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[bookmark: _Toc456451318]ABSTRACT

Human Resource Management (HRM) practices will continually attract the attention of researchers in pursuit of better ways to counter the emerging challenges that can undermine the growth of the organizations. As a result, organization will continually face challenges of ensuring they carry human resource practices as required by management. Globally, the Sacco movement has evolved in the past 40 years into a formidable force that has transformed the social and economic well-being of many people. Few years back, Sacco Societies in Meru County have been noticed to expand by opening new branches across the county. This is an indicator of growth that the Saccos are able to counter the growth challenges. The research was carried out to examine the influence of human resource management practices on the growth of Savings and Credit cooperative Societies (Sacco societies) in Meru County. The study examined the relationship between the independent variable; selective hiring, job design, reward system and performance management and the dependent variable; growth of Sacco Societies. The research was based on the goal setting theory and expectancy theory. A descriptive design was used. The questionnaire was used as data collection tool. The study considered 9 Sacco Societies out of 10 Sacco Societies in the county as per Kenya Gazette Notice No. 582 (2014). One Sacco Society was used for piloting purpose. Split half technique was used to ensure the data collection tools were valid and reliable. The target population of this study consisted of all the 157 managers in the 9 Sacco Societies in Meru County and a sample size of 112 respondents will be selected. The researcher used probability sampling techniques to pick subjects to constitute the sample. Descriptive statistics was used to analyze qualitative and quantitative data. Correlational analysis was used to explain the causal relational between the independent and dependent variable. Data collected was analyzed using SPSS version 20.0 Results were presented in tables in form of frequencies and percentages. The results formed the bases for drawing conclusions and making relevant recommendations to the management of Sacco societies to develop and implement appropriate human resource strategies based on the degree of influence that each practice revealed on growth of Sacco societies, the client in the Sacco, the scholars and the government in general. The study concluded that selective hiring influenced the growth in the Sacco Societies. The job design influenced the growth of the Sacco Societies to a very great extent. All the Sacco Societies in Meru County offer training to the employees which is according to the study is effective. The study has also concluded that performance managements affect growth to a great extent. Majority of the Sacco Societies had performance management systems, the developmental purpose of performance management is more productive in inf1uencing organizational growth and that performance management is a vital means to offer promotion, recognition, and career development. The reward system was also found to influence the performance in the Sacco Societies to a great extent. The study recommends that the Sacco Societies should endeavor to hiring qualified and skilled personnel to enhance their performance and thus the organizations. It also recommends that the Sacco Societies should prioritize selective hiring from within the organization to retain talent and expertise. To sharpen the employee's skill to perform their duties, the Sacco Societies should constantly train their employees to enables people to acquire new knowledge, learn new skills and perform tasks better.
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[bookmark: _Toc449531559][bookmark: _Toc456451319]CHAPTER ONE
[bookmark: _Toc449531560][bookmark: _Toc456451320]INTRODUCTION

[bookmark: _Toc449531561][bookmark: _Toc456451321]1.1 Background of the Study
According to Pfeffer (1994), the increasing pressures from the rapid changes that are occurring in the business environment have led to a variety of responses among industrial organizations. Globalization of production and markets, the rate of technological innovation and fluctuation in consumer demand are among the factors that have increased the dynamism of the competitive environment to which organizations must respond. Over the last decade, much research has been conducted in the field of human resource management (HRM) and its associations with firm performance. Prior studies have found substantial positive evidence for statistical associations between HRM practices and improved firm performance. For firms to survive in a global economy today, they need to exploit all the available resources as a means of achieving competitive advantage (Lado & Wilson, 1994).
One resource recognized as providing a source of competitive advantage is the human resources of the firm. In support of this, many scholars have reiterated that the increasing interest in human resources is due to the assumptions that employees and the way they are managed are critical to the success of a firm (Kamoche and Mueller, 1996). Kamoche and Mueller (1996) assert that an effective and competitive human resource is the key to the strength of organizations in facing the challenges of business today. Hence, the importance of having a competitive human resource is synonymous with the success of today’s organizations because an efficient and effective human resource will produce quality and productive individuals that can eventually minimize the problems that are related to human resource such as job dissatisfaction, absenteeism, or turnover of employees.
Katou and Budhwar (2007) categorizes HRM practices into two HRM systems, namely the HRM system aiming at attracting and developing human resources and those aiming at retaining human resources. Among the HRM practices aimed at attracting and developing employees are selective hiring, training and development; and those aimed at retaining employees are performance managements and reward and compensation systems. Such activities have been linked to organizational competitiveness, increased productivity, higher quality of work life and greater profitability (Cascio, 1992, Schuler and Jackson 1996). Consequently, many researchers link the Human capital with organizational performance through the HRM practices (selective hiring, job design, reward and compensation, and performance management (Cascio, 1992, Schuler and Jackson 1996). This assumption is shared by Katou and Budhwar (2007) who are of the opinion that human resource are capable of contributing to organization performance.
However, some studies (Guest, 1997) show that it is important to examine HRM practices in as many settings as possible to justify these results. Consequently, it is worth establishing the influence of HRM practices on organization performance in a developing country, such as Kenya, as opposed to developed countries. Aycan, Abdul, Ann, and Budhwar  (2007) assert that the major differentiating factors between developed countries and developing countries which have an impact on HRM are contextual. Among the factors are economic, political, historical environments, and socio cultural characteristics of the workplace and society.
In Kenya, the Sacco movement has evolved in the past 40 years into a formidable force for the social and economic transformation of Kenyan people, (Africa Sacco Regulatory Framework Workshop, 2011).They are having a drastic growth that can be based on the fact that for some period now they have been offering cheap loans at manageable interest rates to their members and also they have been able to penetrate in rural areas that are considered unattractive in rendering their services unlike the banks. This gesture has attracted a shift of clients from the formal financial institutions such as banks to seek for their services (ACCOSCA, 2011). Through fund mobilization, Saccos are also able to offer deposit and saving facility, front office services and cheque clearing services (microfinance house ltd, 2006).
	
[bookmark: page9]Growth in Sacco’s is important since it contributes to the economic prosperity of any entity, (Giuca and Barrette, 2011). Growth in Many organizations has been considered as top strategic priority but very few achieve it and ever fewer maintain it as noted in Baum and Wally, (2003); Zooka and Allen, (2003). Therefore, for growth to be sustained in Sacco societies, the Sacco management needs to address some of the emerging short comings which includes; drop of performance in 2006 from 13.1 per cent to 9.0 per cent in 2009 due to stiff competition from banks and other financial institutions, and other factors such as declining membership due to retrenchment and deaths (cooperatives in Kenya 2013), Problems in optimizing customer satisfaction and developing customer relationship and management (Cheruiyot, Kimeli & Ogendo, 2012), inadequate technical skills; both at board and management levels that are being identified as the key challenge (Sacco Society Regulatory Authority Press Release 2011). Ademba (2010) postulates that Sacco societies in Kenya face problems like; poor governance and lack of members’ confidence, among others, while Ndung’u (2010), says that the Sacco societies are encompassed by mismanagement and poor investment decisions. In addition to the above Mudibo (2005), points out that, board members in most cases are non-professional volunteers, yet they assume very high technical issues such as loan analysis and disbursement, budgeting and financial expenditure control. In most cases there are no adequate guidelines on various stakeholders in the organizations.

Due to the above challenges it shows that there is a need to be addressed for growth to be achieved and maintained. Hence, a reason why a researcher found it necessary to carry this study to find if Sacco society has put proper measures like HRM practice in place that has enabled its growth. Sound (HRM) system ensures effective measures that are important to the growth of any organizations. This is because; HRM practices are strategic in nature as they represent a vital guidance system that coordinates with the executive plan of the organization to achieve the organizational growth. These HRM practices are becoming a critical ingredient in management of organizations and cannot be undervalued in today’s global competitive market environment. A reason why this will continually attract the attention of researchers in pursuit of better ways to counter the emerging challenges that can undermine the survival of these organizations. 

[bookmark: page10]Brewster, (2004); Cardon & Stevens (2004); Givord & Maurin, (2004); Zhu (2004), indicate that some of these HRM practices may have a positive influence on organizational growth although more conceptual and empirical work is required. HRM practices can too affect the growth of an organization independently or collectively though results are hard to interpret (Vlachos, 2009).


HRM consists of the management activities related to investing in human resources: acquiring employees, assessing their performance, providing training and development, and determining the appropriate level and type of compensation (Boateng, 2010). HRM refers to the management of work and people towards desired ends (Boxall, Purcell & Wright, 2007).

In order to examine the influence of HRM practices on Sacco society’s growth, the researcher choose to examine HRM practices initially proposed by Pfeffer and Redman & Matthews both in 1998 which according to the literature, can be expected to have influence on the organization’s growth. In (1994), Pfeffer identified 16 practices which denote best practice and later in (1998) proposed the following seven; Selective hiring, Employment security, Sharing information, Extensive training, Self-managed team or teams working, High compensation, contingent on organizational performance, Reduction in status difference. The term “best practice” implies that it is best when compared to any alternative course of action and that it is a practice designed to achieve some deliberative end (Bretschneider, Marc-Aurele & Wu, 2005). 

Redman & Matthews, (1998) in their study, they also identified the following HRM practices which support service organizations quality strategies: Careful recruitment and selection, Team working and flexible job design, extensive remuneration systems where by bonuses are made available to all employees willing to be multi-skilled, Training and learning, Performance appraisals with links to contingent reward systems, for example, gathering customer feedback to recognize the work by employees over and above their expected duties, which in turn is likely to lead to a bonus for staff and employee involvement.
[bookmark: page11]
To achieve the objective of this research the following Sacco societies have been selected for the study; Capital Sacco society Ltd, Centenary Sacco Society, Dhabiti Sacco society, Imenti Sacco Society Ltd, MMH Sacco society, Ntiminyakiru Sacco society, Nyambene Sacco society, Solution Sacco society, Times U Sacco Society, Yetu Sacco Society. The Saccos that are considered in this study are those that appeared in the Kenya Gazette Notice No.582 in the year 2014. These Sacco societies are licensed and supervised under the Sacco Societies Act of 2008 as deposit taking Sacco societies. 

[bookmark: page12][bookmark: _Toc449531562]In this study, these deposits taking Sacco’s have been treated merely as Sacco societies because Sacco’s generally start as non-deposit taking Sacco business, and grow to deposit taking Sacco business to expand the range of financial services to members. Among others they were chosen because they are formal in their operations and they are well structured. They are formal in their operations because their employees are hired after going through a recruitment process, they have a compensation policy that determines their direct and indirect rewards, and they have various departments. 
[bookmark: _Toc456451322]1.2 Statement of the Problem
[bookmark: _GoBack]Globally and specifically in Kenya, the Sacco movement has evolved in the past 40 years into a formidable force that has transformed the social and economic well-being of many people. Growth in organizations is important since it contributes to the economic prosperity of any entity Giuca and Barrette, (2011). Though growth is considered as top strategic priority in organizations, very few have achieved it and even fewer have been found to sustain it. Especially Sacco’s are having a drastic growth that can be based on the fact that for some period now they have been offering cheap loans at manageable interest rates to their members and also they have been able to penetrate in rural areas that are considered unattractive in rendering their services unlike the banks. This gesture has attracted a shift of clients from the formal financial institutions such as banks to seek for their services (Baum & Wally, 2003; Zooka & Allen, 2003). In Meru County, Sacco Societies have been noticed to expand tremendously as evidenced by opening of new branches across the county. These Issue attracted my attention to research on some of HRM practices and their impact on Sacco Societies. The research was based on; selective hiring, reward system, job design and performance management. 

[bookmark: _Toc449531563][bookmark: _Toc456438522][bookmark: _Toc456451323]1.3 Research objectives
[bookmark: _Toc456451324]1.3.1 General objective
The study aimed at finding whether human resource management practices influenced the growth of Sacco Societies in Meru County.
1.3.2 Specific objectives of the Study
The study was guided by the following objectives;
i. To examine the influence of selective hiring on the growth of Sacco societies in Meru County. 
ii. To examine the influence of reward system on the growth of Sacco societies in Meru County. 
iii. To establish the influence of job design on the growth of Sacco societies in Meru County. 
iv. To establish the influence of performance management on the growth of Sacco societies in Meru county. 
[bookmark: _Toc449531564][bookmark: _Toc456438523][bookmark: _Toc456451325]1.5 Research Questions
i. What is the influence of selective hiring on the growth of Sacco societies in Meru County? 
ii. To what extent is the influence of reward system on growth of Sacco societies in Meru County?
iii. How does job design influence the growth of Sacco societies in Meru County? 
iv. What is the influence of performance management on the growth of Sacco societies in Meru County?
[bookmark: page13][bookmark: _Toc449531565][bookmark: _Toc456451326]1.6 Significance of the Study 
The findings form the basis for further investigations by other researchers in this field of study. The researcher also enhanced her skills in the field of Human Resource Management. The findings are useful to the Sacco society management to help them plan and implement HRM practices.
[bookmark: _Toc449531566][bookmark: _Toc456451327]1.7 Limitations and Delimitation
Due to the nature of the job of the managers at the Sacco it was not easy to meet them. The researcher made prior arrangement with the respondents before in order to ensure they were available. Another limitation was getting access to all the Sacco growth documents. The researcher requested the CEO in the Sacco to make the document related to the Sacco growth be made available.
[bookmark: _Toc449531567][bookmark: _Toc456451328]1.8 Assumptions of the study
The study made the assumptions that the management level employees are conversant with human resource management practices and the growth rate of the Sacco society and that the respondents gives genuine responses.

[bookmark: page14][bookmark: page15]

[bookmark: _Toc449531568][bookmark: _Toc456451329]1.9 Operational definition of terms

Human resource management-	 Refers to the management of work and employees of the Sacco society towards achieving the intended goals.
HRM practices–	these are activities directed at managing all the employees of the organization towards the achieving of the intended goals.
Growth– 	refers to a positive change in size in any growth indicator of the Sacco society in a particular time.
Selective hiring –	this is the process of choosing the best suited person from a group of applicants to occupy a certain position in the Sacco society.
Reward system- 	this is the process that is followed to compensate and benefit Sacco employees.
Job design-	it is the process of arranging and rearranging the work in order to avoid work	dissatisfaction and monotony with an aim of promoting growth in the Sacco societies.
Performance management- 	refers to the activities put in place to ensure that goals set to increase growth in Sacco societies have been achieved efficiently and effectively.







[bookmark: page16]

[bookmark: _Toc449531569][bookmark: _Toc456451330]CHAPTER TWO
[bookmark: _Toc449531570][bookmark: _Toc456451331]LITERATURE REVIEW
[bookmark: _Toc449531571][bookmark: _Toc456451332]2.0 Introduction
This chapter reviews related literature to the study, theoretical review and conceptual framework.
[bookmark: _Toc449531572][bookmark: _Toc456451333]2.1 Selective hiring and growth of Sacco’s
Huselid (1995) defined selective hiring as, a process to discover the sources of manpower to meet the requirements of the staffing schedule and to employ effective measures for attracting that man power in adequate numbers to facilitate effective selection of an efficient work force. This practice of Selective hiring can ensure that the right people, with the desirable characteristics and knowledge, are in the right place, so that they fit in the culture and the climate of the organization. Coming up with the right employees would lower the cost of employees’ education and development (Vlachos, 2009).
According to Myloni, Harzing & Mirza (2004), (selective hiring primarily aims at attracting maximum number of highly talented applicants and selecting the best in order to achieve competitiveness in the firm. The process entails concerted efforts by management to ensure implementation enduring success of organizational goals. Huselid (1995) established that practicing an effective selective hiring process has positive relationship with organizational performance. He further examined that HR practices of high performance companies and found that attracting and selecting the right employees increase the employee productivity, boost organizational performance, and contribute in reducing turnover. 
In a study conducted by Asiendu-Appiah, Kontor & Asamoah (2013) on effects of human resource management practices on employee retention: perspectives from the mining industry in Ghana, it was concluded that, effective implementation of these human resource management practices led to a reduction in employee turnover especially within the mining industry. The study also concluded that 85% of turnover intentions within the mining industry were attributable to human resource management practices and companies must be very mindful of them. When there is reduced turnover, employees stays longer with the organization where they have masterly of performing various duties and therefore performs better leading to the growth of organization.
[bookmark: page19]Cho, Woods, Jang, Erdem, (2005) examined pre-employment tests as a key component of selective hiring and found that when used, these tests can select employees that stay with a company longer. Passing pre-employment tests may give an applicant a stronger sense of belonging to the company, resulting in higher degrees of commitment if employed. Michie & (Michie & Sheehan-Quinn 2001), Studied labor market flexibility, human resource management and corporate performance and proposed that a possible indirect link between selective hiring and organizational performance can be the forging of internal bonds between managers and employees that creates the right culture for productive growth. 
Paul & Anantharaman (2003) in their study on impact of HR practices on organizational performance: analysis of a causal model, pointed out that an effective hiring process ensures the presence of employees with the right qualifications, leading to production of quality products and consequently in increase of economic performance. Cascio (1992) and Schuler and Jackson (1996) state that, human capital contribute to organizational performance through selective hiring. They have the opinion that human resource is capable of contributing to organization growth.
 According to the literature above the researcher can therefore conclude that there is a positive relationship between selective hiring and growth of organizations. However, Guest (1997) show that it is important to examine HRM practices in as many settings as possible to justify these results. This is a reason why the researcher is motivated to carry the study to find if similar results will be obtained since none of the study has concentrated in finding the influence of selective hiring on the growth of Sacco societies. 
[bookmark: _Toc449531573][bookmark: _Toc456451334]2.2 Reward System and growth of Sacco’s
Increasingly, organizations are realizing that they have to establish an equitable balance between employee’s contribution to the organization and the organization’s contribution to the employee. Establishing this balance is one of the main reasons to reward employees. Therefore, for organizations to achieve this balance they need a reward system that will address these four areas: compensation, benefits, recognition and appreciation (Pratheepkanth, 2011). Where compensation comprises three major components: pay level (base wage or salary), pay increases, and incentives (cash bonuses) Gerhart & Rynes (2003).
Compensation should be legal and ethical, adequate, motivating, fair and equitable, cost effective, and able to provide employment security (Cherrington 2005). Compensation includes all forms of monetary returns and allied services provided to employees (Milkovich & Newman, 2009). A comprehensive compensation mix augmented by an effective system of disbursement plays an effective role in attracting the best candidates, shaping employees, behavior and performance outcome, and facilitates retention of talents.
A reward strategy should enhance commitment and engagement and provide more opportunities for the contributions of people to be valued and recognized (Katua, Mukulu and Gachunga, 2014). Employees receive extrinsic or intrinsic rewards (Goel, 2008). Extrinsic rewards includes, pay bonuses, promotions, time off, special assignments, office fixtures, awards and verbal praise are externally administered (Dessler, 2007). Intrinsic rewards are self-administered (Dessler, 2007). Employees feel motivated when praised or recognized at their place of work and so tends to put more effort into achieving the organizational goals. Armstrong (2002) asserts that the aim of reward management is to support the attainment of the organization strategic and short term objectives by helping to ensure it has skilled, competent, committed, and well-motivated work force it needs. With this a good and enjoyable work environment is created (Katua, Mukulu, and Gachunga, 2014). 
A reward system expresses what the organization values and is prepared to pay for. It is governed by the need to reward the right things to get the right message across about what is important. It is a well-established principle that salary assessments should occur well after performance and reviews have been completed (Guest and Peccei, 1994). Cole (2002) stated that an employee reward system consist of an organization integrated policies, processes and practices for rewarding it's employees in accordance with their contribution, skill and competence and their market worth. Mathis & Jackson, (2004) points out that, Reward systems vary and they affect performance differently.  Guest (1997) argues that employers seeking staff that are rare or want to achieve fairness in pay in relation to effort, responsibility and other factors find that monetary incentives are needed to encourage employees to put extra effort. 

Application of competencies enhances performance and improves effectiveness. Mathis and Jackson (2004) argued that a balanced, fair and competitive compensation and reward system affect the retention of employees and thus positively affect firm performance. A valence- based reward philosophy act as the driver or individual and team performance (Dreher & Dougherty, 2005). Strong evidence exists in literature about the positive and significant relationship of compensation and rewards on employees behavior and organizational performance.
[bookmark: page21] Chiu et al., (2002) stated that compensation and rewards significantly affects organizational outcome. Aligning compensation practices and policies with organizational goals is necessary for the organization to be effective Asiedu-Appiah, Kontor & Asamoah, 2013). According to Wright & Noel (1996) if an organization can increase its own adaptability it can enhance its chances of survival and adaptability. In this way the organization is not merely providing jobs but also helping employees to upgrade their skills and build a career in the organization (Jehanzeb & Bashir, 2012).
[bookmark: page20]Jyothi and Venkatesh (2006) found that competency-based pay and rewards improves quality of services, improves employees' behavior, and reduces accidents rates in the organization, thereby making strong contribution toward organizational performance. A study done by Chiu, Chan & Redman (2001) concluded that an effective compensation and reward system increases sales, reduce staff turnover, and improve firms' performance.  Cho, Woods, Jang & Erdem (2006) investigated the relationship between the use of human management practices and organizational performance. Their study found that companies providing incentive plans to employees are more likely to experience lower turnover rates among non-managerial employees. 
Similarly, Barringer, Jones, & Neubaum (2005) conducted a quantitative content analysis of the narrative descriptions of 50 rapid-growth firms and a comparison group of 50 slow-growth companies. Results demonstrated that employee incentives differentiated the rapid-growth from the slow-growth firms. As such, firms that were eager to achieve rapid-growth provided their employees with financial incentives and stock options as part of their compensation packages. In doing so, firms managed to elicit high levels of performance from employees, provide employees the feeling that they have an ownership interest in the organization, attract and retain high-quality employees, and shift a portion of a firm’s business risk to the employees.
In addition, Barringer, Jones & Neubaum (2005), compared rapid-growth and slow-growth firms and found that rapid-growth firms depend heavily on the abilities and efforts of their employees to maintain their growth-oriented strategies. The fast-growth firms used training programs to achieve their objectives and emphasized employee development to a significantly greater extent than their slow-growth counterparts. Therefore, training and employee development practices are more common in rapid-growth firms than slow growth ones. 
 Study by Walsh & Taylor (2007) revealed that although compensation and work-life balance are important, it is the absence of opportunity for professional growth and development that affects management retention and turnover. One purpose for both direct and indirect compensation is to enhance employees’ motivation and attachment to the organization (Arthur & Jeffery, 1994). Milman & Ricci (2004) concluded that the most significant retention predictors included intrinsic fulfillment and working conditions rather than monetary rewards. Employee turnover can significantly slow revenue growth, particularly in knowledge-intensive industries ( Baron & Hannan, 2002). 
Paul & Anantharaman (2003), in searching the links between human resource practices and organizational performance, proposed that career development programmers demonstrate a true interest of the organization for the growth of its personnel, which, in turn, stimulates commitment and devotion which subsequently, raises personnel productivity and consequently economic output. In a study carried by Zhu (2004) on changes in the area of human resource development in Japan concluded that some companies and industries had shifted towards a more strategic approach that emphasized the impact of effective learning at both individual and organizational levels on long term organizational competitiveness.
[bookmark: page22]The studies above have revealed that the type of growth achieved in organizations, largely depends on the reward system put in place. It is in this note that the researcher focuses on carrying out the study to find whether Sacco societies have reward system put in place. This will help the researcher in knowing whether the type of growth achieved is an influence of reward system and how far has is contributed to this.
[bookmark: _Toc449531574][bookmark: _Toc456451335]2.3 Job Design and growth of Sacco’s
Job design is the function of arranging task, duties and responsibilities in to an organizational unit of work (Opatha, 2002). Through job design, job specification is created which elicits a form of motivation in employees and also bring out their best performance (Mensa-Bonsu, 2012). Regarding this, Aswathappa (2006) explained the various job design as; Job Rotation, Job simplification, Job Enlargement, and Job Enrichment. In the view of Garg & Rastogi (2006) on Model of Job Design: Motivating Employees New Performance, the research concluded that well designed jobs can have a positive impact on both employee satisfaction and quality of performance. The research also concluded that perceived work demands, job control and social support through job design leads to high productivity.
A study of call Centre workers by Bond (2010) found that a relatively small increase in autonomy led to a significant increase in motivation, alongside a decrease in absenteeism and mental distress. Wrzniewski & Dutton (2001) studied hospital cleaning staff, and found that those given more autonomy to interact with patients, visitors and others were more satisfied than their counterparts, and felt they were playing a more important role. Garg & Rastogi, (2006), identified that job designs that provide for high levels of employee control also provide increased opportunities for the development and exercise of skill. They concluded that perceived work demands, job control and social support through job design leads to high productivity.
[bookmark: page23] In a study about the impact of job design on job performance, Al-Ahmadi (2009) investigated the impact of job design on employees’ performance in the school of Kalmunai Zone in Sri Lanka. The study sought to find out the factors of job design that highly influenced employees’ performance in the organizations. The research concluded that the nature of job itself was found positively correlated with performance, which indicated that satisfaction with amount of variety and challenge in one’s job actually influence performance. The sense of job significance, feeling important in eyes of others, realizing ones’ competence, and freedom to make decisions are positively related to performance. An implication here was that more attention had to be given to improving task identity, feedback and autonomy so as to improve quality level of job design that can improve employees’ performance in achieving quality results.
Bassey (2002), aimed to identify the key issues of job design research and practice to motivate employees' performance. In the study he sought to look at job design with respect to employee motivation and job performance that skills, task identity, task significance, autonomy, feedback, job security and compensation are important factors for motivating employees. The conceptual model of Hackman and Oldham's job characteristics was adopted to motivate employees 'performance. The findings depicted that a dynamic managerial learning framework is required in order to enhance employees' performance to meet global challenges. He therefore recommended that attention be given specifically to the psychological needs of workers and how they may be met. The technical aspects of design in which the normal techniques of industrial engineering, organization and methods were however, not employed in his study. 
[bookmark: _Toc449531575][bookmark: _Toc456451336]2.4 Performance Management and growth of Sacco’s
[bookmark: page24]According to Briscoe and Claus (2008), performance management is the system through which organizations set goals, determine performance standards, assign and evaluate work, provide performance feedback, determine training and developments needs and distribute rewards. Performance in organizational development can be thought of as actual results versus desired results and incase of any difference where actual is lower than the desired, this could constitute to the performance improvement zone. 
Performance management and improvement can also be thought of as a cycle that is performance planning where goals and objectives are established, performance coaching where a manager intervenes to give feedback and adjust performance and performance appraisal where individual performance is formally documented and feedback delivered. Management is the judgment of an employee's performance in a job, based on considerations other than productivity alone. Cherrington (2005) illustrates how performance managements serve several purposes, including: guiding human resource actions such as hiring, firing, and promoting; rewarding employees through bonuses, promotions, and so on; providing feedback and noting areas of improvement; identifying job design needs in order to improve the individual's performance on the job; and providing job related data useful in human resource planning. When building the performance measures. 

Management, according to Smith (2000), involves the identification of cause and effect relationships on which employment and labor policies are based or can be based and are a routine process that organizations use to evaluate their employees. It is a systematic assessment that is as objective as possible of an ongoing program or policy, its design, implementation and results. Its aim is to appraise the relevance and fulfillment of objectives, efficiency, effectiveness, impact and sustainability. Performance standards, actual dimensions and performance measures need to be agreed upon by the management and the employees in an organization where employees and the management team should collectively formulate performance agreements and plans as working documents incorporating provision for new demands and new situations as they arise. 
Bdemardin and Russel, (2003) argued that wider communication of performance management policies within organizational is essential to make employees clear about their specific role expected as contribution in organizational performance. Lee and Lee (2007) found that effective performance management system improves productivity, and quality. Sang (2005) also established that a comprehensive, fair and customers' focused performance management system improves business performance. Similarly, Rahman (2006) found that comprehensive performance management enhances employees' commitment which enhances their performance.
Murphy and Cleveland, (2005) believe that performance managements can help organizations in four ways. First, they can enhance the quality of organizational decisions, ranging from promotions, layoffs, compensation and transfers. Second, they can enhance the quality of individual decisions, ranging from career choices to decisions about where to direct one's time and effort. Third, they provide a set of tools for organizational diagnosis and development. Finally, performance managements can affect employees' views of, and attachment to their organization. Performance management is a tool of management that can lead to better communication, motivation and feedback (Stivers & Joyce, 2000).
In a CIPD survey conducted by Modernization Agency Leadership Centre (2005), on more than 500 respondents demonstrated that organizations are now moving away from classroom-based training and placing increasing importance on other forms of learning and development, such as coaching. The survey highlighted: a 51 per cent increase in the use of coaching over the last few years a 47 per cent increase of e-learning a 42 per cent increase in the use of mentoring and buddy schemes and 96 per cent of respondents agreed that individuals required advice and support if they were to take on more responsibility for their own learning.  
[bookmark: page25]The survey findings also showed that respondents felt that it was imperative for line managers to play a significant role in advising on and supporting development activity. However, the survey concluded that 66% of respondents claimed that there was no formal written strategy for their coaching activities taking place in their organization, and only 6% claimed to have one that covered all staff. Furthermore, only 5% claimed to have line managers who had been trained to coach their team members, and a worrying 49% only had a minority of trained line managers which were usually as part of a wider management training programme. These findings suggest that, whilst organizations claim to recognize the importance of coaching, they do not necessarily develop the appropriate culture that is required for coaching to be effective (Parsloe & Rolph, 2004).
[bookmark: page26]In 1993 Study by Development Dimensions International (DDI) and Society for Human Resource Management involved 1,149 people, including managers (56.8 percent) and non-managers (42.2 percent) representing79 companies. The study revealed that; among other findings, Performance Planning shown that organizations are getting better at clarifying goals and linking them to organizational strategies, although there is room for improvement. Managers reported a much stronger sense of ownership and involvement in establishing their performance plans than did non-managers (Rogers, Miller, & Worklan1993). Survey by Yankelovich Partners for William M. Mercer (1995) on 1,200 workers indicated that on average they could improve their daily output by at least26 percent if only they weren't hindered by lack of; in order of importance, direction, support, training, and equipment. One in four said they could raise productivity by 50 percent. An effective performance management system delivers the direction and support workers need.
Sacco societies have not fully embraced the use of performance appraisal as an important tool of improving the upward mobility, training and development of individual employees. Alongside that, performance appraisal would enable Sacco societies to focus on their goals, encourage teamwork, and improve ability of Sacco societies to hire better-qualified employees and enable employees to determine what it takes to be successful in Sacco society movement (Maina & Kibanga, 2004). In their observation, Maina and Kibanga (2004) concluded that irregular appraisal often escalates dissatisfaction among employees which impact negatively on organization service delivery is realistic. However the study does not analyze the aftermath of a regular and systematic appraisal if the results of the appraisal are not addressed promptly. For failing to institute a pro-active measures on the appraisal results renders the process futile and negatively affect the morale of the hard working employees who may feel their contribution is not recognized by the organization.
These studies have been carried in developed countries and therefore we cannot conclude that the results will be similar in a developing country like Kenya. It in this light that this study aims at gauging the influence of performance management system s in a developing country like Kenya specifically in the Sacco societies.
[bookmark: _Toc449531576][bookmark: _Toc456451337]2.5 Growth of Sacco Societies
[bookmark: page27]Kaloi (2004) investigated issues that affected liquidity specifically financial stewardship and found that there were delays in remittance; loan default; low monthly earnings and failure to invest in illiquid investments led to losses hence no growth. The study recommended that Ministry of Co-operative Development and Marketing should introduce sound remittance policies. The study failed to look at HRM practices like reward, job design, selective hiring and performance management to show their contribution to growth in terms of membership, total assets, deposits and loans to members.
Mbaabu (2004), found that poor management of organizations; delays in approval; project under financing; and lending not based on security, among others, affected growth. The study recommended that there was need for; information system implementation; segmentation of non-performing loans and reassignment of loans to respective risk departments; and quality appraisal of applicants. Also in the study carried out by Adeyemo and Bamire (2005), found that unavailability and inadequacy of credit was a major problem; loan repayment and amount of money borrowed were significant variables that influenced saving patterns; and fund borrowed significantly influenced investment patterns. They therefore recommended that saving and investment level could be enhanced if loans were adequately made available and proper supervision and monitoring of funds was put in place. The study identified lack of funds and poor stewardship as the challenges to growth of Sacco societies. It did not clearly show that with HRM practices like selective hiring, rewards, job design, and performance management put in place would be a solution to the mentioned challenges and therefore, would help in the growth of Sacco societies.
[bookmark: page28]In the study conducted by Karki (2005), it was found that in developing countries, co-operative was one of the income sources of their rural economy whereas in developed countries, it took a sustainable business. This is where it was recommended that strategic plans were necessary to bring about the internal improvement in cooperative societies, provide quality services through skill, trained and educated employees. The study therefore, failed to show that skilled employees need to be rewarded well for motivation purposes, also failed to show that the performance of employees need to be managed for objectives to be achieved and job design need to be put in place for internal improvement to be realized which would therefore lead to growth of Sacco societies.
 Although organizational performance is the most extensively used dependent variable in organizational research, it still remains vague and loosely defined (Rogers & Wright, 2008). Performance has been traditionally conceptualized in terms of financial measures; but many scholars have proposed a broader performance construct that incorporate non-financial measures including among others market share, product quality, and company image.Financial measures of performance are criticized for lacking neutrality (Emmanuel et al., 2000); and encouraging short-termism (Wilson & Chau, 2003). Most management practices built around financial measures  bear  little  relation  to  a  company's  progress  in  achieving  long-term  objectives. 
[bookmark: _Toc449531577]A research gap therefore exists in that other practices of HRM and their effects on organizational performance can be studied. Their effects should also incorporate upcoming local and international organizations.
[bookmark: _Toc456451338]2.6 Theoretical Framework
Over the last decade, much research has been conducted in the field of human resource management (HRM) and its associations with firm performance. Prior studies have found substantial positive evidence for statistical associations between HRM practices and improved organization growth (Dessler, 2003). HRM practices involve all management decisions and practices that directly affect the people, or human resources, who work for the organization. Previous studies indicate essential HRM practices, as workforce planning Matthis and Jackson, (2004); job analysis Cascio, (2006); Dessler, (2003); job design Kundo,( (2009); performance management; career management; human resource information system; quality of work life, personnel diversity and employees attitude surveys Armstrong, (2005) affect the performance of a firm. Similarly, Becker and Huselid (2008), Boselie (2002) and Guest (2007) assert that HRM practices affect organizational performance.
Recent studies (Katou and Budhwar, 2006) have identified four essential HRM practices namely; selective hiring, training and development, performance management and compensation and reward. Huselid, Jackson and Schuler, (2007) argue that the four HRM practices or the "traditional practices" are generally preferred by managers to produce quality performance. Daud (2006) also supports the use of the four traditional HRM practices to evaluate the organizational performance.

Bjorkrnan and Budhwar, (2007) highlight the significant predictor of business performance. In this connection, researchers have used financial and non-financial metrics to measure organizational performance. The financial measures include profit, sales, and market share. Non-financial measures include productivity, quality, efficiency, and the attitudinal and behavioral measures such as commitment, intention to quit, and satisfaction (Dyer & Reeves, 2005). This study intends to establish the link between HRM practices (selective hiring, job design, reward system and performance management) and growth of Sacco Societies in Meru.

This study will be based on two theories; Locke (1968) goal-setting theory and Vroom (1964) expectancy theory. According to Mugenda & Mugenda (2003), a theory is a set of concepts and interrelations assumed to exist among the concepts. In the current study, these two theories will complement each other. Goal setting theory emanated with Locke in the 1960’s in which he tried to establish the positive relationship between clearly identified goals and performance and how goals could influence individuals’ behavior. The theory is based on the argument that human actions are governed by goals and ambitions. 

This theory can be adopted by organizations that seek to capitalize on enhanced performance, growth and productivity. In this case goals can be used to motivate individual to focus on the object which in our case is growth (in membership, total assets, deposits and loans to members). Managers should keep on monitoring the performance of employees to ensure their effectiveness on goal attainment. Feedback in performance management is provided in the theory of goal setting in order to enable employees to review performance and increase effort geared towards achievement of set goals. 

As a result of met goals the theory provides for reward that should be pegged on achievements of goals. However, according Csikszentmihalyi (1997), goal-setting theory has various limitations such as; cases where the manager goal is not in line with the goals of the organization as a whole, leads to conflict. Also, in cases where the tasks are complex, goal setting may impair growth in that individuals may focus on meeting the goals rather than performing the tasks

Vroom (1964) expectancy theory proposes that an individual will decide to behave or act in a certain way because they are motivated to select a specific behavior over other behaviors due to what they expect the result of that selected behavior will be. Employees therefore put more effort on performance depending on the perceived outcome of that performance. The expectancy theory is based on three key elements; that effort will lead to acceptable performance, that performance will be rewarded and that the value of the rewards is highly positive. Accordingly, managers should influence employees to believe that they are capable of achieving organizational goals successfully through selecting people with the required skills and knowledge, providing the training and designing jobs that are clear and executable.

 In addition, managers should also avail sufficient time and resources, intervene and attempt to alleviate problems that may hinder effective organizational growth, provide examples of employees who have mastered the task through performance management as well as provide coaching to employees who lack necessary skills. As such managers need to make the desired goals attainable. It continues to state that managers should directly link the specific goals (in this study growth) they desire to the rewards that the employees desire. This is attainable through measuring job performance accurately; clearly describing the rewards that will result from successful accomplishment of goals as well as describing the basis of employee’s rewards based on previous performance. 

One of the limitations of Vroom’s theory is the assumption that managers have access to employee instrumentality and valance factors and thus reward employees without knowing exactly what employees want and how they want it. Also, application of this theory is limited in that reward is not directly linked to achievement of organizational goals in many organizations.
[bookmark: page17][bookmark: _Toc449531578][bookmark: _Toc456451339]2.7 Conceptual Framework
In the context of this study, the conceptual framework shown in Fig. 2.1 was developed where the growth of Sacco’s which is the dependent variable is influenced by the independent variables which are selective hiring, reward system, job design and performance management.
























[bookmark: page29][bookmark: _Toc449531579]

[bookmark: page8][bookmark: page1]Figure 2.1: Conceptual Framework
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[bookmark: _Toc449531580][bookmark: _Toc456451340]CHAPTER THREE
[bookmark: _Toc449531581][bookmark: _Toc456451341]RESEARCH METHODOLOGY
[bookmark: _Toc449531582][bookmark: _Toc456451342]3.1 Introduction
This chapter presents the research methodology of how the study will be conducted. The chapter covers the research design, study locale, target population, sampling size and sampling procedure, data collection instruments, pilot testing, validity of data instruments, reliability of the instrument and data analysis methods
[bookmark: _Toc449531583][bookmark: _Toc456451343]3.2 Research Design
The study adopted descriptive, use of weighed means (index) in percentages for the likert-scale and regression which determines the relationship amongst then variables. These designs are suitable since they establish and describe the relationship between the independent variables and the dependent variable. The study aligns to (Frankfort & David, 2008) who urged that descriptive research design is most appropriate because they involve facts finding and inquiry on relationship between dependent and independent variables. Correlational design will be used in order to combine both qualitative and quantitative design to generate qualitative and quantitative data from the stated objectives. The study targeted the management employees in Sacco Societies in Meru County. Questionnaire was used to capture data from the management employees. Random sampling method was used to select the management employees to participate in the study. Data collected was organized according to the research objectives for analysis. Findings are discussed and presented in frequencies and percentages. Conclusions and recommendations are done based on the findings. The research will also open areas for further studies.




[bookmark: page31][bookmark: _Toc449531584][bookmark: _Toc456451344]3.3 Study Locale
The study was carried out in Meru County the Eastern Region of Kenya. Ten (10) Sacco societies were considered in the study where 9 of them were used for actual study and one Sacco society was used for piloting. The investigation was conducted in the period between July and August 2015. The Sacco societies considered in this research are those that appeared in the Kenya Gazette Notice no. 582 in the year 2014.They were chosen because they are formal in their operations and they were well structured.
[bookmark: _Toc449531585][bookmark: _Toc456451345]3.4 Target Population
According Kombo and Tromp (2006) a target population is a group of people or elements from which a sample population is selected from for the purpose of measurement. The target population of this study consisted of 157 management employees in the 9 Sacco societies that operate in Meru County as per Kenya Gazette Notice No. 582 (2014).
[bookmark: _Toc449531586][bookmark: _Toc456451346]3.5 Sample Size and Sampling Procedure
To ensure that all subjects in the target population have equal chances of participation in the study, probability sampling technique was used. Stratified sampling was the most suitable since each Sacco society was considered as stratum and after sample proportionate description: random sampling technique was used to select the managers who were the respondents to represent the Sacco. The sample size for this study was determined using the sample determination formula developed by Kumar (2011) which states;

[bookmark: page32]Sample size
s=
Where’s is the sample size
 Z is 1.96 from the normal population at 95% confidence
D is the acceptable margine of error. Set to be 0.05
P and q are variance estimates (maximum value is 0.25) p=0.5 q=1-0.5=0.5
s==384.16

We use the Cochran correction formulae to obtain the required sample size in relation to the population of size 157 in our study,
       n= 

Where n is the desired sample size and N the population size

This gives n==111.45=111

We use stratified sampling where the strata are the Sacco societies identified. The corresponding sample size at each Sacco is determined as 
(No of management team/population * sample size)
As illustrated in table below.


	
	[bookmark: _Toc449531587]Table 3.1 Sample Size
	
	

	
	
	
	

	
	Sacco Society
	No.  of  Management
	Sample size x No. of

	
	
	Team
	Management team in the Sacco / target

	
	
	
	Population

	
	
	
	

	
	Capital Sacco Society Ltd.
	19
	14

	
	Centenary Sacco Society
	18
	13

	
	Dhabiti Sacco Society Ltd.
	17
	12

	
	Imenti Sacco Society Ltd.
	17
	12

	
	MMH Sacco Society
	16
	11

	
	Ntiminyakiru Sacco Society Ltd.
	14
	10

	
	Nyambene Sacco Society
	16
	11

	
	Solution Sacco Society
	19
	14

	
	Yetu Sacco Society
	19
	14

	
	
	
	

	
	Sample
	157
	111

	
	
	
	

	
	Source: Researcher (2016)

	
	



[bookmark: _Toc449531588]3.6 Data Collection Instrument
[bookmark: page34] The study used a structured questionnaire, to the collect the data. The questionnaire was the most suitable for capturing the relevant data from the management employees in order to ensure relevant information was got. The questionnaire had both open ended and closed ended questions that were intended to capture the relevant data for this research. Quantitative data was captured by closed ended questions in the questionnaire and qualitative data was captured by opened ended questions in the questionnaire.
[bookmark: _Toc449531589][bookmark: _Toc456451347]3.7 Pilot Testing
The researcher piloted the study with 12 respondents (10% of sample), who were selected from Times U Sacco Society which has 17 management team and were not included in the final study. Data collected from the piloting phase helped the researcher to identify and rectify the weaknesses in the questionnaires before embarking on the actual field data collection exercise.
[bookmark: _Toc449531590][bookmark: _Toc456451348]3.7.1 Validity of Data Instruments
According to Gakuu & Kidombo (2010), validity refers to appropriateness, meaningfulness and usefulness of the inferences a researcher makes. Validity is the degree to which a tool measures what it purports to measure. Validity is concerned with whether the findings are really what they appear to be about. The instrument validity was ensured through continuous expert advice of the supervisors who were well versed.
[bookmark: _Toc449531591][bookmark: _Toc456451349]3.8 Reliability of the Instrument
[bookmark: page35]Reliability is a measure of the degree to which a research instrument yields consistent results after repeated trials Mugenda and Mugenda (2003). Reliability depends on random errors that may arise from the way the questionnaire is prepared and administered. In the study, the reliability was carried by administering the questionnaire to selected few individuals in order to determine the reliability of the tool. To test the reliability of the instrument, the researcher used split-half technique. The research instrument was split into two subtests, one consisting of odd-numbered items/questions and the other made of all even numbered items. The score of all odd-numbered and even numbered items of the responses in the pilot study were computed separately. The odd numbered scores for all items were correlated with the even numbered scores using the Pearson product correlation co-efficient. The results of the Pearson Product Correlation co-efficient turned out to be above 0.75, and hence the instrument was highly reliable.
[bookmark: _Toc449531592][bookmark: _Toc456451350]3.9 Data Analysis Methods
Raw data collected was organized as per the research objectives in order to simplify it for analysis. Using statistical package for social science, (SPSS) version 20.0.the data was analyzed using descriptive methods for better understanding and representation, using frequency table and pie charts.
To answer the objective, inferential analysis was employed that is principle component analysis and factor analysis.
.
[bookmark: _Toc449531593][bookmark: _Toc456451351]	
3.10 Ethical Issues
[bookmark: page36]According to Kerridge, Lowe & Mcphee (2005), ethics involves making a judgment about right and wrong behavior. The researcher sought permission to conduct the research and collect data from Meru University of Science and Technology. A transmittal letter attached to the questionnaire was used to request the respondents for participation. The instruments were administered to the respondents by hand delivery to the selected Sacco’s through a programmer arranged by the researcher. The researcher ensured that participants had a complete understanding of the purpose and methods to be used in the study. The decision to participate in the study by the respondents was respected. Due to sensitivity of the information sought in this research, the researcher held the moral obligation to treat the information collected from the respondents with utmost propriety. The researcher observed honesty and did not give misleading information about the actual purpose of the study. The researcher also observed professionalism during the study by considering integrity thus avoiding plagiarism and data alteration.

[bookmark: _Toc449531594]

Table 3.2: Operational Definition of Variables
	Objective
	Variables
	Indicators
	Data
	Measur
	Type of

	
	
	
	Collection
	ement
	analysis/type

	
	
	
	method
	Scale
	of data

	
	
	
	
	
	

	To examine
	Independent
	-age
	Questionnaire
	Nominal
	Qualitative

	the influence
	variable
	
	
	
	

	of selective
	selective hiring
	-experience
	
	
	

	hiring on the
	
	
	
	
	

	growth of
	
	-education level
	
	
	

	Sacco
	
	
	
	
	

	societies in
	
	-expertise
	
	
	.

	Meru County
	
	
	
	
	

	
	
	
	
	
	

	To examine
	Independent
	-compensation
	Questionnaire
	Nominal
	Qualitative

	the influence of
	variable reward
	-benefits
	
	
	

	Reward system
	system
	-recognition
	
	
	

	on the growth
	
	
	
	
	

	of Sacco
	
	
	
	
	

	societies in
	
	
	
	
	

	Meru County
	
	
	
	
	

	
	
	
	
	
	

	To establish
	Independent
	job rotation
	Questionnaire
	Nominal
	Qualitative

	the influence of
	variable
	-job
	
	
	

	job design
	Job design
	Simplification
	
	
	

	On the growth
	
	-job
	
	
	

	of Sacco
	
	enlargement
	
	
	

	societies in
	
	-job enrichment
	
	
	

	Meru County
	
	
	
	
	

	
	
	
	
	
	

	To establish
	Independent
	-set goals
	Questionnaire
	Nominal
	Qualitative

	the influence
	
	-performance
	
	
	

	Of
	variable
	standards
	
	
	

	Performance
	
	-assigning and
	
	
	

	Management
	performance
	evaluating work
	
	
	

	on the growth
	
	-performance
	
	
	

	of Sacco
	management
	
	
	
	

	societies in
	
	feedback
	
	
	

	Meru county
	
	
	
	
	

	
	
	
	
	
	

	Growth of
	Dependent
	-Membership
	Questionnaire
	Ordinal
	Quantitative

	Savings and
	variable Growth
	- Total assets
	
	
	

	Credit
	of Savings and
	- Deposits
	
	
	regression

	Cooperative
	credit cooperative
	- Loans
	
	
	

	Societies
	societies
	
	
	
	(correlational)

	
	
	
	
	
	



[bookmark: page38][bookmark: _Toc449531595]CHAPTER FOUR
[bookmark: _Toc449531596]DATA ANALYSIS AND PRESENTATION
[bookmark: _Toc449531597][bookmark: _Toc456451352]4.1 Introduction
This chapter presents the analysis of study findings on the influence of human resource management practices on growth of Sacco Societies in Meru County. The research targeted all the 9 Sacco Societies in Meru County. The data collection instruments, which were questionnaires, were distributed to respondents through hand delivery in the Sacco Societies. There were 111 questionnaires sent and all of them were sent back fully completed, representing 100%response rate.
[bookmark: _TOC_250001][bookmark: _Toc449531598][bookmark: _Toc456451353]4.2 Demographic Information
This section provides information related to the employees of the organization. The study required there respondents to indicate their gender. According to the findings shown in the figure 4.1 below, majority of the respondents were male as shown by 60.4% while females were 39.6% of the respondents. This is an indication that most of the employees/staff in the Sacco Societies were male.
[bookmark: _Toc449531599]Figure 4.1 Gender Respondents 
[image: ]
[bookmark: _Toc449531600][bookmark: _Toc456451354]4.3 Respondent’s Age 
The study also required the respondents to indicate the bracket into which their age fell. According to the findings shown by figure 4.2 below, the study found that the most of the respondents were between 25-29 years (44.1%), 22.6% were aged between 30-34 years, 17.1 % were aged between 35-39 years while 16.2 % were aged 40 and above 
Figure 4.2: Age Bracket of the Respondents.
[image: ]

[bookmark: _Toc449531601][bookmark: _Toc456451355]4.4 Working Duration in the Organization
The study sought to establish the duration the respondents had worked in their respective Sacco institutions; as shown in the table 4.1 below. According to the findings shown in the table 4.1 below, majority of the respondents as shown by a figure of (37.8%) had worked for their institutions for 1-3 years, 22.5% for less than 11 years and above, 18.0% for 4-6 years while 16.2 % had worked in their organizations for 7-10 years and least with 5.4%  for those who had worked for  11 years and below.






	

[bookmark: _Toc449531602]Table 4.1: Working Duration in the Organization
	
	Frequency(n=111)
	Percentage (%)

	11 months and below
	6
	5.4

	1-3 Years
	42
	37.8

	4-6  Years
	20
	18.0

	7-10 Years
	18
	16.2

	11 Years and above
	25
	22.5

	Total
	111
	100.0



[bookmark: _Toc449531603][bookmark: _Toc456451356]4.5 Highest Level of Education
The study sort to establish the respondents’ highest level of education; according to the findings (table 4.2) the study found that most of respondents had attained university education as shown by 77.5% of the respondents, 22.5% had attained college education and none had secondary or primary education as the highest level attained.
[bookmark: _Toc449531604]Table 4.2 Respondents Highest Level of Education 
	
	Frequency(n=111)
	Percentage (%)

	university
	86
	77.5

	college
	25
	22.5

	Secondary
	0
	0

	primary
	0
	0

	others
	0
	0

	Total
	111
	100


[bookmark: _TOC_250000]
[bookmark: _Toc449531605][bookmark: _Toc456451357]4.6 Growth of Sacco Societies
This section gives us a summary of information pertaining to the organization.
Concerning organizational information, the study required the respondents to indicate the number of years the organization has been in operation. From the study 83.8% of the organization had been in existence for over 13 years, 5.4% for 9-12 years while 10.8% for 5-8 years. This indicates that, majority of the organizations had been in operation for more than 13 years and therefore were familiar with the Sacco Societies in Meru County therefore giving reliable information as sought by the study (see figure 4.3 below)
Table 4.3: Number of years the organization has been in operation
	
	Frequency (n=111)
	Percentage (%)

	13 years and above
	93
	83.8% 

	9-12 years
	6
	5.4%

	5-8 years
	12
	10.8%

	Total
	111
	100.0



[bookmark: _Toc449531607][bookmark: _Toc456451358]4.7 The Current Number of Members
The study further sought to establish the size of the organization in terms of the current number of members; According to the findings shown in the table 4.4 below, most of the Sacco’s (32.4%) had between 16,000-25,000 members, 29.7% had Above 6,000-15000 members, 27.0 % had 36000 and above then 10.8% had 26,000-35,000 and none had 5000 and below members.
[bookmark: _Toc449531608]Table 4.4: Current Number of Members.
	
	Frequency(n=111)
	Percentage (%)

	Up to 5,000
	0
	0.0

	6,000-15,000
	33
	29.7

	16,000-25,000
	36
	32.4

	26,000-35,000
	12
	10.8

	Above 36,000
	30
	27.0

	Total
	111
	100.0



[bookmark: _Toc449531609][bookmark: _Toc456451359]4.8 Means Representing Growth Variables
The averages representing the growth of Sacco’s variables were computed as for the tables indicated below.
[bookmark: _Toc449531610]Table 4.5: New Members Joining the Sacco’s on Average

	2010
	2011
	2012
	2013
	2014

	Less 
	201 – 300 
	301 – 400 
	401 – 500 
	501 and above



As the table 4.5 above indicates, the members kept on growing from an average of 101 new members in 2010 to over 500 in the year 2014.
[bookmark: _Toc449531611][bookmark: _Toc449608855]Table 4.6: Deposits on Share Accounts
	2010
	2011
	2012
	2013
	2014

	11 – 15M 
	16 – 20M
	21 – 25M
	26 – 30M
	31M and above



As the table 4.6 above indicates, the deposits on share accounts kept on growing from an average of 11M in 2010 to over 31M in the year 2014.

[bookmark: _Toc449531612][bookmark: _Toc449608856]Table 4.7: Expenditure Spent on Acquiring New Assets
	2010
	2011
	2012
	2013
	2014

	2M – 3M
	3.1M – 4M
	4.1M – 5M
	5.1M – 6M
	6.1M and above



As the table above indicates, the expenditure incurred on acquiring new assets kept on increasing from an average of 2M in the year 2010 to over 6.1M in the year 2014.

[bookmark: _Toc449531613][bookmark: _Toc449608857]Table 4.8: Amount of Total Income Received.
	2010
	2011
	2012
	2013
	2014

	10 – 15M
	16M – 20M
	21M – 25M
	26M – 30M
	31M and above



As the table above indicates, the amount of total income received kept on growing from an average of 10M in the year 2010 to over 31M in the year 2014. 

[bookmark: _Toc449531614][bookmark: _Toc449608858][bookmark: _Toc449613722][bookmark: _Toc449614517][bookmark: _Toc449625691][bookmark: _Toc449689853][bookmark: _Toc449694218][bookmark: _Toc450642367][bookmark: _Toc456451360]Table 4.9: Amount Disbursed as Loans.
	2010
	2011
	2012
	2013
	2014

	20 – 40M
	41 – 60M
	61 – 80M
	81– 100M
	101M and above



As the table above indicates, the amount of loans disbursed kept on growing from an average of 20M in the year 2010 to over 101M in the year 2014.

[bookmark: _Toc372532175][bookmark: _Toc450928942]4.10 Qualitative analysis
Hypothesis test

Data was obtained from the filled in questionnaires and the following tables were obtained. The outputs were used to test the following hypotheses:

1          Ho: Selective hiring of employees has contributed to the growth of Sacco  
2	Ho:  .Hiring of employees considers expertise
3	Ho:  The reward system is focused on the Sacco society vision and mission
4	Ho:  The reward system has individual benefit appreciated by majority of employees
5	Ho:  The Sacco society has job design policy in place
6          Ho:   There is addition of higher level of responsibility to self-driven employees
7	Ho:   There is a periodic appraisal of employees’ performance                                                                                                                                                                    
8         Ho:  The performance management system link to the overall growth strategy of                          the Sacco society.
[bookmark: _Toc450928943]
Testing of Hypothesis
In the testing of hypotheses, have assigned different scores to the various rating levels as
 Shown
	Rating
	Score (x)

	Strongly agree
	5

	Agree
	4

	Neutral
	3

	Disagree
	2

	Strongly disagree
	1










Any variable with a mean Score of 3.5 and above signifies that the respondents are satisfied with the specified variable. To obtain the mean score for a particular variable, we use the expression
     
Where  is the mean score and  is the frequency corresponding to the score.

I then proceeded to test the Hypotheses 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.


 I therefore, reject the null hypotheses if the computed Z is less than
 -1.645 (One tailed test).



















[bookmark: _Toc449531615][bookmark: _Toc456451361]4.9 Selective Hiring and Sacco Societies Growth
This section gives us a summary of the relation between selective hiring to performance. The study expected the respondents to indicate the frequency of selective hiring in their respective Sacco Societies. According to the data findings as recorded in the table 4.10 below, majority of the Sacco Societies as shown by 60.4% strongly agree they did selective hiring, 34.2% agree while 5.4% of the registered Sacco Societies disagree they did selective hiring.
[bookmark: _Toc449531616][bookmark: _Toc449608860]Table 4.10: Frequency of Selective Hiring
	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	67
	60.4

	Agree
	38
	34.2

	disagree
	6
	5.4

	Total
	111
	100.0




Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 1.31.We thus do not reject the null hypotheses and conclude that employees strongly agree that selective hiring which lead to growth of Sacco society.









	
[bookmark: _Toc449531617][bookmark: _Toc449608861] Hiring of employees considers expertise
The figure 4.3 below presents the data findings on the criteria of hiring employees’ in the Sacco Societies in Meru County. From the study findings, majority of the respondent as shown by 65.8% strongly agreed that the expertise in their Sacco Societies was considered, 21.6% agreed, while 12.6% were neutral.

	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	73
	65.8

	Agree
	24
	21.6

	neutral
	14
	12.6

	Total
	111
	100.0




Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 1.45.We thus do not reject the null hypotheses and conclude that employees agree that expertise of employee was a criteria used in hiring process.







The reward system is focused on to the Sacco society vision and mission
The figure 4.4 below presents the data findings on the reward system of employees’ in the Sacco Societies in Meru County. From the study findings, majority of the respondent as shown by 56.8% agreed that the reward was focused on the vision and mission of Sacco Societies w, 16.2% strongly agreed, while 21.6%  were neutral whereas 5.4% strongly disagreed.

	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	18
	16.2

	Agree
	63
	56.8

	Neutral
	24
	21.6

	Strongly disagree
	6
	5.4

	Total
	111
	100.0



Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 0.31.We thus do not reject the null hypotheses and conclude that employees agree that reward system  focused on vision and mission that leads to growth of Sacco societies.

The reward system has individual benefit appreciated by majority of employees
The figure 4.5 below presents the data findings on the reward system has individual benefit appreciated by majority of employees in the Sacco Societies in Meru County. From the study findings, majority of the respondent as shown by 21.6% strongly agreed that the reward was focused on the individual benefit of Sacco Societies, 33.3% agreed, 39.6% were neutral while 5.4% strongly disagreed.



	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	24
	21.6

	Agree
	37
	33.3

	Neutral
	44
	39.6

	Strongly disagree
	6
	5.4

	Total
	111
	100.0



Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 0.16.We thus do not reject the null hypotheses and conclude that employees agree that reward system focused on individual benefit that leads to growth of Sacco societies.
The Sacco society has job design policy in place
The figure 4.6 below presents the data findings on the job design policy in Sacco Societies in Meru County. From the study findings, majority of the respondent as shown by 55.9% strongly agreed that Sacco societies have job design policy in place,38.7%  agreed while  5.4% strongly disagreed.



	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	64
	55.9

	Agree
	43
	38.7

	Strongly disagree
	6
	5.4

	Total
	111
	100.0



Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 1.25.We thus do not reject the null hypotheses and conclude that employees agree that there exist job design policy put in place that leads to growth of Sacco societies.

There is addition of higher level of responsibility to self-driven employees
The figure 4.6 below presents the data findings on the addition of higher level of responsibilities to self-driven employees in Meru County. From the study findings, majority of the respondent as shown by 51.4% agreed that addition of high level of responsibilities to self-driven employees was focused on Sacco Societies , 26.1%  strongly agreed, 16.2%  were neutral,5.4% disagree while  0.9% strongly disagreed.



	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	29
	26.1

	Agree
	57
	51.4

	Neutral
	18
	16.2

	disagree
	6
	5.4

	Strongly disagree
	1
	0.9

	Total
	111
	100.0



Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 0.51.We thus do not reject the null hypotheses and conclude that employees agree that additional of responsibilities to self-driven employees was focused that leads to growth of Sacco societies.

There is a periodic appraisal of employees’ performance
The figure 4.7 below presents the data findings on the periodic appraisal of employees in Sacco Societies in Meru County. From the study findings, majority of the respondent as shown by 56.8% strongly agreed that periodic appraisal of employees was focused on Sacco Societies, 36.9% agreed, 5.4% were neutral while 0.9% disagreed.



	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	63
	56.8

	Agree
	41
	36.9

	Neutral
	6
	5.4

	disagree
	1
	0.9

	Total
	111
	100.0



Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 1.33.We thus do not reject the null hypotheses and conclude that respondent agree that periodic appraisal of employees was focused that leads to growth of Sacco societies.








The performance management system link to the overall growth strategy of the Sacco society.

The figure 4.8 below presents the data findings on the performance management system link to the overall growth strategy of the Sacco Societies in Meru County. From the study findings, majority of the respondent as shown by 56.8% agreed that performance management system link to the overall growth strategy of the Sacco Societies, 26.1% strongly agreed, 16.2% were neutral while 0.9% disagreed.



	
	Frequency(n=111)
	Percentage (%)

	Strongly agree
	29
	26.1

	Agree
	63
	56.8

	Neutral
	18
	16.2

	disagree
	1
	0.9

	Total
	111
	100.0



Performing the necessary hypotheses, 
H0: μ≥3.5
H1: μ<3.5 at = 0.05.

 I obtained a computed value of
 Z = 0.74.We thus do not reject the null hypotheses and conclude that respondent agree that performance management system link to the overall growth strategy of the Sacco societies.




3.1.1. [bookmark: _Toc372532176]Factor analysis
The measurements used for this study consist of four dimensions which are selective hiring , reward system, job design and performance management which constituted of 23 components. Pearson correlation matrix was scanned for variables to check for consistent variability between the factors. Those with values greater than 0.9 were eliminated so as to avoid problems that might arise due to singularity. The significance values were also checked and those greater than 0.05 were removed. The determinant was 0.078 which is greater than 0.00001 implying that multicollinearity won’t be a problem in the data. We noted that all the correlation are positive for this values.


Bartlett’s test of sphericity is significant (chi-square = 960.649, p = .000), thus the hypothesis that the intercorrelation matrix involving all the variables is an identity matrix is rejected. Therefore from perspective of Bartlett’s test, factor analysis is feasible. As Bartlett's test is almost always significant, a more discriminating index of factor analyzability is the KMO, a measure of sampling adequacy. For this data set, it is 0.866, which is very large, so the KMO also supports factor analysis. Table 6.5 gives the summary of KMO and Bartlett’s test.
	
	KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.866

	 Bartlett’s-Test-of Sphericity
	
Approx. Chi-Square
	
960.649

	
	
	

	
	Sig.
	.000






 




Kaiser's rule of retaining factors with eigenvalues larger than 1.00 was used in this analysis as the default and varimax rotation was conducted to validate whether the respondents perceived the constructs as distinct. The results discovered a four factor solution with total variance explained to be 87.236%.
Table 6.6 shows the result of factor analysis and reliability test



	
	                                components

	
	1
	2
	3
	4
	5
	6
	7

	Your Sacco society has a recruitment committee
	
	
	
	
	
	0.809
	

	Majority of the employees in your Sacco underwent a selective hiring process
	
	
	
	
	
	
	0.533

	Selective hiring of employees has contributed to the growth of Sacco societies
	
	
	
	
	
	
	0.886

	recruitment  aspect considered is age
	
	
	
	
	0.895
	
	

	Recruitment aspect considered  gender
	
	
	
	
	0.803
	
	

	recruitment  aspect considered is experience
	
	
	
	
	
	
	

	recruitment  aspect considered is expertise
	
	
	
	
	
	
	

	recruitment  aspect considered is race/tribe
	
	
	
	
	
	
	

	recruitment  aspect considered is impairment
	0.789
	
	
	
	
	
	

	Your Sacco society has an operational reward policy in place used for compensation of staff.
	0.806
	
	
	
	
	
	

	The reward system is focused to the Sacco Society vision and mission (Growth of the Sacco Society).
	0.815
	
	
	
	
	
	

	The reward system in place ensures recognition of well performing employees
	0.783
	
	0.360
	
	
	
	

	The reward system has individual benefits that are appreciated by majority of the employees
	0.784
	
	
	
	
	
	

	Reward system is periodically reviewed to cater the changing needs of the employees.
	0.642
	
	0.392
	
	
	
	0.548

	Your Sacco Society has a job design policy in place
	
	0.810
	0.389
	
	
	
	

	Movement of employees between different tasks to promote experience and variety
	
	
	
	
	
	0.709
	

	Divide jobs into simpler tasks and assigns to workers as whole jobs
	
	0.611
	
	0.588
	
	
	

	Addition of extra tasks related to the existing job
	
	0.901
	
	
	
	
	

	Addition of higher level responsibilities to self-driven employees
	
	
	
	0.702
	
	0.536
	

	There is a periodic appraisal of employees performance
	
	
	
	
	
	
	

	The performance management system links to the overall growth strategy of the Sacco Society
	
	0.688
	
	0.501
	
	
	

	There is a periodic appraisal of employees reflects achievement of set goals and performance standard
	
	
	
	0.799
	
	
	

	Performance management in place provides for performance feedback for decision making
	
	0.898
	
	
	
	
	

	Total variance explained
	19.64%
	16.804%
	11.912%
	9.881%
	9.868%
	9.651%
	9.48%



From table above, seven components have emerged from the original twenty three. The variables loaded strongly on four factors which I named as follows: a factor 1 (reward system), factor 2 (Job description) factor 3 (Performance appraisal) and Factor 4 (age and gender consideration). Factor 1 is the most reliable of all the four. Factor 1 combine items related to reward of employee and how it contributes to the growth of the sacco society.
Factor 2 combine items that have to do with nature of the job and the tasks involved hence it’s termed as job description. Factor 3 combine items that are connected to integrity and the quality of services offered hence named as performance appraisal and Factor 4 combines items relating to hiring of employees based on age and gender equality hence termed as age and gender consideration. 
[bookmark: _Toc449531637][bookmark: _Toc456451368]4.15 Summary
A summary of the results of data analysis conducted on all Sacco Societies in Meru County on the influence of human resource management practices on Sacco Societies Growth in Meru County. Report on the analysis of the results of the study is summarized as below. The selective hiring is done less often in the Sacco Societies but when it was done it was found to be effective, job design influences the performance of the Sacco Societies to some extent, Performance managements also influence performance Sacco societies and finally reward system was found to have great influence to the performance of the Sacco Societies.
[bookmark: _Toc449531638]

[bookmark: _Toc456451369]CHAPTER FIVE
[bookmark: _Toc449531639][bookmark: _Toc456451370]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc449531640][bookmark: _Toc456451371]5.1 Introduction 
This chapter presents the summary, conclusions, recommendations and area for further research of the research findings on the inf1uence of human resource management practices on growth of Sacco Societies in Meru County. 
[bookmark: _Toc449531641][bookmark: _Toc456451372]5.2 Discussion of Findings
This section provides a summary of the findings and it discusses the results. These are done in line with the study objective.
[bookmark: _Toc456451373]5.2.1 Selective Hiring and Sacco Societies Growth

According to the study, selective hiring is done less often in the Sacco Societies and that the processes in their Sacco Societies were effective. This indicates that the effectiveness of the selective hiring decreases the number of times the processes have to be carried out hence enhancing organizational growth. Majority of the respondents also agreed to some extent that selection for manual and physical skills is not based on job description and job specification.
They also agreed to a moderate extent that vacant higher technical and problem solving positions are exclusively filled from outside the company. This indicates that with the right selective hiring processes, the individual's performance is notable hence no needed of filling the vacant positions exclusively from outside. The application of the right practices in selective hiring enhances organizational growth.
The findings concur with (Cascio, 1992) and Schuler and Jackson, 1996 who state that human capital contribute to organizational performance through the HRM practices (selective hiring, job design, performance management and reward system). They have the opinion that human resource is capable of contributing to organization growth.

81

[bookmark: _Toc449531642][bookmark: _Toc456451374]5.2.2 Job Design and Sacco Societies Growth.
On training, the study found that the Sacco societies in Meru County offer training and that this training is very effective. It was also found that the organization makes use of formal training through training programs, training evaluations based on performance are often conducted, management development and decision making is linked to both individual and organizational needs and that training efforts are limited and informal. Job design have positive influence to the growth of the Sacco Societies as shown by the study. This is in line with Kundo (2003) who was of the opinion that job design is an essential HRM practices and that it influences organizational growth. Changing business environment necessitates that learning organizations should spend on job design of employees to enhance organizational ability to positively respond to the dynamic environment, (Jarventaus, 2007).
[bookmark: _Toc449531643][bookmark: _Toc456451375]5.2.3 Performance Management and Sacco Societies Growth
According to the findings, majority of the Sacco Societies had performance management systems and these systems were effective. Bernardino and Russell (1993) argued that wider communication of performance management policies within organizational is essential to make employees clear about their specific role expected as contribution in organizational growth. It has also been shown by the study that, appraises are inclined to believe that managements results should be linked directly to reward outcomes and are suspicious and disappointed when told this is not the case and that the aim of performance management is to help determine reward outcomes (pay increases, bonuses and promotions), management results are used to identify the poor performers, who may require some form of counseling. According to Otley (1987) when building the performance measures some basic questions need to be answered; what are the dimensions of performance that the organization is seeking to encourage? What rewards and/or penalties are to be associated with achievement of targets. The developmental purpose of performance management is more productive in influencing organizational growth and that performance management is a vital means to offer promotion, recognition, and career development. According to the study, performance management influences organizations growth to a great extent. This is in line with Sang (2005) who established that a comprehensive, fair and customers' focused performance management system improves business performance. Similarly, Rahman (2006) found that comprehensive performance management enhances employees' commitment thereby enhancing growth.
[bookmark: _Toc449531644][bookmark: _Toc456451376]5.2.4 Reward System and Sacco Societies Growth
On the question on reward system, the study found that, for a remarkable Sacco Societies growth, constant fixed salaries are better than high, and irregular hourly rates and bonuses should be distributed to all employees who have helped the organization achieve goals. This concurs Cole (2002) who stated that an employee reward system consist of an organization integrated policies, processes and practices for rewarding it's employees in accordance with their contribution, skill and competence and their market worth. A comprehensive compensation mix augmented by an effective system of disbursement plays an effective role in attracting the best candidates and shaping employees, behavior and performance outcome, and facilitates retention of talents, employee reward system consist of an organization integrated policies, processes and practices for rewarding it's employees in accordance with their contribution, skill  and competence and their market worth and that compensation and rewards significantly influences organizational outcome. This concurs to Guest and Peccei (1994) finding that salary assessments should occur well after performance and reviews have been completed. Reward system influences the growth in the Sacco Societies to a great extent. Mathis and Jackson (2004) argued that a balanced, fair and competitive compensation and reward system affect the retention of employees and thus positively affect Sacco Societies Growth.
[bookmark: _Toc449531645][bookmark: _Toc456451377]5.2.5 Organizational Growth
The study has also shown that, individual derive satisfaction from interpersonal relations in this organization and that these organizations products are of superior quality when compared to those of competitors. Youndt et al., (1996) suggest asking managers to assess their own organizations growth relative to others in the same industry or sector as a way of establishing organizational growth. Good interpersonal relations in an organization is a key as witnessed in the Sacco Societies for it improves perspectives of customers, and internal business processes and thus improving on the growth of the organization (Kaplan & Norton, 1996).
[bookmark: _Toc449531646][bookmark: _Toc456451378]5.3 Conclusion
The research sought to establish the influence of selection and hiring on growth. To this objective the study has concluded that selective hiring influences growth in the Sacco Societies. This is a process of getting highly qualified personnel is aimed at increasing organizational competitiveness and hence growth. It was carried out less often in the Sacco Societies but when it was done the study has revealed that it was effective.
The research also sought to gauge the influence of job design on organizational growth. To this objective the study has concluded that job design influences the growth of Sacco Societies to a very great extent. All the Sacco Societies in Meru County offer training to the employees which is according to the study is effective. The Sacco Societies offer training evaluations based on performance and management development and decision making is linked to both individual and organizational needs and that training efforts are limited and informal. The study has also concluded that performance management influences growth to a great extent. Majority of the Sacco Societies had performance management systems, the developmental purpose of performance management is more productive in inf1uencing organizational growth and that performance management is a vital means to offer promotion, recognition, and career development. On reward system, the study has concluded that, system influences the growth in Sacco Societies to a great extent. A comprehensive compensation mix augmented by an effective system of disbursement plays an effective role in attracting the best candidates, shaping employees, behavior and performance outcome, and facilitates retention of talents and that compensation and rewards significantly influences organizational outcome.
[bookmark: _Toc449531647][bookmark: _Toc456451379]5.4 Recommendations
The study recommends that the Sacco Societies should endeavor to hiring qualified and skilled personnel to enhance their performance hence organizational growth.
It also recommends that the Sacco Societies should prioritize selective hiring from within the organization to retain talent and expertise.
To sharpen the employee's skill to perform their duties, the Sacco Societies should constantly train their employees to enables people to acquire new knowledge, learn new skills and perform tasks better. This study therefore recommends that Sacco Societies should fully embrace the job design of its employees as this has been found to have a great impact on their growth.  Sacco Societies should also ensure that it adopts the best training methods so that the training can be effective and yield results in as far as growth is concerned. The training offered should be job specific to enable the employee gain job specific skills and tactics to improve their performance.
The study recommends Sacco societies should employ constant fixed salaries as opposed to irregular hourly rates to motivate its employees towards enhanced performance. 
To motivate the employees, the Sacco Societies should also provide financial rewards as well as non-financial rewards. Outstanding performance by the employees should not go unrewarded; this goes a long way to motivating the employees for repeated outstanding performance.
The management in the Sacco Societies should encourage innovation by the employees to be able to design new products that enhances competitive advantage of the Sacco Societies as well as creating good image upon its customers. The study further recommends that managerial positions should not be exclusively filled from within. Outside expertise is also recommended to add more skills to the organization that may enhance growth. The study recommends that Sacco Societies should put more focus on job design issues as well and reward system systems. These have proved to be the ones that employees respond to well when it comes to determining their performance and further the overall growth of Sacco Societies.
[bookmark: _Toc449531649][bookmark: _Toc456451380]5.5 Areas for Further Research
[bookmark: _Toc449531650]This study has reviewed the influence of human resource management practices on the growth of Society in Meru County. The same   studies   should be carried out in other organizations and other Sacco’s in other parts of the world to find if similar result will be achieved. The influence of other HRM practices on Sacco society’s growth should also be studied. 
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Date 01 /07/2015

Dear Respondent,
RE:  TRANSMITTAL LETTER FOR RESEARCH INSTRUMENTS.
This is to inform you that I am carrying out a research study for the award of a degree in master of Business Administration (Human Resource management) at Meru University of Science and Technology. The study will focus on influence of human resource management practices on growth of Sacco societies in Meru County. In this regard, I would kindly request you to honestly answer the questions on the attached questionnaire. Your accuracy and candid response will be critical in ensuring research objectives are attained. 

The information that you will provide will be treated with utmost confidentiality and the findings of this research will only be used for academic research purposes.

Thank you for your support. 

Yours faithfully

Marangu Monica Ndumba
MBA-0065-2012
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SECTION A:  Managers Bio data
Please tick where applicable or fill in the required information.

1. Gender:
Male 					[   ]		Female		[   ]

2. Age Bracket: 
20 – 24 years				[   ]
25 – 29 years				[   ]
30 – 34 years				[   ]
35 – 39 years				[   ]
40 years and above			[   ]     

3. Level of Education:
University				[   ]
College				[   ]
Secondary				[   ]
Primary				[   ]
Others	(Specify) ………………………………………………………………………..

4. Kindly indicate your level of management?	
Top Management			[   ]
Middle Management			[   ]  

5. How long have you worked in the Sacco?
	11 months and below					[   ]
1 - 3 years						[   ]
4 - 6 years						[   ]
7 – 10 years						[   ]
11 years and above					[   ]
SECTION B
Growth of Sacco Societies
1. For how long has the Sacco society been in existence  (Tick appropriately) 
Less than 1 year				[   ]
1 – 4 years					[   ]
5 – 8 years					[   ]
9 – 12 years					[   ]
13 years and above				[   ]
2. Your Sacco consists of how many members?
Up to 5,000					[   ] 
6,000 – 15,000				[   ]
16,000 – 25,000				[   ]
26,000 – 35,000				[   ]
36,000 and above				[   ]
3. Kindly indicate the approximate number of new members who join your Sacco per year for the last five (5) years.
	Year
	Number of new members

	
	Less than 50
	51 – 100
	101 – 150
	151 – 200
	201 and above

	2010
	
	
	
	
	

	2011
	
	
	
	
	

	2012
	
	
	
	
	

	2013
	
	
	
	
	

	2014
	
	
	
	
	



4. What is the approximate expenditure used by the Sacco to acquire new fixed assets per year for the last five years
	Year
	Expenditure on fixed assets (K.sh)

	
	2M-3M
	3.1M-4M
	4.1M-5M
	5.1M – 6M
	6.1M and above

	2010
	
	
	
	
	

	2011
	
	
	
	
	

	2012
	
	
	
	
	

	2013
	
	
	
	
	

	2014
	
	
	
	
	



5. What is the approximate cost of repair and maintenance in your Sacco per year in the last five (5) years?
	
	Year
	Cost of repair and maintenance (K.sh)

	
	2M-3M
	3.1M-4M
	4.1M-5M
	5.1M – 6M
	6.1M and above

	2010
	
	
	
	
	

	2011
	
	
	
	
	

	2012
	
	
	
	
	

	2013
	
	
	
	
	

	2014
	
	
	
	
	


	
6. The rate of deposit on share accounts by members per year in the last five (5) years is approximately 
	Year
	Rate of deposit on share account (Kshs)

	
	1 – 5M
	6 – 10M
	11 – 15M
	16 – 20M
	21M and above

	2010
	
	
	
	
	

	2011
	
	
	
	
	

	2012
	
	
	
	
	

	2013
	
	
	
	
	

	2014
	
	
	
	
	



7. What is the approximate amount of loan given to members per year in the last five (5) years?
	Year
	Amount of loan (Kshs)

	
	1 – 5M
	6 – 10M
	11 – 15M
	16 – 20M
	21M and above

	2010
	
	
	
	
	

	2011
	
	
	
	
	

	2012
	
	
	
	
	

	2013
	
	
	
	
	

	2014
	
	
	
	
	



8. Does your organization have any other source of income e.g profits from investments?
Yes 				[   ]			No			[   ]

9. If your answer in the above question is ‘yes’, what is the approximate rate of total income to the Sacco per year in the last five (5) years?
	Year
	Rate of income (Kshs)

	
	1 – 5M
	6 – 10M
	11 – 15M
	16 – 20M
	21M and above

	2010
	
	
	
	
	

	2011
	
	
	
	
	

	2012
	
	
	
	
	

	2013
	
	
	
	
	

	2014
	
	
	
	
	



SECTION C
HUMAN RESOURCE PRACTICES

(i) Selective Hiring variable 
To what extent do you agree with the statement relating to selective hiring on growth of Sacco societies?
	Statement  
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Your Sacco society has a recruitment committee 
	
	
	
	
	

	Majority of the employees in your Sacco underwent a selective hiring process
	
	
	
	
	

	Selective hiring of employees has contributed to the growth of Sacco societies
	
	
	
	
	

	During recruitment the following aspects are considered:

	Age
	
	
	
	
	

	Gender
	
	
	
	
	

	Experience
	
	
	
	
	

	Expertise
	
	
	
	
	

	Race/tribe
	
	
	
	
	

	Impairment 
	
	
	
	
	



(ii) Reward systems
To what extent do you agree with the statement relating to the reward systems on growth of Sacco societies?
	Statement  
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Your Sacco society has an operational reward policy in place used for compensation of staff. 
	
	
	
	
	

	The reward system is focused to the Sacco Society vision and mission (Growth of the Sacco Society).
	
	
	
	
	

	The reward system in place ensures recognition of well performing employees
	
	
	
	
	

	The reward system has individual benefits that are appreciated by majority of the employees
	
	
	
	
	

	Reward system is periodically reviewed to cater for the changing needs of the employees
	
	
	
	
	



Kindly indicate the areas you think can lead to improvement in the reward system ………………………………………………………………………………………………………………………….…………………………………………………………………………………..

(iii) Job design: 
(iv)  To what extent do you agree with the statement relating to job design on growth of Sacco societies? 
	Statement

	Strongly agree 
	Agree  
	Neutral 
	Disagree
	Strongly disagree

	Your Sacco Society has a job design policy in place
	
	
	
	
	

	The job design caters for the following human resources management aspects:

	Movement of employees between different tasks to promote experience and variety
	
	
	
	
	

	Divide jobs into simpler tasks and assigns to workers as whole jobs
	
	
	
	
	

	Addition of extra tasks related to the existing job
	
	
	
	
	

	Addition of higher level responsibilities to self-driven employees
	
	
	
	
	



(v)  Performance management
To what extent do you agree with the statement relating to performance management on growth of Sacco societies?
	Statement

	Strongly agree 
	Agree  
	Neutral 
	Disagree 
	Strongly disagree

	There is a periodic appraisal of employees performance
	
	
	
	
	

	The performance management system links to the overall growth strategy of the Sacco Society
	
	
	
	
	

	Periodic employees appraisal reflects achievement of set goals and performance standards
	
	
	
	
	

	There is a periodic appraisal of employees performance
	
	
	
	
	

	The performance management system links to the overall growth strategy of the Sacco Society
	
	
	
	
	

	Periodic employees appraisal reflects achievement of set goals and performance standards
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