinents where employee turnover rate has
never gone down since the beginning of the employrtimes, a fact that poses a big threat
to the human resource management. On the sameheot has been a conviction that
employees have developed poor attitudes due tehtileng employment scarcity. Hewitt
Associates (2006) investigated and found out thait private and public sector in countries
like China, India Hong-Kong, Japan, Malaysia, Korélae Philippines, Singapore, and
Thailand have experienced 14% and 16% turnoves satee the year 2004.

There is also a likelihood of the rate getting leighspecially with the Asian vibrant
growth Agenda which now conflicts with the curreleimographic trends as well as the rising
need to attract more workers that are skilled. Troeeasing rates of turnover now have
effects that are highly pronounced which manifestaras compared to the past years. This
leads to an increased complexity and cost in mairsialled and competent employees in an
organization, thereby increasing financial risksotganizations. One of the main reasons
given as to why turnover is high in Asia is becaa$epoor remuneration, thus most
organizations lose employees to those ones offesupgrior salaries. This study also found
out that there has been a restriction in the infieason of opportunities which has also
elevated the turnover rates. Most importantly, nemsployers are known to keep employees
stagnated in one role, a fact that makes the t@miates to rise beyond manageable values.
Therefore, one of the strategies that Asia deemsialrin reducing the effects of the high
rates of turnover is the elevation of base pay abehat they call the market rate. Most
organizations are also considering giving oppotiesito their employees so that they can

develop their skills as a way of boosting their patence (Singh, 2003).

Hunt's (1992) literature describes the necessityqaality first self evaluation. He
identifies four areas to query in regard to qualibprovement. Those areas are climate,
management, processes outcomes and tools. Theelidentifies people’s perception about
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their organization or work unit. The process revieaks at the organization or work unit’s
policies, practices and procedures. The adminigiratool fields recognize the exact
techniques used to enhance worth improvements ghoau the business or work units. The

outcome areas look simply at mission accomplishment

The Malcom Baldridge criteria (1999) speaks ondigmificance of valuing workers
It states an organization’s accomplishment depeémci®asingly on the knowledge, skills,
innovative creativity and motivation of its worké®” it further expresses the importance of
addressing employee challenges through the usenpfogee related data on information,
skills, contentment, motivation safety and welldgeiln other words, to get this information

you really have to inquire the workers how they.fee

Okumbe (2007) argues that during the early daysplpés needs were not quite
varied and the population was low, thus they tentiedvork groups which were easily
managed. The actual working conditions were veryr nd yet they had to work for long
hours so as to survive the harsh environmentalitond. It was a question it was survival
for the fittest and so job satisfaction and motwatwere unthinkable. The advent of
industrial revolution presented an important opyaity for the improvement of working
conditions. The industries created more goods amutdved the workers' expertise. Thus
workers earned higher wages and the hours of theik were controlled. This improved
their work motivation and job satisfaction. Durittgs period about the year 1800, Robert
Owen, a young Welsh factory owner, emphasized humeads of employees, and improved
the condition of the work of his employees. Laterdfew Ure around the year 1835, in his
manufacturing philosophy, incorporated human fachyr providing his workers with hot tea,
medical treatment, ventilation equipment and medieae to boost the morale of workers
with hot tea, medical treatment, ventilation equgmtnand medical care to boost the morale
of workers. However these ideas of Owen and Uresvaecepted very slowly (Mathis &
Jackson, 2008).

2.4 The Concept of Human Resource Management

Global antagonism, advances in technology, busiogse shortening and the shift
to a knowledge based economy from manufacturingpaetive have all subjected the
business community to its course in search forstiasued competitive advantage (Blessing,

2009)). Regardless of how big or small an orgarmais in nature, the actions it is involved
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in and the surroundings it operates in; its achiexet is determined by the decisions its

employees construct as well as their behavior.

Employee management is considered from a strapegit of view by many scholars
(Aycan, Al-Hamadi, Davis and Budhwar, 2007)). Madigcussions and debates regarding
this view and how it differs from HR. there is aosig belief that the fluctuating strategic
management interest in the twentieth century hadusstanding effect on the HR expansion.
It emphasizes on the significance of acknowledgimgployees as a resource whose eminence
and measure of output was capable of purposefulogation. Researchers have long
stipulated that human resources should be givenwastment point of view and as such its

massive prospective can be tapped to yield goadnme{Chapman, 2005).

HR has developed significantly in the last 15 yedabbie (2004) describe the
succession of HR from workforce administration étation to a two-phased transformation.
First, from workforce administration to traditiondHR management and improve
organizational performance and to improve the dmgdion’s retention programs work,
organizations must focus on priorities. The abovierpies are considered novel for the
purposes of employee retention but are less camgldes convectional in regard to training,
staffing, compensation as well as appraisal, altwlare crucial functions of the department.
The main priorities may include designs for tearsdohjobs. Also, there is the employee
compensation via offering incentives as well asuang there is an improvement

perspective.

2.5 Determinants of Human Resource Retention

This section gives an overview of the various deieants of human resource

retention in organizations.

2.5.1 Selection and Recruitment & Human Resource Rention

The ability of an organization to perform it regawl retention of employees and
reduction of turnover, they must place the bestuignent and employment processes.
Chandaran’s (2004) writing puts across that theurscmut meet the shedule that is put in
place for staffing in order to promote performartieerefore, an employer must set the most
apropriate strategies that would enable an orghoizao atract competent manpower.

Recruitment is a function that links those withmlds with the vacant places so that they can
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get employment. Recruitment should be done fairlgvery organization in oredr to create

equal pportunities for those that are qualified.

According to Myloni et.al’'s (2004) literature, th@ocesses of recruitment versus
employee selection are intended to attract a vasitoers of employees that are deemed to be
highly qualified for the field in question. The dijgpnts selected in a certain interview
process are those with highly appreciated talertgclwhave the ability to propel the
organization forward. The processes also incluéeatbplication of efforts that are schemed
by the managing body in order that the enduringcgse may be available to ensure the
attainment of organizational intentions. Delany9@Ppostulated that when an organization
applies an effective recruitment process, thege d#rect positive impact on its performance.
Therefore, the model for selecting and recruitilgplbyees must match directly with

organizational goals for it to have a great impactll the business realms (Pfeffer, 1995).

2.5.2 Training, Career Development & Human Resourc&etention

Development and training are aspects that arealruncexpressing the desire for
obtaining further knowledge. The establishment fufrenal system development process is
crucial in finding solutions for managers in regascdhuman resource retention. They are
required to develop tools and techniques that #maployees would work with comfortably.
At the same time, all managers and employers ealpettie human resource should ensure
that the decision they makes does not discouragewtorkforce. In a technical and human
resource perspectiyBartel (1994) illustrates that training must entepositive pressure on
the performance of an organization. On the samgtimeskills obtained and also the
knowledge are crucial components in the expergszlad in staff empowerment at the work
place (Storey, 2001).

The manager should consider the several factdisding solutions to process
management and training. Firstly, she should sategfies on how to increase productivity
via the application of ample training techniquelisTis by maximizing the resources in the
company which include machinery, staff, and timesao get the required output. To
achieve this, the manager should ensure produdtsemwices are improved and new ones
introduced. In addition she should ensure a conguebrking environment and a healthy
competition. Secondly, the manager should emplsy uction strategy in cases where
competitors have raised the prices of goods. Amatbkition of process management is

improving the quality of goods and services offefHas is to ensure the products and
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services conform to the required specificationhmy ¢ustomers. Once the quality is up to the
required standards, more customers are attractetharbusiness grows. Lastly the manager
should use the strategy of risk reduction by engputiie restoration of service and escalation
procedures (Clark 2004). Therefore, for e faster irathe attainment of organizational goals,
the managers as well as those entrusted with mar&adeactivities should put in place
strategies that will foster training and careeradlegment to speed up organizational

performance.

2.5.3 Reward, Compensation & Human Resource Retepii

The development of strategies for retention neddation of ample skills that
determine the employees who may need and are likelseek chances of working in a
particular environment. Retention rewards normathnge from bonuses offered to
employees for special services to professional mchia There should also succession
scheduling which can also play a pivotal role ie tvailable retention strategies. If the
human resource section is constructing a succegsam they are required identify best
employees who have a positive attitude for mouetiimg the organization's growth and
performance ladder. The term ‘reward’ is used to ilhgstrating something that an
organization may decide to offer to their employess a result of good performance
(Throexpalin nburg, 1994).

Managers should also motivate workers to team ups TS because motivation
energizes thinking ability and boosts enthusiasmvak. Motivation helps workers to invest
more in terms of energy and time which resultsightperformance. This will boost the self
confidence of the employees and increase their aoment. Another way is to provide a
good emotional environment for the workers (Chgton, 1995). The managers should
create a work environment where there is joy, huarat support of one another. Lastly,
managers should work towards developing persoraksaof the workers and acknowledge
their performance. People express themselves ubmgalues they hold in high esteem.
These values are sometimes referred to as preéyesnece people will choose to do what
they like most. Another way to motivate workergasggive them incentives which can be in
the form of finances and gifts. Research has prdbean this is among the best ways to

increase productivity of the workers (Pfeffer, 1295
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2.5.4 Health, Safety, Work-Life Policies & Human Reource Retention

Most organizations that have been operational énpilsst have not considered issues
relating to health, working life policies as wef the safety of workers. The most effective
human resource procedure must put into consider#ti® health condition and the safety of
all workers by introducing a system to cater fattiThis helps in improving the equilibrium
between work and life policies in order to avoidgudial conflicts between the two. For
instance, a married couple of today in a workingirmmment has challenges in bringing up a
family since the work life policies in place do moeet all the requirements. Parents have to
be with their children and they as well need somst that can only be provided via
introduction of appropriate policies. The suggestiy recent human resource studies is that
employees often like working in places where thay get free time, they are well protected
and can access quality Medicare services. This baed in hand with the requirement for
employees to have holidays to rest and reducessined fatigue, which can also be major
causes of disease (Armstrong, 2005).

Several surveys of attitude in workplaces condudtedhe past have provided
information concerning what many employees prefeotitain from their employers. For an
employer to retain as many employees as possibte ard fundamental to organizational
success, he must identify the causes of healthsafedy problems and find ample strategies
that can help reduce the problems. Most researeasahave mainly concentrated on
establishing the results of work as well as famglywards comprising of childcare help that is
needed in a family, flexibility of family schedulebe processes involved in getting parental
leave as well as the attainment of family care nmiation. Researchers have indicated that
where an employer offers work life policies, em@eg have shown maximum commitment.
Also, work life policies availability in an orgardtion discourages workers from renouncing
their employment and is capable of working in ongaaization for a long time. This in turn
yields positively on the organization’s performaribat goes higher continually (Chapman,
2005).

From the employment experience, money is never gimow give maximum
happiness to employees without other life policfe®rngren, Foster and Datar, 2000).
Researchers argued that reduced working hoursdhheifliéct a win-win situation in both the
life of the working individuals and the organizatiat large. There should be compatibility

between the needs of an employee and the orgamahtgoals, though these are always
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conflicting in most organizations. If the policiase not favorable in catering for employee
needs, the employees become distressed and thestsnpegatively on performance and the
organizational competitive advantage. Thereforeyroter to promote cost-effectiveness and
productivity, the management that deals with orgatnonal policies is required to design

arrangements for work in order for the workers itoirf the system (Kaplan and Norton,

1996).

2.5.5 Performance Appraisal Health & Human Resourc&etention

Performance appraisals are crucial in any orgapizéiecause they evaluate the
performance of each individual employee in relatmauties accorded to him/her. The
individual evaluation on the other hand enableg @aslecision making for an employee
especially in making decisions regarding develogméareers. Any organization that has
human resource department must therefore havegagonahat facilitates an appropriate
inspection of the employees in duties. Nevertheksployers have recently misused the
term performance appraisal to mean disciplinellagtn on employees, the reason as to why
this practice is not yet completely embraced. H@mwgesince the introduction of this facility,
it was meant to evaluate the overall performancancgmployee as well as the capability to
attain high positions in the workplace. As a wagohancing the survival of an organization
in a competitive surrounding, key organizationsenput in place measures for performance
as a way of enabling appropriate governance. Brhigcause good governance requires key
talents of leadership, honesty and also the avhilabf ample strategies that enhance

competitive advantage.

Cherrington (1995) explores on the role of perfanoeappraisal within an
organization. The writing has illustrated severaigoses that appraisal fulfils in an
organizational structure. One, appraisals are éas@nguiding the actions of the human
resource. The actions that require guidance amghrocesses, firing ineffective workers,
promoting people with higher qualifications as wadIrewarding and training of employees
among others. The human resource must utilizedrdetines in order to avoid incidences of
conflict among the workers or even between the warland the employer. There are some
basic queries that need special consideration glting process of building the measures of
performance. First, one must consider the perfoomammensions that are in place in regard
to organizational goals. Secondly, employers mossicler the type of standards that are in
place for management as well as how to improve tingiature. On the same note, there
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must be a consideration of which rewards are ingpfar employees so as to determine the
means of giving them to the workers. Further, thipggies are meant to enhance the
development of ample standards with the organigatiqquestion so as to enhance employee
retention (Drury, 2004).

2.6 Conceptual Framework

The conceptual framework below explains the refetop between the independent and

dependent variables respectively.

Figure 1: Conceptual Framework

Interpretation of Variables:

Source: (Author, 2013)
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With an effective procurement system in place, rinagers in a given firm will
ensure that the right man power and with the rigiperienced is picked and placed at a
position that best fits the candidate. Through #asisfaction, the recruited persons are
comfortable on the development of the same depatsier the benefit of the organizations,

hence willing to stay.

Employees and other senior staff need to undegrgoitig and career development so
as to enhance their careers and when this is adhi@mployees tend to know more of their

daily activities increasing their motives to staythe organization.

To retain the human resource and all that encorepassthere greatest strategy is to
know how to reward and compensate them. This ig possible if the managers are able to

recognize those who do better.

Practices related to health, safety &Work-Life Pi@s need to be addressed. For
example, health check leaves, firefighting mater@ahd others need to be put in place if

protection of the rights to life of the employesda be achieved.

Finally, this cannot happen if there is conflict @ilture, poor environment, poor

communication, poor managers, and government rigusaand policies.

2.7 Research Gap

From the literature review there are constraint®mployee contentment which lead
to their frustrations and elevated rate of turnovidrere is necessitate therefore for private
security firms in Kenya to seek ways of helpingtleenployees to feel satisfied by reducing
their dissatisfaction levels through different type motivations. The current research gap is
the lack of a holistic approach in which selectiamage, and labor theory are used
strategically to mitigate turnover rates, incre@seire, lower overall labor costs, and increase
organizational productivity.
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY

3.1 Introduction

This chapter presented the methodology of the resemethodology that will be
tilized for this study. The methodology will utiBzqualitative as well as quantitative data
collection methodologies. This section presentedwiof research design, target population
of the study, the utilized sampling method and damjze and data collection instruments on
addition to the validity and reliability. It willlso present the analysis of data as well as the

ethical considerations of thi study.

3.2 Research Site

The research site of the study was in Nairobi Cpuvitich is a host of all the 26
security firm’s headquarters.

3.3 Research Design

In order to clearly examine determinants of empdoyetention, cross sectional
descriptive survey research design was used, dgativei as well as qualitative research
approaches will be utilized in the collection otalaQualitative is the collection of data in
words rather than numbers, while quantity is om#ethat can be counted Simiyu (2012).
The use of the two approaches reinforces each &ibrabo (2006).

Descriptive research is a determinant and indidéw®mvay things are, and also helps
a researcher in describing a phenomenon in regandlues, attitude, and also the main
characteristics (Mugenda & Mugenda 2003). OrodH{@B02) literature postulates that a
descriptive survey is an onformation collection noet by which a researcher interviews or
administers a questionnaire to a preferred sampiedosiduals. The study administered the

guestionnaires to a sample of individuals.

3.4 Target Population

Population is the sum of all study elements. Thislgs target population was all the
private Nairobi’'s security firms (26), which areetheadquarters of other security firms in the
country, the research findings were generalizethéoother security firms in the country as
indicated in appendix 3 The total population of BRSWas estimated to be 48,811. The
analysis unit of the study included the Human Reszsl Managers, Supervisors and
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employees in the firm where a sample size of 13paedents will be selected from the

population using departmentation and random samgplin

3.5 Sampling Design and Sample Size

A sample is a representative group of subjectsparéicular homogeneous population
(Orodho 2002). The sample must be large enougkpesent the salient characteristics of
the target population. The study included a reprag®n of all the 26 Human Resources
Managers, one Supervisor and three employees fraoh éirm. The employees were
randomly selected to make a total target populatib®©30 respondents, and it is generally
recommended by social researchers that at leasta88s are required for statistical data
analysis (Mugenda &Mugenda, 2004). The sample @bjon represented, divergent views
on human resource retention approaches that magppeopriate, in the specific private

security firms.

3.6 Data Collection Instruments

This study utilized a questionnaire as the onlynary tool for data collection. The
guestionnaire helped in the collection of both daave and quantitative data. This therefore
means that the questionnaires had closed and o guestions respectively which will
be based on the study objectives. The first parthef questionnaire inquired about the
respondents’ demographic information while the sdgoart will concentrate on issues on the

objectives of the study.
3.7 Validity and reliability

3.7.1 Validity

Baco
n (2003) literature implies that validity is thepresentation of how the analysis of the data
collected from this study demonstrates a cleamupecof the actual phenomena under study.
This study utilized several tests of validity inpapving the questionaire. One, there was the
use of construct validity for ensuring that the stomctsof theory in existence portray an
appropriate picture. Secondly, convergent valiftityensuring that assessment of constructs
in the expectation to correlate are doing so, dswl @ortray a similarity to concurrent validity
(this one looks for correlation in existence witlithwall other tests). Further, there is the
discriminant validity ensureing that the expectedstructs are not in relations, in order to

cause a discrimination between the herein indicatnstructs. Lastly, content validity is
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meant for ensuring that the experimentation doesige sufficient coverage of the study
subject. This study to a great extent adopted comalidity in its efforts towards achieving

the objectives of the study.
3.7.2 Reliability

According to Donald (2006) reliability aspect mea&suthe extent to which the
utilized instrument provides unswerving resultemftecurring tests. In order to achieve a
good report on the findings, the study used a gtiotly to test how reliable the research tools
will be. In this case, the reliability of this siyiwas ascertained through pre-testing of the
research tool using a group of 10 staff from the&sGRhika Town outlet. The reliability of
this study was typically used the test -retest watiAmple reliability portrays a favorable
precision of single estimations and better changasking in research measurements. The
main reliability measures were found to be witlandom variation of the subject, systematic
change in the mean, and retest correlation. By testeans that a set of statements on a
guestionnaire, a quantitative or qualitative eviumaby an observer, or some combination of
these ways of measuring. These were supplied Wwéehdsearch tools twice over a duration
of two weeks. Then the Pearson’s correlation coefiit (r) between the scores was
calculated. The formula of the Pearson correlatiorefficient (r) of the test (x and y) is

given by:

r=NXIxy — (2x) (Xy)

VINEX® - (£x)7 VINZy* - (Zy)7]

Where

N = The Number of pairs

XX = the sum of the scores in x distribution.

Xy = the sum of the scores in my distribution.

¥x?> = the sum of the squared scores in x distribution
ry?>  =the sum of the squared scores in y distribution.

(£x) ? = the square of the sum of scores in x distribution
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(Zy)? = the square of sum of scores in y distribution
¥Xxy =the sum of the product of x and y scores.

To affect this correlation r, the Spearman Browappesies formula will be applied which
states as follows:

Re= 2r
1+
Where:
Re = correlation coefficient of the entire test

R = Correlation coefficient of the even numbered estents with the scores of the odd
numbered statements.

The researcher in this case calculated the caoel&t be 0.81 which was therefore adequate
for the study.

3.8 Data Processing and Analysis

The research results were qualitative as well astfative. The collected data will be
keyed in and analyzed via utilization of SPSS. dpBee statistics was utilized in the
analysis of quantitative data generated. Theseudiecl, measures of central tendencies,

frequency distribution, correlation and regressasts.

The qualitative analysis utilized the analytic teicue, specifically the quick
impersonator summary, which according to Kombo &ramp (2006) involves the summary
of the key findings, an explaination and interptietaof these findings. This was used for the

purpose of analyzing the open ended questions.

3.9 Ethical Considerations

To ensure research ethics to the study, the rdsmaobtained all the various letters
that will prove the authority to collect data anidoato assure the respondents of the
confidentiality of the information they give. Thesearcher also assured the respondents that
the responses they give was purely be for acadenmposes only where anonymity was
advocated for (no writing of respondents’ nhameshim research tools). The data collected
during this study was treated with extraordinaigcdetion and was only in the utilization for

the purpose of this study.
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CHAPTER FOUR
DATAANALYSIS AND PRESENTATION

4.1 Introduction

This chapter presents the analysis of study finglinog the influence of strategic human
resource management (SHRM) practices of performemttee Kenyan security industry. The

research sampled all the top, middle and lowerl lmanagers in all the 26 private security
firms in Kenya. The data collection instrumentsjahhvere questionnaires , were distributed
to respondents through hand delivery. Howeverpbtite 130 questionnaires sent, only 113
guestionnaires were sent back fully completed nwalka response percent to 87%. The
distribution of the response rate is as shownerntdhble below;

Table 4.1: Response rate

Frequency Percentage
Responded 113 87
Not responded 17 13
Total 130 100

4.2 Demographic Information

4.2.1 Gender

The study required the respondents to indicate tezider.

Gender

FIGURE 2. Gender of the Respondents
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According to the findings as shown in the figurg,&bove, majority of the respondents were

male as shown by 66.7% while females were 33.4%efespondents. This is an indication

that most of the employees/staff reached at the @frthe study were male.

4.2.2 Respondents position description

Position Frequency Percentage
Top management 6 50
Manager/assistant manager 18 16
Supervisor 90 79
Total 113 100.0

On the position description of the respondents,ntlagority of them as shown by 79% were

supervisors or staff in lower level management, M@bte manager/assistant manager in a

certain outlets while the rest as shown by 5% wepdevel managers.

4.2.3 Age bracket

Age bracket Frequency Percentage
Under 25 23 20.0
25-34 yrs 52 46.1
35-50 yrs 33 29 4
Over 50 yrs 5 4.4
Total 113 100.0

The study also required the respondents to indittegebracket into which their age foal.
According to the findings, the study found that thost of the respondents were between 25-
34 years as shown by 46.1%, 29.4% were aged bet3®&0 years, 20% were aged under

25 years while the rest as shown by 4.4% were aged50 yrs respectively.
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Age bracket of respondents
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FIGURE 3. Age Bracket of the Respondents

Table 4.2: Working duration in the organization
The study sought to establish the duration theamdents had worked in the security firm

organization; as shown in the table 4.2 below

Frequency (n=113) Percentage (%)
Under 5 years 31 278
5-10 years 25 292 2
11-15 years 35 30.6
Over 15 yrs 22 19.4
Total 113 100.0

According to the table above, majority of the reggents as shown by a figure of (30.6%)
had worked for the organization for 11-15 years8%«said less than 5 years, 22.2% for 5-10

years while 19.4 % had worked in their organizagitor 15years and more.
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Table 4.3: Respondents’ highest level of education
The study also sought to establish the respondbigisést level of education;

Educational level

Frequency (n=113) Percentage (%)
Diploma 38 33.3
Form 4 Certificates 32 28.3
Graduate 37 32.8
Masters/ Doctorate 6 5.6
Total 113 100.0

According to the findings, the study found out thadst of respondents had a diploma as
shown by 33.3% of the respondents, 32.8% had barshel8.3% had form 4 certificates
while only 5.6% of the respondents had a Masteost@ate degree respectively. This
implies that majority of the respondents had astl@adiploma and could give relevant

information on the subject matter.

4.2.4 Nationality

The study also required the respondents to staie miationality. On this question, all the
respondents reached were Kenyans which impliestrat though a given organization is an
international security company, recruitment is eledent in the specific countries like

Kenya.

4.2.5 Organization Information

Concerning organizational information, the studguieed the respondents to indicate the
number of years the organization has been in dperat

4.2.6 Number of years the organization has been apg¢ional

The study was to establish the number of yearsrij@nization has been on operation since

its establishment.
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FIGURE 4. Number of years the organization has logemational

From the study 38.9% of the organization had baesxistence for over 30 years, 33.3% for
11-20 years, 13.9% for less than 5 years, 11.1%dbtreen 6-10 years while only 2.8% was
in operation for a period between 20 and 30 yelnss indicates that the organizations had
been in operation for more than 10 years and tbexefias familiar with the security industry

issues.

4.2.7 Organization information

Table 4.4: Organization’s Size

Frequency (n=113) Percentage (%)
Below 99 9 83
100-200 13 11.1
201-400 13 11.1
401-600 50 44 4
Above 600 28 250
Total 113 100.0

The study further sought to establish the sizehef drganization in terms of the current
number of employees. According to the table 4.4sapmost of the respondents claimed that
their organizations had between 401-600 employ2e%; said over 600 employees, 11.1%
said 100-200 employees or 201-400 employee whidsehwho said below 99 employees

were 8.3% respectively.

30



4.2.8 Ownership status

The respondents were also required to indicatewreership status of the organization they
were working for. According to the study findingall the respondents said that their
organization was a foreign owned company.

Table 4.5: Target Market of the Organization

Frequency (n=113) Percentage (%)
Mainly foreign 3 5
Mainly local 72 115
Both foreign and local 38 60
Total 113 100.0

The respondents were required to indicate the ttangekets for the organization. According
to the study findings, majority of the respondgi63.9%) said that their organization targeted
mainly local markets, 33.3% said the organizatiamgdted both foreign and local markets
while 2.8% said that the organization mainly taegetoreign markets. This depicts that the

security firm organization targets mainly the locarkets.

4.3 Procurement process and Firm Performance

Table 4.6: Frequency of Recruitment and Selection

Frequency (n=113) Percentage (%)
Most often 19 16.7
Often 41 36.1
Less often 53 46.3
Total 113 100.0

The study also expected the respondents to inditeefrequency of recruitment and

selection in the organization. According to thead@tding as recorded in the table 4.6 above,
majority of the respondents said that the orgdimmaas shown by 46.3%, did recruitment
and selection less often, 36.1% did it often white7% of the rest indicated that recruitment

and selection was done most often respectively.
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4.3.1 How effective the recruitment and selectiorsiin the organization

The figure 4.5 below presents the data findingsttmn effectiveness of recruitment and

selection process in the organization.

8.3
5.6
>
VWery effective Effective Less effective Mot effective at

all

FIGURE 5. Effectiveness of the recruitment andc@la process in the organization

From the study findings majority of the respondast shown by 58.3% stated that the
recruitment and selection process in the orgamratias effective, 27.8% stated that it was
very effective, while 8.3% were of the opinion thia¢ recruitment and selection process in

the organization was less effective and not effecit all as shown by 5.6 respectively.
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Table 4.7: Respondents level of agreement to satenelated to recruitment and selection

processes

Mean
Statement
Heavy recruitment occurs at entry level (recruitméom outside the 35556
organization)
Recruitment and selection in the organization airat&acting the maximum
number of highly talented applicants 29444
The recruitment and selection process of gettirghli qualified personnel is 4.5000
aimed at increasing organizational competitivera@gshence performance
Vacant higher technical and problem solving posgiads exclusively filled » 6389
from outside the company
The job of the workforce is subjected to formal pralysis (in the context|,
job analysis is the study of the duties and respdities that comprise the jop 2.7778
content)
Selection of manual and physical skills is not blase job description and job 2 0000
specification.
Vacant managerial and higher technical positiomsexclusively filled from| R
within.
Job performance is highly emphasized as a conditiomternal selection 2.8889
Average 3.035

The study also required the respondents to inditade level of agreement with the

statements related to recruitment and selectishasn in the table above. According to the
findings, the majority of the respondents as iswshdy a mean score of 2.0000 agreed to
some extent that selection for manual and physikidls is not based on job description and
job specification. They also agreed to a moderztent, (as shown by a mean score of 2.639)
that vacant higher technical and problem solvingitpans are exclusively filled from outside

the company. Other respondents as shown by a nceam af 2.7778 were in agreement that
the job of the workforce is subjected to formal potalysis (in the context, job analysis is the
study of the duties and responsibilities that casgpjob content). On the same level of
agreement as shown by a mean score of 2.8889, re$ondents were in agreement that job

performance is highly emphasized as a conditiomnfi@rnal selection. Still on the same level
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of agreement as shown by the mean scores of 2.84d4.9722 respectively respondents
were in agreement that recruitment and selectiorthén organization aims at attracting

maximum number of highly talented applicants andand managerial and higher technical
positions are exclusively filled from within. A mea&ore of 3.5556 indicated that respondents
agreed to a little extent that heavy recruitmeruog at entry level (recruitment from outside

the organization) while the mean score of 4.500@icated that respondents strongly
disagreed that the recruitment and selection psooégetting highly qualified personnel is

aimed at increasing organizational competitivera@gshence performance.

4.4 Training / Development and Firm Performance

All the respondents stated that their institutioffered training. The study again required the
respondents to rate the effectiveness of the h@giwiffered in the organization. The data
finding are as presented in the table 4.8 below;

Table 4.8: Effectiveness of Training Offered

Frequency (n=113)

Percentage (%)

Very effective o7 50.0
Effective 31 27.8
Less effective 3 2.8
Not effective at all 22 19.4
Total 113 100.0

In the table 4.8 above majority of the respondestshown by 50% stated that training in the
organization was very effective, 27.8% said thatas effective, 19.4% stated that it was not
effective at all, an insignificant number (2.8%) reveof the opinion that training in their

institutions was less effective.
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Table 4.9: Level of agreement with statementsedl&b training and development

Mean
Statement
The organization makes use of formal training tigfotraining programmes 1.97222
There is socialization of new employees (staffraagon) 2.638¢9
The form of training and the processes enableslpdo@cquire new knowledge, » 8333

learn new skills and perform tasks better.

Management development and decision making is dirtkeboth individual and

organizational needs 25000

Management development is aimed at managementssicoe 2.750(

Training efforts are limited and informal 2.5556

The form of training offered includes mentoringrez counseling, management 2 6111

and supervisory development, and job training

The quality of training and development is highiywked to the overall » 6667

organization performance.

Training evaluations based on performance are cideducted 2.416y
Without training employee performance cannot beee 2.9722
Average 2.592

The study further sought to find out the responsidavel of agreement with statements
related to training and development. The data figdire as presented in table 4.9 above. The
respondents were in agreement with the statemleatshe organization made use of formal
training through training programmes as shown bynean score of 1.97222, training
evaluations based on performance were often coadust shown by a mean score of 2.4167,
management development and decision making wasedinto both individual and
organizational needs as shown by a mean score50D@.and that training efforts were
limited and informal as shown by a mean score 6526. They were neutral on statement
that the form of training offered includes mentggircareer counseling, management and
supervisory development, and job training as shbwm mean score of 2.6111. There was
socialization of new employees (staff orientatias)shown by a mean score of 2.6389, the
quality of training and development was highly kak to the overall organization
performance as shown by a mean score of 2.6667ageament development was aimed at
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management succession as shown by a mean scorés®02the form of training and the
processes enables people to acquire new knowlezhge,new skills and perform tasks better
as shown by a mean score of 2.8333, and that with@ning employee performance cannot

be achieved as shown by a mean score of 2.9722.
Extent to which training and development affectpleeformance of organization

On the question of the extent to which training aedelopment affect the performance of
G4S, the figure 4.6 below shows that,

Py .

Very great Greatextent Moderate Little extent No extent
extent extent

FIGURE 6. Extent to which training and developmentaffect the performance

Majority of the respondents as shown by a figuré2B%, were of the opinion that training
and development affect the performance of the ozgéion to a very great extent, 19.4%
stated that it affected performance to a greatngxi®3% said it affected it to either to
moderate extent or to a little extent while 11.id ghat training and development did not

affect performance of the organization under ingason.

4.5 Work-Life Policies, Health, Reward and Compend#n

Table 4.10: Extent of agreement with statementtedlto work life policies and associated

practices.
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Statement Mean score

Distress and fatigue from excessive time on jolthen company sometimesl.282

lead to decline in performances

The company has managed to maintain a good regoitthedo way parental2.102

leave for employees is enhanced

There is greater commitment since the employeeg khacess to work life2.214

policies in the company

A large amount of time at work is not a good preaticof productivity| 3.014

whenever work-life policies are not in order

The study required the respondents to indicateetktent of agreement with statements
related to work life policies and associated prasti According to the study findings, it was
found that majority of the respondents stronglyeadr that distress and fatigue from
excessive time on job in the company sometimestleaecline in performances as shown by
a mean score of 1.282. Others were in agreementttiabthe company has managed to
maintain a good record on the way parental leaveefoployees is enhanced an score of
2.102 and that there is greater commitment sineeethployees have access to work life
policies in the company as indicated by a meamescb2.214. The rest of the respondents
moderately agreed that a large amount of time akwgonot a good predictor of productivity

whenever work-life policies are not in order asvshdyy a mean score of 3.014 respectively.
this agree with researchers such as Grover andk€rq@995) showed that there is greater
organizational commitment if employees had accessidrk life policies and also these

employees articulated considerably with lower ibhterrenounce their profession.

Table 4.11: Level of agreement with statementded|to reward and compensation
The study also required the respondents to inditetie level of agreement with statements

related to reward and compensation.
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Statement Mean

Constant fixed salaries are better than higher,dnédgrregular hourly rates 2.1944

4

n

Bonuses should be distributed to all employees hdwe helped the organizatic » 3889

achieve goals

Compensation is based on individuals knowledge skills; that is; employees
should be paid for what they can do or talentsciwhihey have( that can be used2.7778

successfully to a variety of tasks and situations)

Employee reward system consist of an organisahteygrated policies, processes
and practices for rewarding it's employees in adaoce with their contribution, 2.5278

skill and competence and their market worth.

The same salary and wage should be paid to eveplogee in a given job so long —
as an employee '

Fairness of the pay structure within an organirascbased on individual input 2.6389

Employees prefer to be paid a salary that marched similar organizations pay » 8333
their employees in the same positions '

Compensation and rewards significantly affects oigional outcome 2.5833

A wide-ranging mix of compensation emanating fromedfective disbursement
system of plays a crucial role in the attractiontloé suitable candidates, aphd 2.5000

shapes employees behavior and performance, aridatasi retention of talents.

Average 2.574

According to the findings, respondents were in agrent with the statement that for a
remarkable firm performance constant fixed salaviese better than higher salaries; but
irregular hourly rates as shown by a mean scorz X844, bonuses should be distributed to
all employees who have helped the organizationeaehgoals as shown by a mean score of
2.3889. the respondents were also in agreement ththstatement that a comprehensive
compensation mix augmented by an effective systetisbursement played an effective role
in attracting the best candidates, shaping emp&yshavior and performance outcome, and
facilitates retention of talents as shown by a mseore of 2.5000. Further, they were in
agreement with statement that that employee rewggsiem consist of an organization
integrated policies, processes and practices feanding it's employees in accordance with
their contribution, skill and competence and tmearket worth as shown by a mean score of
2.5278 and that compensation and rewards signtficaffects organizational outcome as
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shown by a mean score of 2.5833. The respondemtsveaitral on statement that fairness of
the pay structure within an organization was baseddividual input as shown by a mean
score of 2.6389 and the same salary and wage sbeupdid to every employee in a given
job so long as an employee as shown by a mean e€@&222. They were also neutral on
statement that compensation is based on individuals/ledge and skills; that is; employees
should be paid for what they can do or talentscivithey have (that can be used successfully
to a variety of tasks and situations) as shown byean score of 2.7778 and that employees
prefer to be paid a salary that marches what siroiiganizations pay their employees in the

same positions as shown by a mean score of 2.8333.

Table 4.12: Extent to which reward/ compensatidacathe performance of the organization

Frequency (n=180) Percentage (%)
Very great extent a7 41.7
Great extent 35 30.6
Moderate extent 3 2.8
Little extent 16 13.9
No extent 13 11.1
Total 113 100.0

The study further sought to find out the extentvtich reward/ compensation affected the
performance in the organization. Most of the resieon stated that reward/ compensation
affect the performance of the organization to ay\gneat extent, 30.6% to a great extent,
13.9% stated that it affects to a little extent,1%4 were of the opinion that it affects to no
extent while 2.8% stated that reward/ compensatidiect the performance of the

organization to moderate extent.
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CHAPTER FIVE
SUMMARY OF MAJOR FINDINGS, CONCLUSIONS AND RECOMMEN DATIONS

5.1 Introduction

This chapter is a presentation of the summaryefdisearch findings on the influence
of human resource management practices on firmopedance in the Kenyan security
industry, conclusions and recommendations are dréveme to. The chapter is hence
structured into summary of finding and conclusionaddition to recommendations and areas

for further research.

5.2 Summary of Major Findings

This section summarizes the findings and also @udson the results. These are done

in line with the study objective.

5.2.1 Procurement Process and Firm Performance

According to the study, recruitment and selectien done less often in the
organization and that the processes in the orgamizvevere effective. This indicates that the
effectiveness of the recruitment and selection ebesas the number of times the processes
have to be carried out hence enhancing organizdtiperformance. Majority of the
respondents also agreed to some extent that seleficti manual and physical skills is not
based on job description and job specification.

They also agreed to a moderate extent that vadghemhtechnical and problem
solving positions are exclusively filled from owtsithe company. This indicates that with the
right recruitment and selection processes, theviddal's performance is notable hence no
needed of filling the vacant positions exclusivelym outside. The application of the right

practices in recruitment and selection enhancesnmgtional performance.

This concurs with (Cascio, 1992) and Schuler amtkskan (1996) who state that
human capital contributes to managerial presematiwough the HRM roles (recruitment
and selection, training and advance, performanpeaggal and reward and recompense. They

have the opinion that human resource is capabterdfibuting to organization performance.
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5.2.2 Training / Development and Firm Performance

On training, the study found out that the sampleghoizations offers training and
that this training is very effective. It was alsmhd out that the organization makes use of
formal training through training programs, trainiegaluations based on performance are
often conducted, management development and deaisaking is linked to both individual
and organizational needs and that training effarts limited and informal. Training and
development affect the performance of organizationa very great extent as shown by the
study. This is in line with the Kenya Institutefiblic Policy Research and Analysis (2006).
who was of the opinion that training and developn&an essential HRM practice and that it

affect organizational performance. (Jarventausy200

5.2.3 Work life policy and associated practices, veard and Compensation

The study established that the majority of the sagients strongly agreed that distress
and fatigue from excessive time on a job in the gamy sometimes lead to decline in
performances as shown by a mean score of 1.282tutg also established that the company
has managed to maintain a good record on the wantad leave for employees is enhanced
an score of 2.102, there is greater commitmenesine employees have access to work life
policies in the company as indicated by a meanesobr2.214 and that; a large amount of
time at work is not a good predictor of produciywtrhenever work-life policies are not in

order as shown by a mean score of 3.014 respegctivel

On the question on reward and compensation, thdystound out that, for a
remarkable firm performance, constant fixed sataiee better than high, and irregular
hourly rates and bonuses should be distributedllteeraployees who have helped the
organization achieve goals. A comprehensive mix dompensation emanating from an
appropriate system of recompense plays a fundamesi@in the attraction of qualified
candidates, shapes employees behavior and perfoemnamd also facilitating talent retention.
Employee reward system comprises of integratedciesliand practices for gratifying
employees according to their input, proficiencywasl as competence. Their market worth
and that compensation and rewards significantlgcas$forganizational outcome. This concurs
to Guest and Peccei (1994) finding that salary sassents should occur well after
performance and reviews have been completed. Réwemthpensation affect the

performance of the security firm to a great extémathis and Jackson (2004) argued that
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there should exist a balanced reward system affextretention of employees and thus

positively affect firm performance (Garvey, 2001).

5.3 Conclusions

The study sought to establish the effect of pranerm (recruitment and selection) on
performance. To this objective the study has cateduthat recruitment and selection
affected performance in the organization. This ipracess of getting highly qualified
personnel is aimed at increasing organizational paiitiveness and hence performance. It
was carried out less often in the organizationviduen it is done, the study has revealed that

it was effective.

The study also sought to gauge the effect of tngimand development on firms’
performance. To this objective the study has catedithat training and development affects
the performance of the organization to a very gesé&nt. The organization offer training to
the employees which is according to the study iecéf/e. The organization offer training
evaluations based on performance and managemestogewvent and decision making is
linked to both individual and organizational neea&l that training efforts are limited and
informal. The study by Landsman (2004) also conetuthat training is a valuable activity
for enhancing skills and improving staff performarand that training can address some of
the factors contributing to staff retention, sushparceived support from the supervisor, the

agency, and community.

On reward and compensation, the study has concltited reward/ compensation
affect the performance in the organization to agextent. A comprehensive compensation
mix augmented by an effective system of disburseérpkys an effective role in attracting
the best candidates, shaping employees, behavibpeariormance outcome, and facilitates
retention of talents and that compensation and neswvaignificantly affects organizational
outcome. According to Myloni et.al, (2004) recrugnmb and selection primarily aims at
attracting maximum number of highly talented applits and selecting the best in order to

achieve competitiveness in the firm.

The conclusion of this study is that distress ali agworking for long hours in an
organization causes a reduction in the performaf@mployees.It also crucial to note that
the work policies utilized in any organization dilg affect the productivity of any

organization in relation to how employees are &e@atin this study, there was also a
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conclusion that the organization of study has ektr@cord of maintaining a good parental
leave for workers. Due to this, there was an olasem of enhanced employee pretention as
well as performance in the recent years. Grover r&oKer's (1995) literature asserts that
today’s vibrant situation, the most important afxikes on business management, and most

importantly, Workplace flexibility.
5.4 Recommendation

The study recommends that the all the securitysiend other organizations should
endeavor to recruit qualified and skilled persortoetnhance their performance and thus the
organizations’. It also recommends that the orgstiom prioritize recruitment from within

the organization to retain talent and expertise.

To sharpen the employees’ skill to perform theitiek) the organizations should
constantly train their employees to enables petpéequire new knowledge, learn new skills
and perform tasks better. This study thereforemgnends that the security firm should fully
embrace the training and development of its em@syes this has been found to have a great
impact on the performance. The organization shalét ensure that it adopts the best
training methods so as the training can be effecivd yield results in as far as performance
is concerned. The training offered should be jobcH#jr to enable the employee gain job

specific skills and tactics to improve their penf@nce.

The study recommends the organization and otheteeklfirms should employ
constant fixed salaries as opposed to irregularlyoates to motivate its employees towards
enhanced performance. To motivate the employeesthanization should also provide
financial rewards as well as non financial rewar@utstanding performance by the
employees should not go unrewarded; this goes @Wway to motivating the employees for
repeated outstanding performance.

The management in the security firm should encauragovation by the employees
to be able to design new products and servicesetiitaince its competitive advantage of as
well as creating good image upon its customers. Stuely also recommends that the
organization engages in corporate social activifbiegnprove on its image attracting more

customer and therefore leading profitability of trganization in the long run.
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The study finally concludes that the company maistaand continues embracing
various work life policies in place while at thexeatime making improvements and avoiding
cases related maternity leaves, sick leaves amthsd@he government and the ministry of
labour should enact or review such policies wheérdeems appropriate to enhance the

performance of the company.

5.5 Areas for Further Research

This study has reviewed on the influence of stiategman resource management
(SHRM) practices on performance of security firm&«enya. The same study should be
carried out in other firms to find out if the sanesults would be obtained. This study was
carried out in Kenya thus should also be carrigdatiwver the world in the security firms to
find out if the same results would be obtained. &fiect of other factors on firm/

organizational performance like banks should alsediablished.
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APPENDIX 1: LETTER OF INTRODUCTION

Dear Sir/Madam,

| am a student at KCA University pursuing an MBAgdee course. As part of the academic
requirements, | have designed a questionnaire tteeganformation on the determinants of
human resource retention programmes in private rgcfirms in Kenya. | therefore

guarantee that any information you provide shalhedled confidentially and shall only be

used for this academic project.

Your assistance will be highly appreciated. | Idokvard to your favorable response.

Yours Faithfully,

Kamau Wainaina
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APPENDIX 2: RESEARCH QUESTIONNAIRE.

SECTION A: GENERAL INFORMATION

Gender Male [ ] Female [ ]
Position Description Top management[ ] Heladepartment [ ]
Manager/ assistant manad | Supervisor []
Age Range
Under 25 [ ] 284-Years [ ]
35-50 Yeary ] OverYears [ ]
Experience
Under 5 Yeaf ] 5 —Years [ ]
11 - 15 Yearq ] OtBrYears [ ]
Educational Level .
Diploma [] der Graduate [ ]
Graduate [] ocibrate [ ]
Kenyan Other
Nationality Y -

SECTION B: ORGANIZATION INFORMATION
1. Please indicate the name of your organization.............cccceevvvvvvvvvvnnnnnnnnn.
2. What is the age of the organization you work faun(ter of years it has been in
operation since it was established)? Please tick

a. Lessthan5years{} 6-10years{} 11-2Gy={}
b. 20- 30 years {} Over 30 years {}

3. What is the size of your organization (Total numbigpermanent employees)?
a. Below 99 employees {} 100- 200 {}
b. 201- 400 {} 401-600 {}
c. Above 600 {}
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4. What is the ownership status of the organization?
a. Wholly foreign owned { }
b. Wholly locally owned {}

c. Joint venture {}
d. Any other form (.....cccceeeeeeieeeiiiiiiiieieieeee e )
5. What is the target market of the organization ircpetage?
Mainly foreign {}
Mainly local {}
Both foreign and local {}

6. In your experience, what is it about the way yorgamization manages its people

that is significantly different from other firms the industry?

7. In your Opinion has the company moved away frompifaetice of traditional HRM
and adopted current HRM practices for employeentigte? Please discuss your

answer briefly

8. Do you think HR contributes significantly to the gloyee’s intention to work for

the organization? Explain

9. Are managers actively involved in the implementatf HR practices in your

organization?

SECTION C: SELECTION/ RECRUITMENT
10. How often is recruitment and selection conductegaur organization?
Most often  {} Often {} Less often {}
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11.To what extent do you agree or disagree with thieviing statements related to
recruitment and selection processes in your orgéiniz? Rate where 1 is to a great

extent and 5 is to no extent.

Statement 1 2 3 4 5

Heavy recruitment occurs at entry level

(recruitment from outside the organization)

recruitment and selection in the organization

y

aims at attracting maximum number of high

talented applicants

The recruitment and selection process| of
getting highly qualified personnel is aimed at
increasing organizational competitiveness and

hence performance

Vacant higher technical and problem solving
positions are exclusively filled from outside

the company

The job of the workforce is subjected |to
formal job analysis (in the context , job
analysis is the study of the duties and

responsibilities that comprise job content)

Selection for manual and physical skills is pot
based on job description and jpb

specification.

Vacant managerial and higher technical

positions are exclusively filled from within.

Job performance is highly emphasized as a

condition for internal selection
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SECTION D: TRAINING / DEVELOPMENT
12.a) Does your organization offer training aimednapioving employee skills?
Yes{} No {}
13.To what extent do you agree with the following staénts related to training and
development in your organization? Rate where b ia great extent and 5 is to no

extent.

Statement

The organization makes use of formal training tlgfodraining

programmes

There is socialization of new employees (staffraiaéon)

The form of training and the processes enables|pdopacquire

new knowledge, learn new skills and perform tasiselp.

Management development and decision making is dirtkeboth

individual and organizational needs

Management development is aimed at managementssicoe

Training efforts are limited and informal

The form of training offered includes mentoringrezar counseling|,

management and supervisory development, and jolinga

The quality of training and development is highigked to the

overall organization performance.

Training evaluations based on performance are afdeducted

Without training employee performance cannot beeas;

SECTION E: PERFORMANCE APPRAISAL AND FIRM PERFORMAN CE
14.Does the organization have performance appraiséss in place?
Yes{} No {}
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15.To what extent do you agree with the following etaénts related to performance
appraisals effect towards HR retention program? Rdtere 1 is to a great extent

and 5 is to no extent.

Statement 1 2 3 4 5

The aim of performance appraisals is to help
determine reward outcomes( pay increases,

bonuses and promotions)

Staff development does not depend |on

employee appraisals

Performances appraisals assist are
instrumental in identifying ways to help
individuals improve their current positions

and prepare for future opportunities.

Appraisal results are used to identify the ppor
performers, who may require some form| of

counseling

Appraisees are inclined to believe that
appraisals results should be linked directly to
reward outcomes- and are suspicious @and

disappointed when told this is not the case

Performance appraisal is based |on
demonstrated achievement on performance

objectives

Performance appraisal is a vital means to
offer promotion, recognition, and career

development

The developmental purpose of performance
appraisal is more productive in influencing

organizational performance.
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SECTION F: REWARD /COMPENSATION
16.To what extent do you agree with the following stagnts related to reward and
compensation effect towards HR retention programa® Rvhere 1 is to a great
extent and 5 is to no extent.

Statement 1 2 3 4 5

Constant fixed salaries are better than high, |but

irregular hourly rates

Bonuses should be distributed to all employees who

have helped the organization achieve goals

Compensation is based on individuals knowledge |and
skills; that is; employees should be paid for winety
can do or talents, which they have( that can be use

successfully to a variety of tasks and situations)

Employee reward system consist of an organisation
integrated policies, processes and practices | for
rewarding it's employees in accordance with their
contribution, skill and competence and their market

worth.

The same salary and wage should be paid to every

employee in a given job so long as an employee

Fairness of the pay structure within an organizaito

base don individual input

Employees prefer to be paid a salary that marches

—+

what similar organizations pay their employeeshia

same positions

Compensation and rewards significantly affects

organizational outcome

A comprehensive compensation mix augmented by an
effective system of disbursement plays an effective
role in attracting the best candidates, shaping
employees, behavior and performance outcome,| and

facilitates retention of talents.
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SECTION G: HEALTH, SAFETY AND WORKLIFE POLICIES
17.To what extent do you agree with the following astagnts related to reward and
compensation effect towards HR retention programa® Rvhere 1 is to a great
extent and 5 is to no extent.

Statement 1 2 3 4 5

There is greater commitment since the
employees have access to work life policies in

the company

The company has managed to maintain a
good record on the way parental leave |for

employees is enhanced

Distress and fatigue from excessive time|on

job in the company sometimes lead to decline

in performances

A large amount of time at work is not a good
predictor of productivity whenever work-life

policies are not in order

My health and safety is guaranteed given |the

effective policies in the organization

Anyother{..........ooiiiiii }

THANK YOU FOR YOUR CO-OPERATION
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APPENDIX

2. Tanar Technical Consultants
Limited

3. Bob Morgan Systems Limited
4. Collindale Security

5. Bob Morgan Services Limited
6. Kenya Secularms Ltd

7. Satellite Tracking (K) Ltd

8. Ultimate Security Ltd

9. Security Guards Services Ltd
10. Ultimate Management Ltd

11.G4S Security Services Kenya
Limited

12.EARS Group

13.Falcon Security

Sourcewww.ksia.co.ke
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[ll: KENYA SECURITY INDUSTRIAL ASSOCIATION MEMBERS LIST.
14.1. Weitkeyr§e cumiyeServices

15.Instarect

16.KK Security

17.Magnum Allied Systems Ltd
18.Pinkerton's

19.Riley Services Limited
20.Securex Agencies Kenya Ltd

21.Security Group Of Companies
Ltd

22.Knight Sup
23.Radar
24. Tracker Group

25. Glen Edmunds performance

Driving School

26. Satellite Tracking (K) Ltd



