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Abstract

The purpose of this study was to investigate therdgnants of employee commitment in tea orgarozetiin
Kenya. Observations among 54 enlisted KTDA teaofées in Kenya show high disparity in average paynoé

tea deliveries (bonus) over a three year period®2002012. According to Tiampati (2012) strong eoypk
commitment is correlated with high productivity, #ehlow commitment lowers productivity. The primary
objective of this research was to determine thiuémice of training aspects on employee commitmertea
factories in Kenya. To achieve this objective aveyrwas conducted to canvas the opinions of regaedn
public KTDA tea factories in Kenya. Purposive saimgplwas employed to select six (6) factories based
second payment known as bonus; with three (3) pigying and three (3) low paying. Stratified samgplin
technique was used to categorize population intoagers and employees. Random sampling was usedeto g
the sample size of employees. A total of 273 redpots were randomly selected from a population éarn
861 employees. Qualitative and quantitative dates wallected by use of self-administered structured
guestionnaires and interview schedule. Analysidadh showed low paying factories had a lower aveeragan

in all aspects of training 46.25% compared to higlying at average mean 76.34%.Further analysigyusin
Spearman’s rank correlation test revealed significeelationship (P=0.00<0.01) between training and
commitment. It was recommended that training neddsild be conducted periodically so as to orgasjeeific
training programmes for improving skills, competerand built employee commitment.).The findings td§ t
study will help management with intervention stgis to put in place human resource practicestiiiaing
that enhance employee commitment to increase efiigi and productivity for better financial gains.

Key words: Training, Employees, Commitment, Organization, &elil factories
1. 0.Introduction

No organization in today’s’ competitive world caarform at peak levels unless each employee is ctiguirio
the organizations’ objectives and works as an #ffeceam member. The appointment of good worksrs i
critical but of greater significance is the orgatians ability to create a committed workforce. diing to
Ogunjinmi et al (2013), every individual within anganization is important to the fulfilment of @ngizational
goals and objectives, consequently employee’s comenit plays a significant role in the effectivenessl
stability of organizations. In the past organizasiccecured the loyalty of their employees by guaring job
security. However many organizations have respotaedmpetitive pressures by downsizing, restructuand
casualization, thus creating a less secure envieohand broken employment psychological contraatreRlize
the critical importance of people in the organizatis to recognize that human element and the orgton are
synonymous (Yaser, 2012). A growing number of erypds feel they are victims of broken promises. Ghe
the challenges facing modern organizations involwegintaining employee commitment in the current
competitive pressures.

With no assurance of continued employment, emplyee now raised their expectations in other ateas
instance employees expect employers to demonstre® commitment in terms of pleasant working
environment such as affiliation and having accessaining for growth (Coetzee, 2005).As organizasi are
faced with increasing competition and new challsngae of the key components of survival is maimitgj and
upgrading the human resource skills and competenglgch ultimately lead to organizational efficignand
effectiveness. Training has been identified asrdmuting greatly to the organizational competitiesa. From
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managements view point training is regarded as anmef engaging the commitment of employees to
organization (Heye and Stuart, 1996 cited in Soléand Liao, 2010; Bartlett, 2001). Bragg, (200&jLee that
companies with committed employees will outperfazompanies with uncommitted workforce, and contents
that demonstrating commitment to employees willegate a reciprocal commitment. Committed employes
better work than uncommitted and organizations witmmitted employees do better financially thandtreers.
Employers need to determine what is responsibletHisr disparity. Organizational effectiveness dejseon
more than maintaining a stable workforce; employaast perform assigned duties dependably and bhegvib
engage in activities beyond role requirements.

It thus seems that employees’ willingness to ¢bute to organization effectiveness will be infleed by their
level of commitment (Vance, 2006).Training is ofoging importance to companies seeking to gain an
advantage among competitors as a tool that leatiggteer commitment and retention. Owens, (200&sstd
the vitals of training for continual updating andprovement, identifying one source of human moibratat
work as intrinsic motivation: the desire to growatn, and to develop oneself. Cherrington (19989 atated
that most learning situations are fundamentallynfoeting because of the satisfaction and commitment
associated with the acquiring new knowledge olssKllraining has influence on company finances r@search
has shown that, committed employees are foundgarozations that do well financially (atsd.com, 2DQinks
between provisions of training and improvementsnganizational commitment have been establishesitipe
relationship between training perceptions and &ffecorganizational commitment has also been fo(d
Emadi and Marquardt,2007;Ahmad and Abubakar,2008}®4,2001).

Lawson et al (2003) argue that barriers to ekgiiployee commitment to organization arise from la¢k
training to update job performance skills and emage a sense of belonging, thus lowering efficieaod
reduced productivity. This view supports Bartl¢®#)01) cited in Brum (2007) study found that tragniwas a
current investment that may offer a greater pay aiffa later date through reciprocity. Since emgdoy
commitment is likely to be influenced by aspects tiining, this research was aimed at providing tea
organizations with a practical approach to enhamployee commitment and improve productivity.

Problem statement

Training is of growing importance to companieshe tvorld over that are seeking to gain an advaraageng
competitors as a tool for enhancing higher emplay@amitment and retention (Owens, 2006). The Anagric
Society for Training and Development found thaR@94, the average annual training expenditure pgiayee
was $955, which was an increase of $135 per emelérgen the previous year. The number of formalresay
hours per employee also rose from 26hours in 28032 hours in 2004 (atsd.com, 2005). Previous Boabi
studies have provided extensive evidence thatitmifiacilitate updating of skills, and lead to ieased
commitment, well-being, and sense of belongings tthiwectly strengthening the organization’s contpethess
(Acton et al, 2000). According to Lawson et al (2DBarriers to elicit employee commitment ariserfriack of
effective training to update job performance skdligl encourage a sense of belonging, thus loweffigency
and reduced productivity. According to Brum,(20Gd)hough training can positively impact commitment,
general training is not enough, but the relevamctheir current jobs plays a role in establishingrenpositive
employee commitment outcomes. However employee dbment has been affected by the competitive
business environment. Employees have become victimdroken promises arising from downsizing,
restructuring and casualization, thus creating allehge for the organizations to maintain a coneditt
workforce with no assurance of continued employn{@atetzee, 2005). Rashid et al (2003) says higbldenf
commitment are evident in organizations that aieglwell financially.

Braggs (2002) argue that companies that do welinirally outperform others and have committed eygss,
yet fewer than half the employees in today’s worééoare committed to their employer. Employers nied
determine what is responsible for this disparitips€rvations from 54 enlisted KTDA factories in Karghow
high disparity in average payment of tea delivefi@mnus) over a 3 year period (2009 to 2012).Thisvidenced
between six (6) selected factories from differentftties. The disparity of average payments (highlaw) in
KTDA tea organizations has been attributed to diffi¢ levels of employee commitment (Silverthorn@Q4,
Cohen, 2007; Tiampati, 2012).Empirical literatun@wed that little had been done to establish therdénants

of employee commitment in KTDA tea factories. Adliag to Chen, (2013) organizational commitment is
expected to be influenced by a series of elemerighwinclude training. The higher the organization
commitment among employees, the more responsiblindimidual is to the organization. This study was
therefore undertaken to determine the influencdraihing aspects on employee commitment in KTDA tea
factories in Kenya.
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1.1. Research objective

The main purpose of this study was to determinertthgence of training on employee commitment: A&y of
KTDA tea factories in Kenya. In order to achievesé objective, different aspects of training welentified
namely: Training for new skills, availability of seurces for training, continuous training, trainitegacquire
competence and training policy.

2.0. Literature review

Based on social exchange theory training increasendtment as a way of reciprocation, while investie
theory notes training is an investment that wasetbasn individuals perception of their investment in
organization; age, length of service, accumulatiboredits and likelihood of finding suitable pasit in some
other organization. Thus the length of service liganization or seniority should be positively rethtto the
growth of investments and reduced mobility (Meyeale 2004).The study was also guided by Herzbengss
factor theory (cited in Armstrong, 2009). The kasinets of the two-factor theory provide insightbi areas
managers or employers can influence in order toease the satisfaction of their employees and fais
commitment and loyalty to organization.

Commitment is two-way activity. If employers wanbromitted employees, they need to be committed
employers. Committed employees do better work thacommitted ones and organizations with committed
employees do better financially, yet fewer tharf s employees in today’s workforce are commitiedheir
employer. Employers need to determine what is mesipte for this disparity. According to Ogunjinmi al
(2013), every individual within an organization iilmportant to the fulfillment of organizational geahnd
objectives, consequently employee’'s commitment playsignificant role in the effectiveness and $itsibdf
organizations. With no assurance of continued eympént in the current competitive work environment,
employees have raised their expectations in aileas Ipleasant working environment with affiliatiand access
to training (Coetzee, 2005). According to Poh, @0€aining is the process of providing employeethw
specific skills, and helping correct deficienciestheir performance. Dockel, (2003) argues thaestment in
training is one way to show employees how importaey are. This view supports Herzberg (1959) theded

in Armstrong, (2009) who identified advancement ajynities as motivators. The theory notes thabtbgring
training opportunities employees will feel the angation is investing in them and that there arparpunities
for growth in the organization hence give meanmthe current job.

Lawson et al (2003) argued that barriers to ekeriiployee commitment to organization arise from la€k
training to update job performance skills and emage a sense of belonging, thus lowering efficieaod
reduced productivity. This view supports (Bartl@®01) study who found that training was a curieméstment
that may offer a greater pay off at a later dat®ugh reciprocity. The findings also found thatrewsed
investment on the part of the employee ties therserlto the organization without which they areinolined to
stay. Frazis and Spletzer, (2005) studied trairfiorgsocial identity and found that training helpmmoyees
identify with the organization while new and cutremployees acquire the knowledge and skills thegdrto
perform their jobs, thus enhancing commitment todtganization.

Karia et al (2000) cited in Boon, (2006) studidt timportance of training for continual updatingdan
improvement in Malaysia and found that employeeswiraining as a gift and strive to repay (reciaite} by
increasing commitment to their organization. Fertempirical studies have provided extensive ewideto
support this, that training facilitate the updatiofj skills, and lead to increased commitment (Ahmaad
Abubakar 2003; Acton and Golden, 2000). A studyAmn Consulting in Canada in 2000 cited in Coetzee
(2005), on effectiveness of various organizatiqrattices in building employee commitment identiffeve key
areas namely, safety and culture ,rewards, aféliatgrowth and work-life/harmony. However areastth
motivated employees more was training. Resultscatdd that 60% of employees reported their co-wsrke
improved their skills to make better contributianthe organization, and 78% were satisfied withttheing
provided on the job (Madigan and Dorell, 2000).

Bartlett (2001) cited in Brum,(2007) studied theadation between employee attitudes towards trginand
feelings of organizational commitment, with a sagnpf 337 registered nurses from five hospitals mldysia,
using social exchange theory as a model for examgithie relationship. The findings found that perediaccess
to training, social impact of training, motivatitmlearn, and perceived benefits of training arsitpely related

to organizational commitment. This supports thewgieof Groen, (2006) who asserted that fostering an
environment where participation in training progsaare encouraged and linked to overall human resour
strategy can have a significant impact on emplaydevel of commitment and improve efficiency and
productivity in organization. Organization commitmeccupies an important position that cannot lanted,
hence becomes necessary to explore determinaatganfizational commitment (Chen, 2013).

144



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) l'—i,l
Vol.6, No.8, 2014 IIS E

3.0. Research methodology
The study employed a descriptive cross-sectionsigde This design was appropriate since it pravidesnap
shot of the variables in the study at one poinine thus providing objective information acrodsdapartments.
According to Meijen, (2007), it reveals how varieblunder study are represented in a cross-secti@an o
population

3.1. Sampling techniques and sample size
Table 1. Sample frame and sample size

Selected factories

Population Sample Size

Imenti 137 43

Iriani 109 35

Nyansiongo 133 42
Mogogosiek 192 61
Kapkatet 193 61
Chebut 97 31
Total 861 273

The target population of this study was from the(6) selected tea factories from the various Ciesnif the tea
growing and processing areas in Kenya. They amedeas representatives of the 54 enlisted tearfastéor
two main reasons: First a stratification of allthijgaying and low paying factories resulted in aiohof three(3)
from high and three (3)from low paying factorieattivere purposively selected. Secondly conditiaesailing

are the same for factories of similar categoriessg@ndents were taken from all departments, nafaetpry
operations, finance, technicians and field openatid his helped to collect information across atit®ns. The
sample for the study was obtained from the totplutetion of 861 using Slovens’ formula for finitegulations
(Yara et al, 2012).This gave 273 respondents 6f98.1which was well above the acceptable sampleoriieg

to Mugenda and Mugenda, (2003) a representativepleais at least 10% to 20% of the study population.
Stratified sampling technique was used to categaiaployees into management and non-managemen6)Six
managers one from each factory were interviewed.

3.2. Research instruments

This comprised a self-administered questionnaine eémployees and interview schedule for management.
Information on employees’ attitudes was solicitesing questions of likert-type scale containing Spanse
alternatives. Namely Strongly Agree (SA), Agree,(8pmehow (S), Disagree (D), Strongly Disagree (BB3e
questions were rated 5,4,3,2 and 1 respectivelg Weight of 5 was allocated to the response tha wa
hypothesized to have the most positive influencemployee commitment to organization while 1 wéscalted

to the most negative.

In order to determine the strength of the relatimbetween the independent and dependent vaidaioldher set

of 5 response alternatives were used, Namely Végy KVH), High (H), Medium (M) Low (L), and Very Lw
(VL).These were also rated 5,4,3,2 and 1 wherewtbight of 5 was allocated to the variable with thest
influence while 1 was allocated to the variablerdeé to have the least influence. Further two qaestivere
put forward to find out whether the employees warmmitted to their organization in form of “NO “OYES”,

and another to rate their level of commitment ay Vew, low ,moderate ,high and very high. Likecate was
used in this study since it was more reliable, alnjéctive (Mugenda and Mugenda, 2003).

4.0. Research findings

4.1. Biographic information

The first part of the questionnaire deals with bégdic information of the respondents and the imftion that
follows was obtained. Filled 200 questionnaires eveeceived which constituted 76.9 % response rate.
Descriptive statistics applied showed that the dadhpmployees who responded in the selected tearies
comprised n=140 which translate to 70 % male an@translating to 30% female, table 2.

Table 1: Cross tabulation: Gender of respondents

Frequency Percentage
Male 140 70
Female 60 30
Total 200 100.0

The sample indicated that 39 % of the respondssteunted for age group under 30 years, 47.1% bet®8-
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39 years, 11.9% 40-49 years and only 1.9% wetbeofige 50 years and above.5.2% of the respontedts
education of primary and below,49% had secondaocatibn while 45.8% had tertiary education. Furthe
analysis showed 53.8% respondents had been irrghaination for 4 years and below, while 46.2% bpent 5
years and above in their organization. The deseeigtatistics also showed that the respondentpused 33.8

% factory workers, 11.9 % were from finance deparntn 30% were technicians while 24.3% were field
operators, table 3.

Table 2: Cross tabulation table: Biographical infation

Descriptions Frequency Percentage
Age

under 30 80 39
30-39 94 47.1
40-49 24 11.9
50&above 4 1.9
Qualification

Primary and below 10 5.2
Secondary 101 49
Tertiary 95 457
Length of stay

less than 2 years 72 34.3
2-4 years 41 19.5
5-6 years 46 224
More than 6 years 50 23.8
Department

Factory 71 33.8
Financial 25 11.9
Technical 62 30
Field operators 51 24.3
Total 200 100
4.1.1. Training

Section b of the questionnaire contained questiorsapture the respondents’ attitudes on diffeespects of
training, namely training to gain new skills to W& work tasks provision of resources for training,
opportunities to learn, grow and advance, traiftimggain competence to handle job properly and pdic
education and training as part of life activitiestheir organization. Descriptive statistical as@édygave the
information shown on table 4.

Table 3: Employee response on provision of differéraspects of training

Table 4. Below was generated showing how commitrierels differed between high paying and low pgyin
factories with respect to training. Result from thble indicates that out of a total of 200 respansl surveyed,
139 came from high paying factories and 61 from p@ying factories. About 63% (87) of the respondérim
high paying factories stated that training influeti¢heir level of commitment. The influence washhfgr 48
respondents (35%). Only 2.2% or 3 members woulthfieenced moderately and lastly less than 1% {@fjrey
low influence. Those from low paying factories welistributed as follows; very high (39%) or 24 resgders,
high 28 or 46%, 15% (9) moderate and none saidilom the 61 participants.

Table 4. Influence of training on commitment crossabulation by company/factory

To what Level would training influence your commént

Low Moderate High Very high Total
High paying factorie
%within factory0.7% 2.2% 34.5% 62.6% 100.0%
low paying factories
%within factory.0% 14.8% 45.9% 39.3% 100.0%
Total
%within factory.5% 6.0% 38.0% 55.5% 100.0%
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o Low ™ Moderate High mYery High

62.6%
45.9%
39.3%
34.5%
14.8%
07%  22% 0%
I
High paying factories Iow Paying factories

Fiqure 1.Ifluence of training on employee commitmenin different factories.

To establish whether training of employees werepathdent of employee commitment to organizationyla
hypothesis was generated and tested using Spearnaauk’ correlation.

H0 : Training is not significantly related to empl@eommitment in KTDA tea factories in Kenya.

To test this hypothesis respondent were askeckif ould be committed to the organization if certaspects
of training were provided. The results were analyae shown on table 5.

The correlation matrix obtained from Spearman’skraorrelation showed significant results. The resbhbwed
that training for new skills, (r = 0.555 p < 0.0T)aining resources (r =0.550 p< 0.01), continutaing (r
=0.431 p<0.01), Acquisition of competence ( r =484<0.01) while training policy was also signifitaat( r
=0.383 p < 0.01).

This analysis further revealed significant relasioip (p=0.00 <0.01) between training and commitntearice
the hypothesid:‘lo: Training is not significantly related to employeemmitment in KTDA tea factories in
Kenya was rejected. This means training is sigaifity related to employee commitment in KTDA teetdaies.

4.1.2 Discussion of results

The study sought to find out the influence of tmagnaspects on employee commitment in tea orgdaizat
Data analysis was conducted by use of descriptatesscs which showed that majority of the respemtd were
male, however the one third government policy hadnbobserved by the organizations by having 70% mal
against 30 % female. Analysis showed that a largrity of the respondents 86.1% were of age 39syaad
below, while only 13.8% were aged 40 years and abthvs meant the organizations had a fairly young
workforce which has the characteristics of beingrgatic and innovative but less stable and may shigl
turnover in such of better alternatives. This coaawith (Meyer et al, 2004) who argued that investhplans
alone is insufficient to produce organization cotmneint among employees with medium lengths of servic
Analysis showed the respondents were from vari@padments which gave objective view of the issngbe
factories.

Findings revealed that training for new skills ginites to employee commitment. This is consisteith the

findings of (Frazis and Spletzer, 2005) who fouhdtttraining to acquire skills to perform job entas
commitment. Provision of resources for training wasnd to have a significant contribution to empey
commitment. These results were consistent with B(2@07) who argued that training was a current ugso
investment which may offer a greater pay off irufetthrough employee reciprocation.
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Table 4: Spearman’s (rho) Correlations matrix for dfferent aspects of training
Correlations

Are you committed to thi¢ Trainig Trainig

organization? Q4 Q5

Spearman's How has provision ofthe  Correlation 1.000 .443" 383
rho following committed you to Coefficient

this organization? Sig. (2-tailed) . .000  .000

N 200 210 210

Training for new skills Correlation 555 371 254"
Coefficient

Sig. (2-tailed) 000  .000  .000

N 200 210 210

Resources Correlation 550" 235" 135
Coefficient

Sig. (2-tailed) 000  .001  .051

N 200 210 210

Continuous Training Correlation 4317 266 .253°
Coefficient

Sig. (2-tailed) 000  .000  .000

N 200 210

Acquire Competence Correlation 443 284"
Coefficient

Sig. (2-tailed) .000 . .000

N 200 210 210

Training Policy Correlation 383" 284"  1.000
Coefficient

Sig. (2-tailed) 000 .000 .

N 200 210 210

**_Correlation is significant at the 0.01 leveH@iled).

Results on further aspects of training continusaming and acquisition of competence and trairpogicy all
showed significant relationship, and that providamgployees with regular training and the right tgmables
employees to do the right thing at the right tirtteereby increasing their productivity and efficignehich
ultimately leads to their commitment (Soltani anid,2010; Ahmad and A bubakar,2003).This resules ar
consistent with those of (Groen,2006) asserting fibstering an environment where participation rairting
programs are encouraged and linked to overall humeaource strategy can have a significant impact on
employee’s level of commitment and improve effi@gmand productivity in organization.

Further analysis revealed that low paying factosteswed lower mean in all training aspects 46.2&%pared
to high paying 76.34 %. Analysis using spearmahr@sealed significant relationship (p=0.00 <0.8&}ween
training and commitment. The results suggest that gf the disparity in payment among KTDA tea faigs is
contributed by training aspects. This view is hbid(Lawson et al, 2003) who argued that barrierglicit
employee commitment arise from lack of effectivarting programmes. Hence training programmes shioald
well-planned and effective to enhance high levélsoonmitment.

Abraham Maslow’s (1954) theory of needs (cited immAtrong, 2009) asserts that effective traininggpmms
caters for esteem needs as well as actualizatidchvadommits employees to organizational goals. Heurhore
Braggs, (2002) companies with committed employeetperform those with uncommitted workforce, and
contents that demonstrating commitment to employbesugh various training programmes will generate
reciprocal commitment by increased commitment andtribution to the organization. This supports the
findings that high paying KTDA tea factories ratdighly for all aspects of training provided in the
organizations
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5. Conclusion

The study sought to find out the influence of tiainaspects on employee commitment in KTDA teadiaes in
Kenya The study has implications for management of tedofées since, all aspects of training showed
significant relationship to commitment; this megast of the disparity observed in payment of teauso(high
and low) in various KTDA tea factories in Kenya t®ntributed by ineffective training programmes.
Employment psychological contract has been brokgndbwnsizing, restructuring and casualization and
employees expect employers to demonstrate theimitinent in terms of pleasant working environmenereh
there is access to training. This can enhance comeni and productivity because employees view itrgias

an investment. It is evident that the problem opkryee commitment in KTDA tea factories will coniin to
bring disparity in average bonus payment unlessttn is given to the area of training. Organizmadi with
committed employees outperform others with unconeditones; furthermore demonstrating commitment to
employees will generate a reciprocal commitmeninbyeasing effort and contribution to the orgariaat

5.1. Recommendation

Based on the results of the study management of Xfeatories should conduct training needs peridtlicso
as to organize specific training programmes forrimapg skills, competence and employee commitméhis
would provide solutions to organizations faced watv productivity problems by giving special attient to
training in their organizations human resource ficas for building commitment.

Training programmes should be pegged to performamoeder to increase productivity apart from mation
5.2. Suggestions for further study

i. A similar study can be conducted in service orgations to determine if the results will be consiste
ii. Further study should be done to determine the eatnd strength of association between age, gender,
tenure of service and commitment for employeeféntéa companies in Kenya.
iii. Other studies should test training in relationiffedent types of commitments like; affective, natinve
and instrumental commitment in the tea organization
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