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ABSTRACT
The purpose of this study was to identify factors impacting the employee involvement in
decision making on organizational citizenship behavior and the research questions of the
study were: to establish the impact of power factors on organizational citizenship
behavior; to establish the impact of information factors on organizational citizenship
behavior; and to establish the impact of reward factors on organizational citizenship
behavior.
The research design was descriptive in nature. The dependent variable of the study was
organizational citizenship behavior while the independent variables were power, social,
and reward factors. The research was conducted among Machakos County Government.
The sampling frame from this study was selected from a list of 150 (middle managers and
supervisors) full time employees as provided by the Human Resource office electronic
mails. A sample of 57 employees was targeted to represent the population of interest. This
represent 99.99% response rate. The data gathered was edited and transformed into a
quantitative form through coding. It was then entered into a computer. Univariate analysis
like frequency distribution was adopted in the study. The analyzed data was presented
inform of tables. SPSS was used to aid in data analysis.
The findings of this study were that majority of the middle managers and supervisors
believed that organizational citizenship behavior was being affected by the three specific
objectives: power factors; information factors; and reward satisfaction factors. The
findings indicated that these three specific objectives were the main factors impacting
employees to involve in decision making.
With regards to power factors on organizational citizenship behavior, the first major
findings of the study was that the questions which were asked included amongst others on
empowerment perspective, employee participation, and autonomy support. On
empowerment perspective, contemporary business (47.4%) played major important role
in employee involvement in decision making compared to the degree of flexibility
(43.9%) and need for creativity (40.1%) on organizational citizenship behavior. On
employee participation, organization’s objectives (56.1%) played major role in employee
involvement in decision making compared to the competitive advantage (50.9%) and
organizational goals (35.1%) on organizational citizenship behavior. On autonomy
v

support, individual’s attitude (36.8%) played major important role in employee
involvement in decision making compared to the significant others (35.1%) and paradigm
shift (35.1%) on the organizational citizenship behavior. Thus, the researcher concluded
that organization’s objectives had the higher ability to impact the employee involvement
in decision making on organizational citizenship behavior.
With respect to information factors on organizational citizenship behavior the second
major findings of this study indicated that the questions which were asked included
amongst others on: workplace consultation, employee voice, and psychological
attachment. On workplace consultation, private information (52.6%) played major role in
employee involvement in decision making compared to the share information (42.1%)
and workforce (38.6%) on the organizational citizenship behavior. On employee voice,
productivity (54.79%) played major role in employee involvement in decision making
compared to the dissatisfaction (42.1%) and management (40.35%) on organizational
citizenship behavior. On psychological attachment, fostering creativity (47.4%) played
major role in employee involvement compared to the proactive behaviors (43.9%) and
bridging communication (38.59%) on organizational citizenship behavior. Thus, the
researcher concluded that productivity had the higher ability to impact the employee
involvement in decision making on organizational citizenship behavior.
In relation to reward factors on organizational citizenship behavior, the third and last
major findings of this study indicated that the questions which were asked included
amongst others on: psychological well-being; procedural justice; and employee’s
engagement. On psychological well-being, creative climate (47.4%) played major
important role in employee involvement compared to performance (43.9%) and
management philosophy (43.85). On procedural justice, employee trust (45.6%) played
major important role in employee involvement compared to skills and expertise (36.8%)
and supervisor (33.3%) on organizational citizenship behavior. On employ engagement,
leader-member exchange (50.9%) played major important role in Y-Generation’s
perception compared to employee’s potential (35.1%) and individual’s well-beings
(31.6%) on organizational citizenship behavior. Thus, the researcher concluded that
leader-member exchange for employee involvement in decision making had the higher
ability to impact the employee involvement in decision making on organizational
citizenship behavior.
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The study made several conclusions among them that firstly, with respect to the influence
of power factors of employee’s involvement in decision making on organizational
citizenship behavior, this study concluded that, organizations which promotes employee
involvement, should benefit from increased organizational productivity due to the
paradigm shift employees incur by having the opportunity to give their input. Therefore,
this paradigm shift should be reflected in their behavior as they would consequently be
more motivated to perform at a high standard to achieve goals that they had a part in
setting.
Secondly, in regards to the influence of information factors of employee’s involvement in
decision making on organizational citizenship behavior, this study concluded that
involvement of workers in decision-making in teams, making system with greater labormanagement, and trust resulting from these structures created a result in which decisions
were seen as having greater legitimacy to workers. This legitimization effect contributed
to the employees’ well-being.
Thirdly and final, in relations to reward factors of employees involvement in decision
making on organizational citizenship behavior on work and well-being, this study
concluded that, strong organizational climate implied a consensus on goals and how they
should be attained, enhancing the organization’s performance. This implied a strong
transformational leadership entity, creating a shared vision and goals. The current study
examined whether these climate factors indeed correlated with an overall improved
organizational climate and improve extra-role performance.
The study also made a recommendation that the study did not examine all the
stakeholders involved in the research study due to time limit and financial constraints
posing a comparison challenge. However a representative sample was obtained from the
study population and in depth analysis of the factors was done thus ensuring that
generalization of the study findings were possible. Furthermore, the location of this study
is only confined to Machakos County Government. Thus, the sample and its responses
may not be a representation of the employee involvement in decision making as the
county government towards organizational citizenship behavior. Future research can
improve on this limitation by increasing the sample size and performing future research
across 47 counties in Kenya’s respondents.
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CHAPTER ONE
1.0 INTRODUCTION
1.1 Background of the Problem
Over the years, employee unrest and agitations has astonished many organizations the
world over and the non-involvement of employees in the management process has
accounted for many of these. Decision-making in organizations has been the domain of
top management but without the involvement of those on the lower treads of the ranking
of management, yet they are the very ones expected to see to the implementation of these
decisions (McGregor 1960).
The non-involvement of lower level management in decision-making also means that
vital input from employees is often not factored into decisions made. This gives rise to the
glitches that are experienced in organizations when it comes to the acceptance of these
decisions and its implementation because employees feel insulted and of no importance
because their views were not sought. They also do not feel involved in the decision
making process but rather decisions are taken and ‘pushed down their throats’. This leads
to conflict, defiance or a laidback attitude to implementation and hinders the projections
of good Organizational Citizenship Behavior (McGregor 1960).
Marchington (2001) saw employee involvement as a feature of soft rather than hard
Human Resource Management, (HRM). In firms with a hard orientation, Marchington
(2001) considers that the ‘numbers-driven’, cost-cutting mindset reduces involvement to a
one-way communication channel. This contrasts with organizations that are true believers
in employees as their ‘greatest asset’ where there is a strategic pledge to sharing
information and views and achieving a workplace culture that meets business needs.
(Bennett, 2010) describes employee involvement as a form of employee voice initiative
which may be seen differently by Human Resource (HR) experts and unions.
Employees have understood that organizations want to increase employee involvement,
given that the involved employees were willing to devote themselves fully in their work
by way of a positive role (Kahn, 1990) and remain in them longer work (Saks, 2006;
Schaufeli and Bakker, 2004).
1

Employee involvement concerns the extent to which individuals use all the resources of
cognitive, emotional, and physical to perform roles associated with the job (Thomas,
2011). Employees who feel involved and willing to engage in their work generally is the
employee who has the characteristics of an energetic, fun, enjoyable, and effective in
carrying out their work (Kahn, 1990; Macey and shneider 2008).
The Kenya Constitution introduced two levels of government, the national government
and the County government, which are distinct and interdependent. The promulgation of
the Constitution of Kenya 2010 (CoK 2010) on 27 August 2010 paved way for realization
of a devolved system of governance. Chapter Eleven (Cap 11) of CoK 2010 – Devolved
Government specifically provides for the setting up of the 47 County Governments
headed by county governors.
The Machakos County Government is one of the 47 counties that came to birth during the
2013 general elections in Kenya; it is headed by Dr. Alfred Mutua as the Governor.
According to the 2009 census report, the county hosts a total population of 1,098,584 in
the eight constituencies. Its vision statement is to be a globally competitive hub that
ensures optimal utilization of resources, social and economic sustainability for the
prosperity of all and wealth creation (Machakos County Integrated Plan 2015).The
County has been ranked as the best performing county government in a new survey that
measured public perception on the success of devolution (Otieno, 2015).
Several writers (have authored work on employee involvement and organizational
citizenship behavior. Employee involvement in decision making has been claimed to have
a substantial impact on good organizational citizenship behavior. Employee involvement
is instrumental to the achievement of goals of the organization; collective social practices,
sharing information, knowledge, rewards and power throughout the organization (Edouards, 2007; Derek and Kato, 2005). Workers’ involvement had been recognized as a
management solution to increasing workers satisfaction (Cotton, Vollrath,et al., 1988).
According to a classic definition, participation is described as involvement (Vroom,
1974). In some views of organizational researchers, there are several dimensions of
involvement in an organization. It is an opportunity for employees to achieve their goals,
to seek ideas among the employees, and to assign responsibilities to employees (Gibson
and Ivanchevich, 1992).
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Employee involvement is considered a key element in the successful implementation of
new management strategies and plays an important role in determining the degree of good
organizational citizenship behavior (Harber and Marriot, 1991). This in turn, increases the
commitment of the employee as well as their motivation. Furthermore, Higgins (1982)
argues that involvement is a mental and emotional replication that will lead to the
fulfillment of individual and organizational goals, especially if supported by the
organization’s climate. For instance, (Appelbaum et al., 2000) argue that the opportunity
to participate in decision making helps to create trust between workers and supervisors
and to produce intrinsic rewards.
Theorists and researchers such as (McGregor, 1960; Herzberg, 1966) have reinforced and
substantiated that a wide variety of benefits may grow to an organization that analytically
develops and consciously inspires the participative style of management that is involving
employees in decision-making. Through this, productivity and competence would be
greatly enriched and some amount of tension and stress associated with working in some
organizations would be removed.
This means that employee participation in the planning process surrounding the potential
inventions may facilitate opportunity acknowledgment throughout the organization
(Kemelgor, 2002; Zivkovicet al., 2009).
Moreover, a study by Ladd and Marshall (2004) stated that involvement in decisionmaking is essential to employees along with organizational commitment and affective
organizational citizenship behavior, is valued by them. Employees consider themselves to
be better off, because of participation in management and in decision-making, the
organization also gains through the positive impact on task and performance
effectiveness. Similarly, a study by Meyeret al. (2004) found that involving employees in
decision making escalates good organizational citizenship behavior which aims to protect
the organization against damaging and detrimental behaviors which prevent the
organization’s healthy operations, improves workers’ skills and capabilities and increases
performance and productivity of organization by effective coordination.
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Organizational Citizenship Behavior (OCB) is defined by Organ (1988) as an individual
behavior that is discretionary, not directly or explicitly recognized by the formal reward
system and that in the aggregate promotes the effective functioning of the organization.
Work behavior can be seen in terms of in-role and extra role behavior, willingness to
engage in extra-role behavior is seen as high Organizational Citizenship Behavior, it is
meditative of individuals’ enthusiasm to become ingenious beyond the current job
requirement. In the business world, organizational citizenship behavior has been
associated with work output, employee efficiency, and other factors which can impact a
business in the short or long term.
According to Lloyd (2008), both discretionary effort and organizational citizenship
behavior represent voluntary and constructive inclinations or acts that cannot be
contractually enforced. Nevertheless, in contrast to organizational citizenship behavior,
discretionary effort can apply to both core roles and activities that transcend formal
responsibilities. Employees can devote this effort to their primary tasks as well as to
optional activities, such as helping colleagues.
Konovsky and Organ (1996) identified five dimensions belonging to OCB: Altruism
consists of voluntary activities that help others with an organizationally significant task
such as willingly helping orientation of a new employee, distribution sales strategies,
teaching employees useful knowledge or skills, showing employees how to accomplish
difficult tasks (Booman, et al 2001).Courtesy Gestures are revealed in the interest of
preventing creations of difficulties for co-workers (Organ, 1997). A courteous employee
avoiding generating problems for co-workers reduces intergroup conflict so managers do
not fall into a pattern of crisis management. Conscientiousness is an open behavior that
goes well beyond the minimum role requirement level of the organization, such as
(Appelbaum et al, 2000) observing rules and regulations, not taking extra breaks, working
extra-long days. More conscientiousness for an employee means more accountability and
less supervision (Posdakoff, MacKenzie, Paine, and Bachrach, 2000).
Booman, Penner, Allen, and Motowidlo (2001) stated that altruism and conscientiousness
are the two chief or principal dimension of OCB. Sportsmanship; is a demonstration of
willingness to tolerate minor and temporary personnel problems and impositions of work
4

without objections, grievances, petitions, accusations, or disapproval, thus conserving
organizational energies for task accomplishment and lightening the piles of managers
Organ and Ryan, (1995). Civic virtue; this is a behavior on the part of an individual that
specifies that employee responsibly participate in, is involved in, or concerned about the
life of the company.
This dimension represents a macro level interest in, or commitment to, to the
organization. This behavior shows willingness to partake actively in managerial events, to
monitor organization’s environment for threats and opportunities, to look out for
organization’s best interest. These behaviors mirror an employee’s recognition of being a
part organization (Podsakoff, et al, 2000).
Organizational Citizenship can play a significant role in organizational goals. Bateman
and Organ (1983) describes, OCB as an efficient role behavior which is not an element of
routine job description of employee, that cannot be calculated

through organizational

evaluation system and presence of such behaviors cannot be imposed. OCB can be
described as an extra role and behaviors such as teamwork with employees, approaching
to workplace earlier and leaving late, helping other employees, using organizational
possessions with care, disseminating positivity in organization (Turnipseed and Rassuli,
2005).
Employee involvement has been examined as a potential predictor of several
Organizational Citizenship Behaviors Rich et al, (2010). One explanation for why
employee involvement is related to OCB is based upon social exchange theory and the
principle of reciprocity. Employees may perform OCB because it includes an emotional
component (Bennett and Robinson, 2000). The social exchange and the emotion-based
explanations may be related, because the desires to counter and positive emotion are both
the result of satisfactory treatment from one’s organization (Rhoades and Eisenberger,
2002).
Employee involvement is one of the potential predictor of OCB. Individuals who are high
in employee involvement have a tendency to engage in constructive and responsible
behavior at work. Lack of or little involvement of employees in decision making may
lead to counter productive work behaviors that may be harmful to the organization.
5

Counterproductive work behavior (CWB) means that employee is not motivated to
conform and/ or is motivated to act against accepted organizational norms.
Therefore involving employees in decision making has a great impact on good
organizational citizenship behavior which translates to growth and stability on an
organization and its workers (Bennett and Robinson, 2000).
1.2 Statement of the Problem
In modern times, a number of organizations both local and international have observed a
number of industrial conflicts and worker agitations which have led to confrontations
between management and staff with some very depressing consequences. Machakos
County has experienced worker agitations, in 2014 doctors, nurses and other health
workers went on strike due to issues such as delayed salaries, delayed promotions,
arbitrary transfers, nepotism, cronyism and discrimination based one’s county of origin
(Okwany, 2014).
Strikes and worker agitation have extreme impact to most companies since employees
lack proper mechanism to express their grievances. Marchington (2001) explains that
employee participation could lead to a beneficial impact on productivity, quality and
deflect problem that would otherwise explode. The lack of or little involvement has led to
crippling effects that have led to counterproductive behaviors at work thus affecting
organizational citizenship behaviors.
The greatest asset an organization has is the employees, therefore understanding that
involving them makes them more engaged and more dedicated to their work. Worker
participation is a procedure to authorize workers to contribute in decision-making
behavior suitable to their rank in the association. As participative organization technique,
worker participation has taken numerous forms, counting the work design method and
particular behavior such as quality of work life (Apostolou, 2000).
Organizational environments characterized as "highly involved" strongly encourage
employee involvement and create a sense of ownership and responsibility. They rely on
informal, voluntary and implied control systems, rather than formal, explicit, bureaucratic
control systems. Out of this sense of ownership grows a greater commitment to the
6

organization and an increased capacity for independence thus promoting organizational
citizenship behaviors. Accepting input from business associate boosts the quality of the
decisions and improves their implementation (Denison, 2000).
Organizations try to figure out if their employees are involved and how to make them
engaged by using different tools to stay competitive and improve performance employee
engagement becomes an important area because low engagement in Corporate HR
becomes an issue that needs to be addressed (Podsakoff, et al, 2000).
Many organizations are focusing on designing a successful reward system to keep
employees engaged and productive. But most are missing a crucial idea, because the line
manager which is a critical player is often overlooked. Managers who ultimately serve as
the face of an organization to its employees are typically the ones who work or fail the
engagement (Stark and McMullen, 2008).
Most employers today focus on financial reward systems, they tend to believe that this
will get employees to be more engaged and productive, it is important for line managers
to ensure that: the right people are in the right jobs; goals and objectives are clearly
communicated; effort is appropriately rewarded; and opportunities for development and
promotion are provided (Alfes, et al, 2010). It is because of this gap that this study is
being conducted so as to help managers understand that employee involvement has a
great impact on organizational citizenship behaviors.
The major problem for employee involvement in decision making is resistance to change
by management (Bratton and Gold 2003). Managers create an organizational culture that
reflects their own philosophies and styles of management and reinforce their strategies
and control. Employee involvement in decision making poses threat to the more
autocratic manager. Evidence provided by Rendal (1986) suggests, however, that many
managers tend to resist participation because it is contrary to their habit-formed ways of
thinking and behaving. In addition, failure to respond to employee commendations is an
example that reduces employee involvement in decision making. If management does not
acknowledge employees endorsements, employees rapidly conclude that management has
no interest in their ideas.
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Many researchers have taken a more universal approach to studying employees’
involvement in decision making, arguing that participative decision making requires a
certain context over and beyond a set of programs or techniques. Wagner (1994) argued
that, without the redesign of work, employee involvement efforts can even have a
negative effect. Participative approach such as delegation gave mixed results, especially
in public organizations. In contrast, participative decision making that gives employees
the opportunity to make substantive changes in their work is a tool for large-scale
organizational change, (Bratton and Gold, 2003).
1.3 Purpose of the Study
The purpose of the study was to identify the influence of employee involvement in
decision making on organizational citizenship behavior in Machakos County
Government.
1.4 Research Questions
1.4.1 How do power factors influence employee’s involvement in decision making on
organizational citizenship behavior?
1.4.2 How do information factors influence employee’s involvement in decision making
on organizational citizenship behavior?
1.4.3 How do reward factors influence employee’s involvement in decision making on
organizational citizenship behavior?
1.5 Significance of the Study
1.5.1 Machakos County Government
The findings of this study will help the Machakos county government officials to be able
to develop measures that will ensure employee involvement in decision making and thus
be able to avoid further conflicts and vices such as corruption that hinder maximum
productivity, thus achieve good organizational Citizenship Behavior.
It will also enable management to develop appropriate strategies that will ensure
participative decision making for the satisfaction of employees.
8

1.5.2 Academicians and Researchers
The study will also aid future researchers and academicians to draw knowledge on related
studies and add knowledge on employee involvement in decision making and its impact
on good organizational behavior.
1.5.3 Other Counties
This study will also be of importance to other counties in Kenya. It will help management
in the county to be able to adopt ways of involving employees to be able to ensure good
citizenship behaviors in their counties.
1.5.4 The Government of Kenya
This research study will aid the Kenyan Government in adopting and developing ways of
involving employees in the decisions that affect their work and lives. Through this study
the government will be able to find ways to get rid of counterproductive work behaviors
and ensure good organizational citizenship behaviors.
1.5.5 Employees
This study will help employees understand their role in decision making and how it
affects organizational and individual productivity.
1.6 Scope of the Study
The geographical scope of the study was at Machakos County Government. The
populations of the study were 135 middle level management and supervisory level
employees of the County. The study was conducted in 3 months’ time that was between
the months of April and August 2016.
Limitation of the study was that the study was limited to the only employees of Machakos
County Government and the target population was restricted only to middle level
management and supervisory level employees. Solution of the study was that this was
necessary in order to keep the study within controllable level.
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1.7 Definition of Terms
1.7.1 Employee Involvement
Employee involvement refers to work structures and processes that allow employees to
systematically give their input into decisions that affect their own work (Powell, 2011).
1.7.2 Decision Making
A decision is a choice whereby a person performs a conclusion about a situation. This
represents a course of behavior about what must or what must not be done. It is the point
at which plans, policies and objectives are translated into concrete action (Drucker1964).
1.7.3 Organizational Citizenship Behavior
Organ (1988) defines OCB as “individual behavior that is discretionary, not directly or
explicitly recognized by the formal reward system, and that in the aggregate promotes the
effective functioning of the organization" Organ’s definition of OCB includes three
critical aspects that are central to this construct. First, OCBs are thought of as
discretionary behaviors, which are not part of the job description, and are performed by
the employee as a result of personal choice. Second, OCBs go above and beyond that
which is an enforceable requirement of the job description. Finally, OCBs contribute
positively to overall organizational effectiveness.
1.8 Chapter Summary
This chapter looks at the background of the study and outlines the statement of the
problem. The background seeks to provide insights on employee involvement in decision
making and its impact on good organizational citizenship behavior with a particular focus
on Machakos county Government. Thus chapter two presents some of the existing
literature review on employee involvement in decision making; it illustrates how their
involvement can be a source of inimitable success and organizational citizenship. It
further focuses on factors that influence organizational citizenship behavior and their
impact on organizational citizenship behavior. Chapter three will focus on the research
methodology to be used, chapter four will focus on the results and analysis and chapter
five will include the summary, discussion, conclusions and recommendations.
10

CHAPTER TWO
2.0 LITERATURE REVIEW
2.1 Introduction
This chapter looks at the relevant literature on the influence of employee involvement in
decision on organizational citizenship behavior. The literature under review for this study
seeks to explain the impact of employee involvement in decision making, how employee
involvement in decision making impacts organizational citizenship behavior and to find
out whether there are other factors that contribute/influence organizational citizenship
behavior in Machakos County Government.
2.2 Influence of Power Factorson Organizational Citizenship Behavior
2.2.1 Empowerment Perspective
A contemporary forward-thinking business does not keep its personnel in the dark about
vital decisions affecting them. It trusts them and encompasses them in decision making at
all levels. “Command and control” is no longer an acceptable model. A more open and
concerted framework will exploit the talents of all employees (Hewitt, 2002).Employees
must be involved if they are to understand the need for creativity and if they are to be
committed to changing their behavior at work, in new and improved ways (Kingir and
Merci, 2010).
Numerous organizations began embracing the benefit of employees’ involvement in
decision making in the 1980s. Knopp (1995) defines involvement in decision making as
sharing decision making with others to achieve organizational objectives. The impact of
employee participation/involvement is multidimensional and varied. Determining the
most operational employee involvement strategy is determined by specific organizational
goals, different organizations trust their employees the responsibility to carry out
important duties with respect to their qualifications. Some organizations train their
employees to take responsibilities and duties given to them (Webb and Webb 1999).
It has taken many different processes, developing through employee involvement and
participation in decision making to the modern-day empowerment perspective, it involves
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the employees being provided with a greater degree of flexibility and more sovereignty in
decision making in relation to their work. Employee involvement includes four elements
namely, power (providing people with sufficient authority to make work-related
decisions), information (timely access to appropriate information), knowledge and skills
(providing training and development programs), and rewards (providing intrinsic or
extrinsic inducements for involvement) (Cummings and Worley, 2008). This contrasts
distinctly with customary management techniques that have stressed control, hierarchy
and inflexibility.
According to Baker et al. (2001), decision making should start with the identification of
the decision maker(s) and stakeholder(s) in the decision, reducing the possible
discrepancy about problem classification, requirements, goals and criteria. The effect of
involvement on performance has become increasingly uncertain in recent years. Wagner
(1994) argued that many participation studies have demonstrated a steady, though small
impact on performance.
The method of participation and the context in which decision making techniques occur
have a great impact on employee involvement. Techniques such as; consultative decision
making: where the right of decision making resides with the manager and he may consult
or have the opinion of others concerned. Participative decision making; is the extent to
which employers permit or encourage employees to share or partake in organizational
decision-making (Probst, 2005).The main aim of participative decision making is for the
organization to benefit from the "perceived motivational effects of increased employee
involvement" (Brenda, 2001, p. 28).Participative decision making could be formal or
informal. In addition, the degree of participation could range from zero to 100% in
different Participative Management stages. According to psychologist Abraham Maslow,
workers need to feel a sense of belonging to an organization, leaders must think of the
best style that allows an organization to achieve the utmost results.
Democratic decision making technique: In democratic decision making, decision is made
by the group as a whole rather than an individual and employees are engaged and are able
to determine the magnitude of any positive effect on organizational citizenship behavior.
(Allan and Judd, 2007).In autocratic decision making, the leader takes control of and
responsibility for the final decision.
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The difference is that in an autocratic style, members of the organizations are not
included and the final outcome is the responsibility of the leader. Hayers (2000) found
that workers who fell under pressure reported autocratic supervision on the part of their
leaders. The leaders rarely allowed them to participate in the decision making. It was also
reported that workers who were under stress also reported harsh supervision and control
on the part of their leaders (Hayers, 2000).
2.2.2 Employee Participation
Employee participation is considered a key element in the successful implementation of
new management strategies and plays an important role in determining the degree of job
satisfaction (Harber, Mariottetet al, 1991; Ardichvili, Page et al., 2003). This in turn,
increases the commitment of the employee as well as their motivation. Furthermore,
Higgins (1982), argues that participation is a mental and emotional reflection that will
lead to the fulfillment of individual and organizational goals, especially if supported by
the organization’s climate.
From a quick observation, one of the dominant fundamental factors in the success or
failure of any organization is the influence of its people, and how well that influence is
mobilized and concentrated towards meeting the organization’s objectives. This
constitutes the concept of employee involvement. It signifies a reliable process of
enabling employees to participate in professional decision-making and organizational
development activities suitable to their ranks in the organization (Erkman, 2006).
The approaches to decision making such as Rational Decision-Making approach. This
view of decision making suggests that decision-makers follow a specific process where
goals are decided upon, alternatives are developed in accordance with such goals, and
then the most efficient alternative is implemented (Baker, et al. 2002; Rainey, 2003;
Kingdon, 2003). The contingency decision-making approach where some scholars assert
that rational decision-making can only occur under stable, clear, simple conditions
(Rainey, 2003).
Because these conditions often are not present, decision-makers must use judgment and
intuition, and undertake in bargaining and political steering in their decision-making
process.
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In incremental Decision-Making approach, Instead of choosing an alternative that a
rational decision-making process would predict, decision-makers choose to make less
controversial, transitional decisions to ensure some degree of success of achieving vague
goals presented. The Garbage Can Decision-Making approach the idea comes from the
opinion that “decisions are made in organizations when precise decision-making
opportunities or requirements arise”(Rainey, 2003).
Rainey (2003) James Thompson asserted that the level of agreement amongst decisionmakers on goals and the amount of technical knowledge amongst decision-makers on
how to implement solutions or tasks determined whether or not a decision-making
process could be rational. When the level of agreement and amount of knowledge are
high, rational processes are more likely to be followed.
Hence,

Armstrong

(2009)

identified

employees’

competences

connect

and

synchronization as critical to organizational citizenship behavior. This helps a corporation
to use energies effectively for the achievement of its business. Involving employees in
firm’s process becomes the actual competitive advantage for that company which was
theorized by (Edouards, 2007).
2.2.3 Autonomy Support
Cotton (1993) considers these dimensions of employee involvement are crucial in an
organization: Formal versus Informal. Formal employee involvement refers to a system of
rules that are imposed on or granted to the organization. Informal involvement, in
contrast, is a consensus that arises in a casual way for example, a quality circle program
or a gain-sharing program. Formal form of employee involvement is where a supervisor
casually allows his or her personnel to make decisions about how their work is done.
In an autonomy supportive environment, significant others encourage choice and
participation in decision-making instead of control (Deci, Eghrari, Patrick, & Leone,
1994). Autonomy support can have an impact on individuals’ attitudes and behavior by
fulfilling their psychological need for competence, which incorporates their desire to
produce outcomes and to understand the conditions leading to these outcomes. Therefore,
an organization that promotes employee involvement, whereby workers have the
authority and autonomy to play an active role in work-related decision-making, should
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benefit from increased organizational productivity due to the paradigm shift employees
incur by having the opportunity to give their input. This paradigm shift should be
reflected in their behavior as they would consequently be more motivated to perform at a
high standard to achieve goals that they had a part in setting (Deciet al, 1994).
On the other hand, scholars argue that involvement is a joint discussion between
employees and managers that brings together to discuss problems and comprehend
decisions working together as a team. In consultative management, employee’
involvement is stressed, requiring employees to recognize a recent problem and later
make a decision on its solution,(Davis and Newton, 1997).There are three perceptions
arising from this method and they are: emotional and mental involvement; motivation in
contributing towards the organizational performance, and accommodating responsibility.
Rosidi (1999), states that employee involvement plays a vibrant role in the decisionmaking process, where all the ranks in an organization supply necessary information.
Where employees actively partake in the decision-making process, with their distinct
goals being set, they adopt the organization goals. This should be followed by good
organizational citizenship behavior meaning that involvement should not be limited.
2.3 Influence of Information Factors on Organizational Citizenship Behavior
2.3.1 Workplace Consultation
Employee involvement leads to workers’ responsibility which has a great influence in the
daily life of the company, it also enhances employee commitment which has a
complement: self-motivation actions to make people work more efficiently) and selfempowerment (getting people to motivate themselves) as demonstrated by Sheng (2006)
In similar viewpoint, Robbins and Judge (2009) consider commitment as a psychological
connection felt by the worker for the organization, it is an employee’s position towards
the organization in relation to loyalty and involvement in the organization.
In addition, the importance of employee involvement in the workplace to organizational
citizenship behavior of an organization have been recognized empirically; the more the
employees are committed, the better the performance of the entire organization (Chrisman
et al, 2009).
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Exchange of information and organizational learning were asserted by Machington and
Cox (2007) as derivatives of involvement in decision-making. When people work
together and share information, they feel more involved in the successes of the goals of
the organization. This stimulates team spirit and teamwork within the workforce of the
company that drives the achieved commitment of workers (Machington and Cox, 2007).
This was augmented by Gratton (2007) with reference to workplace consultation;
employees’ felt capability to express feelings and opinions about how they are treated and
managing and provides the solutions. For Edouards (2007), top management should
collect all the information about their feedback concerning the image of the company in
terms of issues affecting their engagement and involvement in the business of the
company. Employee involvement provides workers or their representatives with the
prospect to take part in and influence decisions that affect their working lives. It involves
workers exerting a countervailing and upward pressure on management control (Bratton
and Gold 2003). Butler and Glover (2007) further described employee participation as
more deeply power oriented which is typically about joint decision making or codetermination. It provides employees the opportunity to use their private information,
which can lead to better decisions for the organization (Williamson, 2008).
2.3.2 Employees Voice
As a result of the incorporation of the ideas and information from employees,
organizational flexibility, product quality, and productivity may improve (Preuss and
Lautsch,2002).Organizational productivity is crucial as it is directly tied to an
organization’s recipe for success (Schneider, 1995). Therefore, it is important to
determine what factors influence productivity as organizational development occurs and
involvements are introduced and implemented. A culture of increased employee
involvement (EI) has been acknowledged as one means of amplifying organizational
productivity. (Wolf and Zwick, 2008) found that employee involvement raised
establishment productivity. (Jones, Kalmi, and Kauhanen, 2010) also found that
participation had a strong positive effect on value added, with realization that improved
its score on participation from the first to the third quartile.
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Involvement of workers in decision-making in teams, making system with greater labormanagement, and trust resulting from these structures may also create a result in which
decisions are seen as having greater legitimacy to workers. This legitimization effect
would also lead to a forecast of a decrease in complaint under high production work
systems, apart from any effect on the fundamental level of disagreement in the place of
work (Colvin, 2003).Wood and de Menezes (2011) conclude that high involvement
management program contributes to the employees’ well-being.
A review of studies by, Handel and Levine (2004) suggests that involvement “can
improve organizational outcomes if the reforms are severe. “However while business
imperatives may lead to more employee voice and participation initiatives, which
promote OCB these initiatives are also embedded in concepts of industrial citizenship,
and organizational democracy, (Harrison and Freeman 2004).
Furthermore, these concepts are grounded in even more fundamental notions of free
speech and human dignity for which supporting arguments are often expressed in
political, moral and religious terms. Dundonet al. (2004), says that employee involvement
elicits different voices; First voice can be expressed as individual dissatisfaction that is
aimed at a specific problem or issue with management. Second, voice can be an
expression of collective organization which is a countervailing source of power to
management (for example through trade unions). Third, there are voice arrangements
which contribute to management decision making and are concerned primarily with
efficiency and productivity improvements (often coupled with high involvement
management and high commitment initiatives). Fourth, another form of voice can be
expressed through mutuality of interest in the form of an employee employer partnership
aimed at securing long term viability and enhancing OCB (Dundonet al. 2004).
Commitment involves the active use of emotional, cognitive, and behavioral energies at
workplace while working in coherence with the organization’s objectives and strategies
Andrew and Sofian, (2011). Also, engaged employees being focused, energetic, and fully
engrossed in their jobs are highly motivated to direct their focused energy towards
organizational goals (Macey and Schneider, 2008; Barbera, and Young, 2009). This
enhances good organizational citizenship behaviors and this is a function of the
collaborative efforts of engaged employees (Bakker, 2011).
17

2.3.3 Psychological Attachment
Employee involvement is a psychological attachment and akin that supports delegation in
which the employees at low level management obtain the control, freedom in terms of
bridging communication gaps between low level workers and top management. Noah
(2008) demonstrates this that employee’s involvement is strategically imperative for
success and organizational socialization.
OCB is essential because organizations cannot anticipate through formally stated in-role
job descriptions the entire arrangement of behaviors needed for achieving goals. Organ
(1997), suggests that involving employees in decision making has proved to be an
effective method for most organization as they are able to achieve greater cohesion since
it encompasses all behaviors that are not considered to be part of employee’s formal
duties in the organization. Benjamin (2012) points out that at the present time, the worldwide competition, increases the importance of organizational citizenship behavior as a
mean for the improvement and utilization of human resources, and for enhancing
organizational viability.
In showing the benefits of organizational citizenship, Organ (1997) explains that
organizational citizenship behavior ensures the competence and success of the
organization by fostering creativity, and enhancing flexibility. The findings of Berg, and
Willering (1999) indicate that allowing employees to participate indecision-making will
make them feel acknowledged and prized which in turn prompts them to reciprocate with
organizational citizenship behavior.
According to Coyle-Shapiro et al. (2002), research has consistently proved that
organizational policies that treat employees satisfactorily and value their contributions
completely affect affective organizational citizenship behavior exercised by employees.
In addition Podsakoffet al. (2009) argues that the outcomes of OCB can be classified into
two categories: Individual level outcomes of OCB which include; employee absenteeism,
intentions of turnover, actual turnover, decisions regarding allocations of payments and
managerial evaluations of performance of the employee. Organizational level outcomes:
which include reduced cost level, unit level turnover, customer satisfaction, efficiency
and improved productivity.
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Involving employees in decision making has a great impact on OCB, it triggers feelings
of belongingness and commitment and an obligation to stay in the organization, equally
much of the human resource management literature supports the importance of
involvement and voice, although often in very specific ways in terms of getting
employees to contribute more effectively to the organization using their skills and
knowledge. Involvement subsequently features in most definitions of high organizational
citizenship behavior (Hafer and Martin, 2006).
Involved employees experience greater attachment to their work and organization,
(Schaufeli and Bakker, 2004), employees are more likely to do things that enhance
organizational effectiveness (Saks, 2008). For instance, involved employees are
optimistic and natural; they tend to exhibit positive attitudes and proactive behaviors at
work which promote and enhance good organizational behavior. A firm can have a high
or low degree of employee involvement. A high degree of employee involvement (deep
employee involvement in decision making), means that all categories of employees are
involved in the planning process, this implies that power distance is low and that
employees have more control and autonomy. In high power distance, involvement in
decision making and participation is considered as a privilege of management (Markey,
2006).
Employees can affect organizational productivity positively when they are willing and
committed to organizational goals. Willingness and commitment through involvement
can be exhibited by employees towards their job if they are involved in decision making
and participate in the affairs of the organization. Thus, for management to win the
commitment in many of employees to get their job done properly, individual employees
should not be treated in isolation, but must be involved in matters concerning them and
the organization (Armstrong, 2009).
When employees are involved in decision making, staff absenteeism is reduced, there’s
greater organizational commitment, improved performance, and reduced turnover result
to greater job satisfaction which have a positive impact on organizational citizenship
behavior thus consequently reducing on employee agitations and counter-productive work
behaviors. It is for this reason that the management of many organizations have allowed

19

employee involvement indecision making on matters that affect them to elicit their
commitment to organizational goals (Machington, 2004).
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2.4 Influence of Reward Factors on Organizational Citizenship Behavior
2.4.1 Psychological Well-being
Organ (1988) defined OCB as non-mandatory behavior of an individual, which the formal
reward systems do not directly recognize, and that in sum contributes significantly to the
organization’s effective functioning. Organ explained OCB is not the written requirement
of the role or the job description, he says that it is the specified terms of individual’s
employment with him or herself. Organ (1998) further elaborates that OCB in its various
forms contributes to positive organizational outcomes for example performance and
individual satisfaction. This is widely accepted by literature (Posdakoff, MacKenzie,
Paine, and Bachrach, 2000). OCB forms have been described as essential to obtain
superior returns.
Organizational climate refers to shared perceptions of the “way things are done around
here” which become social norms and expectations that guide context-specific behavior
(Grojean, Resick, Dickson, and Smith, 2004). Organizational/corporate climate are the
perceptions of, or experiences in, the immediate work environment (McLean, 2005).
It is becoming increasingly imperative for organizations to focus on understanding not
only their own environment, but also the external climate in which they chose to operate
in (Borghini, 2005).The swiftness of technological advancements as well as globalization
and increasing rivalry have put massive pressure on companies to be quick to solve
difficulties and ready to develop new ideas for products and processes (Atwater and
Carmeli, 2009).
Organizations need to embrace a more creative climate in the anticipation of encouraging
employees to demonstrate an interest in the business operations of their organizations and
to be tactical in focusing on complications that may arise in the future. Thus promoting
employees’ individual creativity, behaviors will need to develop a dependable
management philosophy (Borghini, 2005).
Climate perceptions help members determine which attitudes and behaviors are rewarded
and supported by the organization. Thus, organizational climate’s effect on attitudes and
behaviors affect OCB.

In fact, job characteristics (including procedural justice and
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psychological contract) and leadership were found to have the strongest association with
psychological well-being. (James, et al, 2008) Psychological well-being in turn has been
shown to increase organizational-level performance (Ozcelik, Langton, and Aldrich,
2008). Moreover, James et al. (2008) found that a strong organizational climate implied
a consensus on goals and how they should be attained, enhancing the organization’s
performance. This implies a strong transformational leadership entity, creating a shared
vision and goals. The current study examines whether these climate factors indeed
correlate with an overall improved organizational climate and improve extra-role
performance, OCB.
2.4.2 Procedural Justice
One important factor in producing trust is perceived procedural justice, or fairness.
Procedural justice refers to the perceived fairness of the procedures that lead to outcomes
or distributions. The concept grew out of prior research on dispute resolution procedures,
which revealed that disputants reacted to not only to outcomes or distributions they
received but also to the procedure or process by which they obtained these outcome,
Denish and Greenidge (2008) defined procedural justice as an appropriateness of the
allocation process, which includes: Consistency: All employees are treated the same,
Lack of Bias: No person or group is singled out for discrimination or ill- treatment.
Accuracy: Decisions are based on accurate information. Representation of all Concerned:
Appropriate stakeholders have input into a decision. Correction: There is an appeal
process or other mechanism for fixing mistakes and Ethics: Norms of professional
conduct are not violated. This allows trust and respect to endure even when things do not
go as well as expected; when things inevitably go wrong, the negative effects are less
severe if an organization maintains justice.
One of the original researchers and creators of the OCB construct, Organ (1988, 1990)
proposed that members of an organization might exhibit OCB as they reciprocate fair
treatment (social exchange theory). Later, (Moorman, Blakely, and Niehoff, 1998) found
that perceived justice is an antecedent of perceived organizational support which in turn
creates a climate in which members of an organization are more likely to engage in OCB
Procedural fairness is often used synonymously with procedural justice. Procedural
fairness has been found to increase organizational commitment leading to increase OCB
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(Devonish and Greenidge, 2010). The latter authors also noted how context and the target
of the OCB (individual versus group) mattered.
Research into OCB should therefore consider examining the role of member commitment
and to what or to whom the members are committed. Karriker and Williams, ( 2009)
found that organizational members’ perceptions of organizational procedural justice
depended on how they view their immediate supervisor’s procedural justice. Training
leaders to make consistent, “neutral” decisions is viable and increases the likelihood of
perceived procedural justice. Procedural justice even yields an exponential behavioral
response, mediated by the quality of the relationship (Karriker and Williams 2009).
If organizational social identity is perceived as fair overall, an unfair event is likely to be
seen as atypical, and organizational commitment and contextual performance such as
OCB are little harmed thus, fairness or procedural justice indeed helps with perceptions of
“unfair” events and whether they are supported, another factor that illuminates whether
members will show good organizational citizenship behaviors (Choi, 2008).
Studying the indirect relationship between procedural justice and OCB, (Konovsky and
Pugh, 1994) found that procedural justice increases employee’s trust in supervisor which
prompts employees to reciprocate with increased OCB, study shows that OCB can be
increased with a justice intervention (Skarlicki& Latham, 1997). Along the same line,
Moorman, Blakely, and Niehoff (1998) found that procedural justice was an antecedent of
perceived organizational support which in turn fully mediated its relationship to OCB.
Similarly, Materson et al., (2000) found that procedural justice affect OCB via the
mediating variable of organizational support and most recently, Robinson and Morrison
(2002) have reported that when employees felt that their employer had failed to fulfill
employment obligations (i.e. being fair), they were less likely to engage in civic behavior.
Thus Perceptions of procedural justice will be positively related to OCB.
Employees are much attuned to signals or information that indicates whether or not they
are valued in the organization. Naturally, when employees perceive the procedures of
their organization as fair and just, they are more inclined to engage in organizational
citizenship behavior. Stimulatingly, if leaders empower employees to develop their skills
and expertise, this relationship between procedural justice and organizational citizenship
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behavior is especially manifested. In contrast, if leaders encourage employees to
influence decisions independently, this relationship between procedural justice and
organizational citizenship behavior diminishes (Van Dijke, De Cremer, Mayer, and Van
Quaquebeke, 2012). If employees are treated impartially, they feel they are valued
members. In contrast, if they are treated unethically, they feel they are not valued but are
perceived as low in status. Consequently, they do not feel as loyal to their organization.
That is, they do not want to engage in discretionary acts to enhance this organization,
diminishing the incidence of organizational citizenship behavior (Tyler, 1999).
However, according to Van Dijke, De Cremer, Mayer, and Van Quaquebeke (2012),
some individuals are not as sensitive to information about their status. For example, some
leaders inspire employees to be more independent, to utilize their discretion and to solve
problems themselves. Because these employees feel less reliant on other people, they are
not as attuned to signals about whether or not they are valued. Consequently, procedural
injustice should not always prevent organizational citizenship behavior.
2.4.3 Employees Engagement
Organizations have recently begun focusing on the level of engagement of their
employees in an effort to understand the underlying factors of employee motivation and
performance (Gallup, 2005). Engagement with one’s work is important, given that work
is a pervasive and influential part of an individual’s well-being, affecting not only the
quality of an individual’s life but one’s mental and physical health as well (Wrzesniewski,
Rozin, and Bennett, 2002). Engagement, as a component of happiness, entails that
individuals pursue gratification by applying their strengths. (Rothmann and Rothmann,
2010).
Involved employees are devoted, motivated, energetic and enthusiastic about problem
solving. They are engaged in their work, put their heart into their jobs, are excited about
doing a good job, exert energy in their work and are a source of competitive advantage
for their employees Katzenbach(2000). Each individual employee has direct and
independent control over amount of unrestricted effort he or she chose to make available
to the organization Catlette and Hadden, (2001).
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According to Robinson (2006) individuals categorize and make sense of events and
situations according to their own unique and personal frame of reference, which reflects
their personality, past experiences, knowledge, expectations and current needs, priorities
and interests. An involved employee will consistently outdo and achieve new standards of
excellence (Harter, Schmidt and Hayes, 2002).It is argued that individual differences play
a vital role in determining an employee’s potential level of engagement (Robinson 2006).
Leader-member exchange, which represents the quality of relationships between leaders
and employees, is slightly more related to organizational citizenship behavior that is
directed to an individual (OCBI) than organizational citizenship behavior that is directed
towards the organization (OCBO) (Ilies, Nahrgang, &Morgeson, 2007).
Organ et al.,(2006) argue that through the quality of Leader-Member Exchange (LMX)
which is the relationship and manner of interaction between a superior and subordinate.
LMX, Involves influential leadership that promotes role clarity, supportive leadership that
shows more concern for employee well-being and transformational leadership which
inspires and supports employees; this enhances motivation and hence promoting good
OCB. But Bommer, and Tetrick (2002), argue that, the nature of the exchange determines
how a superior treats each individual employee. Lower quality exchange is characterized
by a leaders’ exertion of authority and mediocre levels of performance for employees.
This is in contrast with high quality exchange, which is characterized by mutual trust,
support and loyalty between a leader and an employee. Thus, the quality of the exchange
relationship motivates employees to engage in OCB by increasing their sense of
responsibility, desire to reciprocate, and trust in the organization.
Leadership qualities also affect OCB, where leaders practice servant leadership
recognizing that they have a moral responsibility to serve both the needs of the
organization of employees, leadership: nurturing, defending, and empowering. This helps
employees become more receptive and willing to execute their responsibilities thus
promoting good organizational citizenship behaviors (Enhart2004). Transformational
unlike transactional, leaders get workers to perform over and beyond expectation, this is
because they inspire their subordinates and nurture their vision by providing
individualized support and intellectual stimulation (Podsakoff, MacKenzie, Moorman,
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and Fetter 1990). Thus leaders, who practice good organizational behaviors, motivate
employees to exhibit good OCB because they will view it as part of their role.
Some organizations are perceived as especially political. That is, employees feel they
need to outperform, and even undermine, their colleagues to be promoted and valued.
They feel that recognition and rewards are not related to merit but to the capacity of
individuals to influence other people, often by resorting to threats or pressure. Yet, as
(Hsiung, Lin, and Lin (2012) showed, this perception of organizational politics does not
always diminish the incidence of organizational citizenship behavior. Instead, the
perception of organizational politics evokes some beliefs and attitudes that promote
organizational citizenship behavior and also evokes some beliefs and attitudes that
impede organizational citizenship behavior.
2.5 Chapter Summary
This chapter provides insights on the literature review of employee involvement in
decision making on organizational citizenship behavior. This chapter embarks on
highlighting information previously done by scholars in regard to this topic of study. The
next chapter examines the research methodology.
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CHAPTER THREE
3.0 RESEARCH METHODOLOGY
3.1 Introduction
This chapter discusses the methodology that the researcher was employed in conducting
research. This chapter was divided into various sections that addressed the research
design that was adopted, the population and sampling of the study, the data collection
methods that was employed, the research procedures that was used in the study and
finally, the data analysis methods that was employed.
3.2 Research Design
A research design is a systematic plan to study a scientific problem (Sobh and Perry,
2006). There were five essentials of research design: an activity and time based plan, a
plan based on the research question, a guide for selecting sources and types of
information and procedural outline for every research activity (Cooper and Shindler,
2011).
This study used a descriptive research design. Descriptive method tried to measure the
types of activities, who, what, when , where, how often or how much. The data was
gathered using questionnaires and analyzed using frequency distribution method. It was
designed to depict the participants in an acuurate way (Cooper and Shindler, 2011).
3.3 population and Sampling Design
3.3.1 Population
Cooper and Shindler (2006) described a population as the total collection of elements
whereby references had to be made, while population element refers to the individual
participant or object on which measurement is taken. It was the unit of study. The
population of this study totaled up to 135 employees in middle level management and
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supervisory management levels in the Department of Tourism, Sports and Culture,
Transport, Roads, Public Works and Housing, Public Service, Labor, ICT and
Cooperative Development, Education, Youth and Social Welfare and Finance and
Revenue Collection. The reason for presenting this population rests on this reasoning, the
area was easily accessible economically and viable.
This, however, had no negative effects on the quality of the research and the proximity of
the target groups and could make it easier for the researcher to elicit needed information
Table 3.1 Population Distribution
Department

Total Population

Percentage

Tourism, Sports and Culture
Transport, Roads, Public Works and
Housing

20
30

14.81
22.22

Public Service, Labor,
Cooperative Development

32

23.70

Education, Youth and Social Welfare

23

17.04

Finance and Revenue Collection
Total employees

30
135

22.22
100.00

ICT

and

Source: Human Resources Machakos County (2015)
3.3.2 Sampling Design
3.3.2.1 Sampling Frame
Sampling frame is the list of all elements from which the sample is actually drawn. It is a
complete and correct list of population members only (Cooper and Shindler, 2011).
In this study, the sampling frame was clearly identified as the employees of Machakos
County Government in the five listed branches i.e. Human Resources, Roads and
transport, ICT, finance, Youth and Public Works consisting of two main categories;
middle level management and supervisory levels. This was cost effectiveand time saving,
the sample size was also representantive and this ensured precision.
3.3.2.2 Sampling Techniques
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This study used a stratified random technique. “ A stratified random sampling tecnique
refers to the probability sampling that includes elements from each of the mutualy
exclusive strata within a population” (Cooper and Shindler, 2006: p.727). In stratified
random sampling, the strata were formed based on members’ shared attributes or
characteristics (Cooper and Shindler, 2006).
The sample was a specific group of people (middle level management and supervisory
managers) from selected departments in the Machakos County Government by use of
questionnaires.
3.3.2.3 Sample Size
According to Chandan, Singh and Khanna (2010), a sampling size is the number of
sampling units selected from the population for investigation. In this study, a sample size
of 135 employees of Machakos County Government were selected from five different
departments.With random sampling, a research ensured representativeness of the sample
size because sufficient probability had been built into the sampling strategy (Welman and
Krugler, 2012). Sample size was directly proportional to the desired confidence level and
inversely proportional to the error that the researcher is prepared to accept.
At a confidence level of 95% and at a 5% degree of absolute error-accuracy of the
estimate, Corbetta (2010) recommend that for whatever size of the population N, if N ≥
135 then with 135 cases ( n ꞊ 135), n is sufficient to provide estimates which are accurate
to within ±5% points. The researcher accepted a 5% degree of absolute error-accuracy.

n

=N
1 + N (e)2
n =

135

= 57.45

1 + 135 (0.10)2
Rounding of the answer to the nearest whole number comes to 57. Using this
computation, data is collected from a sample size of 57 respondents out of a population
size of 135 respondents.
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Table 3.2: Sample Size Distribution
Statement
Middle Level Employees
and Supervisory Level
Total

Population Size

Sample Size

135

57

135

57

Percentage of
Sample Size
42.2

3.4 Data Collection Method
Primary data collection method using questionnaires was employed in this study.
Questionnaires were the most effective data collection tool for survey type of studies. The
questionnaire had closed ended questions. A five point Likert-type Scale ranging from 1
(strongly agree) to 5 (strongly disagree) was used for all the constructs (Babbie, 2012).
The questionnaire did not request for any personal information such as respondents name
or contact details. The questionnaire was divided into two sections: the first section was
asking questions concerning the general information and second section was looking at
the objectives that affect organizational citizenship behavior. All the questions in the
questionnaire reflected the appropriate levels of measurements necessary for further
statistical analysis.
3.5 Research Procedures
Pilot questionnaire was prepared and administered to 10 employees in middle level
management and supervisory management levels. This acted as a pre-test questionnaire
and any suggestions for improvement encountered during the piloting process were
incorporated in the final questionnaire. Final questionnaires were distributed to the
respondents via employees e-mail. This enhanced the speed of data collection.
To improve the response rate, a cover letter explaining the reasons for the research, why
the research was important, why the recipient was selected, and a guarantee of the
respondents’ confidentiality was provided. The questionnaire had clear instructions and
an attractive layout. Each complete questionnaire was treated as a unique case and a
sequential number given to each. As the researcher sent out the questionnaires in soft
30

copies using his e-mail address, it was very easy for the respondents to ask for any
clarifications and prompted responses were availed.
3.6 Data Analysis Methods
The data gathered will be edited and transformed into a quantitative form through coding
and the structured data will be analyzed using Statistical Package for Social Science
(SPSS) computer software package. Thereafter, the data will be cleaned to ensure
completeness of the information obtained. Frequency distribution will be adopted in the
study. The collected data will be statistically analyzed using Microsoft Excel program and
the Statistical Program for Social Science (SPSS) and will be presented in the tables and
figures to give clear picture of the findings at glance.
3.7 Chapter Summary
This chapter provides a detailed description of the research methodology that will be used
in the study. It outlines the research design, population, sampling design, sample size,
sampling tecnique,

data collection methods, research procedures and data analydsis

methods relevant to the study. The next chapter presents theresults, findings and analysis
of this study.
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CHAPTER FOUR
4.0 RESULTS AND FINDINGS
4.1 Introduction
This chapter addresses the results and findings on the impact of employee involvement in
decision making on organizational citizenship behavior in Machakos County
Government. The findings are based on the responses from the questionnaires filled and
information gathered on the research questions. The specific research questions were to
establish: firstly the impact of power factors on organizational citizenship behavior;
secondly, the impact of information factors on organizational citizenship behavior; and
thirdly, the impact of reward factors on organizational citizenship behavior. Out of the
targeted 135 respondents, 57 responded to the questionnaires. This represented a 100%
response rate.
4.2 General Information
The general information was organized in the following areas: position status, age,
department, work experience, and level of education.
4.2.1 Respondents Position Status
Out of the 57 questionnaires filled, it was found out that the respondents’ position status
sample population comprised of 21% middle managers and 36% supervisors. The
findings indicate that the supervisors were more compared to middle-level manager’s
respondents as indicated in Table 4.1 below.
Table 4.1: Respondents Position
Gender

Distribution
Frequency

Percentage

Middle-Level Managers

21

36.84

Supervisory-Level

36

63’16

57

100.00

Managers
Total

32

4.2.2 Respondent Age
The respondents were asked to indicate their age bracket. The findings indicated that,
19.29% of the respondents were aged between 20-29 years, 42.11% were aged between
30-39 years, 24.56% were aged between 40-49 years, and 14.04% were aged over 50
years. The findings indicate that most of the respondents were aged between 30-39 years
old as indicated in Table 4.2s
Table 4.2 Respondents Age
Age

Distribution
Frequency

Percentage

20 – 29 Years

11

19.29

30 – 39 Years

24

42.11

40 – 49 Years

14

24.56

Over 50 Years

8

14.04

Total

57

100.00

4.2.3 Respondents Cross Tabulation of Position Status against Age
The researcher sought to find if status and age would affect the impact of respondents on
decision making on organizational citizenship behaviour. Middle-level managers aged
between 20 – 29 years were 3 and supervisors were 8, between 30 – 39 years 9 were
middle-level managers and 15 were supervisors, between 40 – 49 years 6 were middlelevel managers and 8 were supervisors, and over 50 years 3 were middle-level managers
and 5 were supervisors. The findings indicate that supervisor respondents aged between
30 – 39 years were more who perceived that decision making on organizational
citizenship behaviour impacted them compared to middle-level manager’s respondents.
The results are summarized as shown in Table 4.3.

33

Table 4.3: Cross Tabulation of Gender against Age
Gender

Age of Respondents

Total

20 – 29

30 - 39

40 – 49

Over 50

Middle-Level

3

9

6

3

21

Supervisors

8

15

8

5

36

Total

11

24

14

8

57

4.2.4 Level of Education
The respondents were asked to indicate their level of education. The findings indicated
that 7.02% of the respondents reached high school, 56.14% of the respondents reached
college, and 36.84% of the respondents reached university. The results indicated that
most of the respondents reached college. Refer to Table 4.4 which summarizes the
findings of the level of education of the respondents.
Table 4.4 Level of Education
Level of Education
Secondary
College
University
Total

Distribution
Frequency
4
32
21
57

Percentage
07.02
56.14
36.84
100.00

4.2.5 Respondents Cross Tabulation of Position Status against Level of Education
The researcher sought to find if status and level of education would affect the influence of
respondents on organizational citizenship behavior. 1 middle-level reached secondary
level, 7 reached college level, and 13 reached university level. 3 supervisors reached
secondary level, 25 reached college level, and 8 reached university level. The findings
indicated that supervisor respondents who went to college were more compared to male
respondents. Table 4.5 gives a summary of the results.
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Table 4.5: Cross Tabulation of Gender against Level of Education
Gender
Middle-Level
Supervisor
Total

Level of Education
Secondary
College
University
1
7
13
3
25
8
4
32
21

Total
21
36
57

4.2.6 Years of Work Experience
The researcher sought to find out the respondents’ work experience. It was found out that
21.05% of the respondents had worked for between 0 – 1 years, 22.81% had worked for
between 1 – 2 years, 29.82% had worked for between 2 – 3 years, and 26.32% had
worked for over 3 years. The findings indicate that most of the respondents had work
experience of between 2 – 3 years. Table 4.6 gives a summary of the results.
Table 4.6 Work Experience
Work Experience
0 – 1 Years
1 – 2 Years
2 – 3 Years
Over 3 Years
Total

Distribution
Frequency
12
13
17
15
57

Percentage
21.05
22.81
29.82
26.32
100.00

4.2.7 Cross Tabulation of Position Status against Work Experience
The researcher sought to find if status and years of work experience would affect the
influence of respondents on organizational citizenship behavior. There was no middlelevel manager who had between 0 – 1 year experience but there were 12 supervisors.
Between 1 – 2 years of experience were 3 middle-level managers and 10 supervisors.
Between 2 – 3 years of experience were 10 middle-level managers and 7 supervisors. And
over 3 years were 8 middle-level managers and 7 supervisors. The findings indicated that
middle-level managers were above 1 – 2 years of work experience compared to
supervisor respondents. Table 4.7 gives a summary of the results.
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Table 4.7: Cross Tabulation of Gender against Work Experience
Gender
MiddleLevel
Supervisor
Total

0 – 1 Years
0
12
12

Work Experience
1 – 2 Years 2 – 3 Years
3
10
10
13

Total
Over 3 Years
8

21

7
15

36
57

7
17

4.2.8 Department
The respondents were asked to indicate their department. The findings indicated that
19.29% of the respondents were from tourism,15.79% of the respondents were from
transport, 29.82% of the respondents were from public works, 22.81% of the respondents
were from youth, and 12.28% of the respondents were from finance. Table 4.4
summarizes the findings of the department
Table 4.8: Department
Department

Distribution
Frequency

Percentage

Tourism

11

19.29

Transport

9

15.79

Public Works

17

29.82

Youth

13

22.81

Finance

7

12.28

Total

57

99.99

4.3 Influence of Power Factors on Organizational Citizenship Behavior
Respondents were asked to rate how they perceived the organizational citizenship
behavior on empowerment perspective, employee participation, and autonomy support.
They were asked to tick the appropriate from a five Likert Scale: Strongly Disagree (1);
Disagree (2); Neutral (3); Agree (4); and Strongly Agree (5).
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4.3.1 Empowerment Perspective
4.3.1.1 Degree of Flexibility
The researcher sought to find out if empowerment involves the employees being provided
with a greater degree of flexibility and more sovereignty in decision making in relation to
their work. The findings indicate that of the 57 respondents 1.75% strongly disagreed
with the statement, 5.26% disagreed, 10.53% did not give their view on the statement by
ticking neutral, 43.86% agree, and 38.60% strongly agreed with the statement. Table 4.9
gives a summary of the results.
Table 4.9: Degree of Flexibility
Degree of Flexibility
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
1
3
6
25
22
57

Percentage
01.75
05.26
10.53
43.86
38.60
100.00

4.3.1.2 Need for Creativity
The researcher sought to find out if employees must be involved if they are to understand
the need for creativity and if they are to be committed to changing their behavior at work,
in new and improved ways. The findings indicated that of the 57 respondents, 8.77%
strongly disagreed with the statement, 14.04% disagreed, and 1.75% did not give their
views by ticking neutral. But 40.35% agreed and 35.09% strongly agrees with the
statement. Table 4.10 gives a summary of the results.
Table 4.10: Need for Creativity
Need for Creativity
Strongly Disagree
Disagree
Neutral

Distribution
Frequency
5
8
1
37

Percentage
08.77
14.04
01.75

Agree
Strongly Agree
Total

23
20
57

40.35
35.09
100.00

4.3.1.3 Contemporary Business
The reesearcher aimed at establishing if a contemporary forward-thinking business should
not keep its personnel in the dark about vital decisions affecting them but to trusts them
and encompasses them in decision making at all levels. The findings indicated that of the
57 respondents, 8.77% strongly disagreed, 7.02% disagreed, and 1.75% ticked neutral.
But 35.09% agreed and 47 strongly agreed with the statement. The results are illustrated
in Table 4.11.
Table 4.11: Contemporary Business
Contemporary Business
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
5
4
1
20
27
57

Percentage
08.77
07.02
01.75
35.09
47.37
100.00

Figure 4.1 summarized the percentages of empowerment perspective which influence
power factors. Contemporary business (47.37%) played major important role in employee
involvement in decision making compared to the degree of flexibility (43.86%) and need
for creativity (40.35%) on organizational citizenship behavior.
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EMPOWERMENT PERSPECTIVE

Degree of
Flexibility
33%

Contemporary
Business
36%

Need for
Creativity
31%

Figure 4.1: Empowerment Perspective

Descriptive Statistics
N
Mean
Empowerment Perspective

57

3.9474

Std.
Deviation
1.20150

Variance
1.444

The mean score for the empowerment perspective was 3.9 which was rounded to 4.
Therefore,

the

respondents

agreed

that

empowerment

perspective

influenced

organizational citizenship behavior.
4.3.2 Employee Participation
4.3.2.1 Organizational Goals
The researcher sought to find out if employee participation will lead to the fulfillment of
individual and organizational goals, especially if supported by the organization’s climate.
The findings indicated that of the 57 respondents, 15.797% strongly disagreed, 12.28%
disagreed and 22.81% were undecided and ticked neutral. But 35.09% agreed and 14.03%
strongly agreed. The results are summarized in Table 4.12.
Table 4.12: Organizational Goals
Organizational Goals

Distribution
Frequency
39

Percentage

Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

9
7
13
20
8
57

15.79
12.28
22.81
35.09
14.03
100.00

4.3.2.2 Organization’s Objectives
The researcher sought to find out if success of any organization is the influence of its
people, and how well that influence is mobilized and concentrated towards meeting the
organization’s objectives. The findings indicated that of the 57 respondents, 1.75%
strongly disagreed, 1.75% disagreed, and 5.26% were undecided and ticked neutral. But
35.09% agreed and 56.14% strongly agreed. The results are summarized in Table 4.13.

Table 4.13: Organization’s Objectives
Organization’s
Objectives
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
1
1
3
20
32
57

Percentage
01.75
01.75
05.26
35.09
56.14
100.00

4.3.2.3 Competitive Advantage
The researcher sought to find out if involving employees in firm’s process becomes the
actual competitive advantage for the company. The findings indicated that of the 57
respondents, 3.51% strongly disagreed, 7.02% disagreed, and 1.75% were undecided and
ticked neutral. But 36.84% agreed and 50.88% strongly agreed. The results are
summarized in Table 4.14.
Table 4.14: Competitive Advantage
Competitive Advantage
Strongly Disagree

Distribution
Frequency
2
40

Percentage
03.51

Disagree
Neutral
Agree
Strongly Agree
Total

4
1
21
29
57

07.02
01.75
36.84
50.88
100.00

Figure 4.2 summarized the percentages employee participation which influence power
factors. Organization’s objective (56.14%) played major important role in employee
involvement in decision making participation compared to the competitive advantage
(50.88%) and organizational goals (35.09%) on organizational citizenship behavior.
EMPLOYEE PARTICIPATION
Organizational
Goals
25%
Competitive
Advantage
36%

Organization's
Objective
39%

Figure 4.2: Employee Participation
Descriptive Statistics
N
Mean
Employee Participation

57

3.5439

Std. Deviation

Variance

.96492

.931

The mean score of employee participation was 3.5. Therefore, respondents were neutral
that employee participation would influence organizational citizenship behavior.
4.3.3 Autonomy Support
4.3.3.1 Significant Others
41

The researcher sought to find out if in an autonomy supportive environment, significant
others encourage choice and participation in decision-making instead of control. The
findings indicated that of the 57 respondents, 10.53% strongly disagreed, 19.30%
disagreed, and 1.75% were undecided and ticked neutral. But 33.33% agreed and 35.09%
strongly agreed. The results are summarized in Table 4.15.

Table 4.15: Significant Other
Significant Others
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
6
11
1
19
20
57

Percentage
10.53
19.30
01.75
33.33
35.09
100.00

4.3.3.2 Individuals Attitudes
The researcher sought to find out if autonomy support has an impact on individuals’
attitudes and behavior by fulfilling their psychological need for competence. The findings
indicated that of the 57 respondents, 1.75% strongly disagreed, 5.26% disagreed, and
24.56% were undecided and ticked neutral. But 31.57% agreed and 36.84% strongly
agreed. The results are summarized in Table 4.16
Table 4.16: Individuals Attitude
Individuals Attitudes
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
1
3
14
18
21
57

42

Percentage
01.75
05.26
24.56
31.57
36.84
100.00

4.3.3.3 Paradigm Shift
The researcher sought to find out if workers who have the authority and autonomy to play
an active role in work-related decision-making, should benefit from increased
organizational productivity due to the paradigm shift employees incur. The findings
indicated that of the 57 respondents, 10.53% strongly disagreed, 17.54% disagreed, and
35.09% were undecided and ticked neutral. But 21.05% agreed and 15.79% strongly
agreed. The results are summarized in Table 4.17.

Table 4.17: Paradigm Shift
Paradigm Shift

Distribution
Frequency
Percentage
Strongly Disagree
6
10.53
Disagree
10
17.54
Neutral
20
35.09
Agree
12
21.05
Strongly Agree
9
15.79
Total
57
100.00
Figure 4.3 summarized the percentages of autonomy support which influence power
factors. Individual’s attitude (36.86%) played a major important role in employee
involvement in decision making compared to the significant others (35.09%) and
paradigm shift (35.09%) on organizational citizenship behavior.
AUTONOMY SUPPORT

Paradigm Shift
33%
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Attitude
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Figure 4.3: Autonomy Support
Descriptive Statistics
N
Mean
Autonomy Support

57

3.1228

Std. Deviation
1.21111

Variance
1.467

The mean score for autonomy support was 3.1. Therefore, respondents were neutral that
autonomy support would influence organizational citizenship behavior.
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4.4. Influence of Information Factors on Organizational Citizenship Behavior
4.4.1 Workplace Consultation
4.4.1.1 Shared Information
The researcher sought to find out if when people work together and share information,
they feel more involved in the successes of the goals of the organization. The findings
indicated that of the 57 respondents, 3.51% strongly disagreed, 8.77% disagreed, and
17.54% were undecided and ticked neutral. But 28.07% agreed and 42.11% strongly
agreed. The results are summarized in Table 4.18.
Table 4.18: Shared Information
Share Information
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
2
5
10
16
24
57

Percentage
03.51
08.77
17.54
28.07
42.11
100.00

4.4.1.2 Workforce
The researcher sought to find out if information stimulates team spirit and teamwork
within the workforce of the company that drives the achieved commitment of workers.
The findings indicated that of the 57 respondents, 10.53% strongly disagreed, 15.79%
disagreed, and 26.32% were undecided and ticked neutral. But 38.59% agreed and 8.77%
strongly agreed. The results are summarized in Table 4.19.
Table 4.19: Workforce
Workforce
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
6
9
15
22
5
57
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Percentage
10.53
15.79
26.32
38.59
08.77
100.00

4.4.1.3 Private Information
The researcher sought to find out if workplace consultation provides employees the
opportunity to use their private information, which can lead to better decisions for the
organization. The findings indicated that of the 57 respondents, 3.51% strongly disagreed,
5.26% disagreed, and 1.75% were undecided and ticked neutral. But 36.84% agreed and
52.64% strongly agreed. The results are summarized in Table 4.20.
Table 4.20: Private Information
Private Information

Distribution
Frequency

Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Percentage
03.51
05.26
01.75
36.84
52.64
100.00

2
3
1
21
30
57

Figure 4.4 summarized the percentages of workplace consultation which influence
information factors. Private information (52.64%) played a major important role in
employee involvement in decision making compared to the share information (42.11%)
and workforce (38.59%) on organizational citizenship behavior.

WORKPLACE CONSULTATION

Share
Information
32%

Private
Information
39%

Workforce
29%
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Figure 4.4: Workplace Consultation

Descriptive Statistics
N

Workplace Consultation

Mean

57

Std. Deviation

3.4035

Variance

1.01523

1.031

The mean score for workplace consultation was 3.4. Therefore the respondents were
neutral that workplace consultation would influence organizational citizenship behavior.
4.4.2 Employee Voice
4.4.2.1 Dissatisfaction
The researcher sought to find out if voice can be expressed as individual dissatisfaction
that is aimed at a specific problem or issue with management. The findings indicated that
of the 57 respondents, 31.58% strongly disagreed, 42.11% disagreed, and 8.77% were
undecided and ticked neutral. But 5.26% agreed and 12.28% strongly agreed. The results
are summarized in Table 4.21.
Table 4.21: Dissatisfaction
Dissatisfaction
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
18
24
5
3
7
57

Percentage
31.58
42.11
08.77
05.26
12.28
100.00

4.4.2.2 Management
The researcher sought to find out if voice can be an expression of collective organization
which is a countervailing source of power to management (for example through trade
unions).The findings indicated that of the 57 respondents, 6.41% strongly disagreed,
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5.13% disagreed, and 1.28% were undecided and ticked neutral. But 47.44% agreed and
39.74% strongly agreed. The results are summarized in Table 4.22.

Table 4.22: Management
Management
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
9
5
3
17
23
57

Percentage
15.79
08.77
05.25
29.82
40.35
100.00

4.4.2.3 Productivity
The researcher sought to find out if voice arrangements which contribute to management
decision making are concerned primarily with efficiency and productivity improvements.
The findings indicated that of the 57 respondents, 12.8% strongly disagreed, 19.23%
disagreed, and 42.31% were undecided and ticked neutral. But 15.38% agreed and
10.26% strongly agreed. The results are summarized in Table 4.23.
Table 4.23: Productivity
Productivity
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
5
8
31
9
4
56

Percentage
08.77
14.04
54.79
15.79
07.01
100.00

Figure 4.5 summarized the percentages of employee voice which influence information
factors. Productivity (54.79%) played a major important role in employee involvement in
decision making compared to the dissatisfaction (42.11%) and management (40.35%) on
organizational citizenship behavior.
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Figure 4.5: Employee Voice
Descriptive Statistics
N
Mean
Employees Voice

57

Std. Deviation

2.7544

Variance

1.18443

1.403

The mean score for employee voice was 2.7. Therefore, respondents disagreed that
employee voice would influence organizational citizenship behavior.
4.4.3 Psychological Attachment
4.4.3.1 Bridging Communication
The researcher sought to find out if psychological attachment helps employees to obtain
the control and freedom in terms of bridging communication gaps with top management.
The findings indicated that of the 57 respondents, 7.02% strongly disagreed, 1.75%
disagreed and 15.79% were undecided and ticked neutral. But 38.59% agreed and 36.85%
strongly agreed. The results are summarized in Table 4.24.
Table 4.24: Bridge Communication
Bridging
Communication
Strongly Disagree
Disagree
Neutral
Agree
Strongly
Total

Distribution
Frequency
4
1
9
22
21
56
49

Percentage
07.02
01.75
15.79
38.59
36.85
100.00

4.4.3.2 Proactive Behaviors
The researcher sought to find out if involved employees experience greater attachment to
their work and organization because of tending to exhibit positive attitudes and proactive
behaviors at work. The findings indicated that of the 57 respondents, 5.26% strongly
disagree, 8.77% disagreed and 1.75% were undecided and ticked neutral. But 40.35%
agreed and 43.87% strongly agreed. The results are summarized in Table 4.25.
Table 4.25: Proactive Behaviors
Proactive Behaviors
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
3
5
1
23
25
57

Percentage
05.26
08.77
01.75
40.35
43.87
100.00

4.4.3.3 Fostering Creativity
The researcher sought to find out if attachment ensures employees using their skills and
knowledge to the competence and success of the organization by fostering creativity, and
enhancing flexibility. The findings indicated that of the 57 respondents, 10.53% strongly
disagreed, 5.26% disagreed, and 47.37% were undecided and ticked neutral. But 15.79%
agreed and 21.05% strongly agreed. The results are summarized in Table 4.26.
Table 4.26: Fostering Creativity
Fostering Creativity
Strongly Disagree
Disagree
Neutral
Agree
Strongly
Total

Distribution
Frequency
6
3
27
9
12
57

Percentage
10.53
05.26
47.37
15.79
21.05
100.00

Figure 4.6 summarized the percentages of psychological attachment which influence
information factors. Foresting creativity (47.37%) played a major important role in
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employee involvement in decision making compared to the proactive behaviors (43.87%)
and bridging communication (38.59%) ion organizational citizenship behavior.
PSYCHOLOGICAL ATTACHMENT
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Figure 4.6: Psychological Attachment
Descriptive Statistics
N

Psychological Attachment

Mean

57

3.4035

Std. Deviation

Variance

1.16281

1.352

The mean score for psychological attachment was 3.4. Therefore, respondent were neutral
that psychological attachment would influence organizational citizenship behavior.
4.5 Influence of Reward Factors on Organization Citizenship Behavior
4.5.1 Psychological Well-Being
4.5.1.1 Performance
The researcher sought to find out if psychological well-being increases organizational
performance hence strong organizational climate implies that a consensus on goals and
how they should be attained, enhance the organization’s performance. The findings
indicated that of the 57 respondents, 7.02% strongly disagreed, 10.53% disagreed, and
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3.51% were undecided and ticked neutral. But 35.09% agreed and 43.85% strongly
agreed. The results are summarized in Table 4.27.
Table 4.27: Performance
Performance
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
4
6
2
20
25
57

Percentage
07.02
10.53
03.51
35.09
43.85
100.00

4.5.1.2 Creative Climate
The researcher sought to find out if organizations need to embrace a creative climate
because creative climate perceptions help members determine which attitudes and
behaviors are rewarded and supported by the organization. The findings indicated that of
the 78 respondents, 1.28% strongly disagreed, 1.28% disagreed, and 1.28% were
undecided and ticked neutral. But 21.79% agreed and 78.21% strongly agreed. The results
are summarized in Table 4.28.
Table 4.28: Creative Climate
Creative Climate
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
1
1
6
22
27
57

Percentage
01.75
01.75
10.53
38.60
47.37
100.00

4.5.1.3 Management Philosophy
The researcher sought to find out if promoting employee’s individual creativity,
organizations will need to develop a dependable management philosophy. The findings
indicated that of the 57 respondents, 15.79% strongly disagreed, 22.81% disagreed, and
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43.85% were undecided and ticked neutral. But 10.53% agreed and 7.02% strongly
agreed. The results are summarized in Table 4.29
Table 4.29: Management Philosophy
Management Philosophy
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
9
13
25
6
4
57

Percentage
15.79
22.81
43.85
10.53
07.02
100.00

Figure 4.7 summarized the percentages of psychological well-being which influence
reward factors. Creative climate (47.37%) played a major important role in employee
involvement in decision making compared to the performance (43.85%) and management
philosophy (43.85%) on organizational citizenship behavior.
PSYCHOLOGICAL WELL-BEING
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Figure 4.7: Psychological Well-Being
Descriptive Statistics
N
Mean
Psychological Wellbeing

57

53

3.2982

Std. Deviation
.99937

Variance
.999

The mean score for psychological wellbeing was 3.2. Therefore, respondents were neutral
that psychological wellbeing would influence organizational citizenship behavior.
4.5.2 Procedural Justice
4.5.2.1 Supervisor
The researcher sought to find out if organizational members’ perceptions of
organizational procedural justice depended on how they view their immediate
supervisor’s procedural justice. The findings indicated that of the 57 respondents, 33.33%
strongly disagreed, 21.06% disagreed, and 1.75% were undecided and ticked neutral. But
24.56% agreed and 19.30% strongly agreed. The results are summarized in Table 4.30.
Table 4.30: Supervisor
Supervisor
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
19
12
1
14
11
57

Percentage
33.33
21.06
01.75
24.56
19.30
100.00

4.5.2.2 Employee’s Trust
The researcher sought to find out if procedural justice increases employee’s trust with
supervisor which prompts employees to reciprocate with increased organizational
citizenship behavior. The findings indicated that of the 57 respondents, 8.77% strongly
disagreed, 7.02% disagreed, and 1.75% were undecided and ticked neutral. But 45.62%
agreed and 36.84% strongly agreed. The results are summarized in Table 4.31.
Table 4.31: Employee’s Trust
Employee’s Trust
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

Distribution
Frequency
5
4
1
26
21
54

Percentage
08.77
07.02
01.75
45.62
36.84

Total

57

100.00

4.5.2.3 Skills and Expertise
The researcher sought to find out on when leaders empower employees to develop their
skills and expertise, this relationship between procedural justice and organizational
citizenship behavior is especially manifested. The findings indicated that of the 57
respondents, 12.28% strongly disagreed, 10.53% disagreed, and 7.12% were undecided
and ticked neutral. But 33.33% agreed and 36.84% strongly agreed. The results are
summarized in Table 4.32.
Table 4.32: Skills and Expertise
Skills and Expertise
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total

Distribution
Frequency
7
6
4
19
21
57

Percentage
12.28
10.53
07.12
33.33
36.84
100.00

Figure 4.8 summarized the percentages of procedural justice which influence reward
factors. Employee’s trust (45.62%) played a major important role in employee
involvement in decision making compared to the skills and expertise (36.84%) and
supervisor (24.56%) on organizational citizenship behavior.
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PROCEDURAL JUSTICE

Supervisor
23%
Skills and
Expertise
34%
Employee's Trust
43%

Figure 4.8: Procedural Justice
Descriptive Statistics
N
Mean
Procedural Justice

57

Std. Deviation

3.1754

Variance

1.33795

1.790

The mean score for procedural justice was 3.1. Therefore, respondents were neutral that
procedural justice would influence organizational citizenship behavior.
4.5.3 Employee’s Engagement
4.5.3.1 Individual’s Well-Being
The researcher sought to find out if engagement with one’s work is important, given that
work is a pervasive and influential part of an individual’s well-being. The findings
indicated that of the 57 respondents, 8.77% strongly disagreed, 28.07% disagreed, and
31.58% were undecided and ticked neutral. But 26.33% agreed and 5.25% strongly
agreed. The results are summarized in Table 4.33.
Table 4.33: Individual’s Well-Being
Individual’s Well-Being
Strongly Disagree
Disagree
Neutral

Distribution
Frequency
5
16
18
56

Percentage
08.77
28.07
31.58

Agree
Strongly Agree
Total

15
3
57

26.33
05.25
100.00

4.5.3.2 Employee’s Potential
The researcher sought to find out if individual differences play a vital role in determining
an employee’s potential level of engagement. The findings indicated that of the 57
respondents, 7.02% strongly disagreed, 3.51% disagreed, and 24.56% were undecided
and ticked neutral. But 35.09% agreed and 29.82% strongly agreed. The results are
summarized in Table 4.34.

Table 4.34: Employee’s Potential
Employee’s Potential
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree
Total
4.5.3.3 Leader-Member Exchange

Distribution
Frequency
4
2
14
20
17
57

Distribution
07.02
03.51
24.56
35.09
29.82
100.00

The researcher sought to find out if leader-member exchange, is more related to
organizational citizenship behavior that is directed to an individual (OCBI) than
organizational citizenship behavior that is directed towards the organization (OCBO). The
findings indicated that of the 57 respondents, 10.53% strongly disagreed, 14.04%
disagreed, and 50.87% were undecided and ticked neutral. But 15.79% agreed and 8.77%
strongly agreed. The results are summarized in Table 4.35.
Table 4.35: Leader-Member Exchange
Leader-Member
Strongly Disagree
Disagree
Neutral

Distribution
Frequency
6
8
29
57

Percentage
10.53
14.04
50.87

Agree
Strongly Agree
Total

9
5
57

15.79
08.77
100.00

Figure 4.9 summarized the percentages of employee’s engagement which influence
reward factors. Leader-member exchange (50.87%) played a major important role in
employee involvement in decision making compared to the employee’s potential
(35.09%) and individual’s well-being (31.58%) on organizational citizenship behavior.
EMPLOYEE'S ENGAGEMENT
Individual's WellBeing
27%
Leader-Member
Exchange
43%
Employee's
Potential
30%

Figure 4.9: Employee’s Engagement
Descriptive Statistics
N
Mean
Employees Engagement

57

2.8947

Std. Deviation
1.06376

Variance
1.132

The mean score for employee’s engagement was 2.8. Therefore, respondents disagreed on
employees engagement would influence organizational citizenship behaviour.

Descriptive Statistics
N
Mean

Std. Deviation

Variance

Empowerment perspective

57

3.9474

1.20150

1.444

Employee participation
Autonomy support

57
57

3.5439
3.1228

.96492
1.21111

.931
1.467

58

Workplace consultation

57

3.4035

1.01523

1.031

Employees voice

57

2.7544

1.18443

1.403

psychological attachment

57

3.4035

1.16281

1.352

psychological wellbeing

57

3.2982

.99937

.999

procedural justice

57

3.1754

1.33795

1.790

Employees engagement

57

2.8947

1.06376

1.132

Valid N (list wise)

57

4.6 Chapter Summary
This chapter has presented the findings of the data analysis. The data analysis was done
by breaking down factors identified through the data collected into simpler coherent part
in line with the purpose of the study in order to derive meanings. The tabulated data was
analyzed quantitatively by calculating various percentages, while descriptive data was
analyzed qualitatively by organizing collected data into meaningful notes. The
presentation of the results of quantitative analysis was in form of frequency tables so as to
highlight the results and to make it more illustrative and easier to understand and
interpret, while the results of qualitative analysis was in form of explanatory notes. The
next chapter presents a summary of the findings as well as discussions and conclusions.
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CHAPTER FIVE
5.0 DISCUSSION, CONCLUSION, AND RECOMMENDATION
5.1 Introduction
This chapter addresses the results and findings on the factors impacting the employee
involvement in decision making on organizational citizenship behavior. The findings
were outlined according to specific objectives of the study. The findings were based on
the responses from the questionnaires filled and information gathered on the research
questions. The researcher provided a discussion on the findings of the research as
compared to the findings in the literature review based on the specific objectives. Thus,
this means that this chapter presents summary of research objectives, findings,
conclusions, and recommendations for further study.
5.2 Summary
The purpose of this study was to identify factors impacting the employee involvement in
decision making on organizational citizenship behavior and the research questions of the
study were: to establish the impact of power factors on organizational citizenship
60

behavior; to establish the impact of information factors on organizational citizenship
behavior; and to establish the impact of reward factors on organizational citizenship
behavior.
The research design was descriptive in nature. The dependent variable of the study was
organizational citizenship behavior while the independent variables were power, social,
and reward factors. The research was conducted among Machakos County Government.
The sampling frame from this study was selected from a list of 150 (middle managers and
supervisors) full time employees as provided by the Human Resource office electronic
mails. A sample of 57 employees was targeted to represent the population of interest. This
represent 99.99% response rate. The data gathered was edited and transformed into a
quantitative form through coding. It was then entered into a computer. Univariate analysis
like frequency distribution was adopted in the study. The analyzed data was presented
inform of tables. SPSS was used to aid in data analysis.
The findings of this study were that majority of the middle managers and supervisors
believed that organizational citizenship behavior was being affected by the three specific
objectives: power factors; information factors; and reward satisfaction factors. The
findings indicated that these three specific objectives were the main factors impacting
employees to involve in decision making.
With regards to power factors on organizational citizenship behavior, the first major
findings of the study was that the questions which were asked included amongst others on
empowerment perspective, employee participation, and autonomy support. On
empowerment perspective, contemporary business (47.4%) played major important role
in employee involvement in decision making compared to the degree of flexibility
(43.9%) and need for creativity (40.1%) on organizational citizenship behavior. On
employee participation, organization’s objectives (56.1%) played major role in employee
involvement in decision making compared to the competitive advantage (50.9%) and
organizational goals (35.1%) on organizational citizenship behavior. On autonomy
support, individual’s attitude (36.8%) played major important role in employee
involvement in decision making compared to the significant others (35.1%) and paradigm
shift (35.1%) on the organizational citizenship behavior. Thus, the researcher concluded
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that organization’s objectives had the higher ability to impact the employee involvement
in decision making on organizational citizenship behavior.
With respect to information factors on organizational citizenship behavior the second
major findings of this study indicated that the questions which were asked included
amongst others on: workplace consultation, employee voice, and psychological
attachment. On workplace consultation, private information (52.6%) played major role in
employee involvement in decision making compared to the share information (42.1%)
and workforce (38.6%) on the organizational citizenship behavior. On employee voice,
productivity (54.79%) played major role in employee involvement in decision making
compared to the dissatisfaction (42.1%) and management (40.35%) on organizational
citizenship behavior. On psychological attachment, fostering creativity (47.4%) played
major role in employee involvement compared to the proactive behaviors (43.9%) and
bridging communication (38.59%) on organizational citizenship behavior. Thus, the
researcher concluded that productivity had the higher ability to impact the employee
involvement in decision making on organizational citizenship behavior.
In relation to reward factors on organizational citizenship behavior, the third and last
major findings of this study indicated that the questions which were asked included
amongst others on: psychological well-being; procedural justice; and employee’s
engagement. On psychological well-being, creative climate (47.4%) played major
important role in employee involvement compared to performance (43.9%) and
management philosophy (43.85). On procedural justice, employee trust (45.6%)played
major important role in employee involvement compared to skills and expertise (36.8%)
and supervisor (33.3%) on organizational citizenship behavior. On employ engagement,
leader-member exchange (50.9%) played major important role in Y-Generation’s
perception compared to employee’s potential (35.1%) and individual’s well-beings
(31.6%) on organizational citizenship behavior. Thus, the researcher concluded that
leader-member exchange for employee involvement in decision making had the higher
ability to impact the employee involvement in decision making on organizational
citizenship behavior.
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5.3 Discussion
5.3.1 Influence of Power Factors on Organizational citizenship behavior
Factors that influence power on organizational citizenship behavior are: empowerment
perspective; employee’s participation; and autonomy support. The findings of this study
indicated that majority of the respondents strongly agreed with the statement that there is
a relationship between employee participation and organizational citizenship behavior.
This is because under employee participation, the findings of this study indicated that
between organizational goals, organizational objectives, and competitive advantage
majority of the respondents agreed that organizational goals (35.09%), organizational
objectives (56.14%), and competitive advantage (50.88%) were the main factors. Thus,
the results indicated that the respondents agreed that organizational objectives (56.14%)
were the main factor in employee participation to influence power of employee
involvement in decision making on organizational citizenship behavior. According to
Higgins (1982), organizational objectives was considered a key element in the successful
implementation of new management strategies and played an important role in
determining the degree of job satisfaction. This in turn, increased the commitment of the
employee as well as their motivation. Furthermore, Harber, Mariottetet al. (1991) argued
that participation was a mental and emotional reflection that would lead to the fulfillment
of individual and organizational objectives, especially if supported by the organization’s
climate.
From a quick observation, one of the dominant fundamental factors in the success or
failure of any organization was the influence of its people, and how well that influence
was mobilized and concentrated towards meeting the organization’s objectives. This
constitutes the concept of employee involvement. It signified a reliable process of
enabling employees to participate in professional decision-making and organizational
development activities suitable to their ranks in the organization (Erkman, 2006).
The approaches to decision making was Rational Decision-Making approach. This view
of decision making suggested that decision-makers followed a specific process where
goals were decided upon, alternatives were developed in accordance with such goals, and
then the most efficient alternative was implemented (Baker, et al. 2002; Rainey, 2003;
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Kingdon, 2003).

The contingency decision-making approach where some scholars

asserted that rational decision-making could only occurred under stable, clear, simple
conditions (Rainey, 2003).
Because these conditions often were not present, decision-makers used judgment and
intuition, and undertaken in bargaining and political steering in their decision-making
process. In incremental Decision-Making approach, instead of choosing an alternative
that a rational decision-making process would predict, decision-makers chose to make
less controversial, transitional decisions to ensure some degree of success of achieving
vague goals presented. The Garbage Can Decision-Making approach the idea came from
the opinion that “decisions were made in organizations when precise decision-making
opportunities or requirements aroused” (Rainey, 2003).
Rainey (2003) James Thompson asserted that the level of agreement amongst decisionmakers on goals and the amount of technical knowledge amongst decision-makers on
how to implement solutions or tasks determined whether or not a decision-making
process could be rational. When the level of agreement and amount of knowledge were
high, rational processes were more likely to be followed.
Hence,

Armstrong

(2009)

identified

employees’

competences

connect

and

synchronization as critical to organizational citizenship behavior. This helped a
corporation to use energies effectively for the achievement of its business. Involving
employees in firm’s process became the actual competitive advantage for that company
which was theorized by (Edouards, 2007).
Under empowerment perspective, the findings of this study indicated that majority of the
respondents strongly agreed that degree of flexibility (43.86%), need for creativity
(40.35%), and contemporary business (47.37%) were the main factors. Thus, the results
indicated that the respondents strongly agreed that contemporary business (47.37%)was
the main factor in empowerment perspective to influence employee involvement in
decision making on organizational citizenship behavior. According to Hewitt (2002),a
contemporary forward-thinking business does not keep its personnel in the dark about
vital decisions affecting them. It trusts them and encompasses them in decision making at
all levels. “Command and control” is no longer an acceptable model. A more open and
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concerted framework will exploit the talents of all employees (Hewitt, 2002).Employees
must be involved if they are to understand the need for creativity and if they are to be
committed to changing their behavior at work, in new and improved ways (Kingir &
Merci, 2010).
Numerous organizations began embracing the benefit of employees’ involvement in
decision making in the 1980s. Knopp (1995) defines involvement in decision making as
sharing decision making with others to achieve organizational objectives. The impact of
employee participation/involvement is multidimensional and varied. Determining the
most operational employee involvement strategy is determined by specific organizational
goals, different organizations trust their employees the responsibility to carry out
important duties with respect to their qualifications. Some organizations train their
employees to take responsibilities and duties given to them (Webb & Webb (1999).
It has taken many different processes, developing through employee involvement and
participation in decision making to the modern-day empowerment perspective, it involves
the employees being provided with a greater degree of flexibility and more sovereignty in
decision making in relation to their work. Employee involvement includes four elements
namely, power (providing people with sufficient authority to make work-related
decisions), information (timely access to appropriate information), knowledge and skills
(providing training and development programs), and rewards (providing intrinsic or
extrinsic inducements for involvement) (Cummings and Worley, 2008). This contrasts
distinctly with customary management techniques that have stressed control, hierarchy
and inflexibility.
According to Baker et al. (2001), decision making should start with the identification of
the decision maker(s) and stakeholder(s) in the decision, reducing the possible
discrepancy about problem classification, requirements, goals and criteria. The effect of
involvement on performance has become increasingly uncertain in recent years. Wagner
(1994) argued that many participation studies have demonstrated a steady, though small
impact on performance.
Under autonomy support, the findings of this study indicated that majority of the
respondents agreed that significant other (35.09%), individual attitude (36.84%), and
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linking opportunities (35.09%) were the main factors. Thus, the results indicated that
respondents agreed that individual attitude (36.84%) was the main factor in creating
autonomy support that influence employee involvement in decision making on
organizational citizenship behavior. According to Deci, Eghrari, Patrick, & Leone (1994),
autonomy support can have an impact on individuals’ attitudes and behavior by fulfilling
their psychological need for competence, which incorporates their desire to produce
outcomes and to understand the conditions leading to these outcomes. In an autonomy
supportive environment, significant others encourage choice and participation in decisionmaking instead of control. Therefore, an organization that promotes employee
involvement, whereby workers have the authority and autonomy to play an active role in
work-related decision-making, should benefit from increased organizational productivity
due to the paradigm shift employees incur by having the opportunity to give their input.
This paradigm shift should be reflected in their behavior as they would consequently be
more motivated to perform at a high standard to achieve goals that they had a part in
setting (Deciet al, 1994).
On the other hand, scholars argue that involvement is a joint discussion between
employees and managers that brings together to discuss problems and comprehend
decisions working together as a team. In consultative management, employee’
involvement is stressed, requiring employees to recognize a recent problem and later
make a decision on its solution, (Davis and Newton, 1997). There are three perceptions
arising from this method and they are: emotional and mental involvement; motivation in
contributing towards the organizational performance, and accommodating responsibility.
Rosidi (1999), states that employee involvement plays a vibrant role in the decisionmaking process, where all the ranks in an organization supply necessary information.
Where employees actively partake in the decision-making process, with their distinct
goals being set, they adopt the organization goals. This should be followed by good
organizational citizenship behavior meaning that involvement should not be limited.
5.3.2 Influence of Information Factors on Organizational Citizenship Behavior
Factors that influence information on organizational citizenship behavior are: workplace
consultation; employee voice; and psychological attachment. Under workplace
consultation, the findings of this study indicated that majority of the respondents agreed
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that shared information (42.11%), workforce (38.59%), and private information (52.64%)
were the main factors. Thus, the results indicated that respondents agreed that private
information (52.64%) was the main factor in workplace consultation to influence
information of employee involvement in decision making on organizational citizenship
behavior. According to Machington and Cox (2007) exchange of information and
organizational learning were asserted as derivatives of involvement in decision-making.
When people work together and share information, they feel more involved in the
successes of the goals of the organization. This stimulates team spirit and teamwork
within the workforce of the company that drives the achieved commitment of workers
(Machington and Cox, 2007).
This was augmented by Gratton (2007) with reference to workplace consultation;
employees’ felt capability to express feelings and opinions about how they are treated and
managing and provides the solutions. For Edouards (2007), top management should
collect all the information about their feedback concerning the image of the company in
terms of issues affecting their engagement and involvement in the business of the
company. Employee involvement provides workers or their representatives with the
prospect to take part in and influence decisions that affect their working lives. It involves
workers exerting a countervailing and upward pressure on management control (Bratton
and Gold 2003). Butler and Glover (2007) further described employee participation as
more deeply power oriented which is typically about joint decision making or codetermination. It provides employees the opportunity to use their private information,
which can lead to better decisions for the organization (Williamson, 2008).
Under employee voice, the findings of this study indicated that majority of the
respondents strongly agreed that management (40.35%)was the main factor of employee
voice in decision making on organizational citizenship behavior. But for productivity,
54.79% were neutral and for dissatisfaction, 42.11% disagreed. According to Preuss and
Lautsch (2000),as a result of the incorporation of the ideas and information from
employees, organizational flexibility, product quality, and productivity may improve
(Preuss and Lautsch, 2002).Organizational productivity is crucial as it is directly tied to
an organization’s recipe for success (Schneider, 1995). Therefore, it is important to
determine what factors influence productivity as organizational development occurs and
involvements are introduced and implemented. A culture of increased employee
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involvement (EI) has been acknowledged as one means of amplifying organizational
productivity. (Wolf and Zwick, 2008) found that employee involvement raised
establishment productivity. (Jones, Kalmi, and Kauhanen, 2010) also found that
participation had a strong positive effect on value added, with realization that improved
its score on participation from the first to the third quartile.
Involvement of workers in decision-making in teams, making system with greater labormanagement, and trust resulting from these structures may also create a result in which
decisions are seen as having greater legitimacy to workers. This legitimization effect
would also lead to a forecast of a decrease in complaint under high production work
systems, apart from any effect on the fundamental level of disagreement in the place of
work (Colvin, 2003).Wood and de Menezes (2011) conclude that high involvement
management program contributes to the employees’ well-being. A review of studies by,
Handel and Levine (2004) suggests that involvement “can improve organizational
outcomes if the reforms are severe. “However while business imperatives may lead to
more employee voice and participation initiatives, which promote OCB these initiatives
are also embedded in concepts of industrial citizenship, and organizational democracy,
(Harrison and Freeman 2004).
Under psychological attachment, the findings of this study indicated that majority of the
respondents agreed that bridging communication (38.59%), and proactive behavior
(40.35%), and fostering creativity (47.37%) were the main factors. Thus, the results
indicated that respondents agreed that proactive Behavior (36.84%) was the main factor
in employee’s voice that influence employee involvement in decision making on
organizational citizenship behavior. According to Noah (2008), employee involvement is
a psychological attachment and akin that supports delegation in which the employees at
low level management obtain the control, freedom in terms of bridging communication
gaps between low level workers and top management. Noah (2008) demonstrates this that
employee’s involvement is strategically imperative for success and organizational
socialization.
OCB is essential because organizations cannot anticipate through formally stated in-role
job descriptions the entire arrangement of behaviors needed for achieving goals. Organ
(1997), suggests that involving employees in decision making has proved to be an
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effective method for most organization as they are able to achieve greater cohesion since
it encompasses all behaviors that are not considered to be part of employee’s formal
duties in the organization. Benjamin (2012) points out that at the present time, the worldwide competition, increases the importance of organizational citizenship behavior as a
mean for the improvement and utilization of human resources, and for enhancing
organizational viability.
Involved employees experience greater attachment to their work and organization,
(Schaufeli and Bakker, 2004), employees are more likely to do things that enhance
organizational effectiveness (Saks, 2008). For instance, involved employees are
optimistic and natural; they tend to exhibit positive attitudes and proactive behaviors at
work which promote and enhance good organizational behavior. A firm can have a high
or low degree of employee involvement. A high degree of employee involvement (deep
employee involvement in decision making), means that all categories of employees are
involved in the planning process, this implies that power distance is low and that
employees have more control and autonomy. In high power distance, involvement in
decision making and participation is considered as a privilege of management (Markey,
2006).
5.3.3 Influence of Reward Factors on Organizational Citizenship Behavior
Factors that influence reward on organizational citizenship behavior are: psychological
well-being; procedural justice; and employee engagement. Under psychological wellbeing, the findings of this study indicated that majority of the respondents strongly agreed
that creative climate (47.37%), performance (43.85%), and management philosophy
(43.85%) were the main factors. Thus, the results indicated that respondents strongly
agreed that creative climate (47.37%) was the main factor in influencing respondents in
decision making on organizational citizenship behavior. According to Borghini (2005), it
is becoming increasingly imperative for organizations to focus on understanding not only
their own environment, but also the external climate in which they chose to operate in
(Borghini, 2005).The swiftness of technological advancements as well as globalization
and increasing rivalry have put massive pressure on companies to be quick to solve
difficulties and ready to develop new ideas for products and processes (Atwater and
Carmeli, 2009).
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Organizations need to embrace a more creative climate in the anticipation of encouraging
employees to demonstrate an interest in the business operations of their organizations and
to be tactical in focusing on complications that may arise in the future. Thus promoting
employees’ individual creativity, behaviors will need to develop a dependable
management philosophy (Borghini, 2005).
Climate perceptions help members determine which attitudes and behaviors are rewarded
and supported by the organization. Thus, organizational climate’s effect on attitudes and
behaviors affect OCB.

In fact, job characteristics (including procedural justice and

psychological contract) and leadership were found to have the strongest association with
psychological well-being. (James, et al, 2008) Psychological well-being in turn has been
shown to increase organizational-level performance (Ozcelik, Langton, and Aldrich,
2008). Moreover, James et al. (2008) found that a strong organizational climate implied
a consensus on goals and how they should be attained, enhancing the organization’s
performance. This implies a strong transformational leadership entity, creating a shared
vision and goals. The current study examines whether these climate factors indeed
correlate with an overall improved organizational climate and improve extra-role
performance, OCB.
Under procedural justice, the findings of this study indicated that majority of the
respondents agreed that employee’s trust (45.62%), skills and expertise (36.84%); and
supervision (24.56%) were the main factors. Thus, the results indicated that respondents
agreed that employee trust was the main factor in procedural justice in decision making
on organizational citizenship behavior. According to One important factor in producing
trust is perceived procedural justice, or fairness. Procedural justice refers to the perceived
fairness of the procedures that lead to outcomes or distributions. The concept grew out of
prior research on dispute resolution procedures, which revealed that disputants reacted to
not only to outcomes or distributions they received but also to the procedure or process by
which they obtained these outcome, Denish and Greenidge (2008) defined procedural
justice as an appropriateness of the allocation process, which includes: Consistency: All
employees are treated the same, Lack of Bias: No person or group is singled out for
discrimination or ill- treatment. Accuracy: Decisions are based on accurate information.
Representation of all Concerned: Appropriate stakeholders have input into a decision.
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Correction: There is an appeal process or other mechanism for fixing mistakes and Ethics:
Norms of professional conduct are not violated. This allows trust and respect to endure
even when things do not go as well as expected; when things inevitably go wrong, the
negative effects are less severe if an organization maintains justice.
One of the original researchers and creators of the OCB construct, Organ (1988, 1990)
proposed that members of an organization might exhibit OCB as they reciprocate fair
treatment (social exchange theory). Later, (Moorman, Blakely, and Niehoff, 1998) found
that perceived justice is an antecedent of perceived organizational support which in turn
creates a climate in which members of an organization are more likely to engage in OCB
Procedural fairness is often used synonymously with procedural justice. Procedural
fairness has been found to increase organizational commitment leading to increase OCB
(Devonish and Greenidge, 2010). The latter authors also noted how context and the target
of the OCB (individual versus group) mattered.
Under employees engagement, the findings of this study indicated that majority of the
respondents were neutral on the leader-member exchange (50.87%) and 35.09% agreed
on employee’s potential. But 28.07% disagreed on individual well-being. Thus, the
results indicated that majority of the respondent employees were neutral on leadermember exchange. Hence employee’s potential (35.09%) was the main factor of
employee’s engagement in decision making on organizational citizenship behavior.
According to Gallup (2005), organizations have recently begun focusing on the level of
engagement of their employees in an effort to understand the underlying factors of
employee motivation and performance (Gallup, 2005). Engagement with one’s work is
important, given that work is a pervasive and influential part of an individual’s wellbeing, affecting not only the quality of an individual’s life but one’s mental and physical
health as well (Wrzesniewski, Rozin, and Bennett, 2002). Engagement, as a component of
happiness, entails that individuals pursue gratification by applying their strengths.
(Rothmann and Rothmann, 2010).
Involved employees are devoted, motivated, energetic and enthusiastic about problem
solving. They are engaged in their work, put their heart into their jobs, are excited about
doing a good job, exert energy in their work and are a source of competitive advantage
for their employees Katzenbach (2000). Each individual employee has direct and
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independent control over amount of unrestricted effort he or she chose to make available
to the organization Catlette and Hadden, (2001).
According to Robinson (2006) individuals categorize and make sense of events and
situations according to their own unique and personal frame of reference, which reflects
their personality, past experiences, knowledge, expectations and current needs, priorities
and interests. An involved employee will consistently outdo and achieve new standards of
excellence (Harter, Schmidt and Hayes, 2002). It is argued that individual differences
play a vital role in determining an employee’s potential level of engagement (Robinson
2006).Leader-member exchange, which represents the quality of relationships between
leaders and employees, is slightly more related to organizational citizenship behavior that
is directed to an individual (OCBI) than organizational citizenship behavior that is
directed towards the organization (OCBO) (Ilies, Nahrgang, &Morgeson, 2007).
5.4 Conclusion
5.4.1 Impact of Power Factors on Organizational Citizenship Behavior
This study established that employee participation is the key element of the power factor
in the employee involvement in decision making on organizational citizenship behavior.
This is because employee participation plays an important role in determining the degree
of job satisfaction. This in turn, increases the commitment of the employee as well as
their motivation. Participation is a mental and emotional reflection that leads to the
fulfillment of individual and organizational goals, especially if supported by the
organization’s climate. Hence, fundamental factors in the success or failure of any
organization is the influence of its people, and how well that influence is mobilized and
concentrated towards meeting the organization’s objectives. Thus, this constitutes the
concept of employee involvement which signifies a reliable process of enabling
employees to participate in professional decision-making and organizational development
activities suitable to their ranks in the organization. Therefore, the study concluded that,
the level of agreement amongst decision-makers on organizational goals, the amount of
technical knowledge amongst decision-makers on how to implement organization’s
objectives, and involving employees in firm’s process will help organizations to have
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competitive advantage over their competitors thereby promoting organizational
citizenship behavior.
5.4.2 Impact of Information Factors on Organizational Citizenship Behavior
This study established that employee voice is the key element of the information factor in
the employee involvement in decision making on organizational citizenship behavior.
Organizations should allow different voices to: know individuals who are dissatisfied in
the organization; contribute to management decision making primarily with efficiency
and productivity improvement; and create a mutuality of interest in the form of an
employee-employer partnership aimed at securing long term viability. Thus, because
commitment involves the active use of emotional, cognitive, and behavioral energies at
workplace, hence, for it to take place then employees voices must work in coherent with
the organization’s objectives and strategies. Therefore, the study concluded that, allowing
employees to air their voices will enabled them to commit themselves because of
psychologically attachment to the organization thereby promoting organizational
citizenship behaviors.
5.4.3 Influence of Reward Factors on Organizational Citizenship Behavior
This study established that employee’s engagement is the key element of the reward
factor in the employee involvement in decision making on organizational citizenship
behavior. This is because through the quality of Leader-Member Exchange, managers
practice transformational leadership which inspire employees and nurture their vision by
providing individualized support and intellectual stimulation. Thus, the relationship
between supervisor and subordinate determine the nature of the exchange in terms of
mutual trust, support and loyalty between them. Hence, managers should promote role
clarity and employee well-being. Managers also should practice servant leadership
because they have moral responsibility to serve both the needs of the organization in
terms of nurturing, defending, and empowering the employees. Therefore, the study
concluded that through the high quality of Leader-Member Exchange relationship
motivates employees to engage in organizational citizenship behavior by increasing their
sense of responsibility, desire to reciprocate, and trust in the organization.
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5.5 Recommendation
5.5.1 Recommendation for Improvement
5.5.1.1 Impact of Power Factors on Organizational Citizenship Behavior
Organizations needed to use democratic decision making – where decision is made by the
group as a whole rather than an individual and employees are engaged and are able to
determine the magnitude of any positive effect on organizational citizenship behavior.
Therefore, the study recommended that organizations needed to use Rational DecisionMaking approach. This view of decision making suggested that decision-makers follow a
specific process where goals were decided upon, alternatives were developed in
accordance with such goals, and then the most efficient alternative was implemented. And
when the level of agreement and amount of knowledge were high, rational processes were
more likely to be followed. Hence, involved employees in firm’s process became the
actual competitive advantage for the organization.
5.5.1.2 Impact of Information Factors on Organizational Citizenship Behavior
People who worked together and shared information, they felt more involved in the
successes of the goals of the organization. This stimulated team spirit and teamwork
within the workforce of the company that derived the achieved commitment of workers.
Willingness and commitment through involvement could be exhibited by employees
towards their job if they were involved in decision making and participated in the affairs
of the organization. Therefore, the study recommended that management could win the
commitment of many employees and got their job done properly by not treating
individual employees in isolation, but be involved in matters concerning them and the
organization. This was because when employees were involved in decision making, staff
absenteeism was reduced, there was greater organizational commitment, improved
performance, and reduced turnover result to greater job satisfaction which had a positive
impact on organizational citizenship behavior thus consequently reducing on employee
agitations and counter-productive work behaviors.
5.5.1.3 Impact of Reward Factors on Organizational Citizenship Behavior
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It became increasingly imperative for organizations to focus on understanding not only
their own environment, but also the external climate in which they chose to operate in.
The swiftness of technological advancements as well as globalization and increased
rivalry had put massive pressure on companies to be quick to solve difficulties and ready
to develop new ideas for products and processes. Thus, organizations needed to embrace
a more creative climate in the anticipation of encouraging employees to demonstrate an
interest in the business operations of their organizations and to be tactical in focusing on
complications that might arise in the future. Therefore, the study recommended that
promoting employees’ individual creativity, executive’s behaviors was needed to develop
a dependable management philosophy of servant leadership. This was because leaders,
who practiced good organizational behaviors, motivated employees to exhibit good OCB.
5.5.2 Recommendation for Further Research
The study did not examine all the stakeholders involved in the research study due to time
limit and financial constraints posing a comparison challenge. However a representative
sample was obtained from the study population and in depth analysis of the factors was
done thus ensuring that generalization of the study findings were possible. Furthermore,
the location of this study is only confined to Machakos County Government. Thus, the
sample and its responses may not be a representation of the employee involvement in
decision making as the county government towards organizational citizenship behavior.
Future research can improve on this limitation by increasing the sample size and
performing future research across 47 counties in Kenya’s respondents.
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APPENDICES
APPENDIX I: COVER LETTER
Oyaro Maureen Malinah
P.O Box 14634 – 00800
Nairobi
Dear Respondent,
RE: REQUEST FOR YOUR PARTICIPATION IN MY ACADEMIC RESEARCH
PROJECT
I am a United States International University graduate student, conducting a research on;
The Impact of Employee Involvement in Decision Making on Organizational Citizenship
Behavior: A case of Machakos County Government. In partial fulfillment of the
requirement for the degree of Masters in Business Administration (MBA) at the United
States International University.
I therefore, humbly request you to take time to complete this questionnaire. The research
findings will also assist the organization in cultivating a culture of employee involvement
in decision making and improve organizational citizenship behaviors for all its
employees.
The information that I will gather will be treated with strict confidentiality, owing to its
nature and bound by the trust of respondents bestowed upon me.
Yours Faithfully,
malinahoyaro@gmail.com
Oyaro Maureen Malinah
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APPENDIX II: QUESTIONNAIRE
SECTION A: BIO-DATA
Kindly answer all the questions by ticking the box that corresponds to your answer in the
question.
1. What is your position?
Middle-Level Manager [

] Supervisory-Level Manager [

]

2. What is your age group?
20-29 [

] 30-39 [ ] 40-49 [ ] 50-59 [

] 60 and above [

]

3. Which department do you work in?

Human resources

[

]

Finance

[

]

ICT and Labor

[

]

Roads and transport

[

]

Youth and public works

[

]

4. How long have you worked for the Machakos County Government?

Less than 1 year [ ] 1-2 years [ ] 3-years [ ] 5 years and above [ ]

5. What is your level of education?
Secondary [ ] College [

] University [
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]

SECTION B: RESEARCH TOPIC
To what extend do you agree or disagree with the following statements? Please indicate
your response by putting an X to each item using the scale of strongly disagree to strongly
agree.
Research Question I:
The Impact of Power Factors on Organizational Citizenship Behaviour
Empowerment Perspective

Strongly Disagree Neutral Agree Strongly
Disagree
Agree

Empowerment involves the
employees being provided with a
greater degree of flexibility and
more sovereignty in decision
making in relation to their work.
Employees must be involved if they
are to understand the need for
creativity and if they are to be
committed to changing their
behavior at work, in new and
improved ways.
A contemporary forward-thinking
business should not keep its
personnel in the dark about vital
decisions affecting them but to
trusts them and encompasses them
in decision making at all levels.

Employee Participation

Strongly Disagree Neutral Agree Strongly
Disagree
Agree

Employee participation will lead to
the fulfillment of individual and
organizational goals, especially if
supported by the organization’s
climate.
Success of any organization is the
influence of its people, and how
well that influence is mobilized and
concentrated towards meeting the
organization’s objectives.
Involving employees in firm’s
process becomes the actual
competitive advantage for the
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company.

Autonomy Support

Strongly
Disagree

Disagree

Neutral

Agree

Strongly
Agree

In an autonomy supportive
environment, significant
others encourage choice and
participation in decisionmaking instead of control.
Autonomy support have an
impact on individuals’
attitudes and behavior by
fulfilling their psychological
need for competence.
Workers who have the
authority and autonomy to
play an active role in workrelated decision-making,
should benefit from
increased organizational
productivity due to the
paradigm shift employees
incur.

Research Question II
The Impact of Information Factors on Organizational Citizenship Behavior
Workplace Consultation

Strongly Disagree Neutral Agree Strongly
Disagree
Agree

When people work together and
share information, they feel more
involved in the successes of the
goals of the organization.
Information stimulates team spirit
and teamwork within the workforce
of the company that drives the
achieved commitment of workers.
Workplace consultation provide
employees the opportunity to use
their private information, which can
lead to better decisions for the
organization.
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Employees Voice

Strongly Disagree Neutral Agree Strongly
Disagree
Agree

Voice can be expressed as
individual dissatisfaction that is
aimed at a specific problem or issue
with management.
Voice can be an expression of
collective organization which is a
countervailing source of power to
management (for example through
trade unions).
Voice
arrangements
which
contribute to management decision
making are concerned primarily
with efficiency and productivity
improvements.

Psychological Attachment

Strongly Disagree Neutral Agree Strongly
Disagree
Agree

Psychological attachment help
employees to obtain the control and
freedom in terms of bridging
communication gaps with top
management.
Involved employees experience
greater attachment to their work
and organization because they tend
to exhibit positive attitudes and
proactive behaviors at work.
Attachment ensures employees
using their skills and knowledge
tothe competence and success of
the organization by fostering
creativity,
and
enhancing
flexibility.
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Research Question III
The Impact of Reward Factors on Organizational Citizenship Behavior
Psychological Well-being

Strongly Disagree
Disagree

Neutral Agree Strongly
Agree

Strongly Disagree
Disagree

Neutral Agree Strongly
Agree

Psychological
well-being
increases
organizational
performance
hence
strong
organizational climate implies
that a consensus on goals and
how they should be attained,
enhance
the
organization’s
performance.
Organizations need to embrace a
creative climate because creative
climate
perceptions
help
members
determine
which
attitudes and behaviors are
rewarded and supported by the
organization.
Promoting employees individual
creativity, organizations will
need to develop a dependable
management philosophy.

Procedural Justice
Organizational
members’
perceptions of organizational
procedural justice depended on
how they view their immediate
supervisor’s procedural justice.
Procedural justice increases
employee’s trust in supervisor
which prompts employees to
reciprocate
with
increased
organizational
citizenship
behavior.
When
leaders
empower
employees to develop their skills
and expertise, this relationship
between procedural justice and
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organizational
citizenship
behavior is especially manifested.

Employees Engagement

Strongly Disagree
Disagree

Engagement with one’s work is
important, given that work is a
pervasive and influential part of
an individual’s well-being.
Individual differences play a vital
role
in
determining
an
employee’s potential level of
engagement.
Leader-member exchange, is
more related to organizational
citizenship behavior that is
directed to an individual (OCBI)
than organizational citizenship
behavior that is directed towards
the organization (OCBO).
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Neutral Agree Strongly
Agree

