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ABSTRACT 

The research aimed at assessing the moderating effect of institutional factors on the relationship between 

employee empowerment and performance of Public Universities in Kenya. A review of extant conceptual and 

empirical literature was done and hypotheses formulated. A positivist paradigm using descriptive research design 

was used. The population comprised the staff of Chartered Public Universities in Kenya 2013. Proportionate 

random stratified sampling and multi stage sampling was used. A sample size of 1,011 staff was selected from 

employees of Chartered Public Universities in Kenya. The literature review revealed that a number of studies have 

been conducted on the predictors and antecedents of employee empowerment and performance. However, these 

studies did not examine the moderating effect of institutional factors. A structured questionnaire with Likert-type 

interval scale anchored on a five-point scale was used to collect primary data. Descriptive statistics were 

computed for organizational data and the main characteristics of the study variable. Data was presented in 

tables, charts and figures. Hypotheses were tested using Pearson’s product moment, simple linear regression, 

stepwise and multiple regression and change statistics for data analysis and tests. The results revealed that 

employee empowerment and institutional factors have a positive relationship with the performance. The 

strength of the relationship between employee empowerment and organizational performance was found to be 

moderated by institutional factors. The study highlights an increased understanding that the institutional factors 

moderate the relationship between employee empowerment and organizational performance. Universities 

should strengthen their empowerment programs and support staff in pursuit of their development, at the same 

the institutional factors plays a key role in performance of staff. 
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Introduction 

Kenya being a developing country in Sub-Saharan 

Africa has undergone profound changes in 

management of public organizations. The 

government of Kenya acknowledges that over the 

years there has been poor performance in the 

public sector. Some of the factors that have 

affected performance in public institutions include: 

tribalism, corruption, excessive controls, frequent 

political interference, nepotism, mismanagement of 

the human resource and other resources (GoK, 

2005). In recent years however, there have been 

major changes undertaken such as: introduction of 

performance contracting, performance ranking of 

public sector institutions based on agreed criteria 

and devolving of services. These changes have been 

seen as a tool aimed at improving accountability, 

transparency, efficiency and effectiveness in 

delivery of quality services, and improving efficient 

utilization of resources to improve overall 

performance. Further, the Kenya Vision 2030 

strategy was crafted as a blue print to catapult 

Kenya into the next millennium. However, such 

expectations cannot be automatically realized. In 

response to these changes managerial approaches 

should embrace strategies that will foster 

empowering employee and stimulating employee 

behavior towards achievement of these goals. 

The changes in public organizations have made 

human resources to be viewed from a different 

perspective.  The public sector institutions including 

public universities are constantly under internal and 

external pressures that influence the necessity for 

potential change in the human resource 

management policy. Gore (1996) stated that the 

performance contracts in the USA federal 

government for example, have changed the way 

managers and bosses do their jobs. Managers have 

changed their attitudes towards employees by 

encouraging them to participate more by being 

innovative, and in delivery of quality service to the 

customers. This has led to employees connecting 

with the organization, enhanced feeling of 

empowerment, which has led to improved 

organizational performance. 

The relationship between employee empowerment 

and performance has been a key issue in 

understanding the effectiveness of organizations.  

Many researchers (Thomas and Velthouse, 1990; 

Randolph, 2000) have recognized that 

empowerment is evidenced by organizational 

members who are inspired and motivated to make 

meaningful contributions and who have confidence 

that their contributions will be recognized and 

valued. In Kenya for example empowerment 

programs have been put in place in some 

organizations in the private sector and in 

multinationals; however the practice in public 

sector is a challenge due to inflexibility of the 

system and conditions necessary to make such an 

approach successful.  

Despite the growth of empowerment in the last few 

years its effect still remains ambiguous. More than 

25% of organizations surveyed by Lawler et al. 

(2001) study reported no significant empowerment-

oriented practices in their organizations (Spreitzer 

and Doneson, 2005). Moreover those who have 

introduced empowerment practices often find it 

difficult to build genuine employee empowerment 

practices (Spreitzer and Quinn, 2005). Although 

there have been reports of success and failure of 

employee empowerment there has been little 

rigorous research on its antecedents and its 

consequences (Menon, 2001). Consistent with the 

stream of empirical studies examining the 

relationship between empowerment and 

performance there is evidence to suggest that 

empowerment initiatives do not always deliver 

expected outcomes for organizations, management, 

or for individuals (Claydon and Doyle, 1996). 

Wilkinson (1989) argues that while there are many 

programs labeled as empowerment most are 
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designed not to give employees a very significant 

role in decision making; but rather to secure an 

enhanced employee contribution to the 

organization. From the foregoing discussion the 

debate on whether empowerment leads to 

improved performance is still inconclusive. 

Consequently, performance may be as a result of a 

combination of empowerment and other 

institutional factors such as strategy, structure, 

culture, and leadership types..  

Most studies on empowerment have been done in 

developed countries’ contexts. However few studies 

have been carried out in Asia and Africa. In Kenya, 

the few studies done have mainly focused on 

employee empowerment and performance but no 

known study to the researcher have incorporated 

factors such as strategy, structure, culture and 

leadership types. In this era of globalization 

empowerment is important for the universities to 

enable them respond quickly to any changes in 

macro-environment. With introduction of public 

sector reforms and performance contracting, the 

government expects to have an efficient and 

motivated workforce to serve the public.  

This study is driven by empowerment, structural 

and psychological empowerment theories, and 

institutional theory. Theoretical works on employee 

empowerment indicate that empowering staff is 

one of the critical success factors in the 

organization (Spreitzer, 1995; Kanter, 1989). 

Employees need to perceive that they have been 

given power and authority to make decisions 

concerning their work, and in performing tasks 

(Conger & Kanungo, 1988). The organizations 

strategies and structures must be enabling and 

should fit the environment to achieve better 

performance.  

 

Employee Empowerment Concept 

The management perspectives on empowerment 

have a long history and offer a set of tangible 

practices that can pull to improve performance 

(Spretizer, 1995). Organizations are implementing 

employee empowerment practices with the hopes 

of building employees’ commitment, overcoming 

dissatisfaction and reducing absenteeism turnover, 

poor quality of work, sabotage and giving 

employees greater autonomy in their work. The 

practices include training, participation, decision 

making, delegating provision of resources 

communication and team working (Huselid, 1995). 

Organizations have to build a fit between the 

people and empowerment practices. 

A review of previous studies (Huselid, 1995; Youndit 

et al., 1996) reveal that HRM is no longer concerned 

with simply executing a standard set of policies and 

procedure. Rather it requires questioning and 

understanding the relationships between choices in 

managing people, the strategies and goals of the 

organization and possibilities presented by the 

external environment. Interest in the belief that 

individual performance affects organizational 

outcomes have intensified with the argument that 

organizations employees provide a unique source of 

competitive advantage that is difficult for 

competitors to imitate (Barney, 1991; Omari, 2012). 

The notion of empowerment involves the workforce 

being given a greater degree of flexibility and 

freedom to make decisions in organizations (Awan 

et al. 2011).  Empowerment differs in definition 

based on individual perception and understanding. 

Conger and Kanungo (1988); Thomas and Velthouse  

(1990); Spreitzer (1995), tried to explicitly define 

empowerment as giving authority to employees or 

to delegate legal power to them so as to 

commission and authorize them in their task 

performance (Spreitzer, 1995). Fox (1998) opined 

that empowerment is a process of risk taking, 
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growth, change, and understanding employees’ 

needs.  

Scholars propose that there are two dimensions of 

empowerment: the structural and psychological 

approaches. Structural Empowerment (SE) (Kanter 

1977; 1983) proposes that employees’ work 

behavior arises from conditions and situations in 

the work place, and not from personal attributes. 

The structural view focuses on empowerment 

management practices of delegation of decision-

making, access to information, support, power, and 

resources availability. Psychological Empowerment 

(PE) on the other hand is defined as a motivational 

construct manifested in four cognitions:  meaning, 

competence, self-determination, and impact 

(Thomas and Velthouse, 1990).  Spreitzer (1995) 

argues that these four cognitions reflect an active, 

rather than a passive, orientation toward a work 

role. Spreitzer (1995) who built her work upon 

Thomas and Velthouse Model (1990) by developing 

and validating a multidimensional measure of 

empowerment in workplace concluded that the 

four cognitions measure psychological 

empowerment.  An employee with empowered 

state of the mind experiences feelings of control, 

awareness and accountability (Spreitzer, 1995). This 

study is anchored on both structural and 

psychological approach to empowerment.  

Institutional Factors 

Institutions do not operate in a vacuum, they 

operate in a context where there are existing 

factors in which may influence the relationship 

between variables. These variables have to be 

controlled. These variables are within the 

organizations’ ability to manipulate so as to achieve 

the organizations objectives. Such variables may 

include strategy, structure, size age, union, culture, 

leadership, resources and others within reach of 

management (Galbraith, 2002). Every organization 

has a unique internal and external environment 

where these factors play a critical role in overall 

performance of the organization.   

Institutional factors have been theorized in 

literature to be potentially important determinants 

of empowerment and performance in an 

organization (Greenwood and Suddaby, 2010). 

Institutional factors are the process by which 

structures, schema, rules, norms, and routines 

become established as guidelines for social 

behavior (North, 1990; Scott, 2004). Drawing on 

proposition of institution theory (Meyer and 

Rowan, 1991; Suchman, 1995) postulates that 

performance increases legitimacy because it shows 

how well a firm is fulfilling its roles in society. In this 

regard, Greenwood and Suddaby (2006) concurs 

that institutions set the conditions under which the 

process of empowerment works. Employees in 

universities are governed by a number of such 

institutional factors, the most prominent among 

them being structures, strategies, organization 

culture, leadership, practices and policies. Galbraith 

(2002) concurs that these factors play a crucial role 

in the overall performance of the organization. 

North (1990) further postulates that institutions 

reduce uncertainty by providing a structure to 

everyday life for they provide structures, strategies 

and organization culture.  

Further, organizations survive and succeed through 

interaction between them and their environment 

(Scott, 2004). Arguably, most related literature has 

looked at profit making organizations in developed 

western countries which have advanced and clear 

structures, culture and strategies. In view of 

theoretical studies depicting the importance of 

institutional factors on the operation of an 

organization, it is important to understand the 

relative effect these institutional factors have on 

the relationship between employee empowerment 
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and performance in an organization especially in a 

developing country scenario and in the universities.  

The Research Problem  

Empowerment is critical to multi-dimensional 

success of the organization. This is because human 

resources is one of the most reliable sources of 

organizational efficiency, effectiveness and 

performance. But though this may be true, 

strategies that are adopted by an institution to 

empower the employees can affect its 

performance. However, how these strategies 

interact with other institutional factors to influence 

performance is still unexplored. Institutional factors 

such as structure, strategy, culture, policies, 

practices and technology play a crucial role in the 

overall performance of the organization. 

Managerial decisions are influenced by the 

structure and culture the organization adopts as it 

interacts with the environment. Empowerment has 

impact on performance however; institutional 

factors could influence this relationship.  

Universities in Kenya play an increasingly important 

role in economic and social development. However 

universities are encountering challenges such as 

increased student numbers, rapid expansion, 

inadequate facilities, less number of staff, low 

salaries, inadequate funding, low research output 

among others.  They have lost staff to foreign 

universities in what is commonly known as “brain 

drain” depriving the country of much needed talent. 

Wosyanju et al. (2012) confirmed, for example, that 

Kenyatta University lost 20 lecturers in a span of 

just one year. Staff in these institutions have joined 

unions such as University Academic Staff Union 

(UASU) to fight for empowerment and welfare of 

their members. In October 2011, and September 

2012, 2013 the teaching and non-teaching staff in 

the public universities went on strike because of 

delay in review of their remuneration and working 

conditions. The management of these challenges 

depends on holistic approach which should 

incorporate institutional factors, the extent of 

employee empowerment.  

Several studies (Spreitzer, 1995; Wilkinson, 1998) 

have tried to explain the link between employee 

empowerment and performance. However most of 

the studies have concentrated on isolated facets of 

empowerment. Ritzen (2011) looked at 

empowerment as granting formal autonomy to 

make decisions in the universities, but 

empowerment is more than autonomy. Wong et. 

al., (2011) in his study concluded that the four 

cognitions of psychological empowerment namely 

meaning, competence, self-determination and 

impact were positively related to organizational 

performance. While this may be true, the study did 

not incorporate other factors such as structures, 

strategies, culture and structural empowerment. 

Ngambi (2010) established that attracting and 

retaining skilled, knowledgeable and competent 

employees in tertiary educational institutions is 

important. For most higher education institutions 

have experienced challenges of low morale, skills 

shortage, stifled academic freedom, low salaries, 

high student-academic staff ratio, higher workload, 

and exclusion from decision-making processes. 

While extant literature depicts advantages 

regarding the theoretical aspects of empowerment, 

there is still inconclusive evidence that 

empowerment achieves the benefits promised.  

Empowerment has been found to be positively 

related to performance (Spreitzer 1995; Menon 

2001). At the same time empowerment has been 

found in some instances to have negative 

relationship (Hill and Hug, 2004). Researchers in 

employee empowerment (Spreitzer, 1995; 

Wilkinson, 1998; Monari, 2012) have also reported 

that there is still lack of concurrence on the ideal 

empowerment program that could empower 

employees. The ongoing debate on the relationship 
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between empowerment and performance and the 

effect of the moderating effect of institutional 

factors on this relationship confirms the lack of 

satisfactory evidence to support the findings as 

discussed above. Given the mixed research findings 

on the relationship between empowerment and 

performance there is need for further research to 

address this gap.  Further most studies investigating 

aspects of the relationship have been done in 

different contexts, measurements, 

conceptualizations and methodologies. Most of the 

studies have been done in the western context and 

a few in Asia. Very few studies have been done in 

Kenya linking empowerment and performance. 

Although it is well established that a relationship 

exist between empowerment and performance less 

is known about other variables that influence the 

relationship. Strategy, structure, culture, leadership 

type have been found to have effect on the 

relationship between employee empowerment and 

performance. This study attempted to answer the 

question: What is the moderating effect of 

institutional factors on the relationship between 

employee empowerment and performance of 

public Universities in Kenya.  

Literature Review 

This section provides a review of the major theory 

guiding the study on employee empowerment and 

institutional factors. This is followed by literature 

review on key variables on employee 

empowerment and their respective relationship 

leading to formulation of hypotheses 

Institutional Theory 

Institutional theory (IT) emphasize that modern 

organizations depend on their environments which 

can strongly influence the development of formal 

organization structures. It acknowledges the 

importance of economic and social forces that 

shape the systems and structures of organizations 

(North 1990; DiMaggio, 1983). Institutions may 

hinder or enhance performance in organizations. 

The underlying proposition by institution theory is 

that organizational structures and processes 

become institutionalized over time and these have 

an effect on workers behaviour and performance. 

These factors would include economic, social and 

political that constitute a structure of a particular 

environment of an organization that gives it a 

competitive edge.  

The core concept of institutional theory is that 

organization structures and process tend to acquire 

meaning and achieve stability in their own right 

rather than on the basis of their effectiveness and 

efficiency. Institutional theorists (Oliver, 1997) are 

interested in examining the organizational 

structures and practices that have no economic or 

technical purpose and therefore they do not 

enhance organization performance. Although 

scholars vary in the relative emphasize of these 

elements and in the level of analysis at which they 

work, all recognize the common theme that social 

behavior and associated resources are anchored in 

rules and schemas. 

Notwithstanding the above, critiques of institutional 

theory have argued that researchers have 

overlooked the problem of appropriately measuring 

the institutions. Suddbay (2010) contend that 

institutional research moved from treating 

organizations as sedimented (taken for granted) to 

being hyper muscular. Any change no matter the 

magnitude is treated as ‘institutional’ and any 

change agent is regarded as an institutional 

entrepreneur. Suddbay (2010) further contends 

that institutional research should only value 

instances of significant profound, field-level change, 

and not merely incremental changes. The 

institutional theory should focus more on the 

processes of how the organizations become 

institutionalized rather than on the effects of 

institutionalization.  
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 Researchers Meyer and Rowan (1991) and 

DiMaggio and Powel (1983) further contend that 

institutional system should be viewed as a class of 

elements (Scott, 2004). This is because loci of 

institutionalized rules, standards and norms do not 

come from one source but multiple environments 

shaped by different actors. This shift is 

accompanied by other changes such as cultural 

elements, multiplicity and diversity of 

organizational sources, markets, strategy, 

competitors and customers.  

Institutional Factors  

Institutional factors relate to structures in the 

organization. These include rules, policies, 

procedures, norms, shared beliefs and routines of 

behavior in an organization. According to Scott 

(1995) institutions are social structures that have 

attained a high degree of resilience and they 

include cultural elements, normative and regulatory 

factors. As such institutional factors are important 

for they govern how organizations run. Academic 

and popular writing have suggested that 

institutional factors influence leadership styles and 

performance of organization. Institutions can be 

formal or non-formal. Formal institutions arise from 

laws, regulations, rules and other statements 

formulating sanctions, while non-formal institutions 

arise from interactions with the formal institutions. 

Universities are formal institutions governed by 

such rules and procedures. 

The study adopted strategy, structure, and 

organization culture and leadership style of 

transactional and transformational as moderating 

variables.  

Organization Strategy 

Johnson and Scholes (2006) define organization 

strategy as the direction and scope of an 

organization in the long term. Miles and Snow 

(1978) advocate that according to strategic type, 

organizations can be classified into four groups: 

defenders, analyzers, prospector and reactors. 

Organizations that follow prospector strategy is 

highly innovative and constantly seeking new 

markets; defender strategy organization tend to 

concentrate on defending its markets, while  

analyzers strategy tends to seek innovation at the 

same time concentrate on their market; and 

reactors tend to be inconsistent in their strategic 

approach and drifts with the environment. The 

organization will adopt any of these strategies at a 

given time. The universities are faced with similar 

challenges as the private sector; as such they have 

to come up with new approaches to be able to 

survive in the turbulent environment.  

Organization Structures 

Structure is defined by Mintzberg (1983) simply as 

the sum total of the ways in which labour is divided 

into distinct tasks and how coordination is achieved 

of those tasks. Daft (1986) defines structure as the 

degree of complexity, formalization, standardization 

and centralization. Robbins (1990) clusters 

structural dimension into three factors complexity, 

formalization and centralization. Complexity refers 

to degree of differentiation that exists within in an 

organization. Formalization pertains to the amount 

to amount of written documentation in the 

organization. This includes clearly written job 

descriptions, rules, and clearly defined procedures. 

Centralization is concerned with decision making in 

the organization. Decisions will either be made by 

top-management leading to centralization or is 

located to lower levels that are decentralization.  

Burns and Stalker (1961) on the other hand argue 

that structure is either mechanistic or organic. This 

notion is based on a study carried out by twenty 

organizations in England and Scotland where they 

found out the two distinct structures. Mechanistic 

structures performed routine tasks, relied heavily 
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on programmed behaviors, and relatively slow in 

responding to the unfamiliar. Organic structures are 

relatively flexible and adaptive, with emphasis on 

lateral rather than on vertical communication 

influence based on expertise and knowledge rather 

than authority of the position. There is need for 

compatibility on an organizations design structures 

and processes. Formalization in modern 

organizations are complex entities, with some 

functions relatively centralized and others 

decentralized. Structures have to be enabling to 

achieve empowerment of employees. 

Organization Culture 

Organization culture according to Schein (1992) is a 

pattern of shared basic assumptions that the group 

learned as it solved its problems of external 

adaption and internal integration, which has 

worked well enough to be considered valid and, 

therefore, to be taught to new members as the 

correct way to perceive, think, and feel in relation 

to those problems.  Hofstede (1980) posits that 

culture is the collective mental programming of the 

mind which distinguishes one team from another, 

and  values ‘as broad tendency to prefer certain 

states of affairs over others’ (Hofstede, 1998). 

Hofsted (1998) uses power distance, collectivism 

and individualism, femininity and masculinity, and 

uncertainty avoidance as cultural characteristics to 

differentiate one group from another. Dimba and 

K’Obonyo (2007) further reiterated that this 

collective mental programming shared by an 

organization forms the basics of that organization. 

Every organization develops their own culture 

which is distinct from the other. Organization 

culture can influence organization decisions and 

human resource policies which in turn affects 

performance. Nyabegera (2000) argue that culture 

of a nation permeates all aspects of life within the 

given state, including the behavior of managers in 

the organizations. The finding is consistent with 

Hostede (1980) study which pointed out that a 

national culture influences attitude, behavior and 

management style of organizations. Cultural values 

exert a significant influence on managerial process 

and employee behavior which in turn affect 

performance (Nyabegera, 2000). 

Leadership Styles 

One of the critical functions of leadership in an 

organization is to facilitate the attainment of 

organizational strategy and goals by eliciting 

desirable behavior from the employees. Leader 

behavior can lead to success or failure of an 

organization. An organization depends on the 

leaders at various hierarchical levels to initiate 

action programs for achievement of organizational 

these goals (Dhladhla 2011). Leadership has been 

defined as the process where one influences 

another who is referred to as a “follower” (Yukl, 

1994). The follower gets inspired to achieve the 

target, the group is maintained in cooperation and 

the planned mission is achieved (Yukl, 1994).  Avolio 

et al (2004) contend that leader behavior has direct 

influence on job satisfaction, psychological 

empowerment, and organization commitment. 

Leadership is a critical factor in the success or 

failure of an organization. Leadership is the core 

and spirit of the organization. Jing-Zhou et al (2008) 

postulates that leaders are not only in charge of the 

organization but also of the people; as such the 

relationship between leaders and their followers 

influences employees attitude towards the 

organization. 

Transactional Leadership 

Transactional leadership is an exchange process. It 

is a matter of contingent reinforcement of 

employees based on performance (Men, 2010). 

Transactional leadership involves motivating and 

directing followers primarily through appealing to 

their own self-interest. The power of transactional 
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leaders comes from their formal authority and 

responsibility in the organization. The main goal of 

the follower is to obey the instructions of the 

leader. The style can also be mentioned as a ‘telling 

style’. This style of leadership was first proposed by 

Max Weber (1968) and then by Bass (1981). The 

leader believes in motivating through a system of 

rewards and punishment. If a subordinate does 

what is desired, a reward will follow, and if he does 

not go as per the wishes of the leader, a 

punishment will follow. Here, the exchange 

between leader and follower takes place to achieve 

routine performance goals. This style is occasionally 

referred to as authoritative style of leadership 

(Bass, 1981). 

 

Transformational Leadership 

Transformational leadership creates value and 

positive change in people and it embraces changing 

with the times.  It calls for a leader to focus on 

innovative ideas, influences the bosses to support 

their ideas, and inspires subordinates to make 

changes happen (Conger and Kanungo, 1987). 

Research evidence suggests that transformational 

leadership is positively associated with work 

attitudes and behaviors at both an individual and 

organizational level (Dumdum, Lowe, & Avolio, 

2002; Lowe, Kroeck and Sivasubramaniam, 1996). 

This concept was first introduced by MacGregor 

Burns (1978) who stated that it is a process in which 

leaders and followers help each other to advance to 

a higher level of morale and motivation. Bass 

(1985), went further to state the transformational 

leadership can be measured in terms of influence 

on the followers. The followers of such a leader feel 

trust, admiration, loyalty and respect for the leader. 

Employee Empowerment, Organizational 

Performance and Institutional Factors 

Substantial evidence suggests that empowerment 

and performance are positively related. Hill and Hug 

(2004) in their study concluded that empowered 

employees do not necessarily seek power in a 

political sense in the organization, but seeks for 

more discretion in decision-making and within their 

own work situation. This is in line with the ideology 

of total quality management which contributes 

greatly to continuous improvement in modern 

organizations. However there is also evidence to 

suggest that empowerment initiatives do not 

always deliver expected outcomes (Claydon and 

Doyle, 1996). Conger and Kanungo (1988) confirms 

that this could be due to lack of clarity in 

management literature on what empowerment 

really means. This lack of clarity and ambiguity 

surrounding empowerment literature leads to 

misinterpretation in its conceptualization. 

A further research on conceptualization of 

empowerment is necessary and its’ impact on 

performance. This will shape various parties 

expectations and outcomes. The policies, strategies, 

structures adopted will enhance or hinder 

employee performance. Hill and Hug (2004) 

contend that when management wants to 

implement empowerment they should develop and 

communicate their definitions. Saif and Saleh (2013) 

who conducted a study on employee 

empowerment and performance of private 

hospitals in Jordan found that organizations that 

pursued empowerment strategies had the highest 

return on customer satisfaction, achieved better 

quality and enhanced performance because the 

employees were loyal, committed, psychologically 

empowered. They proposed that employees who 

feel psychologically empowered feel more satisfied, 

this leads to better performance and delivery of 

service.  The discussion above leads to two 

hypotheses for this study. 
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Hypothesis 1: Employee empowerment has 

influence on performance of Public Universities in 

Kenya.  

Hypothesis 2: The influence of employee 

empowerment and organization performance is 

statistically and significantly moderated by 

institutional factors.  

 

Research Methodology  

The study was carried out in the twenty two 

chartered public universities in Kenya. The target 

population contained of 1,011 employees of 

charted public universities in Kenya. Stratified 

random sampling was used to select samples from 

the population of the twenty two charted public 

universities.  To identify respondents in each 

university a multi-stage sampling technique was 

applied. Multistage sampling allows a larger number 

of units to be sampled at a given time. 

The study used both primary and secondary data. 

The research mainly relied on quantitative data 

which was using a questionnaire. The primary data 

was collected using a structured questionnaire with 

statements anchored on a Likert-type five-point 

scale ranging from “Not at all (1) to “to a very great 

extent (5)” was used to collect primary data.  

Internal consistency of the research instrument was 

measured through Cronbach’s Coefficient Alpha. 

The study used face, content and constructs 

validity. Cronbach’s Alpha coefficient of the 

independent variable, namely employee 

empowement is .939, and institutional factors .950, 

while for organizational performance .919.  All the 

coefficients for the instrument measured above the 

minimum 0.7. These Alpha coefficients compare 

well with those obtained from other studies 

(Fernandes and Moldogaziev (2011); Ming 2010; 

Menon 2001) in the area.  

Data Analysis 

Data was analyzed using both descriptive statistics 

(frequency distributions, means, and standard 

deviations) and inferential statistics (correlation 

analysis, analysis of variance and regression) to 

analyze the data. Descriptive analysis was 

conducted to present main characteristics of the 

collected data. Inferential statistics were used to 

test a number of hypothesized relations as to allow 

generalization of the findings to a larger population. 

To test the pattern of relationships between 

research variables as stated in the hypotheses, 

simple and multiple regression equations were used 

as required. The regression analyses provided 

estimate equations to predict the magnitude of the 

dependent variable and provide values for the 

predictor variables.  

Pearson Moment Correlation (r) was derived to 

show the nature and strength of the relationship 

among variables of the study.  The relationship is 

strong when r=0.5 and above, moderately strong 

when r is between 0.3 and 0.49, weak when r is 

below 0.29, and a correlation of 0 indicates no 

relationship. The square of the correlation 

coefficient, the Coefficient of Determination (R2) 

was used to determine goodness of fit of different 

models and used to measure the amount or degree 

of variation in the dependent variable(s) attributed 

to the predictor variable(s). The closer R2 is to 1, the 

better the fit of the regression line to actual data. 

The Beta values show the amount of change in the 

dependent variable attributable to the amount of 

change in the predictor variable, and the F ratio is a 

measure of how well the equation line developed 

fits with the observed data or it simply measures 

the model fit. The statistical significance of each 

hypothesized relationship is interpreted based on 

the F and t values. High values of the Coefficient of 

Determination (R2) (usually above 0.6) signal the 

extent to which the model accounts for variation in 

the dependent variable, and Analysis of Variance 

(ANOVA =F test).  



- 94 - 

 

To test the moderating effect of IF on the influence 

of EE and OP stepwise regression analysis was used. 

In the first step independent variable (EE and OP) 

were entered into the model as predictors of the 

outcome variable (OP). The independent variables 

do not have to be statistically significant predictors 

of the dependent variable (OP) in order to test for 

an interaction term (Baron and Kenny, 1986). In the 

second step, an interaction term was computed. An 

interaction term presents a joint relationship 

between employee empowerment and institutional 

factors and this relationship accounts for additional 

variance in the dependent variable beyond that 

explained by either employee empowerment or 

institutional factors alone. The moderator effect is 

present if the interaction term explains a 

statistically significant amount of variance in the 

dependent variable. The single regression equation 

was presented as: 

 Y= α + β1X+ β2Z+ β3XZ+ ε1 where α is a regression 

constant or intercept, β1 is the coefficient relating 

to the independent variable, X(EE) to the outcome, 

Y(OP), β2 is coefficient relating to the moderator, Z, 

to the outcome when X=0, XZ is the product of 

employee empowerment and institutional factors 

and ε1 is the error term. The regression coefficient 

for the interaction term β3 provides an estimate of 

the moderation effect. If β3, is statistically different 

from zero, there is a significant moderation on the X 

(EE) and Y (OP) relation. 

Research Findings 

The sample response rate was 72%. According to 

Fowler (1984) a response rate of 72% is 

representative. Demographically, 40.3 per cent of 

the respondents were female while 59.7 male. 

51.7% of respondents were non-academics and 

42.5% academics. The respondents age ranged from 

20-0ver 50 years. Most of the staff were in the age 

bracket of 40-49 years. This reveals that most of the 

staff were young and dynamic. 32% of the 

respondents had worked with the institutions for 

between 5-10 years. On reliability and validity, 

Cronbach’s Alpha Coefficient was used to test 

reliability of the instrument. The results in showed 

that organizational performance had Cronbachs’ 

Alpha coefficient of .919 while Employee 

empowerment scored .939 while. Different scholars 

have used different Cronbach’s Alpha Coefficient 

factors cut-off points (Nunnally 1978; Hair et al., 

1998). The reliability results exceeded the 0.7 level 

of acceptability revealing a very high degree of 

reliability. The internal consistency reliability 

measures used were considered high and to have 

adequately measured the study’s variables and 

were therefore considered for further analysis. 

Validity was tested through carrying out a pilot 

study. The instrument was then modified in the 

form of structure and results incorporated in the 

final instrument. 

Correlation Analysis (Employee Empowerment, 

Institutional Factors and Organizational 

Performance) 

Correlation analysis using Pearson’s Product 

Moment (PPM) technique was used to establish the 

relationship between the main variables of the 

study. Correlation analysis is a measure of linear 

association between two variables. The test was 

done to identify the strength and direction of the 

associations among the variables of the study. The 

variables in the study were employee 

empowerment and organizational performance. 

Values of correlation coefficient range from -1 and 

+1. A correlation coefficient of +1 indicates that two 

variables are perfectly and positively related in a 

linear sense. While -1 indicates that two variables 

are perfectly related but in a negative linear sense.  

Hair et al (2006) recommended that correlation 

coefficient (r) ranging from .81 and 1.0 are very 

strong; from .61 to .80 are strong; from .41 to .60 

moderate; from .21 to .40 weak; and from .00 and 
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.20 indicates no relationship. Results are given in Table 1. 

Table 1 Correlations Matrix (employee empowerment, institutional factors and organization performance) 

  

Employee Empowerment 

Institutional 

Factors 

Organizational 

Performance 

Employee 

Empowermen

t 

Pearson Correlation 1   

Sig. (2-tailed)    

N 520   

Institutional 

Factors 

Pearson Correlation .729** 1  

Sig. (2-tailed) .000   

N 402 503  

 

Organizational 

Performance 

Pearson Correlation .535** .488** 1 

Sig. (2-tailed) .000 .000  

N 477 469 620 

**. Correlation is significant at the 0.01 level (2-tailed). 

*Correlation is significant at the 0.05 level (2-tailed)  

Source: Primary Data (2014) 

 

The correlation analysis with the main variables 

indicated positive and significant coefficients between 

the variables. The pertinent results from Table 1 reveal 

that there is significant relationship between employee 

empowerment and performance (r=.535, p-

value<.001). The Strength and direction of relationship 

is moderate; while employee empowerment with 

institutional factors the relationship is strong and 

significant at (r=.729, p-value <.001). Institutional 

factors and performance (r=.488, p-value<.001). These 

results were all positive and statistically significant; 

hence supporting the fact that employee 

empowerment has a positive influence on 

organizational performance. The correlation findings 

are consistent with other reported findings in previous 

research by Fox (1998), Kanooni (2005), and Saif & 

Saleh, (2013) among others. 

 

 

Hypothesis Testing 

The hypothesis describes the relationship and 

linkages of the various variables as conceptualized 

and illustrated in the conceptual model of the 

study. The Hypothesis (H) focused on establishing 

the influence of employee empowerment on 

performance of public universities in Kenya. Test of 

hypothesis was done using employee 

empowerment as independent variable and non-

financial indicators of performance as dependent 

variable and secondly, using financial performance, 

measured by revenue growth.  Composite index for 

four indicators of non-financial performance was 

the criterion variable while composite index for the 

five indicators of employee empowerment 

constituted the measure for the independent 

variable. A composite index for employee 

empowerment was computed as the sum of 

responses divided by the total number of 

indicators/measurement items. Simple linear 
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regression analysis was used to test the hypothesis. 

The regression results are presented in Table 2.   

Table 2 Results for Effect of Employee 

Empowerment Influence on Organizational 

Performance 

Variables Non- Financial Performance Financial Performance (Revenue Growth) 

 B SE  Β B SE Β 

Constant -224 .037  3.328 .315  

Employee Empowerment .858 .062 .535 -2.363 -525 -.194 

 

 

R=.535 

R Square=.286 

F=190.353 

T=13.797 

R=.193 

R Squared=-038 

F=20.276 

T=-4.503 

 

*p<0.01 *p<0.05 

Source: Primary Data (2014) 

The regression results show that 28.6% of the 

variance in non-financial performance is explained 

by employee empowerment (R2=.286, p-value<0.05) 

which is statistically significant. However the 

regression did not explain 71.4% of the variation in 

performance which was not captured in the model.  

F ratio was significant (F=190.353, p-value<0.01). 

This implies that the regression of employee 

empowerment on non-financial performance is 

statically significant at p<0.0.1 level of significance. 

This shows that the relationship between the two 

variables is strong, positive and statistically 

significant. Equally, β coefficient indicates that 

employee empowerment contributes substantially 

to the change in the non-financial performance 

(β=.858, t=13.797, p-value<0.05). Specifically, for 

one unit change in employee empowerment there 

is a corresponding 0.858 variation in non-financial 

performance. The change is statistically significant. 

From these results, the hypothesized influence of 

employee empowerment on non-financial 

performance is confirmed.  

The results above show that employee 

empowerment explains variations of the 

relationship between employee empowerment and 

non-financial performance. The findings are 

consistent with the findings by Wilkinson (1998) 

which showed that empowering employees brings a 

lot of benefit to the organization. Further, findings 

by Wilkinson (1998) urged organizations to move 

away from hierarchical authority and limited 

employee discretion to where there was great 

employee trust and empowerment which lead 

enhanced performance. Further, study by Chen 

(2011) concur that there is significant relationship 

between employee empowerment and 

performance. They proposed that when employees 

feel empowered with autonomy, and opportunities 

to influence decisions in their jobs, their 

performance improves significantly.  

The regression results for financial performance 

show that 3.8% of the variation in revenue growth 

is explained by employee empowerment (R2=.038, 

p-value<0.01). F ratio was significant (F= 20.276, 

p<0.01). The F ratio implies the regression model of 

employee empowerment on revenue growth is 

statistically significant at p<0.01. The t value implies 
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that the coefficient of the model parameter is 

statistically significant (β=-2.363, t=-4.503, p-

value<0.01). The β value implies that one unit 

change in employee empowerment is associated 

with -2.363 changes in revenue growth. The β value 

for revenue growth is affected inversely (β=-2.363), 

however the influence of employee empowerment 

on revenue growth was statistically significant. The 

finding were surprising and contrary to what was 

expected. It was difficult for the researcher to 

explain why employee empowerment would lead to 

negative revenue growth. This could probably be 

due to error in the methodology which could not 

possibly be detected. 

Moderating Effect of Institutional Factors on 

Employee Empowerment and Organization 

Performance 

The study sought to assess the moderating effect of 

institutional factors on the influence of employee 

empowerment and performance. Moderated 

effects in a regression model capture the effect of 

an independent variable on the dependent variable 

as a function of a third variable. The moderating 

effect is assessed in terms of how the effect of the 

explanatory variables changes when the moderator 

variable is introduced. To test this hypothesis the 

moderating effect was computed using stepwise 

method proposed by Baron and Kenny (1986). This 

involved testing the main effect of the independent 

variable (employee empowerment) and moderator 

(institutional factors) on the dependent variable 

(organizational performance) and the effect of 

interaction between employee empowerment and 

the institutional factors on organizational 

performance. Moderation is assumed to take place 

if the effect of interaction between the employee 

empowerment and institutional factors on 

organizational performance test is significant.  

Step One: Influence of Employee Empowerment 

on Non-Financial Performance 

In step one; employee empowerment was 

regressed on non-financial performance. The 

findings show the result of stepwise regression 

analysis for Model 1 when only employee 

empowerment and non-financial performance 

variables are in the equation model (R2=.286, 

p<0.05). These indicate that employee 

empowerment accounts for 28.6% of the variability 

in non-financial performance. Further the table 

shows beta coefficient is .858, t=13.797, p<.001 

when employee empowerment is in the model. 

These results indicate that for every unit increase in 

employee empowerment, non-financial 

performance increased by 0.858. The overall model 

was also significant (F=190.33, p<.001).  

Step Two: Effect of Employee Empowerment and 

Institutional Factors on Non-financial Performance 

The introduction of the moderator institutional 

factors in Model 2 significantly improves the effect 

of institutional factors on the relationship between 

employee empowerment and non-financial 

performance (R2=.331, p<0.05).  Employee 

empowerment and institutional factors explain 

33.1% of the variation in non-financial performance. 

The F values are statistically significant (F=111. 447, 

p=<0.05 and F=79.138, p<0.05) that the influence of 

the independent variable and the moderator were 

significant in the model. Further the results shows 

the beta coefficient is β=.383, t=5.083, p<0.05 that 

is for every unit increase in institutional factors non-

financial performance increases by 0.383. 

Step Three Effect of Employee Empowerment, 

Institutional Factors and Interaction Term on Non-

financial Performance 

In step 3 the interaction term was introduced in the 

model. All the variables of employee 

empowerment, institutional factors and the 
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interaction term were entered in the regression 

model. The results under change statistics, reveal 

that the R2 change increased by .015 from .331 to 

.346 (R2 change =.015) when the interaction 

variable (employee empowerment*institutional 

factors) was added. The change was statistically 

significant at α=.05 (p-value<0.05). The results show 

statistically significant relationship between 

employee empowerment, institutional factors and 

the interaction (F=79.138, p-value<.001). The F 

changed from 190.353 to 79.138 showing a 

decrease when interaction was added. The F ratio 

shows that the regression of employee 

empowerment and institutional factors on non-

financial performance is statistically significant. The 

t values reveals that the coefficient of the model 

parameters are statistically significant at less than 

p<0.05. The results in Model 1 (for step one) show 

statistically significant regression coefficients for 

employee empowerment (β=.648, t=8.363, p-

value<0.01) indicating that there is a linear 

dependence of employee empowerment on non-

financial performance. The Model was also 

statistically significant (β =.366, t=4.836, p=<.001).  

The beta coefficient decreased from .648 to .366 

when institutional factors were introduced.  When 

interaction term was introduced the beta 

coefficient reduced to -.018 for every unit change in 

non-financial performance. However the interaction 

showed an inverse relationship (β=-.018, t=-3.169, 

p<0.05) though it is significant. 

These findings are consistent with observations 

made by Ahadi, (2011), Gailbraith (2002), Spreitzer 

(1995), and Kanter (1983) among others. The 

researchers concluded that organization strategy, 

culture and leadership is critical in the success of 

empowerment programs. In an empowered 

organization employees are able to participate in 

decision making, performance of powerful tasks, 

they develop initiatives, and receive management 

support in teams and individually. In addition, these 

findings support conclusions by Gailbraith (2002) 

that employee empowerment and institutional 

factors have influence on organization 

performance. The hypothesis that the institutional 

factors moderate the influence of employee 

empowerment and non-performance is confirmed.  

Moderating effect of Institutional Factors on the 

Influence of Employee Empowerment on Revenue 

Growth 

To test for the moderating effect of institutional 

factors on the influence of employee empowerment 

on revenue growth stepwise regression analysis was 

performed. The results showed a positive and 

significant relationship between employee 

empowerment and revenue growth. 

Step One: Influence of Employee Empowerment 

on Financial Performance (Revenue Growth) 

In step one; employee empowerment was 

regressed on revenue growth. The findings show 

the result of stepwise regression analysis for Model 

1 when only employee empowerment and financial 

performance variables are in the equation model 

(R2=.040, p<0.05). These indicate that employee 

empowerment accounts for 4% of the viability in 

financial performance. Further the results show 

beta coefficient is .-2.407,t=-4.478, <.05 when 

employee empowerment is in the model. These 

results indicate that for every unit increase in 

employee empowerment, revenue decreased by -

2,407. This implies that empowerment in the 

universities does not contribute to revenue growth. 

Revenue growth in the universities could be 

attributed to other factors such as engagement in 

income generating activities and increased student 

enrolment as is the trend currently. The overall 

model was also significant (F=20.054. p<.05).  

Step Two: Effect of Employee Empowerment and 

Institutional Factors on Revenue Growth  
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The introduction of the moderator institutional 

factors in Model 2 significantly improves the effect 

of institutional factors on the relationship between 

employee empowerment and financial performance 

(R2=.042, p<0.05).  Employee empowerment and 

institutional factors explain 4.2% of the variation in 

revenue growth. The F values are statistically 

significant (F=10.571, p=<0.05) that the influence of 

the independent variable and the moderator were 

significant in the model. Further the results showed 

the beta coefficient is β=.-651, t=.-1.091, p>0.05 

and for every unit increase in institutional factors 

financial performance changes by.-651. The 

relationship is inverse. This implies that employee 

empowerment and institutional factors affect 

revenue growth inversely. This can be interpreted 

to mean that the basic characteristics of universities 

is different from other scenarios where there is 

emphasize more on profit making strategies; while 

in the universities the strategies are geared more 

on delivery of efficient services. When the R2 

(squared) increases in either mediating or 

moderating it indicates a stronger empirical 

explanatory power on the relationship between the 

variables. The VIF values show that the results are 

not invalidated by multicollinearity effects. 

Therefore on the basis of these statistics, the 

hypothesis is supported. The study concludes that 

institutional factors moderate the influence of 

employee empowerment and performance of 

public universities in Kenya. 

Step Three: Employee Empowerment, Institutional 

Factors, Interaction Term on Revenue Growth 

In step 3 the interaction term was introduced in the 

model. All the variables of employee 

empowerment, institutional factors and the 

interaction term were entered in the regression 

model. The results under change statistics, reveal 

that the R2 change increased by .002 from .040 to 

.042 (R2 change =.002) when the interaction 

variable (employee empowerment*institutional 

factors) was added. The change was statistically 

significant at α=.05 (p-value<0.05). The results show 

statistically significant relationship between 

employee empowerment, institutional factors and 

the interaction (F=7.039, p-value<.001). The F 

changed from 20.054 to 7.039 showing a decrease 

when interaction was added. The F ratio shows that 

the regression of employee empowerment and 

institutional factors on revenue growth is 

statistically significant. The t values reveals that the 

coefficient of the model parameters are statistically 

insignificant at less than p<0.05 (t=.-1.019, and 

t=.134, p>0.05). The Model was also statistically 

insignificant β=.651, t=-1.019, p-value>0.05. The 

beta coefficient decreased from.-1997 to -.651 

when institutional factors were introduced.  When 

interaction term was introduced the beta 

coefficient reduced to -.006. However the 

interaction showed an inverse relationship (β=-.018, 

t=-3.169, p<0.05). The findings were surprising and 

it was difficult to explain the inverse relationship for 

it could be due to other factors such the 

methodology used. 

However the results indicate that the regression 

model is significant (F=20.054, p<.001, F=10.571, 

p<0.001; F=7.039, p<0.001 in model 1, 2, and 3 

respectively. However the influence of institutional 

factors (β=-.651, t=-1.019, p>0.05) and the 

interaction term (β=.006, t=.134, p>0.05) were 

statistically insignificant.  

Discussions 

As noted earlier influence of employee 

empowerment on financial and non-financial 

performance is statistically significant. This 

relationship is moderated by institutional factors. 

The moderating effect of institutional factors was 

tested using stepwise regression analysis. 

Significant relationships were found between 

employee empowerment and non-financial 
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performance and employee empowerment and 

revenue growth. The data supported the 

moderation effect of institutional factors on the 

influence of employee empowerment and 

organizational performance. The adjusted R 

squared increased from .286 to .342, which implied 

moderation effect. 

The findings of the study showed that employee 

empowerment has a statistically significant 

influence on non-financial performance (F=190.353 

β=.858, t=13.797, p<.005), has statistically 

insignificant influence on customer satisfaction 

(F=1.654, p>0.05, β=.057, t=1.286 p>.005), has 

statistically insignificant influence on employee 

satisfaction (F=.011, p>0.05, β=-.005, t=-.104, 

p>.005) and statistically significant influence on 

financial performance- revenue growth (F=20.276 

β=-2.363, t=-4.503, p<.005). From the findings it is 

evident that all the criteria for moderation were 

met. The influence of the independent variable and 

the moderator were significant in the model (p-

value<.001 in both cases). The interaction term was 

also statistically significant (β= -.018, t=-3.169, 

p<0.05).  The findings thus supported the 

hypothesis. The findings are in line with extant 

literature.  

These findings support the results of the study by 

Yazdani et al., (2011). The study emphasized that it 

is important to have a clear vision, objectives and 

clear direction both to the employees and the 

organization as a whole. Organization strategy 

entails specifying the universities vision and 

mission, developing policies and plans and 

allocating of resources to implement the 

empowerment programs. There is need to involve 

the employees in the process of strategy planning 

and formulation. A clearly communicated strategy is 

all inclusive.  The said study established that 

strategy has impact on the relationship between 

employee empowerment and performance. 

Further studies by Lorsch et al (1973) revealed that 

highly centralized structures can lead to 

bureaucracy which can have negative impact 

especially in view of the changing environment 

organizations operate in. Rather than trying to 

control employees they should be given mandate 

and discretion to carry out their work. Employees 

who feel like their contributions are not valued 

sometimes will experience feelings of discontent 

and less empowerment.  This study’s findings 

revealed that having decentralized structures was 

preferred to having centralized structures in the 

public universities. The respondents in the study 

indicated that power in the universities is highly 

centralized at the top (mean=4.05, SD=2.958) which 

means in the majority of decisions employees are 

not involved or consulted (mean=4.01, SD=1.019). 

This type of structure is perceived by employees to 

be controlling and decisions can sometimes take 

long. This has impact on employee empowerment 

in the public universities.  

Although literature relating to the moderating 

effect of institutional factors on the relationship 

between employee empowerment and 

performance is limited, it has been argued that 

institutional factors reinforce or determine the 

success of empowerment programs. Studies by 

Schein (2004) posited that organization culture 

(which is part of institutional factors) may 

determine or hinder organization success. Culture 

exerts a strong influence on behavior of employees 

and work related attitudes of job satisfaction and 

organization commitment (Yazdani et al., 2011). 

When employees are involved in decision-making 

they develop a sense of ownership and take 

responsibility and hence become accountable for 

their actions. Specifically this provides employees 

with greater goal and motivation that makes them 

willing to go an extra mile in performing their roles. 

Further organizations that allow participative 

culture create a positive working environment 
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which facilitates creativity, innovation and flexibility 

by employees. This in turn leads to employee 

autonomy have positive effects on the 

organizational performance.  

On the other hand, a rigid and autocratic culture 

inhibits employees the ability to be creative and 

innovative thus lowering their morale or quality of 

work life and a barrier to performance. The result of 

this study therefore supports the existing body of 

literature on influence of organization culture on 

performance. This study measured culture using 

modified involvement scale measures; which looks 

at the extent of employee participation in 

organizations decisions.  This is in line with the 

proposal by Glasser, Hacker and Zamano (1987) 

who introduced six measures of organization 

culture. These dimensions include employees’ 

perception of teamwork, morale, information flow, 

involvement, supervision and quality of meetings.  

Previous studies seeking to establish the 

moderating effect of institutional factors received 

mixed results. Monari (2013); Kandie (2009) 

established that organizational leadership provided 

significant moderating effect on linking 

empowerment and performance. Leaders who 

articulate the importance of having an aligned 

vision can receive positive support. Organizational 

goals must be aligned with the vision of the 

organization. Other studies have indicated that 

organizational leadership exerts effects on 

employee attitude and behavior (Bass 1999). A 

study conducted by Boonyarit et al (2010) in public 

schools in Thailand revealed that perceived 

leadership towards managers was positively related 

to psychological empowerment and further 

confirmed that teachers’ perception of 

empowerment was predicted by transformational 

leadership. Leaders who articulate the importance 

of organizations having an aligned strategy and 

structure can receive positive work output from 

their staff. As such transformational leadership style 

affects employee empowerment. Bonyaati et al 

(2010) further established that there is a 

relationship between leadership and structural and 

psychological empowerment. Positive leadership 

leads to psychological empowerment and when 

employees feel there is management support 

performance increase. 

The results of this study confirm previous studies 

that have organization strategy aligned with their 

structures and leadership styles being considered as 

one of the most important components in 

increasing performance (Wilkinson, 1998) as such 

they influence the relationship between employee 

empowerment and performance. These 

components of institutional factors moderate the 

relationship between employee empowerment and 

organizational performance. When leaders involve 

staff in propelling the organization forward, it builds 

synergy and commitment at all levels. By fostering 

participative culture employees are engaged to 

deliver quality service and achieving universities 

goals 

From the literature and empirical evidence it is clear 

that studies on empowerment and performance 

concluded that when employees are empowered, 

and institutional factors are in place organizational 

productivity increases. One of the major findings of 

this study is that a significant relationship exists 

between institutional factors and performance. 

Transformational and transactional leadership, 

strategy, structure and culture had a positive effect 

on performance and the results were significant. 

The hypothesis was therefore supported that 

institutional factors moderated the influence of 

employee empowerment on performance of public 

universities in Kenya. 

CONCLUSION 
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The study supports existing body of knowledge on 

the role of involving employees in planning and 

articulating the strategy in the universities. The 

organization structures should be enabling, the 

leadership style inspirational and encourage 

empowerment culture. These factors play a critical 

role in organizational performance. Studies reveal 

that positive culture is very important in an 

academic environment, for academics are greatly 

affected by the kind of institution in which they 

work (Ahadi 2011; Hamidifar 2009). 

The findings concur with Robbin (1990) study, who 

found that organization structures have moderating 

effect on the relationship between employee 

empowerment and organizational performance. In 

his study Robbin (1990) found that the structure of 

an organization is not isomorphic with its control 

system and that structure is related to control. 

Government institutions tend to have many levels 

of hierarchy and many divisions which lead them to 

develop more complex measures of output. This 

study is in line with Burns and Stalker (1961) who 

found that complex organizations tend to have 

more homogeneous tasks within departments 

which increases the supervisory efficiency of the 

managers and decreases the need for complete 

measures of output. Structures whether centralized 

or decentralized can optimize performance, hence 

providing much support in the current study.  

At the same time findings indicated that employee 

empowerment has a positive and significant 

correlation with institutional factors. These findings 

help the study to conclude that in an organization 

that has proper structures, forward looking 

strategies, and transformational leadership fosters 

an empowerment culture. This leads to job 

satisfaction and organization commitment. An 

involvement culture has significant effect on the 

performance of universities. 

Institutional factors were found to positively and 

significantly moderate the influence of employee 

empowerment and performance. This was 

confirmed further by the moderating role of 

institutional factors interaction effect of employee 

empowerment and institutional factors which 

showed that the strength of the relationship 

between employee empowerment and 

performance was reduced. This implies a 

moderating effect on the influence of employee 

empowerment and performance of Public 

Universities in Kenya 

It is therefore reasonable to conclude from the 

empirical evidence adduced in the study that 

employee empowerment influence performance 

and this influence is moderated by institutional 

factors in Public Universities in Kenya. Based on the 

findings of the study the hypotheses was confirmed. 

In conclusion this research has brought in new 

insight into human resource management fields 

showing that organizational competiveness 

depends on alignment of human resource practices 

such as employee empowerment in order to 

enhance performance. However, further studies 

need to be done to give clear understanding if there 

are other factors namely: age of organization, 

employee characteristics and technology which 

could have greater impact on the relationship 

between employee empowerment and organization 

performance. 
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